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XYZ Inc. is a leading
eLearning development
firm. It holds a large “
clientele base that is
spread across several
countries. =
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Introduction

——

The company produces
different forms of
eLearning products such
as Web-based Training
(WBT), Computer-based
Training (CBT) etc. =

menIﬁuidL_-.-_

— — .

- LN.D.LA. Trust Training.and Develop




Ll AJ ey - | P

N N \ -~ 2l <— (N

Introduction

XYZ’'s employee base
consists of several highly
experienced and
efficient instructional
designers and graphic
designers.
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Introduction

——

-

Off late, XYZ started
losing on several clients’
projects.




Introduction

—

XYZ was finding it
increasingly difficult to
bag new projects, to
such an extent that the
projects decreased by
nearly 60%.
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Introduction

The company’s top
management knew that
if things were to
continue the same way,
they would have to close

shop.
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People from different
strategic departments
were gathered for a
discussion to understand
the reason for losing
projects to its

| - competitors. _
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Introduction

Most people view that
XYZ'’s high pricing was
the chief reason that the

clients were choosing
competitors for their
projects. =




However, the top
management knew that
something was amiss.
Suddenly, the pricing
could not have become
the problem.
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Introduction

—

Dinesh, a marketing
executive who liked to
remain updated about

his industry had a
completely different
view.
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Introduction

Dinesh felt that XYZ
lacked a learning
culture.
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Introduction

——

Most clients wanted
their eLearning projects
to be developed using a
new powerful software

that had recently
. launched in the market.
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Introduction

—

However, XYZ was still
developing its projects in
the old-fashioned way in

a standard format.
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Introduction

The new software
allowed the eLearning
courses to be made
more interactive and
attention-grabbing for
the learner.
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Introduction

——

Hence, all clients wanted
to ensure that their
courses be developed
using the new software.

DACKAGE

Software
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Management found
that, the clients had
refused to work with
XYZ as it did not have
the new software nor
the technical expertise
to work with it
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Introduction

XYZ realized that to
remain competitive
among the cut-throat
market, learning should
be inculcated as a crucial
part of the company’s

| g culture.
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Introduction

P

Hence, you can see how
failing to learn and
failing to develop a

learning culture can be a

crucial pitfall for any
organization. =




Introduction

In this course, you will
learn about how and
why companies should
build a learning
organization.
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In this course, you will
learn about ho*» and

whycompamf auld
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A ‘Learning Organization’ is an
organization that is adept at
generating, adopting, and
transmitting knowledge, and
changing its behavior to reflect
the newly acquired knowledge
and insights.

Such an organization
continuously strives to provide
its employees access to relevant,
practical information.

[.N.D.I.A. Trust Training and Development Guide




Roll your mouse
over the icon,
to learn more.

These kind of relevant, practical
information can empower them
to improve both their individual
as well as organizational
performance.

In a ‘Learning Organization’,
learning happens at the whole
organization level and involves
creating a culture where learning
is implanted, communicated and
understood by all that there is a
place to seek information.

I.N.D.lLA. Trust Training and Development Guide




The concept of a learning organization is
not a new one. It flourished in the 1990s,
stimulated by Peter M. Senge’s, The Fifth
Discipline and countless other
publications, workshops, and websites.
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The ‘Learning Organization’ has been defined in several different ways by
various scholars. Some of the definitions given by scholars are as follows:

Watkins
&
Marsick

Jamali,
- Khoury, &
Shayoun

Let’s look at each in detail.

[.N.D.I.A. Trust Training and Development Guide
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The ‘Learning Organization’ has been defined in several different ways by
various scholars. Some of the definitions given by scholars are as follows:

~ Watkins & Marsick defines a
Watkins ‘Learning Organization’ as
& | follows:

Marsick N
Jamali, W ° “Learning organizations

Khoury, & are characterized by total
' employee involvement in

a process of
collaboratively conducted,
collectively accountable
change directed towards
shared values or
principles.”

Let’s look at each in detail.
[.N.D.I.A. Trust Training and Development Guide
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The ’Learmng Organization’ has been defined in several different ways by
various scholars. Some of the definitions given by scholars are as follows:

Watkins Jamali, Khoury, & Shayoun
& (2006) defines a ‘Learning
Marsick 2 Organization’ as follows:

 “A type of organization
- Khoury, & that promotes continual

Shayoun organizational renewal by
weaving/embedding a set
of core processes that
nurture a positive
propensity to learn,
adapt, and change.”

Let’s look at each in detail.
[.N.D.I.A. Trust Training and Development Guide
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The ‘Learning Organization’ has been defined in several different ways by
various scholars. Some of the definitions given by scholars are as follows:

Watkins
&

Marsick | Pedlar defines a ‘Learning

- Organization’ as follows:
Jamali,

Khoury, & B . «\, organization which

facilitates the learning of
all its members and

continuously transforms
itself.”

Pedlar

Let’s look at each in detail.
[.N.D.I.A. Trust Training and Development Guide
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Schon defines a ‘Learning
Organization’ as follows:

* “We must, in other words, " Watkins
become adept at learning. We &
must become able not only to Marsick _
transform our institutions, in Jamali, |

response to changing ‘ Khourv. &
situations and requirements; ¥

we must invent and develop )
institutions which are ‘learning r

systems’, that is to say, systems |

| Shayoun

capable of bringing about their | Schon
own continuing "‘
transformation.”

Let’s look at each in detail.
[.N.D.I.A. Trust Training and Development Guide
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The ’Learmng Organization’ has been defined in several different ways by
various scholars_Some of the definitions given by scholars are as follows:
Senge defines a ‘Learning
Organization’ as follows: ¥ Watkins
" o \ &
Organizations where . Marsick
people continually expand
their capacity to create | . Jamali,
results they truly desire, | Khoury, &
where new and expansive ' Shayoun
patterns of thinking are
nurtured, where collective
aspiration is set free, and
where people are
continually learning how
to learn together.”

Let’s look at each in detail.
[.N.D.I.A. Trust Training and Development Guide
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Why Build a Learning Organization?

The main benefits of building a learning organization are:

A learning culture can also help an organization to
quickly adapt to changes and manage change
effectively.

2

[.N.D.ILA. Trust Training and Development Guide
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Why Build a Learning Organization?

The main benefits of building a learning organization are:

A learning culture can help an organization to maintain

a competitive advantage in times of rapid changes in
the market.

£ o A continuous and sustained learning culture can help

an organization encourage its workforce to achieve
greater results and improve quality.

[.N.D.ILA. Trust Training and Development Guide



‘g!“ = eesAeR=Riason G o~ el iy Al Li

% Objectives

Explain What is a Learning Organization

Define a Learning Organization

Explain Why Build a Learning Organization

Explain List the Characteristics of a Learning Organization

Explain Corrective Learning

Explain Transformational Learning

Describe the Various Aspects of Learning Organization

Describe Steps to Build a Learning Organization

Describe The Building Blocks of a Learning Organization

Explain the Factors Driving Learning in an Organization




So, what makes an organization, a ‘Learning
Organization’?

Some of the typical characteristics that are found
in a ‘Learning Organization’ are as follows:

A learning organization is ready to
research and ask questions, seek
answers, discuss its weaknesses

openly, and has the vision to
adjust itself to changes.

4

A learning organization regularly
challenges its basic assumptions
| about how things are done.

J

I.N.D.I.A. Trust Training a}fDeveiupment Guide
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Characteristics of a Learning Organization

A learning organization
follows an ideal prescriptive
model where it helps |
individuals learn. N

\ ;

\\ \
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The core principle by which a
learning organization works is by
believing in a tendency towards
shift, transformation or change.

<

p
A learning organization is a

self-reflective organization and
it strives to actively learn from
its successes and failures.

[.N.D.IL.A. TMTraining and Development Guide
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A learning organization
strives to build its 1Q but also

strives to build its EQ as well.
\\

Roll your mouse
over the icon, to
learn more.

It continuously strives to h
overcome regular pattern N

behavior, overcome

routine processes, and |
skilled incompetence. » ’@
. - »
It strives to foster deep change 0\ et
that takes continuous sustained e e :
effort for years, through | "

continuous executive support,

\_ and a well-developed plan.
['N.D.ILA"Trust Training anc! Develﬁpm‘gt Guide \




he employees can
play a key role in a learning
organization to continually

learn, generate, adopt, and

transfer knowledge to help
their company adapt

to the

unpredictable
changes faster
than rivals can.

[.N.D.LLA. Trust Trainli" e evelopment Guide



Let’s look at each in detail.

[.N.D.ILA. Trust Training evelopment Guide



‘g!“ = eesAeR=Riason G o~ el iy Al i
9 Objectives j

Explain What is a Learning Organization

Define a Learning Organization

Explain Why Build a Learning Organization

Explain List the Characteristics of a Learning Organization

Explain Corrective Learning

Explain Transformational Learning

Describe the Various Aspects of Learning Organization

Describe Steps to Build a Learning Organization

Describe The Building Blocks of a Learning Organization

Explain the Factors Driving Learning in an Organization




 ‘Corrective Learning’ is also
referred to as ‘Single-loop
Learning’.

* Such a learning primarily
focuses on corrections by
discovering and rectifying
faults, mistakes or errors of
any kind that affects the
organization.

.
[.N.D.ILA. Trust Training and Development Guide



Processes, or practi
within them.
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‘Transformational Learning’
is also referred to as
‘Double-loop Learning’.

* Such alearning primarily
focuses on inquiring into the
structures, procedures,
processes, systems, norms,
or practices that corrective
learning had taken for
granted.

}
s

>
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Q. 'Corrective Learning'is also
referred to as:

O© One-loop Learning
O Ace-loop Learning
O single-loop Learning

© Unity-loop Learning

K Click on the
radio button
to select the

correct

\_ answer!

[.N.D.I.LA. Trust Training and Developmen



Correct Answer-

‘Correctiye L
[P earnin '
Single-Io L ngg "S also referrey to as

Click here ‘\0
Con’(.'\nue :
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Let us look at each in detail.
[.N.D.ILA. Trust Training and Development Guide
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Individual Aspect

s

Individual Aspect:

* One of the first aspects that comes to the fore about a
‘Learning Organization’ is the individual aspect that it
needs to take care of.

* A ‘Learning Organization’ should foster continuous
\ learning for the individuals in the organization by

‘1 providing a conducive environment and supporting
\ leadership.

" . LNLD.LA. Trust Trnining and Dp\/plnpmnnf Guide J
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Individual Aspect




Group Aspect:

* Another aspect that comes to the fore about a ‘Learning

Organization’ is the group aspect and how learning affects
the groups in an organization.

* At the group level, the learning endeavors being taken up

by an organization should create an integrated movement
of knowledge and experience across the organization.

LNLD.LA. Trust Tr;\ining and np\/plnpmnnf Guide
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Organizational Aspect

* The third and final aspect that a ‘Learning Organization’
needs to take care of is the organizational aspect.

* Itis but natural that all the efforts towards learning that
are made in a ‘Learning Organization’ should be directed
towards connecting learning to organizational
transformation.

LNLD.LA. Trust Tr;\ining and np\/plnpmnnf Guide
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to learn more.
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The role of the knowledge worker as a change agent involves at least
one or more of the following skills and competencies:
Facilitating
Consulting
Influencing
Planning
Visioning
Communicating
Strategizing
Researching

[.N.D.ILA. Trust Training and Development Guide
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Steps to Build a Learning Organization

You should always keep in mind that in order to
build a learning organization, you would need carry
out consistent and ongoing change management.

Also, you would need proper and continuous
communication strategies before, during, and after
implementation.

/

\ I.N.D.I.A. Trust Training and Development Guide v~




Let’s look at each in detail.
_ I.N.D.I.A. Trust Training and Development Guide
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Step 1: Conducting an Organizational Assessment

T~

 Step 1: Conducting an Organizational Assessment

o The first step towards building a learning organization is /
to conduct a thorough organizational assessment.

o The primary objective for carrying out such an
assessment it to understand and analyze the leadership,
culture, and, the organization’s tolerance for change.

|
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Step 2: Creating a Strategic Plan

0 T - T
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&

* Step 2: Creating a Strategic Plan ‘

o The second step towards building a learning organization
is to create a well-defined strategic plan.

o This strategic plan should be aligned with the
organization’s mission, vision, and values.

y A

|

7
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Step 2: Creating a Strategic Plan

Step 2: Creating a Strategic Plan

) -

e Step?
« The strategic plan should clearly define the
o Th current position of the organization, the future
is 1 position of the organization where it wants to Zation

reach, define the gap between where the

o Thi organization is now and where it wants to be

I org and to guide decision making throughout

implementation and also in the future.

;

[.N.D.L.A. Trust Training arld Development Guide
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Step 3: Documenting Knowledge

l'_ - ,. j;,-' -

- T

e Step 3: Documenting Knowledge ‘

o The third step towards building a learning organization is /
to properly and thoroughly document all the acquired
information and knowledge through job audits or other
collection methods such as team meetings, group
discussions, surveys, employee forums etc.

y
4
A
5

|

7
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Step 4: Designing Procedures and Instructions
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* Step 4: Designing Procedures and Instructions

ﬁ
{

o The fourth step towards building a learning organization
is to design Standard Operating Procedures (SOPs) and
work instructions.

|

=

[.N.D.ILA. Trust Training and Development Guide



Step 4: Designing Procedures and Instructions

w

[.N.D.ILA. Trust Training ald Development Guide >\ p——
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Step 5: Allgnmg Knowledge and Sk|IIs

* Step 5: Aligning Knowledge and Skills ‘

o The fifth step towards building a learning organization is
to adjust and align the performance and training
initiatives so that they map to the employee’s job roles.

o This alignment can help each employee to improve
his/her skills and knowledge and contribute more fully to

the organization.
‘ [.N.D.L.A. Trust Training arld Development Guide _
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Step 6: Implementmg Supporting Technology
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* Step 6: Implementing Supporting Technology

w
{

o The sixth step towards building a learning organization is
to enforce and implement supporting technology
throughout the organization.

o Such technology can be of any form such as websites,
learning portals, discussion forums, web-based training

sites etc.

|
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Step 6: Implementing Supporting Technology
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Step 7: Evaluating and Realighing
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 Step 7: Evaluating and Realigning

.o

S

_

o The seventh step towards building a learning organization /

is to ceaselessly measure and evaluate the organization’s
progress toward its defined strategic objectives.

v
=

A I.N.D.L.A. Trust Training and Development Guide
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Step 7: Evaluating and Realigning
*

— ¥ —W:-‘

«  The main aim of measuring the progress is to
o Th identify the gaps between the current and

is 1 desired position of the organization and make ization
prc changes to the existing processes and methods ition’s
so that it helps build a holistic learning culture
I throughout the organization.

[.N.D.L.A. Trust Training arld Development Guide




Q. Which of the following is the first
step towards building a learning
organization?

O Creating a Strategic Plan

O Designing Procedures and Instructions

O Aligning Knowledge and Skills

O Conducting an Organizational
Assessment

( Click on the
radio button
to select the

correct

\_ answer!

[.N.D.I.LA. Trust Training and Developmen



Correct Answer-

‘Conducting
Organization

an Organizat;

Ohal AssessmEnt; is
towards pyijj

ding 5 'earning

Assessment

(0]
Click here “
Con’(.'\nue :

Gl AN TEI

i lopmen
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'Conducting an Organizational Assessment’ is
the first step towards building a Iearning
Organization

GULE AN TEINE

i lopmen
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There are three critical building blocks of any learning organization. It is
absolutely crucial that if an organization wants to build a learning
organization, it would need to work upon all these three critical building
block. The three building blocks of a learning organization are:

.°|.!ncou ragingIlLIeIallrmnI inllg"IE n"lvII i r"o"ln| |||m| |||Ie"“ntl —

Let us look at each in detail.

[.N.D.ILA. Trust Training and Development Guide



Encouraging Learning Environment —

There are four main factors that an organization

should bear in mind to build an encouraging

) learning environment. The encouraging learning

Offer Mental Security environment should be such that it should:

Admire Differences of
Opinions

Be Open to Novel Ideas

Encourage Thoughtful
Contemplation

Let us look at each in detail.
[.N.D.ILA. Trust Training and Development Guide



Encouraging Learning Environment

Admire Differences of
Opinions

Be Open to Novel Ideas

Encourage Thoughtful
Contemplation

There are four main factors that an organization
should bear in mind to build an encouraging
learning environment. The encouraging learning
environment should be such that it should:
B

Offer Mental Security:

* The learning environment should ensure
that the employees feel safe and secure
and do not fear being alienated or
derogated when they express their views
points or offer suggestions for
improvements.

Le-k at each in detail.
[.N.D.ILA. Trust Training and Development Guide



Admire Differences of
Opinions

Be Open to Novel Ideas

Encourage Thoughtful
Contemplation

[.N.D.ILA. Trust Training and Development Guide

Encouraging Learning Environment
T

There are four main factors that an organization

should bear in mind to build an encouraging

Ipﬂrhinn o o e = = =

ning

« Employees should feel free to
openly voice their doubts,
queries, admit to their mistakes

up new responsibilities or skill
learning without fearing failure.

: e

improvements.

and be comfortable about taking @

5

Let us look at each in detail.




Encouraging Learning Environment

Offer Mental Security

There are four main factors that an organization
should bear in mind to build an encouraging
learning environment. The encouraging learning
environment should be such that it should:

Be Open to Novel Ideas .

Admire Differences of Opinions:

The learning environment should

encourage people to express their

Encourage Thoughtful opposing ideas and viewpoints freely in
Contemplation front of their peers as well as seniors.

[.N.D.ILA. Trust Training and Development Guide

Le-k at each in detail.
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Encouraging Learning Environment

Encouraging Learning Environment

"

e Open fo Novel ldeas | accept the fresh thinking of

Encourage Thoughtful

Contemplation

There are four main factors that an organization

should bear in mind to build an encouraging
Jearninm mme-ta— - ning
Offer Mental Security o

"« Also, each and every employee
including the senior employees
should listen to the differences
with an unbiased attitude and

other employees.

E——— RS LA R | O ) 8

Let us look at each in detail.
[.N.D.ILA. Trust Training and Development Guide



Encouraging Learning Environment
_

There are four main factors that an organization
should bear in mind to build an encouraging
learning environment. The encouraging learning
environment should be such that it should:

_

Offer Mental Security

Admire Differences of

Opinions Be Open to Novel Ideas:

* The learning environment should not
only improve the current processes and

Encourage Thoughtful approaches but also help employees to

. come up with new and novel ideas.
Contemplation

Le-k at each in detail.
[.N.D.ILA. Trust Training and Development Guide
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Encouraging Learning Environment

Encouraging Learning Environment —
0O

There are four main factors that an organization
should bear in mind to build an encouraging

. Jearninm mme-ta— . ning
Offer Mental Security o

"« Thelearning environment should —

open up the employees’ minds
to innovate, experiment and try

G our novel ideas.

Admire Differences of
Opinions

Encourage Thoughtful
Contemplation B

Let us look at each in detail.
[.N.D.ILA. Trust Training and Development Guide



Encouraging Learning Environment
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Encouraging Learning Environment

There are four main factors that an organization
should bear in mind to build an encouraging
learning environment. The encouraging learning
environment should be such that it should:

Offer Mental Security

Admire Differences of
Opinions Encourage Thoughtful Contemplation:

* The learning environment should
encourage the organization to not only
look at the productivity but also the
quality of work delivered by their
employees.

Be Open to Novel Ideas

Le-k at each in detail.
[.N.D.ILA. Trust Training and Development Guide
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f «  Also, it should offer the
Offer Mental Security (_: employees some time where ling

they can take time to reflect

Admire Differences of ] upon a task that they completed
Opinions | and learn from their mistakes

and improve upon whatever they

Be Open to Novel Ideas ‘ did well in the current task.

« Hence, the learning environment
should allow time for a pause in
the action and encourage
thoughtful review of the

— organization’s processes.

—

[.N.D.I.A. Trust Training and Development Guide Let us IOOk at eaCh in detail'



 Another critical building block of
any learning organization are the
well-defined learning processes
within the organization.

* Such learning processes are
defined by creating, collecting,
translating, and spreading of
information throughout the
organization. Information can be
gathered by experimenting with
new ideas, processes and products,
keeping track of customer,
competitor, or technological trends
in the market.

I.N.D.I.A. Trust Training and Development Guide
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. _—
| 2\:\(’)"(2 « This information is then further analyzed and :

well-d interpreted to help develop well-defined learning

U processes.
« Suchle * Once the learning processes have bt?en defi:'nedd, etri\se

definec next logical step is to ensure that th!s knowledg

transla shared in systematic and clearly defined ways.

inform:

« Knowledge sharing can happen internally through

orgsniz, post-project audits between the errfplo.yees wor.king
iaetw?;i on a project or externally by gathermg. mformtart:n
keeping from customers to gain their perspectives on
compet organization’s activities or challenges.

inthe m _

-_— <
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Leadership that Supports & Rewards Learning

e The last but not the least building
block of a learning organization is a
leadership effort to support and
reward learning at each level in the
organization.

* Itis the behavior an attitude of the
leaders of the organization that can
truly help an organization fully
integrate a learning culture
holistically throughout the
organization.

[.N.D.I.A. Trust Training and Development Guide
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Leadership that Supports & Rewards Learning

e Thela: . ‘
block¢ « |eaders should encourage opéen dlscqssmnsf?nt:.\a’e
EEieier culture of questioning, experin‘\ent?tlon, re e; ||e ©
e post-audits, innovation, spending time on r:‘ro
organiz identification, and inquisitiveness among the

e |[tisthe employees. r -
leaders
'trUIy e Such attitude of leaders will help encourage
o ideas and options and offer
holistice employees to offer new | . ‘
organiz: their alternative points of view.

Roll your mouse
over the icon, to

learn more. TIP

\F
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You can evaluate
performance of different
teams, units, or
organization’s defining
characteristics for each
building block and then
identify areas for
improvement.

[.N.D.LLA. Trust Trainli" e evelopment Guide



Which of the following is NOT one
of the building blocks of a learning
organization?

Evaluating and Realigning

Leadership that Supports & Rewards
Learning

Encouraging Learning Environment

OO0 OO0

e Well-defined Learning Processes
Click on the

radio button
to select the
correct
\_ answer!

[.N.D.I.LA. Trust Training and Developmen



Correct Answer-

'EVaIUating and

building blocks Realigning'

is
of a learnjn NOT one of the

& Organizatiop,.

@ Well-defined Leat

Click here ‘\0
Con’(.'\nue :

Gl AN TEI

[.N.D.I.LA. Trust Training and Developmen



'EVGFUating and

Reah’gn,'ng.
bUi’ding blocks

is NOT One of the
of 3 ’earnin

& Organization.

GULE AN TEINE

i lopmen
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Real Life Example

2

Let us now look at a
real life example to
understand the

Building Blocks of
Learning Organization.

g— —

i
I.N.D.I.A. Trust Training and C
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Tristar Pharmaceuticals is 3 leading
manufacturer of pharmaceutical drugs
especially for the cardiovascular system.

[.N.D.I.A. Trust Training and Development Guide




For several years now, Tristar has
_enjoyed monopoly in the cardiovascular
-4 drug market

[.N.D.I.A. Trust Training and Development Guide
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START

SELECT!

i
{ N i

= ow, Tristar wanted to expand into
Tl - hewer geographic areas.
[
§
§
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After carrying out an assessment, it
found that as compared to its rival
companies, it greatly lacked openness to
experimentation, new ideas and
information transfer,

[.N.D.I.A. Trust Training and Development Guide




f g
START
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The management at Tristar knew that if jt
wanted to achieve its strategic goals of
expansion, they would need to focus

- heavily on changing the organization’s
established culture.

[.N.D.I.A. Trust Training and Development Guide




" Real Life Example j

\\

_4
. Encouraging Learning Environment
.» . Well-defined Learning Processes ‘ | ,

that Supports & Rewards

Leadership
Learning

Let’s now look at how Tristar builds a
strong learning organization by focusing
on the three building blocks of a learning
organization:

[.N.D.I.A. Trust Training and Development Guide
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Encouragmg Learmng Envirol

& p— In order to build an encouraging learning

~ environment Tristar established a new
_ policy of ‘open doors’.

[.N.D.I.A. Trust Training and Development Guide




prmmmmmre, &

ning Environment

Encouraging Lear
© ——Under this policy, the managers and
;  — senior management people were
i eéncouraged to adopt an open door policy
: —— Where they were open to employees’
i
i

o views and opinions, open to novel ideas
and experimentation.

[.N.D.I.A. Trust Training and Dev




Environment

Encouraging Learning
, — Employees were also encouraged to

; — follow a policy of ‘blameless viewpoints’
i where they could report about any flaws
: L —_ inthe system, people or processes
i

i

without fear of reporting and without
sounding blaming,

I.N.D.I.A. Trust Training andDevelopment




earning Environment

Encouraging L

; .= Impact of Encouraging Learning Environment:

i When Tristar adopted the new policy that established an
i encouraging learning environment, it brought with it

I © _several benefits such as:

. Employees became more open to experimentation, to
: take risks and explore unknown options.

[.N.D.I.A. Trust Training and Development Guide




earning Environment

Encouraging L

; * Employees became more open in expressing their

i viewpoints and felt comfortable in disagreeing with

i others, accepting their mistakes, asking questions, and
I presenting novel ideas,

5 Employees became more involved in reviewing

: organizational processes and how to improve them.

[.N.D.I.A. Trust Training and Development Guide




Encouraging L

earning Environment

Employees started reporting flaws and weaknesses in
the system, people or processes more openly and
amicably without sounding blameful and spreading
animosity among themselves.

Employees, managers as well as senior management
understood the value of opposing ideas.

[.N.D.I.A. Trust Training and Development Guide
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Well-defined Learning Processes

In order to build well-defined learning
processes, Tristar started conducting a
thorough and systematic analysis and,

- examination after every mission, project,
or critical activity.

[.N.D.I.A. Trust Training and Development Guide




— The parties involved in such tasks were asked to
N properly document their views on the particular
o activity pertaining to questions such as:

*  What had you set out to do in this particular
== mission, project or activity?

-+ What actually happened? Why?

*  What can you do better next time?
I.N.D.l.A. Trust Training and Development Guide
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Well-defined Learning Processes

The findings from all the documented
views of all parties are then collaborated
into a proper report. This report is then

' further analyzed and examined by the
people through the chain of command.

[.N.D.I.A. Trust Training and Development Guide




- Theresults of the analysis are then used
. toimprove the next mission, project, or

- critical activity. In this way, Tristar strived

= |to continuously improve upon its

processes.

[.N.D.I.A. Trust Training and Development Guide




.= Impact of Well-defined Learning Processes:

* When Tristar adopted the review policy that helped
establish well-defined learning processes, it brought with it

_ several benefits such as:

et helped identify and solve problems that may be

| hampering the success of an activity.

[.N.D.I.A. Trust Training and Development Guide




d Learning Processes

Well-define
~* Ithelpedin coming up and experimenting with new and
tangential activities, opportunities and offerings.

* It helped employees become more responsible and
diligent towards their individual tasks in a particular
project or activity.

* Ithelpedin developing employees’ analysis,
interpretation and strate&ilﬁ thinking skills.

I.N.D.l.A. Trust Training and Developmen
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Well

It helped in creating, gathering, understanding, and
spreading of crucial information about each project or
activity to all the parties involved and through the chain
of command.

* Ithelpedin gathering crucial information on
competitors, customers, and technological trends in the

market. _
I.N.D.l.A. Trust Training and Development Guide




“In order to foster a leadership that
__ supports and rewards learning, Tristar
- decided to start at the top of the

~— organization.
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______ Robert Clooney, the CEO of Tristar,
~ encouraged his managers to think
| Creatively and out-of-the-box.

[.N.D.I.A. Trust Training and Development Guide




_ He asked each employee of Tristar to challenge themselves

~ _ before doing any task by asking themselves questions like:
: -*  What other choices/options have You considered for

performing the task?

.*~*  What are your assumptions about this task?
- * How can you improve yourself in this task than the last

one? _
I.N.D.l.A. Trust Training and Development Guide




Such questions helped employees create
~ anopen-minded approach towards each
_ task which is critical to learning.
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- Impact of Leadership that Supports & Rewards Learning:
-~ When Tristar strived to foster a leadership that supports
and rewards learning, it brought with it several benefits
~~such as:

.+~ * It helped each employee to understand the crucial

] relevance of spending time on problem identification,
knowledge transfer, and thoughtful contemplation.

I.N.D.l.A. Trust Training and Development Guide




~ ¢ Italso showed the organization’s and the manager’s

openness and willingness towards novel and alternative
viewpoints and ideas.

* It encouraged each individual to engage in active
questioning and listening with other parties involved in
a project.

[.N.D.I.A. Trust Training and Development Guide




= Hence, you can understand how Tristar
built a sustaining learning organization

— based on the three critical building blocks
of any learning organization.

[.N.D.I.A. Trust Training and Development Guide
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% Objectives

Explain What is a Learning Organization

Define a Learning Organization

Explain Why Build a Learning Organization

Explain List the Characteristics of a Learning Organization

Explain Corrective Learning

Explain Transformational Learning

Describe the Various Aspects of Learning Organization

Describe Steps to Build a Learning Organization

Describe The Building Blocks of a Learning Organization

Explain the Factors Driving Learning in an Organization




There are a few factors that drive and foster learning in any organization
including a learning organization such as:

Employees

T

- Information Technology

- Competitiveness

RIS Indefinite Change

Let us look at each in detail.

[.N.D.ILA. Trust Training and Development Guide



Employees

The employees of an
organization are the knowledge
workers who have to constantly
remain abreast of the latest
trends, technology and
developments in their respective
field and markets.

Hence, such employees have to
undergo continuous learning in
order to remain competent and
skilled to do their jobs.

[.N.D.I.A. Trust Training and D
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© Theemploy SUchempqy,

s = "' w
Who w

organizatioc  Perpetyayy, eVolving ¢ ork in a woryy of
workers w k Change, and neeq S ec log rapid
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underge € learning
order te.. _
skilled to do their jobs.
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Information Technology

|
iii Information Technology

Information Technology is the
primary driver of this knowledge
age.

Also, information technologies
are continuously evolving and so
technological adjustments and
changes have become a part of
everyday organizational life.

To adopt these technological
changes, the organization needs
knowledge workers who are
trained on the new technologies
and can adapt to them quickly.

[.N.D.I.A. Trust Training
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Information Technology

H Information Technology

* Information T=-hnology is the
primary dri* g -

ni
age. Workforc eto

are contin
technolog
changes| However, toda
everyday Work itself, T,

 To adop Continyoys or
change:
knowledgeworne....
trained on the new technologies"
and can adapt to them quickly.
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In today’s highly competitive
world, organizations face cut-
throat competition.

Continuous sustainable learning is
the only source of competitive
advantage that organizations can
bank on.

Organizations need to understand
the need to continuously learn
and use the learning to mold new i
systems, norms, practices,
structures, and processes in order
to flourish and prosper. :

[.N.D.I.A. Trust Training and Developme
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Indefinite Change

individual’s life.

An organization may see many
changes in its daily business such
as downsizing, government policy
changes, technological changes,
management changes, mergers,

privatization, etc.

Hence, change does not go away
and is an essential dimension of

organizational life.

As the saying goes, the only thing
constant in life is change. These
indefinite waves change are felt in
any organization just as in an

I.N.D.I.A. Trust Training and Development Guide
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IAnude“fiﬁiteChange -

 As the saying goes, the only thing

constant in —~~a These Q“M
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and is an essential dimension of
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Practice

Let us now practice all
that you have learned
about Building a
Learning Organization.
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Carry out a research study. Look at
a few organizations and choose a
learning organization. Research
thoroughly about this learning
organization. Then, based on your
research, answer the following
questions:

What kind of a learning culture
does the organization have?
How does the learning culture
help the organization remain
competitive?

How is the learning spread
across the complete
organization?
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Case Study

Howard Gotham works
as a Project Manager at
Leonard Inc.

Howard heads a team of
12 people and is
responsible for having
preliminary discussions

with clients and
managing the projects.

.‘.L\ 2 ‘ -~ V “:; i TR ((N 1

How can Howard
ensure open
communication to
foster learning in his
team?

How can Howard use
learning from each
project to adapt to
upcoming changes?

[.N.D.I.A. Trust Training and Development Guide



A ‘Learning Organization’ is an organization that is adept at
generating, adopting, and transmitting knowledge, and
changing its behavior to reflect the newly acquired knowledge
and insights.

Researchers have identified two types of learning in a learning
organization:

o Corrective Learning

o Transformational Learning

There are three chief aspects of any ‘Learning Organization’ as
follows:

o Individual Aspect

o Group Aspect

o Organizational Aspect




The following are the steps to be followed for building a
learning organization:

o Step 1: Conducting an Organizational Assessment
o Step 2: Creating a Strategic Plan

o Step 3: Documenting Knowledge

o Step 4: Designing Procedures and Instructions

®

®

®

Step 5: Aligning Knowledge and Skills
Step 6: Implementing Supporting Technology
Step 7: Evaluating and Realigning

The three building blocks of a learning organization are:
o Encouraging Learning Environment

o Well-defined Learning Processes

o Leadership that Supports & Rewards Learning




Click each alphabet to learn more.
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Click each alphabet to learn more.

rrrrrrrrrrgrrry




Culture - Culture means the
attitudes and behavior that are
characteristic of a particular
social group or organization.

Communication -
Communication means the
activity of communicating or the
activity of conveying
information.




Learning - Learning is the
cognitive process of acquiring
skill or knowledge.

Leader - Leader is a person who

rules, guides or inspires others.




Organization - Organization is a
group of people who work
together.

Opportunity - Opportunity

means a possibility due to a
favorable combination of
circumstances.




Structure - Structure means the
manner of construction of
something and the arrangement
of its parts.

Strategy - Strategy is an
elaborate and systematic plan of
action.
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