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Abstract: Organizational intelligence is a multilevel intelligence and it generates the framework of the intelligent organization. For such an organization three characteristics are very important: a learning organization, a market – driven organization, an innovative organization. Organizational intelligence is the organizational capacity of processing knowledge in order to get the best solutions for its survival in a competitive environment. Learning organizations imply the top management intelligence. On the other hand, in a company with a strong innovative organizational culture and a participative management, the decision making process is rather distributed and it reflects a large participation of the employees. A learning organization is an organization designed with the capacity of continuously adapting and changing. For an organization to become a learning organization, it needs to flatten its structure, to become committed to flexibility and change and to reduce boundaries, in order to increase interdependence. The organizational culture has to be reengineered as to support continual learning.
Keywords: Organizational intelligence, continuous learning, policy learning, operational learning, strategic learning

1. INTRODUCTION
“Learning” is an ancient word and means the accumulation and use of the complex attitudes, knowledge and skills by which an individual or group acquires the ability to actively adapt to their changing environments. 
Continuous learning is about sensing and responding to the changes in the internal and external worlds of the organization to ensure its survival and the development. Continuous learning implies, therefore, more than a formal education system, that we, wrongly, call “learning”. 
Organizations can become efficient and effective in the same time only when there is a continuous learning between three distinct groups: the leaders who run the company, the staff who deliver the product or service and the customers. Learning processes releases information and energy in ways that require and encourage more democratic organizational structure and processes. (Garratt B., 2001a).  This is why unless directors, employees and customers are linked together through learning on a regular basis, the organization will die, because its rate of learning is outpaced by the rate of change in its external environment and so it falls.
2. DETERMINISTIC MANAGEMENT

In the 1970s management, the directors and managers had a strong need for certainty in a very uncertain world and they had an impulse to action rather to reflect and learn. The generalized idea was that it was better to be seen taking action rather than be accused of wasting time thinking. There was a strong resistance to taking time to think and learn, because the belief that “we are paid to do things around here, not to think” existed in many companies, in many countries. It was seen as a weak point admitting to learn something, because this meant that you did not know everything already.
In most of the organizations, there was a constant feeling of vulnerability that as a manager, somebody can be found lacking when trying to understand other disciplines. The different technical language that other directors used reinforced this feeling and it became even stronger for the leaders who tended to cling to their functional job titles rather than accept that being a director is about competence across an organization than within a single area of responsibility. The idea of learning to take a “generalist” view of the organization and its place in the changing world was seen as an impossible ideal, beyond the capacity of a “normal” director. (Andriessen, D. and Tissen, R., 2000)
3.  A NW PERSPECTIVE

In 1999, when the Institute of Directors, London, launched a new professional qualification – The Chartered Director, thinking began to change. This qualification was a measure of a director’s understanding of the integrative nature of their work, of truly giving directions and leadership to their organization. Thousands of people applied for a training as Chartered Director, bringing a change in the competences of direction-givers and in the importance of organizational learning.

Understanding the importance of learning organization means a development for our societies and encouragement for more democratic, organizational structures and processes. Considering the value of people’s learning as an asset will be a necessary major change of managerial mindset. Delegating more power to customers ensure the developing of service quality  and getting a rapid feedback of customers’ needs represents a significant shift in the traditional position of power. This is a sign of gradual democratization process in organizations. Also, the growth of information management systems Internet, e-mail, make managerial work less concerned with physical supervision and more with system installation, maintenance and learning at the operational level.

As the day-to-day operational learning part of an organization becomes more self managing, so the direction drivers are feeling more exposed and search new roles and tasks. Continuous learning has become both a highly beneficial process for any organization and a valuable asset. (Garratt B., 2001b) Generating and selling know-how becomes a core competence of may modern companies. A new vision of twenty first century organization rises, comprising leadership competences of formulating purpose, values and vision, developing strategic thinking skills, effective risk assessment and clarity about accountability. 

The twenty first century organization is driven by continuous learning, particularly through open and critical review and debate, at all levels of the organization, as a part of its normal work. Doing so, it reinforces and develops the democratic forces for informed choice in the organizations, strengthening the civil society.
Is organizational learning important? Unless an organization adapts rapidly to the changing external environment, it will die. In the majority of jurisdictions around the world, directors are charged legally with holding the organization in trust for future generations, therefore, they are accountable for ensuring a sufficient rate of learning through their organization and for creating the emotional climate in which people can learn continuously.  The managers are responsible for designing, installing and maintaining the systems that create the positive organizational culture in which people can work day-to-day. The way in which managers ensure that the rate of learning is sufficient, represents a significant challenge for creating and sustaining learning organizations.     
Many organizations find difficulty in learning and evolving in a fluid way. Learning organizations must develop capacities that allow them to d the following:
· Scan and anticipate environment changes to detect significant variations

· Develop an ability to question, challenge and change operating norms

· Have an appropriate strategic direction and pattern

· Evolve designs that allow them to become skilled

The task of realizing these characteristics in practice is difficult and it is very much a “work in practice”. (Sveiby, K.E., 2002). Many organizations are trying hard to find ways of breaking free of traditional modes of operation to enhance continuous learning.

Learning organizations have to develop skills and mind-sets that embrace environmental change as a norm. They have to be able to detect “early warnings” signals that give clues to shifting trends and patterns. Moreover, they often hate to find ways of inventing completely new ways of seeing their environments.  


Intelligent learning systems use information about the present to ground their activities in a business reality. However, they are also skilled in spotting the “fractured lines”, signals and trends that point to future possibilities. They are skilled at imagining and anticipating possible future and acting in the present in ways that help make those future realities. Often, the skill is not just cognitive, but intuitive and emotional as well.


To learn and change, organizational members must be skilled in understanding the assumptions, frameworks and norms guiding current activities and be able to challenge and change them when necessary. (Sveiby, K.E., 1997)In this way, the organization can adjust internal operations to meet changing strategic and environmental requirements and avoid being locked in the past. In other words, the organizational members must be skilled in understanding the paradigms, mindsets and mental models that the organization operates with. They must be able to develop new ones when appropriate. 
There are three levels of continuous and interactive learning processes necessary to create any effective and efficient human organization:

1. policy learning

2. strategic learning

3. operational learning

which interact in complex and unpredictable ways.

Leaning may be seen as renewable and sustainable asset. The output of organizational learning are seen increasingly as balance sheet items showing the return on the investment in people and their learning by the organization. Therefore, they are treated as an asset linked closely with increasing organizational effectiveness. On the other hand, training is seen as a direct cost – a profit and loss account item that ensures continuing operational competence and increased organizational efficiency. Training is necessary but not sufficient; only systems of conscious learning can create a learning organization.
Theory says that sustainable learning organization consists of three continuous and interacting levels of organizational learning. If operational learning focuses mainly on increases organizational efficiency, the policy learning focuses on increasing organizational effectiveness. The two opposing forces are balanced by strategic learning. Policy learning can be defined as the organization’s relationship with the external world that is the focus of “organizational effectiveness”. The customer’s perception of an organization’s effectiveness makes or breaks the organization. (Gottfredson, L.S., 1997)The perception has two major benefits. First, a satisfied customer is more likely to make repeat purchases and reduce the cost of sales. So, a repeat customer is likely to pay a small price premium as they believe that the product is good value for money. A repeat customer who pays a premium is likely to be a profitable customer. Satisfied repeat customers are also more likely to tell others about the product or service. 

The customer’s loyalty bringing improved margins both through a reduction in the cost of sales and the willingness to pay a price premium is dependent on the customer’s perception, his ability to rationalize the use of the product or service and to value the emotional attachments of doing so. (Kermally S., 2002). At a more complex level, policy learning is about managers and staff working together to make sense of the patterns in the changing external environment. Systematic awareness, reflection, action and feedback on changes in the political, economic, social, technological environments allow the board to create its ‘political will” in relation to the changing environment. Such clarity gives everyone in the organization the chance of contributing to create a sustainable advantage in policy learning over its competitors.    
Encouraging learning in the “organizational efficiency” cycle is important, but not at the expense of organizational effectiveness. For example, it is entirely logical for banks to use the new digital technologies to reengineer their operations by cutting costs, especially for back offices. However, applied unwisely, they can become useless. When a bank has staffed its local branch with inexperienced and cheap young staff and created distant “service centers”, where no one knows about the clients’ accounts, it is not surprising that the rate of dissatisfied customers changing the bank rises rapidly and wipes out the early cost gains.
4. CONCLUSION

Strategic learning is about monitoring the changing external world, reviewing the organization’s position in these changes, making risk assessments to protect and develop the company, ensuring that there are feedback procedures in place to measure the effectiveness of any strategy being implemented. Learning organizations have five characteristics:

· people abandon their old ways of thinking and they get used to solve the problems

· there is a shared vision and everyone agrees on it 

· members of the organization think of all organizational processes and activities

· people communicate, regardless the formal hierarchies (Brătianu C et al, 2006)
For an organization to become a learning organization, it needs to flatten its structure, to become committed to flexibility and change and to reduce boundaries, in order to increase interdependence. The organizational culture has to be reengineered as to support continual learning.
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