gadlall

Ylsall sk & Knowledge Management aéymal 3)la) e by (A bl céan
alanill e Lo daliie ) gaalill Lyl e dadaial) Jean ol caaldl sls)) ad 20, )
GsS PR e Ayl S)sall sk b LSY1s Juadl) 315kl 4 Learning Organization
plell G Ll cladaial) e (gan) Lgials A8l

bcad) 3818 e aliballs clasted) pany Galiiall oL 3 leaS a3 3djpeal) 513) )
e G ialaiall pliae] A8SE 58l A LGS (Cuaatll ALE Uiy 8 lgaagy Leiallaas
.Shared Knowledge guall gia (a5 AS5ie A peall b aleill doe Ll dadaial)

pedilany Oalalall i e Al (A8 paall Alal) sald) I Al Claslaal) jalias ¢
Sleha¥l (o8 ped e 2o s Lo JS Aaaliag (oA ae @il Jals (ra e siiall
-Glaleall

AL Bl A ag AN Leihals oY) 8 Al (361 A Al Caend o
Lol o alaill e L 3 aliie€ Ll lae (3o (8 slaglly Aallad) 35Y) glasl 5<Ih
Al candl 28y aaialls dyal) Blend) ae chadll ol Lealis AV @b (e 3L
Jsaty Cpeddioal) ST Banall Ajmall w3 g SN Leaisn DA (s Bllall 351 2 ol
ol dass OIS elgas prdine (51 lgie s iy lijlie ) 2B 3 (e aldll GISEN iy
e o) e Jlaa ol i

Learning  alaill daelu dakiia (& 3,¥) 8 3L 3hsY) L ol Joill 3ada
AR Ao )l Lasidige man o dal e Leblaly Adjad) e caaiel Organization
Jalal dajil) oy (3 o Laall Janll Cosbd Cimsans ¢gsinnall Alle 3 jms Jraally ¢ )l

clyally Calaall



Abstract

This study aimed to clarify the role of knowledge management in the
administrative development of human resources. The research pointed out that
transferring the organization to a learning organization is the practical
approach to achieve this goal by focusing strongly on knowledge as a process
includes data collection, analysis, storing, and dissemination the knowledge to
all employees in the organization and external users, in this way knowledge
becomes shared knowledge which means that it derived from the employees
experiences, external expertise, and from exchanging experiences and
information between the organization and others.

The study presented Jordan Securities Commission as a learning
organization who depended on Knowledge management. In one click on the
website of the organization the user can obtain any information he may need.
Also JSC transfer the companies results to figures could be useful for many
parties such as brokerage firms, investors, and financial analysts.

Also, JSC participates in many conferences about the stock markets in
several locations in the world and adds the new information to its own
knowledge. This makes the employees, work according to shared knowledge,
and empower them to participate in decision making, and able to answer and
face any need for the users.

Brokerage data analysis showed that the employees in JSC are learning
employees, with high level in skills and they are always learn from the
external experiences either by tanning inside and outside Jordan and by
coordination with international markets such as Dow Jones and NYSE.
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First: Introduction

In this era, which characterized in rapidly changing, through the
information and communication technology revolution, many organizations
have persuaded to say “Our people are our most important asset” (Robbins
and Coulter, 2005, p.282). Organization either in public or private sector owns
several resources, and as we know, the nature of resources characterized by
scarcity, that leads organizations to strive to get the best resources and to
improve their goodness. Material resources, financial resources, and
information resources and other resources have to be managed effectively by
human resources, this means that the relationship between effective
management and investing in resources depends on effective human resources.
For that, human resources is the most important resources in an organization.
Continuous improvement requires personnel involvement and satisfaction,
because a satisfied employee can satisfy a customer.

Human resources are the efforts, knowledge, capabilities and committed
behaviors which people contribute to a work. These behaviors with
comprehensive management are pointed to be enablers to carry out work tasks

in an organization and to continue its existence (Al- Damen, 2006, p.116).
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This paper will focus on developing human resources through knowledge
management which is defined as, the process for optimizing the effective
application of intellectual capital to achieve organizational objectives (Barquin
and Others, 2001, p.520).

The development of human resources process in any organization may
takes different actions such as training, acquiring skills, and motivation and
incentive. But for the purpose of this study the researches, found that the
transformation from traditional organization to a learning organization is more
comprehensive approach than any other tool for developing the human
resources, and because the knowledge and knowledge management are the

main cornerstones in the potential development.



Second: The Study Importance

Employees in a learning organization continuously attempt to learn new
information and to use what they learn to improve product or service quality
(Denisi and Griffin, 2005, p.323).

And because knowledge management (KM) aims to collect those new
information in a database that available for all the workers in the organization,
the importance of this study lays in employing knowledge management as a

tool for learning which finally leads to employees development.

Third: The Study Objectives:

This study aims to express the relationship between the development of
the human resources and knowledge management through organizational
transformation to a learning organization. From here, the main objectives of
this study are:

1. The characteristics of a learning organization.

2. The role of knowledge management in transferring from traditional
organization, to learning organization.

3. Benchmarking between traditional and learning organization in achieving
development of human resources.

Fourth: The Study Problem and Questions

The study problem takes the following form:

“Knowledge oligopoly is a barrier that faces organizations in their efforts
to transfer to a learning organization in order to develop the human
resources”.

The study will discuss this problem according to the following questions:
1. How can an organization transfer from traditional to a learning

organization?



What is the role of knowledge in this transformation process?

What are the barriers that face an organization in its transformation to a
learning organization?

Why learning organization is more qualified to achieve human resources

development than traditional organization?

Fifth: The Study Hypotheses

1.

There is no relationship between Knowledge management and
transferring to a learning organization in Jordanian organizations.
There is no relationship between transferring to a learning organization
and development of human resources in organizations, in Jordan.

There is no relationship between preventing employees from reaching
the accurate knowledge and development of human resources in

Jordanian organizations.



Sixthly: The Study Model

Independent Variables

e Knowledge management

o Acquiring knowledge

o Healing knowledge

o Demonstration
knowledge

o Storing knowledge

o Dissemination the
knowledge

Dependent Variables

e Development of human
resources.
o Participation in decision
making process.
o High commitment.
o Improving performance.

Moderating Variable

© O O O

e Transformation to a learning organization
o New skills.

New knowledge.

Training.

Empowerment.

Team work.

Resources: (UMA, Sekaran, 2000) Research Methods for Business, p.100.

Seventh: Theoretical Procedural Definition of the Study Variables

e knowledge Management:

To define knowledge management some authors suggested two

definitions:

a. High level definition of knowledge management: It is the discipline

of managing the processes of knowledge creation, organizing and

sharing in an organization.




b. Working definition of knowledge management: It is a discipline
whose objective is to systematically leverage expertise and
information to improve organizational:

o Efficiency (by organizing resources to respond to threats and
opportunities).

o Competency (by managing knowledge transfer to improve
employee skills).

o Innovation (by bringing people together across time and
geography to share ideas (Botha and others, 2008, p.41).

These two definitions are acceptable to define all the independent
variables of the study.

e Learning Organization:

An organization that has developed the capacity to continuously learn,
adapt, and change.

After the definition of the moderating variable of the study, it becomes
necessary to define the role of this variable in making linkage between the
independent variables (Knowledge management and its elements) and the
dependant variable (development of human resources and its features). This
relationship can be described as “in a learning organization, employees
practice knowledge management by continually acquiring and sharing new
knowledge and are willing to apply that knowledge in making decisions or
performing their work (Robbins and Coulter, 2005, p.248).

e New Skills:

Skills drive performance across all aspects of business, from operations to
management, sales, customers service, etc. while a skills measurement
strategy may deliver a positive impact on multiple facts of human capital

management (Brainbench, 2003).



e Training:
It is a planned effort to facilitate the learning of job- related knowledge,

skills, and behavior by employees.

Eighth: Previous Studies
The management literature has many studies and researches in the subject

of development of human resources, for the purpose of this study the

researcher selected those who represent the relationship between the study’s
variables.

1. The study by: Areiqat, Ahmad (2008) under the title “Evaluating the
Performance of the Islamic WAQF (Endowment) in Jordan by
Implementing the Systems Approach and ldentifying the Requirements of
Transforming it to a Learning Organization”.

The study aimed to evaluate the performance of the Islamic WAQF
Institution in Jordan through the systems approach and to identify the
requirements to transfer the institution to a learning organization.

The study results pointed out that the Islamic WAQF institution in Jordan
IS not a learning organization, because the top management does not facilitate
and provide opportunities to the employees for learning and knowledge
transferring among them or at least acquiring this knowledge from the external
environment.

2. Study by: Fort and Voltero (2004) under the title; "Factors Affecting the
Performance of Maternal Health Care Providers".

The study aimed to measure the quality of performance of the
organizations that funded by donations and aid, through the inputs of these
organizations which are; feed back about performance, organizational climate,

and knowledge and skills. The study findings were:



a. There is a significant impact for knowledge and skills on the
performance improvement.

b. There is a significant impact to the organizational climate and the
internal environment on the performance improvement because it
includes changing in organizational culture which leads to changing
in employees, behavior.

3. Study by: Abu Tayeh and Al- Khawaldeh (2004) under the title "Quality
Management Indicators, and their Impact on Performance in Jordanian
Industrial Firms".

The study aimed to identify the relationship between quality management
indicators and financial performance measures in industrial cooperation in
Jordan. Results indicated that there is a positive relationship between quality
management indicators (strategic integration, customer focus, planning,
innovation, benchmarking, continuous improvement, and involvement), and
financial performance measures (return on equity, return on assets, and labor

productivity).

Ninthly: Theoretical Background

This section is designed to discuss the study objectives through three
subjects:

e Learning organization and its role in the administrative development
of human resources:

Peter Senge, the God father of learning organization defined it as
"Organization where people continually expand their capacity to create the
results they truly desire, where new an expansive patterns of thinking are
nurtured, where collective aspiration is set free, and where people are

continually learning to see the whole together” (Senge, 1994, p.4).
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Organizations are working now in the age of information, the wide spread
of information makes it easier to obtain it in anytime, and in any place. From
such information, organization can build up its knowledge, that considered in
this era as the most important product in most organizations, and the
fundamental building material of a modern organization (Botha, 2008, p.42).

Consequently, organizations are seeking to create systematic ways to
identify and convert individual expertise, skills, and experiences into
organizational knowledge. Knowledge in its tow kinds tacit knowledge, and
explicit knowledge have to be managed as any other asset owned by the
organization. Researchers and marketers found that the knowledge
management (K.M) is growing rapidly and will continue to evolve and expand
over the next five years as KM becomes a core element of corporate
information technology (IT) strategies (Barquin and Others, 2001, p.127). The
question now is: what is the role of knowledge management in the process of
changing an organization to be a learning organization.

The learning organization is that organization who encourages learning
through its all administrative levels, and its cultural context to renewal ability
for learning and adoption and change, and increasing its abilities to forecast
and adaptation with its environment (Arigatt, 2008, p.13).

Also the learning organization depends on team learning, tends to
improve its efficiency toward knowledge employment, and empower its
people (Marquardt, 2003, p.2).

The answer for the previous question lays in the requirements of
transformation process from traditional organization to a learning
organization;

1. Applying the systems thinking in addressing problems and cases

(Waring, 2000, p.21).
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2. Acquiring a shared vision between the management and the workers

towards the mission and the targets of the organization.

3. Applying team- work in performing tasks.

4. Mergence organizational learning behavior to the organizational

culture.

5. Workers participation in decision making process, and improving,

and motivating them.
6. Orientation the resources to fit the organization needs (Marquardt,
2006, pp.4-5).

7. Adoption a flexible structure design that able to understand the needs
through learning the workers to implement the tasks efficiently
(Hodge and others, 2003, p.122).

These characteristics and requirements are making the learning process a
significant part of the employees daily life, and making knowledge the
delicious plate for them, because they will compete each other in picking up
new ideas, information, working systems, expertise, and experiences in order
to apply them in the work place management, through motivation and
incentives will ensure a successful race between the employees.

And this will be clear through distinguishing the learning organization
and traditional one. The table below shows the main differences between

them.

12



Table No. 1: Differences between learning and traditional organization

Traditional Organization (Focus on) Learning Organization (Focus
on)

Productivity Performance
Work place Learning environment
Controlling Encourage, empowerment
Training to improve performance Continuous learning to change.
The Worker The teacher
Supervisor/ Manager Coacher, learner
Adherence Opportunity to learn.

Source: Marquardt, M, 2006, Building Learning Organization, pp.3-5.

The researcher suggests another addendum to these differences which is
that the traditional organization management view human resource as a high
cost, but in a learning organization they are an intellectual capital.

e Knowledge Management and its role in transferring the organization
to learning one in order to develop human resources:

As mentioned earlier, knowledge management is the process for
optimizing the effective application of intellectual capital to achieve
organizational objectives. This definition leads organizations to build a
knowledge strategy which presents a description of:

1. How knowledge will contribute to the organizations competitive

advantage?
Important knowledge categories that need to be created and shared.

3. A plan for acquiring and using knowledge that addresses people,

process, and technological issues.

Since the organization is engaging to a knowledge management system
which aims to facilitate communications and knowledge- sharing within an

13



organization. And the system must be able to acquire, store, and deliver
knowledge and experience to knowledge workers.

(Barquin, and Others, 2001, pp.520-521).

e The Relationship Between; knowledge management, learning
organization, and Human resources development:

By focusing on the previous statement "deliver knowledge and
experience to knowledge workers" and by recalling the characteristics of the
employees in a learning organization which is "in a learning organization,
employees practice knowledge management by continually acquiring and
sharing new knowledge and are willing to apply that knowledge in making
decisions or performing their work"

We can recognize this interrelationship between the three factors. The

figure below shows this relationship.
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Figure No. 1. Knowledge Management Model

Put People and Information New Innovative Processes to
into Context Improve Business performance
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Source: Antonie, Botha and Derrick, Kourie and Retha, Snyman, 2008,
Coping with Continuous Change in the Business Environment, Knowledge

management and Knowledge Management Technology.
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This knowledge management model comprised of the three knowledge

processes that enhance knowledge usage:

e Knowledge creation and sensing.
e Knowledge sharing and dissemination.
e Knowledge organization.

Organizations can use one or more of the following ways to achieve

knowledge transfer:

Education: Education from an expert. Effective transfer of knowledge is
dependent on factors such as the trainer and the learners abilities as well
as the relationship between them.

Sharing: people can share ideas and knowledge with other people either
formally or informally on a regular basis. Learning organizations focus
on promoting knowledge sharing and reward those that do.

Story telling: Although it is an ancient technique of transmitting
multiple dimensions of knowledge, but successful organizations have
develop it to be beneficial for knowledge dissemination.

Writing and Publishing: The skill of writing in a way that encourages
the reader while maximizing understanding is a key success for
knowledge transfer.

Exposing: Creating the appropriate environment to expose knowledge
workers to high- quality sources of knowledge, making it easy to find
high- quality knowledge sources and expertise when needed, should be
focus areas for knowledge dissemination (Botha, and others, 2008,
pp.48-49).
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From here we can say that the human resources are the main beneficiary
of organizational knowledge, which improve the employees performance and

exploit this knowledge to accomplish the organizations goals.

Tenth: Methodology
The study type: this study is descriptive quantitative one for obtaining

data that influence the relationship between the study main variables.

Eleventh: The Study Population and Sample:

The study population is Jordan securities commission as a public sector
organization, to examine its transferring to a learning organization through
knowledge management.

The other population is the brokerage firms, these firms counted about 90

firms, the sample will form 10% from this firms.

Twelfth: Data Collection

For the Jordan securities commission, the needed data has collected from
the website which includes all the needed information for the study purposes.
For the brokerage firms which are the main users of the website. A
questionnaire is used to collect data related to knowledge acquiring
organizing, and dissemination between the securities commission and the

brokerage firms.
Jordan Securities Commission:

By opening the website, the user can simply note that the commission is

a learning organization through its highly focusing on knowledge

17



management. The website represents a modern data base for the following

aspects.

Available in Arabic and English languages.

News area which contains updated news such as; non-Jordanian
investments at the ASE during the last month, The role of the financial
markets in tackling the global financial crisis, and the companies, first
quarter reports for the year 2009, and ASE participates in the conference
of the Mena Markets held in NYSE/ Euro next. This means that new
information had been stored and updated to be a shared knowledge.

Daily summery which includes, trading value for the same day,
information about the companies shares that traded in the last day, and
the names of the companies as top five gainers and top five losers. Then
these information analyzed to represent each sector (General, financial,
services, and industrial) with the number of points for each sector and its
percentage.

This means, a healing process for the information to transfer it to

knowledge, and publishing this knowledge reflects KM practices.

The website also involves other important knowledge through the

following items:

1. Amman stock Exchange (Our mission, About us, Board of
Directors).

2. Broker Member involves the names and phones numbers, websites,
faxes for all the brokerage firms, also a profile for each member.

3. Laws and Regulations: such as; fees, disclosure, securities law and
more.

4. Listed Securities: Equities, Bonds to help the investor to select his

broker and to select where he can invest his money.
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5. Market Information: Capital market profile, trading information and

others.

6. Trading Information: Daily Bulletin, Weekly bulletin, monthly

bulletin, and yearly bulletin, times of transactions, and historical
Quotes.

The annual report for the year 2008, indicated that the JSC was
selected as a member in the higher committee in order to face the effects of
the global financial crisis, that means that JSC and other members used
their experiences in this order.

The annual report indicated also that ASE started establishing its new
website, which allows investors and interested parties to have a quick and easy
access to information.

In 2008 and in cooperation with Dow Jones, the ASE launched the DOW
Jones ASE- 100 index. The ASE also published the price index weighted by
market capitalization at free float shares. This simply means acquiring and
dissemination knowledge. Further more ASE signed a cooperation agreement
with Yarmouk University with the aim of creating a simulation room and

providing training on the trading system operated at the ASE.

19



Brokerage Data Analysis showed the Following Results:

Table (1)
Descriptive Statistics
Means and stander division for questioners

mean Std. Deviation

Q1 4.7333 1.04166
Q2 4.8910 1.0943
Q3 4.0667 1.5389
Q4 4.3564 .8490
Q5 4.0000 9782
Q6 3.6667 1.60648
Q7 3.3313 90972
Q8 4.0667 71116
Q9 4.2667 .80230
Q10 4.5333 .69149
Q11 4.3333 1.04166
Q12 4.2667 1.02833
Q13 4.6667 1.08066
Q14 4.2000 .95893
Q15 4.6000 92476
Q16 4.8000 72397
Q17 4.4667 1.12648

Table (1). shows that Q2 had the highest mean (4.64) and SD (1.09),
the lowest mean was for the Q7 (3.3) and SD (.90).
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Hypotheses testing

The first Hypotheses

Ho: there is no relationship between knowledge management and
transferring to a learning organization in Jordanian organizations

To answer the question the research used one way ANOVA and the
following g table shows the result

ANOVA
one way ANOVA between knowledge management and transferring to a
learning organization in Jordanian organizations

Sum of

Squares df Mean Square F Sig.
Between Groups | 2.756 2 1.378 5.636 .042
Within Groups 1.467 6 244
Total 4.222 8

From the table we notice that one way ANOVA between knowledge
management and transferring to a learning organization in Jordanian
organizations (f) value was (.042) and it was significant at less than 0.05, so
that we accepted the hypotheses there is a relationship between knowledge
management and transferring to a learning organization in Jordanian
organizations
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The second hypothesis:
Ho: there is no relationship between transferring to a learning

organization and development of human resources in organization Jordan.

To answer the question the research used one way ANOVA and the
following g table shows the result

ANOVA
One way ANOVA between transferring to a learning organization and
development of human resources in organization Jordan

Sum of

Squares df Mean Square F Sig.
Between Groups | 083 2 .042 .028 .023
Within Groups 7.417 5 1.483
Total 7.500 7

From the table we notice that one way ANOVA between transferring to a
learning organization and development of human resources in organization
Jordan (f) value was (.023) and it was significant at less than 0.05, so that we
accepted the hypotheses there is a relationship between transferring to a
learning organization and development of human resources in organization

Jordan.
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The third hypothesis :
Ho : there is no relationship between preventing employees from

reaching the accurate knowledge and development of human resources in

Jordan organization.

To answer the question the research used one way ANOVA and the
following g table shows the result

ANOVA
One way ANOVA between preventing employees from reaching the
accurate knowledge and development of human resources in Jordan
organization

Sum of

Squares df Mean Square F Sig.
Between Groups | 7,022 2 3.511 2.926 013
Within Groups 7.200 6 1.200
Total 14.222 8

From the table we notice that one way ANOVA between preventing
employees from reaching the accurate knowledge and development of human
resources in Jordan organization (f) value was (.0130) and it was significant at
less than 0.05, so that we accepted the hypotheses there is a relationship
between preventing employees from reaching the accurate knowledge and
development of human resources in Jordan organization.
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Thirteen: Recommendations:

The study presents the following recommendations:

1.

The necessity to transfer the Jordanian Public Sector Organizations
to learning Organizations.

Human Resources Development reflects the transformation of the
organization because through this transformation, organizations can
conduct employees empowerment, new skills, and transferring
experiences in the work place.

The executives in the public sector organizations have to support the
knowledge transformation for each employee and user to make it

shared knowledge.
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