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Stufflebeam (cited in Rossi, ed. 1982) has compared the two sets of standards as 

follows: The ERS standards do not address valuational interpretation, balanced 

reporting, hunan interactions and context analysis, which are addressed by the 

Joint Camittee's standards. The ERS standards are also more simple and 

prescriptive while the Joint Committee standards include a rationale, definitions 

of key concepts, *ugge*t»d procedures, pitfalls to be avoided, warnings about trade 

off problems, and an illustration of use and abu^e. The biggest diffcrencc 

however, is the way in which the two sets of s andards are organised tc serve 

different functions. The ERS standards are grouped by main task areas in an 

evaluation, while the Joint Committee standards are grouped according to four 

attributes of a sound evaluation.

Tne ERS standards enhance the use of standards in planning and guiding evaluations 

while the Joint Committee standards identify and explicate the underlying 

principles. There is therefore considerable but not total overlap in the coverage 

of the two sets of standards, making W e  documents complementary rather than 

duplicative.

2 .3 .4  Suwwry

As Cook and Cruder (1978) have pointed out, meta-evaluation remains a developing 

science and judging it by the strictest technical standards is tant«nount to 

treating a developing science as though it were already a developed science with a 

large stock of accimjlated wisdom. It would hardly be logical to review the art of 

meta-evaluation in a sitrmative fashion which implied that it was highly developed.

Hatuszek & Lee ( 1977) add that there is no single answer to who best can evaluate

1 » evaluator. Externa) persons provide relatively higher objectivity and 

relatively less understanding of the local context compared to self-evaluation. 

Therefore there has to be a trade-off between content knowledge and credibility. 

In a case such as this dissertation, there are obvious advantages and equally 

obvious problems, associated with a meta-evaluation done by the evaluator herself.



2.4 Strategic Human Resource Management Literature

2.4.1 Introduction

One of the widely accepted definitive characteristics of the strategy concept is 

the deliterate alignment of the organisation with its environment. This alignment 

can apply equally to: the relationship of the organisation as a whole with its 

external environment; and the relationship of the hurun resource function 

(including training) with the internal environment of the organisation. The latter 

is the level of focus of this study.

The changing socio-political and economic environment, demographic shifts and new

• ’ues concerning workers have placed human resource professionals in a central 

position in organisations. As they join with top r*k.nagement tc • tegrate hunan 

resource planning with strategic planning, they will need concepts, instruments and 

techniques, the importance of which are perhaps not yet fully appreciated; nor have 

these requirements been adequately identified and incorporated into academic 

programmes of professional development.

In this section, what strategic human resource management actually entails is first 

explained (2.4.2). Then the human resource development tools for implementing it 

are identified (2.4.3). Finally, the new education and training needs of hunan 

resource professionals are reviewed (2.4.4).

2.4.2 A Framework for the Strategic Management of Training

"The role of human resource management in strategy formulation represents a true 

frontier for htr.un resource management" (Tichy, fonfcrun, and Devanna, 1984, p24). 

The emergence of this field in the literature is less than two years old! 

Consequently concise overviews of current writings are not yet available.

The strategic concept, with its emphasis on organisation alignment with 

environmental conditions, is based on contingency theory. What human resources 

management (HRH) presently does not have is a clear and visible contigency, or 

contextual, approach to the management of the human resource of the organisation. 

"There is still a strong trend in HUM to follow a normative philosophy which 

prescribes 'best ways' of HRM functioning irrespective of the specific business'
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strategy (trgge, 1978, cited in Pansegrouw, 1985, p28). Pansegrouw (1985) 

considers that the longer term result of ignoring contextual factors and practicing 

a nornvitive brand of HRM, including training, is usually loss of credibility, 

usefulness and effectiveness in the organisation.

Strategic human resource management (S-HRH) provides the training function, for 

instance, with functional effectiveness criteria which can be achieved. The 

tendency to accept responsibility for a direct contribution to traditional 

organisation efficiency measures, e.g. the 'bottom line' of profitability, as 

appropriate criteria against which to assess training effectiveness is dooming 

training to perceived failure. S-HRH leads to contextual effectiveness criteria 

which are appropriate for the training function (Pansegrouw, 1985).

In 1981 a survey by the Strategy Research i..nter at Coiirbia University (Tichy, 

Farbrun and Devanna, 1984) found that most firms would like to use human resource 

data in the strategy formulat'on process, but few have successfully carved out an 

appropriate role for their hunan resources function. Previously, hunan resources 

have been considered a factor only after the strategic business decisions have been 

made. Where strategic hunan resource development has begun to happen in companies 

and corporations, T^chy, Fonbrun and Devanna (1984, p25) report that much 

experimentation and problem-solving is found necessary, to decide what data are 

required, what issues should be included, and how they should relate to the various 

aspects of the business. A major question is: "How can you get line and human 

resource staff to collabratively integrate human resources into the strategic 

plan?-.

The process of strategic hunan resource management is still evolving. So far, the 

major emphasis has been on strategy formulation. Tichy, Fombrun and Devanna 

consider that the challenge of the 1980’s is the effective implementation of 

strategy:

...getting people to do the right things to make strategies happen. In 

this respect, the human resources tools became central and focus 

specifically on selecting the right people to run a business, rewarding 

them for strategic activities, and designing staffing patterns that



- 89 -

match the strategic plans, as well as creating more strategically 

motivated development and labor relations policies. To this end, the 

human resource systems will need to become more flexible so that they 

can be aligned to drive strategy (Tichy, Fombrun, & Devanna, 1984, p26)

Devanna, Fombrun and Tichy (1984, pp33 51) have proposed a set of frameworks for 

conceptualising the links between human resource management and strategic corporate 

and/or business otjectives. These conceptual frameworks aid understanding of both 

how the status quo operates and how required adaptations in organisational strategy 

will have an impact on existing systems, and which systems will have to be modified 

if the new strategy is to work.

Strategic management involves consideration of the following components:

- Mission anu strategy: an organisation needs a reason for being 

(mission). ir\ ,t :e.<se of how to deploy materials, information, and

people tc cany ',t r.i* (strategy).

- Formal structure C' />»'' <1 tasks ire organised to implement the 

organ i sat ion '<■ • '\jy *e g. systems of financial accounting and 

information dissflmim nor/.

- Htman resource systems: people are recruited and developed to do jobs 

defined by the organisation'} fom*il tructure; their perfi nance 

must be monitored and rewards ai’oc«ted to maintain productivity 

(Devanna, Tichy & Fonbrun, 1*>84, p34).

The critical managerial task is to align the fomwi structure and the hinwn 

resource systems so that they drive the strategic objectives of the or^anisatton.

In attempting to model the relationship between the hunwin resource systen \nd the 

strategic activities of the organisation, it is necessary to aui one more <fcg ce oe 

complexity to the framework the three levels of manonerial work:
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- Strategic level: deals with policy formulation and overall goal 

setting.

- Managerial level: focuses on the processes by which the organisation 

obtains and allocates resources needed to carry out its strategy and 

objectives.

- Operational level: the day-to-day management of the organisation is 

carricl out (Devanna, Tichy & Farbrun, 1984, p42).

The conponents of strategic management and the three levels of managerial work a-e 

then confined, as they relate to training, into a framework for the strategic 

management of training (See Fig 2.5). The model illustrates the reciprocity which 

is needed between the type*, of activities associated with the three levels of 

managenent and the hiinan resource subsystems. This shows how strategic decisions 

and policies in the area of training need to be integrated with those of the 

personnel or hunan resource function and the organisation's operational strategies.

The following proposals by Hales (July, 1986, pp65 66) identify the steps which 

need to be taken to link business plans with training activities.

- Both the business plan and the training plan should be developed at 

strategic and operational levels and a strategic business plan must 

exist before a strategic training plan can be developed.

Training plan drivers are then derived from the strategic business 

plan and environmental analysis, and are the links between business

activities <»nd training activities.

- Training plan drivers: help target training resources to meet major 

business priorities; assist in the selection of training needs 

analysis methods;and provide broad parameters to evaluate return on 

investment in training.
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FIGURE 2.5

Framework for the Strategic Management of Training
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Time Mori ion 
long run

Resources
required

Organisational
impact

Strategic level

- What people arc needed to 
run future businesses7

- Policies and programmes for 
long term hunan resources 
to fit the environment and 
thy organisation strategy

ManageriaI level

- Developing an effective 
hunan resource function 
for acquisition, ret-ntion 
and development of peuple 
to meet strategic objectives

Operational level

Dally support of the organisa 
tion with effective hunan 
resources

Short
-run

Small
Quantity

low

Strategic level

- Do we train or buyT
- What training needs to be done 

to support the Manpower 
Development Plan

- Policies and programmes to 
support long term objectives

Managerial level

- Identification of training 
needs to meet strategic 
objectives

- Identification of outside 
training resources

- Development of the training 
function
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(Hased on Devanna, M A, lichy, N N I  furt'run, C J, 1904, p43).
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- If the training plan is developed separately from the strategic 

business plan, the training plan will remain operational and 

short-term, and if the business is dominated by short-term, 

timetabled plans, the training plan will rcflect similar 

characteristics. Training plan drivers cannot be derived from 

businesses engaged only in short-term operational planning and 

scheduling

- Careful assessment and prioritization of training plan drivers 

enables precise alignment, of training with the needs of the business.

He explain* that training plan drivers are the conceptual products of decisions 

which emeigo from, and are influenced by, the executive decisions that form the 

strategic business plan. Executive management’s selection of major training plan 

drivers is based on their review of environmental analysis data and the strategic 

business plan. Ti>i environmental analysis provides quantitative and qualitative 

intornution abeot inoustry, markets and competitors in relation to the business. 

The strategic b'JS'.nvfi.* plan provides internal information on missions, objectives, 

and progranmes of the business as directed by executive management. The 

environmental analysis and the strategic business plan form the critical data base 

from which quality decisions can be made to give focus to training activities. The 

resulting strategic training initiatives are based on executive management's 

decisions to develop certain critical internal business competencies over others.

Training professionals have always had difficulty in evaluation of training 

effectiveness. Business management has contributed to the absence of sound 

criteria for evaluating training effectiveness and have remained uninvolved in the 

selection and application of evaluation instruments

Effective evaluation of training begins with an assessment of business 

performance. When business performance criteria (for example, strategic 

objectives) are articulated, evaluation criteria for training and 

development activities can be established. The training plan drivers 

provide a context for evaluating training's contribution to planned

I m
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business performance. Identification and prioritization of training 

plan drivers establishes broaJ parameters for assessing where training 

returns should be tracked. In addition, client-centered needs analysis 

methods, emerging from the identification of training plan drivers, 

provide tools for conducting assessments of training initiatives 

(Hales, 1986 July, d66).

As Pansegrouw (1985) points out, the value jf strategic human resources management 

(S-HRM) lies in the contigency approach which guides the development of strategy 

related HRM concepts, models and practice. S-HRM follows 'if/then' rules and asks 

’what/if’ questions. It emphasizes diagnosis of and adaptation to the business 

strategies of the organisation it serves. S-HRM, in aligning training and 

organisational behaviour, is a form of organisation culture engineering which will 

enhance the probability of training being successful in achieving the 

organisational objectives.

2.4.3 Types of Change Strategies

Tichy (1983, PP7 & 395) identifies three dominant traditions which have guided 

thinking about organisations and which provide the necessary strategic instruments 

for achieving change. They are:

- The technical perspective where changt is based on empiric>sm and 

enlightened self-interest, as expounded by Argyris and Schor (1978, 

p323): "The viewpoint is instrumental and rational... the focus is 

upon the acquisition and application of the knowledge useful for 

effective performance of organizational tasks, and the organizational 

world is conceived as fundamentally knowable through scientific 

method". The technical perspective is defined as a focus on the 

productivity problems of efficiency ind effectiveness. Social and 

technical resources must be arranged to produce the desired output.
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- The political perspective, where change is based on the exercise of 

power and allocation of resources by the dominant group or by 

bargaining between groups. The political perspective is defined as a 

focus on the allocation problem: who gets ahead, who gets and 

controls things, who gets what rewards?

- The cultural perspective, where change is based on the altering of 

norms and perceptions to create a shared organisational view. The 

cultural perspective is defined a. a focus on the value/ideology 

problem. What are the appropriate norms and values for the 

organisation?

Tichy (1983, pp3%-397) elaborates on the technical system, which, he says is 

representative of much management training, writing and activity.

The first managerial tool is mission <?.nd strategy, where we find such 

traditional management tasks as assessing the environmental threats and 

the opportunities facing the organization, assessing organizational 

strengths and weaknesses, and defining a mission that fits 

organizational resources. The strategy identifies how the major 

resources fit together to accomplish the mission.

The second managerial tool area is organizational structure. Here 

management faces the traditional organization design dilemna of 

differentiating within the organization, that is dividing the 

organization into work roles such as production, marketing, finance, 

and R&O and then, once there has been a division of labor, integrating 

the organization, that is, finding mechanisms to combine the roles into 

departments, divisions, regions, and so on. Another organization design 

issue is how to align the structure or design of the organization to 

the strategy of the organization...

The third tool area for dealing with the technical system is the use 

of the hunvjn resource management system. This involves the proper match 

of people and jobs, the specification of performance criteria for
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different organizational roles, means of measuring performance 

(appraisal systems, etc.), and approaches to staffing and development 

to fill the roles in the present and in the future. All of these tool 

areas - mission and strategy, organization structure, and hunan 

resource management - confine in most organizations to solve the 

technical problem.

The change perspective adopted in this study is technical, i.e. Argyris and Schon's 

(1978) double loop learning strategy. Their focus for analysing, diagnosing and 

improving the change strategy of an organisation is on organisational learning, 

i.e. how organisations learn or fail to learn (see 2.5). This is an appropriate 

concept for a change strategy involving training.

2.4.4 Hunan Resource Development (HRO) Tools for Training Integration 

Organisation structure follows strategy and operating objectives. It is based on 

the tasks to be done, technology involved, the values anc' attributes of employees 

and the relationship of the organisation to its environment. This, in the Strategic 

Management concept, is an iterative process where organisation structure and hunan 

resource management policy a;>d objectives are co-ordinated into a cohesive but 

dynamic plan.

The five genenc hunan resource activities of all organisations are:

- manpower planning

- selection/promotion/placement process

- reward process

- development process

- appraisa’ process.

In addition then? is the abnormal tool of affirmative action progranmes.
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2.4.4.1 Manpower Planning

Manpower planning is the ongoing process of manpower forecasting. This consists of 

developing the manpower inventory wh'1 .< •

- an individual skills inventory

- a manpower audit describing, investigating and reporting on what the 

inventory shows as being the manpower resources, and

- the reconciliation of these, to establish details of manpower 

requirements.

This is done by functional area of the business and by skill level over time.

2.4.4.2 Selection/Promotioo/Placement Process

Th»; selection, promotion and placement process includes all those activities 

related to the internal movement of people across positions and external hiring 

into the organisation. The essential process is one of matching available 

resources to jobs in the organisation. It entails making input to, and taking note 

of the changing requirements rf the manpower plan and the ongoing use of the 

appraisal process.

2.4.4.3 Reward Process

Good selection is essential for good performance. However, once people are in jobs 

and perform they should be rewarded according to their level of performance. Key 

tools in the reward process are job analysis leading to the production of job 

descriptions and job specifications (man-specifications); job evaluation to 

establish the relative growth of jobs for internal equity, wage and salary 

structuring, taking account of industry pay levels to ensure external equity; and 

incentive schemes to promote productivity. Job analysers, descriptions, 

specifications and job evaluation, also provide considerable insight and 

information for manpower audits, recruitment, career pathing and training needs 

analysis.
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2.4.4.4 Development Process

The development process starts with the induction programne which is the initial 

orientation and training a person receives on joining an organisation. Fran there 

on it is the Manpower Development Plan which is the key to training and 

development. The Manpower Development Plan is the product of the Manpower Plan, 

career pathing, succession plans, training needs analysers, the appraisal system 

and assessment centres. In order to plan for the future, an accurate inventory of 

the current hurun stock is important This should include both an assess">ent of 

current individual performance and future potential of these individuals. The 

appraisal process is the ideal vehicle to provide these data but is the weakest of 

all the hunar, resource systems.

2.4.4.5 tepraisal Process

Perfornunce appraisal systems are many and varied in form but are generally 

designed to assess the performance of employees and provide a basis on which they 

can be counselled for development. Theoretically such systems provide good 

information for the manpower and manpower development plans, however, lack of 

managerial commitment, training and moral fibre, often leads to poor results. 

Assessment centers, a group activity of both nvinagers and candidates for the 

identification of potential, can very often be more effective.

In addition to these two systems for judging performance and the identification of 

potential, course reports and the evaluation of training should both be taken into 

account in the appraisal process. In any event, there has to be some means of 

identifying good performance and potential.

2.4.4.6 Affirmative Action

Ir. many South African organisations, the human resources department actively 

encourages and tries to promote black advancement, through training and other 

measures, but not much is achieved as senior line management has not made its 

position clear and remains largely uninvolved. Top management needs to make 

explicit its policy and attitudes towards black advancement, when setting corporate 

strategy .ind objectives. The purpose of cc porate strategic planning is to plan a 

direction for the organisation and unless black advancement policy and goals are 

built into these objectives, it is unlikely that black advancement will have the 

backing it needs to succeed, no matter how many Blacks are trained.
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Human and Hofmeyr (1985) are adamant that the key ingredient in a successful black 

advancement effort is the explicit commitment of top management to specific 

advancement objectives and the willingness by them to measure and insist on 

progress. Pressure is necessary to achieve progress as in the American 

multinational companies in South Africa which are subject to the Sullivan code of 

employment practice, and in the United States equal opportunity programmes 

instituted by the Federal Government.

Hunan and Hofmeyr (1985, p57) consider that a "need for advancement pr>;rar'’*s and 

the commitment of top management to actively support these prografmvs can be 

obtained if advancement is an issue which is deliberjtely identifier" in the 

strategic planning process. ... Human resource executives have to cc-ovnet top 

nwinagement of the need to include development and advancement issues as part of the 

strategic planning process. To do this they must oe able to su»>piy accurate 

information on hunan resource capabilities and sho-tage*-, labour ma-kot trends and 

the H  ke.“

2.4.5 Implications for Training <*unan Resource Professionals

What implications does a Strategic Hunan Resource Management (S HRM) philosophy 

have for the education of HRM practitioners in terms of theoretical foundations, 

curriculun content and design, and teaching methods? Baird and Meshoolam (1984 

January) have pointed out that training progranmes and academic curricula for hunan 

resource professionals mjst begin teaching the skills that are actually needed. 

HRM professionals need to understand not only the specialisations within human 

resources, but also the strategic and business needs of organisations.

At present, Baird and Meshoolam (1984 January, p 78) note a concentration on 

specialised personnel activities.

There is very little time devoted to management of the human resource 

function or analysis of its purpose and strategic contributions to the 

organisation. Nor are there electives in university curricula on 

managing the hijman resource function within a strategic framework. In 

fact, programs in management development and executive education are 

just beginning to provide t<v strategic perspective.
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This Implies a need to broaden the courses and materials of academic and training 

programmes so that human resource professionals will be taught to be more business 

oriented.

If future human resource professionals are to have the skills and knowledge 

necessary to manage strategically, Suird and Heshoulam (1904 January, p 78) believe 

that they must be given:

- a general introduction to the functions of business

- material on the development and in|)lamentation of strategy, bo'.h 

general corporate strategy and human resource strategy

- coursewc'k on organising, staffing and nunaging the human resource 

function so that it fits the needs of the corporation

- material on developing, implementing and assessing progranmes and 

procedures in hunan resource management so that they meet the 

legitimate business needs of the corporation

- an introduction to information systems, data arwilysis, research and 

development in the personnel function and extensive work on the 

techniques and procedures for managing organisational change and 

deve’opment.

2 .4 .6  Surmary

Tregoe and Zinmernwn (1984, Nay) have claimed that too much attention has 

previously been paid to an operational focus in human resource development. HRH 

professionals have conducted reeds analyses, designed p-ogrammes, evaluated 

behaviour change and measured results without paying enough attention to 

management's vision of what the organisation should be.

This means that HRM managers need to assume new responsibilities to: become 

involved in the organisation's strategic deliberations; understand the 

organisation's strategy and driving force and develop an S-HRM strategy 

accordingly; when an organisation’s overall strategy is vague, to set a clear and
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specific strategy for the HRM function; play an important role in information 

gathering for strategic planning, (which should inc’ude user-focused evaluation of 

training); and accept responsibility for training others to think strategical1y.

These responsibilities will call for higher order capacities in the training 

function- ronceptual thinking; holistic viewpoint; expressiveness; concern for the 

future; tolerance for anfciguity; and a sense of stewardship. There also needs to 

be an important attitude change, with M M  professionals becoming less reactive and 

more proactive (Tregoe & Zimwrman, 1984, May). In fact, the training function 

could consider performing more of an internal consultant function within the 

organisation, providing diagnoses, fostering awareness, aiding communication, 

instead of just prescribing training. S -HRM professionals need to be client driven 

facilitators and hunan resources advocates (Spruell, 1.J86, February).

2.5 Organisation Learning Literature

2.5.1 Introduction

There is considerable literature on organisation theory, organisation 

effectiveness, organisation development and organisation change, which could have 

been us*0 for the purposes cf this research. However, it is all divergent theory, 

and ow> sirrple unifying thmt was sought which would provide a single, 

comprehensive way in which to view 'he training or content issues which were a 

by-product of the primary, process aim of the esearch. This unifying theme was 

found fliong ideas concerning organisational learning.

2 5 2 Organisational Learning

Although research on organisational learning has been fragmented and 

multi-disciplinary, two typologies of views on organisation learning were found in 

the literature (Argyris and Schon, 19/8, pp319-331; Shrivastava, 1983, pp?-28). 

They provide a useful surmwry of the field of organisational learning and serve the 

need for a highly condensed overview of the relevant literature for this aspect of 

the research. There are really no rigorous theories of organisational learning, but 

there are interest ing conceptual isations of the phenomenon. In Argyris and Schon 

(19/8) these are surmwri .ed f n m  the point of view of various disciplines. In 

Shrivastava (1981) they are sunmarised according to different theoretical 

assumptions or core ideas (see Figuro 2.6). The latter classification contains a
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FIGURE 2.6

Perspectives on Organisational Learning based on Different 

Theoretical Assumptions

GCNdTTllAL ISAI1C1JS OF
(H iW IS A n C N / t  L F J W D G  OGRE IC EA T H B C R E T K X  ASSUMTlCMS A  I )  ASSOCIATED A JT H O S

1. ft-gsnlsatlcnal Adaptlvo learning: Organisations c»4itb1t adaptive boh*/lour ever time which tlwy torm organisational learning. The behavioural theory of the
learning as adopt- organisations ad.ipt flim assumes that crcpnlsatluns change their goals on the basis of their experience. Adaptation also oocurs In the ‘elective 
tatlon to changas In the attention that the organisation bestars on different parts of the crvlroimflnt. Adaptation In the search for solutions is oon-

avlrxnmunt by ro - dltlonud by previously trlod solutions. (C/ort and March Cangolosl and 0111 March and Olson), 
adjusting their 
g a ls , attention 
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rules.

2. Organisational 
learning as assutip- 
tlon sharing

Sharing of assunp Organisational nanhers respond to changjs in their Internal and external envlrornonts by detnctlng errors and correcting them 
tlons: oiganlsa- to maintain tho core organisational thecries-ln-use. these organisational theories-In-use or theories of action result fran 
tlonal thuor1»©-1n- shar Ing of assmptluis and cxxjiltlvo maps aruig organisational nwrtwrs. The construction and modification of tttfse theories
use result frxm 
•iiarud assurer Ions. 
Loamlng Involves 
changcs In ttiese 
theories.

throu^i Individual and collective Inquiry Is what Arcyrls and Schon label organisation learning. They distinguish between 
slnglo-loop learning and doubl«*-loop 1 ojmIng. Single loup learning oocurs when error correction proceeds by changing organ­
isational strategies within a in sta n t fr«m>o*V of norms of performance. Double-loop learning on the otlior hand, Irvolves 
l.-volves fund*iuntal dun ps In franes of reference or tlieorle®-In-use prevailing In the organisation. Welck sues organi sa­
lsa tlonal learning as tho sharing of realities throu^t mutual negotiation of cogiltlve  maps. Other authors also have various 
Interpretations of this 'assunptlon sharing' view of organisational learning. (A r ^ r ls  and Schcn Mltroff and Emshoff Mason 
andM ltroff). •

Organi rational 
learning as 'k*ol- 
oplng kncwledgn of 
actlorv-outcone 
re la tio n ^  I ps

The development of The organisation Is a systtm of purposeful actions cngagDd 1n a transformation process to produce sai» outputs. Effectiveness
a krjwledge base: of organ! -tlcns Is a function of prior knowledge about tho relationship between organisational actions and outcones. Organ-
lea-nlng Is tlie Isatlonal iff feet Ivenoss Is thus deteimlnud ty the quality of the kncwlodtp base available to  the org»1sat1on for making the
pneuus by wh1d> crucial strategic choices. O'ganIsatlonal learning In tills v lw  Is closely linked with organisational sonse-mfclng processes,
km «ltxl<£) at cut ac- Learning can be hlnderud by crganlsatlonal Ideologies, rig id ity , historical factors, legitimation. Justification and environ-"
lUn-outame rola- nirtal forcBs. O-ganlsatlonal learning consists of strategic planning and nwwgitwit Information systuns. (Duncan and Weiss
tlc is  Is developed. Dutton and Duncan).

4. Organisational 
learning as Insti­
tutionalised exper­
ience (organisa­
tional learning and 
expo'ienno)

Dm dtvelcynont of These auttwrs a n * » that managnnunt gains vital ®$>orionae by repeatedly performing a given set of activitie s. I t  gains knew-
a knowledge base: ledgo and exprrtlse to do I t  tutter the rmxt time. The gains In knew lodge and experience are attributable hotter kncwl«Jgo 
learning curve o ff - and anticipation of tho ervlronnont onabl Ing tlie firm to cope with 1t nnre effectively, better understanding of Ihe a ctivities
ect extended to Irvolvod, substitution of material, todinolciglcal Innovation and re-duslgi of processes, occnunlos of large scale production,
mariofjorlal duels- etc. ft* tv or, not a ll a^wrlenoe Is easily transferable across time and organisational boundaries. (Boston Consul tlrv-
1on-mak1ng. Mernathy and W^ne Yel le).

■my)

(/Vtapa d Iruii Shrlvastava, 19(0. pp 7 tn 28).
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