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ABSTRACT

This paper introduces the notion of organisational
wisdom. While wisdom has been largely neglected in
the management literature, there appears to be an
increasing interest in wisdom and its practical
application across a wide range of disciplines. A
small, but growing number of writings drawing o th
ancient wisdom traditions such as Zen Buddhism,
Confucianism, and Taoism, and discussions of
spirituality and soul in the workplace indicate tha
that the hard edge of management is softening to
holistic and philosophical considerations. Facefs o
wise thought and action are central to burgeoning
disciplines such as business ethics, sustainapility
transformational leadership, corporate citizenship
and social responsibility, and  workplace
democratisation. Built on the principles and praes

of organisational learning and knowledge
management, but surpassing them in their ability to
foster learning, understanding, commitment, and
“doing the right thing,” organisational wisdom
provides an aim worth striving for. This paper
identifies and explains important elements of
organisational wisdom, and describes their
interaction as a dynamic, complex system.
Understanding this system illuminates causes of
organisational learning problems, permits targeting
key sticking points and levers for change, and
suggests strategies for more effective learningtaed
achievement of important performance outcomes.

Key Words: Organizational wisdom, organisational
learning, Zen Buddhism, Confucianism, Taoism,
transformational leadership.

A NEW ERA UNFOLDS

If the last decade of the 2@entury and the
early years of the 21may be termed thera

of the learning organisatiorthe period that
supercedes it might aptly be termed #ra

of organisational wisdomthat is, if we can
understand and overcome the barriers
holding us back. Despite the explosion of
research and writing on organisational
learning, knowledge management, and
related subjects since 1990, there continues
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to be concern as to how to become a learninfhese sources indicate that we have
organisation, exploit intellectual capital, andcertainly achieved a profound increase in
best value, develop, and get the most out chwareness about the need for change and
our human resources. Wisdom holdsadaptation, and the mechanism viewed as the
promise for future organisations that thebest solution, learning organisations; but,
quality movement, organisational learningparadoxically, we have fallen woefully short
and knowledge management, self-directedf becoming them. The components of
teams, and other initiatives such as Balancedrganisational learning do not tell the story.
Scorecard and, more recently, the “multiplelt is the way they are arranged, fueled, and
bottom line, all attempted, but failed to operate synergistically that explains how
deliver. These initiatives have contributed toorganisations learn (or fail to) and what they
profound advancements in organisationaheed to do to achieve greater levels of
operation and performance, but they havevisdom and effectiveness.
neither individually nor collectively led to
transformation. Seldom have they beenAt the core of the system [model] are a
integrated and leveraged such that theouple of simple elements whose dynamic
organisation develops foresight, continuallyrelationships animate and at least partially
learns and adapts, delivers products anéxplain  organisational learning and,
services that exceed customer expectationpotentially, wisdom. Effectively contending
knows and does what's right, and provideswith context, learning, reflection, and biases,
meaningful and fulfilling work to its beliefs and assumptions assures
employees. Such an organisation isorganisational learning occurs; it is their
enlightened, transcendirmusiness as usual. interaction that enables organisational
Such an organisation is wise. In the dynamidearning and converts it to wise thoughts and
and complex world of today, fundamentalactions. Without reflectionn context, for
transformation is not an option, but aexample, learning is minimised and
necessity. This paper argues that theeffectiveness of strategies cannot truly be
organisational and institutional assessed.
transformation needed is to wisdom, and that
attaining wisdom is possible. Organisational wisdom transcends
organisational learning in its commitment to
FROM LEARNING TO WISDOM doi_ng the right thing over doir)g things right.
Doing the right thing continually while
It is not the intent of this paper to contending with immediate crises—and
exhaustively review the organisational sometimes in opposition to business logic—
learning / learning organisation literature, requires courage, commitment to core values
but, drawing on that and other bodies ofthat includethe greater goodyunderstanding
literature, to provide a working foundation of the big picture, and a willingness to trade
upon which the ideas of organisationalshort-term profit or ease with long-term
wisdom can be developed. A sample ofviability. This implies an identification with
those sources drawn on more heavilysomething bigger than self, and may provide
includes Argyris (1982; 1991), Argyris and a source of meaning only possible when
Schon (1978), Garvin (1993), Gorelick, one’s self interests have been transcended. It
Milton, and April (2004), Griffey (1998), may also mean thinking and acting in
Kim (1994), Lichtenstein (2000), Reynolds unconventional ways, which may open one
and Ablett (1998), Schein (1993; 1999),up to criticism or other attack. The wise
Senge (1990a; 1990b), Shaw and Perkinidividual wears this vulnerability well.
(1992), Shelton and Darling (2003), Tucker,
Edmondson, and Spear (2002), Ulrich, VonWisdom is greater than knowledge,
Glinow, and Jick (1993). intelligence, and experience, three attributes
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popularly held to comprise wisdom. Our (Densten and Gray (2001); Hays (2004a).
organisations have these already. It is hovkKnowledge in action through reflection
they are linked and leveraged that makes théSchon, 1983) is central to the thesis of this
difference. The model of organisational paper. Reflection manifests and contributes
wisdom put forward here attempts to showso wisdom; and is underscored in much of
some of the important linkages amongsthe literature on learning, wisdom,
these and other elements and how they workrganisational change and development, and
together synergistically to promote or inhibit innovation (Kolb, 1984; Mezirow, 1990;
learning and wisdom. Can we not becomeKitchener and Brenner, 1990; Brookfield,
wise in our thinking and action, we will 1995; Daudelin, 1996; Griffith and Frieden,
continue to know about and aspire to2000; Bierly, Kessler, and Christense, 2000;
become a learning organisation, but we willShelton and Darling, 2003).
ultimately fail to achieve that which we set
out to do: to anticipate and preemptBeing in the moment (not unlike
problems and capitalise on potentialCsikszentmihalyi’'s (1992) characterisation
opportunities;  mobilise and  engageof flow)—fully engaged and liberated from
organisational members; evolve from aself-centred constraints—is at the objective
reactionary organism to a proactive one; anaf the Zen, Confucian, and Taoist striving
remain viable and sustainable while servingfor humility, emptiness, and detachment /
as stewards to our communities and thenon-attachment. When we can honestly
environment. admit we have much to learn, we may just
have the chance to do so. The metaphor of
ANCIENT WISDOM EOR MODERN the empty vessel, _for instance, highli_ghts
TIMES tha_t much can flow into an empty container,
while nothing much will enter one who is
Conscious being and doing are the essenadready full (of him- or herself!) [see, for
of wisdom. Mindfulness, a concept example, Huang and Lynch (1995) or
borrowed from Zen Buddhism, is a state ofBahm’s (1992) interpretations of Confucian
acute awareness, attentiveness, andritings]. People who are convinced that
perceptiveness in everything going onthey know or are right cannot learn and
around oneself, while minimising the effectschange; they will not benefit from the
of self and ego. An organisational translationmultiple viewpoints of others or information
or adaptation of mindfulness is available to them that may be discrepant.
environmental scanning, and the continual
appraisal of fit, and responsiveness, toWhen we do not hold on to things, including
environment. In the individual, achieving our beliefs (the idea of “letting go”), we can
mindfulness involves reducing egoistic move on to new and more effective thoughts
barriers to perception, partly achieved byand behaviours. Non-judgmentalism and
increasing recognition of interpretive filters tolerance for ambiguity are also key
and biases and other internal processes, sugoncepts in the wisdom traditions. Parallels
as wants, needs, and defensive tendenciet modern learning organisation theory and
Similar precepts underlie the learningpractice are obvious, as are linkages to
disability literature, as emphasised byrecent research on wisdom. Shaw and
Argyris and Schon (1978), Argyris (1982; Perkins (1992) tell us that organisations

1991) and others. require cultural norms and practices that
promote surfacing, examination, and
In the model proposed here, revision of beliefs and assumptions as

consciousness—exploration of the effect and Letting go... is_difficult at bes‘;. Most of us
efficacy of ones actions, contributions, andwould rather cling to that which we know
responses—takes the form of reflectionthan experience the discomfort of embracing
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a new paradigm” (p. 190; emphasis added)emulate wise thinkers and those who act
Even the allusion (or illusion) of certainty wisely.

and correctness can undermine learning and

change. The conscious or unconscious neelth many respects, what has been sought by
to assert power over others has the samihe proponents of organisational learning—
debilitating effect. If employees doubt their but proven elusive—is embodied in wisdom.
own observations and ideas or feel they havAs numerous researchers have noted, despite
no power to change things, they will remaincontinued and intense focus on
silent. To feign knowledge, wield authority, organisational learning, and much popular
or dominate may feel necessary at theappeal, it has largely remained an ideal, not
moment, but is probably unwise in the longa practical achievement (Shelton and
run. These and other dynamics are explaineBarling, 2003; Reynolds and Ablett, 1998;
by and demonstrated in the systems model dorelick, Milton, and April, 2004; Shaw and
organisational wisdom put forward in this Perkins, 1992). In turning to organisational
paper. learning, executives and advocates are
attempting to improve performance and
continually improve and innovate (Baker
and Sinkula, 2002), become more adaptive
Investigation of wisdom and its businessand change-able (Griffey, 1998), learn how
application, to date, has been minimal. Suctihey learn and become better at learning
neglect is understandable given that wisdonfCavaleri and Fearon, 1996), reap the most
is so hard to define and measure. It mighout of teams and collaborative work groups
also be the case that organisations are ngtHut and Molleman, 1998), and exploit the
perceived capable of thinking and actinglessons of experience and deploy them
wisely, or that it is assumed that wisdom andacross the organisation (Ulrich, von Glinow,
the organisational profit motive and self- and Jick, 1993).

interests are antithetical. This

notwithstanding, elements of the model sucHt is time to consider wisdom in the
asappreciation for complexitandsystemic organisational context because organisations
thinking, teamwork and collaboration, focus (and many of the people who populate them)
on learning and adaptabilityand knowing do not think and act wisely; and they need
what you know, what you don’t know, and to. Swain (1999, p.31), for example, recently
what to do about it have everything to doobserved:

with organisational life and business. This is

especially the case in an environment of “The lack of strategic direction and
increasing concern for sustainability, social ~ dysfunctional activities undertaken at
responsibility, and corporate citizenship, all ~ €normous cost in terms of wasted human

of which is occurring within a context of ~ fesources and money by organisations
acceleraing change and competition, should provide sobering lessons in terms

blurTi b dari d taint or organisational learning and business
urring boundaries, and uncertainty [see education. Never before have so many

Scharmer, Arthur, Day, Jaworski, Jung,  employees had formal business education
Nonaka, and Senge (2001) for an interesting and management qualifications. How
take on this]. The decision maker of today then could the past decade show evidence
has an even greater challenge than ever of so many managers clearly having little
before in history. Things happen more  strategic appreciation of how to manage
quickly and mistakes may have world-wide  an organisation in order to achieve long-
consequences. Thus, wise thoughts and term sustainable advantage?”

actions may be more relevant and necessary

than ever before. It makes good sense ¢ we accept the premise that organisations
learn what we can about wisdom andmust learn and Change, and must be

WHY NOW?
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concerned with the future as well as today—appreciation of the fullness of context,

that is, they must think and act wisely, andrespond to complex problems in contentious
they are not—then an exploration of wisdomcircumstances in a far-sighted and

is essential. While wisdom is a concept thatppropriate manner, and care about and
has had little attention in the managemenprepare for a future that matters. To neglect
literature, facets of wisdom, though notthe fullness of context and limit our horizons

necessarily referred to as such, have beeis unwise.

and continue to be explored. These include

Knowledge Management (Cohen andWise thoughts, or wisdom, is generally held

Levinthal, 1990; Hansen, Nohria, andto be a function of great intelligence, a

Tierney, 1999; Thatch and Woodman,wealth of experience, and conviction in

1994); learning and learning disabilities values that include serving “the greater
(Argyris, 1982; 1991; Levitt and March, good” (Baltes and Staudinger, 2000; Birren

1988; Lyles, 1994); decision-making andand Fisher, Sternberg, 1998). Character traits
planning (de Geus, 1988; Mintzberg, 1993;0f the wise person include compassion,
1994; 1996); complexity theory and systemsempathy, altruism, sagacity, prudence
thinking (Gleick, 1987; Goldstein, 1994: (Orwoll and Perimutter,1990), and others,

Lichtenstein, 2000); positive conflict including the ability to see a situation from

(Tjosvold, 1992; Pascale, 1991); leadershipnultiple perspectives and to appreciate the
(Senge, 1990; Swain, 1999; Densten andonsequences of actions on the future lives
Gray, 2001; Prewitt, 2003); Emotional and welfare of those people and

Intelligence (Goleman, 1994; Cooper andcommunities he or she serves. Wise
Sawaf, 1996); innovation (Lin, 2004; Baker individuals are deeply self-aware (Kitchener
and Sinkula, 2002); and organisationaland Brenner, 1990; Korac-Kakabadse,
development and change (Gill, 2003; HaysKorac-Kakabadse, and Kouzmin, 2001):

in press); including, and most pertinently,they know their strengths and their

the rich terrain of organisational learning shortcomings; they are sensitive to their own
introduced previously. needs, wants, and emotional states.

While independently astute, constructive,While deeply committed to and personally
and often practical, these varied constructsesponsible for “the common good,” wise
and their attendant processes and practiceadividuals have the capacity to detach or
have not been productively integrated. At a‘distance” themselves (in terms of satisfying
basic level, the model proposed, heretheir own egos and self-interests) from the
attempts to integrate some of these discretg@roblems confronting them and, thus, can
but complementary streams of research. lbperate objectively and with an open mind.
seems reasonable to think that a practicalhese attributes work in concert to permit
and effective synthesis could generate eveexceptional and encompassing consideration
greater returns in terms of learning,of the “big picture” (Cammock, 2003) as
innovation, and change. In advancing thewell as acute situations, leading to or
proposed dynamic model of organisationalenabling effective problem-solving and
wisdom the author hopes to reveal some oflispute resolution, decision-making and
the synergies amongst these variegplanning, and implementation. These
disciplines and topics, and initiate furtherindividual traits can and should directly
dialogue and research. translate to organisations. Increasingly, we
see evidence that these same traits are being
WISDOM recom_melnded fo_r _an_d sought by

organisations and institutions. They go by
Wisdom is essentially doing the right thing.names  such as  corporate  social
The wise act judiciously and prudently in the
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responsibility, systems thinking, Emotional useful solutions in novel circumstances,
Intelligence, and Servant Leadership. limited not by what he or she has learned
through previous study or experience.
Wise individuals are thought to be few. ButPrevious learning and experience may bias
we are at least potentially wiser than we mayand limit understanding of context (reality in
know. Traditionally, the sage was theits fullness andhings as they ade The wise
exclusive carrier of wisdom, and there wereindividual is able to see with clarity into
not many to be found (Baltes andcomplex situations, understand dynamic
Staudinger, 2000); however, they note, sageselationships concerning cause and effect,
or the wisest of persons offer exemplars taand make decisions or take actions that serve
emulate. They add that the more we knowthe interests of the common good.
about wisdom and how it develops, and the
more we promote its development, theThere are clear parallels between
greater the likelihood that we may follow in intelligence and wisdom, as distinguished
the footsteps of those who have taught ushere, and single-loop and double-loop
inspiring in word and deed. Few amongst udearning (Kaplan and Norton, 1996; Korth,
would claim to fulfill the description of 2000) [and, perhaps, more significantly,
wisdom proffered in the previous paragraphfrom wisdom to triple-loop learning (Foldy
This may be a good sign, however.and Creed, 1999; Romme and van
Humility—one of the terms omitted from the Witteloostuijn, 1999; Isaacs (19XX). At the
foregoing, but also frequently cited to risk of oversimplifying, single-loop, lower-
characterise wise individuals (sages)—islevel learning entails simple adaptations and
thought to play a major role in acquiring andcorrective actions, and answers the question,
demonstrating wisdom; for, as the Zenare we doing things right®ouble-loop or
master Shunryu Suzuki (2002; p. 21) tells ushigher-order learning involves reframing —
“In the beginner's mind there are manyseeing things in a new light, surfacing and
possibilities, but in the expert’'s mind therechallenging assumptions, debating whether
are few.” or not norms, policies, objectives, practices
remain valid, and askin@re we doing the
Bartering for his life, a sage in a traditionalright things? Finally, triple-loop or
Sufi parable admonishes a powerful leadetranscendent learning invokes collaborative

in his day: development of new processes or

methodologies for arriving at reframings. It

“The first truth... is that you imagine is “collective mindfulness,” asking questions

yourself to be a seeker of truth. The such ashow do we come to see the world

second truth is that you only wish to and how do we know if our perception is
hear the truth as you currently close to reality?

conceive it. The third truth is that you

will only know the truth when you know
yourself to be ignorant’ (Van de What enables such profound thought and

Weyer, 2004; p. 102; emphasis added). action are mediating factors _related mosftly
to values (Item 24 on the diagram), a life
orientation that esteems and practices

While [exceptional] intelligence and wisdom compassion, loving-kindness, consideration
are often used synonymously, they are nofor aJ| life, tolerance, and a oneness or unity
the same. One may be very intelligent andyith all elements of our universe (Griffey,

yet, not be or act wisely. Intelligence enables|9gg: Shelton and Darling, 2003; Wheatley,
us to think, analyse, and solve problemslgg4), a sense of soul (Cammock, 2003),
within specific and known contexts. Wisdom gnqd empathy (Goleman, 1998). This may
transcends typical problems and knownsound lofty and irrelevant to the business
contexts. The wise person can generat@ng its objectives and practices. But perhaps
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expanding objectives to encompasssystems models to explore complex
contribution to the greater good (or at least roblems and promote learning (see also
reduction in harm) is just what is needed taSenge, 1990a), and have been used to
make our organisations friendlier and moreportray aspects of learning and related
meaningful places to work. Research cited imdynamic management relationships (Hays
this paragraph and others (Sendjaya andnd Winter, 2004). These models are not
Sarros, 2002; Sarros, 2002; Greenleaf, 1977@xpected to capture reality completely, but to
shows an increasing awareness of antielp managers better describe their unique
commitment to higher ideals, stewardshipsituations. In the process, their perceptions
and service, and a greater appreciation foabout how things operate are revealed, and
the consequences of our actions. their biases, beliefs, and assumptions may be
surfaced and challenged.
Some researchers into wisdom emphasise its
practical nature. It seems reasonableWhile evolving and expected to change as a
however, to assume that one can learn andksult of further testing, research, dialogue,
even be wise without direct and immediateand feedback, the model presented here
indication of it. In fact, three types of currently is comprised of 24 elements. While
wisdom have been historically characterisedinter-dependent, the elements each uniquely
as summarised by Robinson (1998pphia influence the development and expression of
— a contemplative, more introspective searclorganisational wisdom. The individual
for truth, which is probably most like the elements are listed in Table 1. Due to space
spiritual wisdom traditions, and where limitations, only those variables most central
wisdom is least likely to be most blatant;to organisational wisdom and that push the
Phronesis— a practical kind of wisdom as limits of organisational learning are
measured by day-today effectiveness; andhoroughly explained. These core elements
Episteme— a more scientific, rationally- are bolded in Table 1. Three points, here,
grounded type of wisdom. deserve emphasis:

» Each element is important to how the
system operates, so must be individually
understood.

Given their practical requirements, it is
likely that Phronesis and Episteme would be
the classifications of wisdom most evident in
and attractive to organisations. They arep All variables must be understood to be
tangible and logical. Sophia links more acting in concert and synergistically
closely to spirit, wholeness, and deeper within and as the system.

meaning. Recognising that organisations are .
also m(ganing—n?akingg, social genvironments,’ A thorough understanding of one or even

well. A wise organisation probably b y org 9

integrates the three types of wisdom. and wisdom cannot be achieved.

ORGANISATIONAL WISDOM ASA Coming to an understanding of the dynamics
SYSTEM of  organisational  wisdom involves

] ] o ) identifying and establishing relationships
Figure 1 depicts organisational wisdom as & mongst key variables. The 24 variables
complex, dynamic system. This particulariniroduced above are complex constructs,
kind of diagram is known as a relationshipyefinition and measurement of which are
map and is the author’s version of a causajjificult and uncertain at best. The model
loop diagram. Such maps are characteristighows both detail and dynamic complexity
of soft systems thinking (Checkland, 1985)(Senge, 1990b)etail referring to the high
with its focus on the construction and use of,,mper of variables ardynamicto subtlety
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and indirectness of the relationships amongshtuitive, speculative process as it is a
system elements. Relationships amongst thecience. The model incorporates the theory,
factors are dynamic, non-linear, andpractice, and philosophy of wisdom and
complex [see Miner and Mezias (1996) andrelated streams, with the objective to begin
Thomas, Sussman, and Henderson (2001)jp reveal the complexity and reality of
capturing them is as much an art or arorganisational learning and wisdom.

1. Emphasis on Learning and Adaptability.

2. Domain / Content Training and
Education.

9. Systd hinking.
10. Biases, Beliefs, and Assumptions.

17. What Works; What Doesn't.

18. Perceived Value of
Reflection.

3. Teamwork and Collaboration. IQontext. 19. Opportunity.
4. Appreciation for Complexity. 12 earning. 20. Competence.
5. Knowledge. 13Reflection. 21. Confidence
6. General Approach to Problem-Solving. Wise Thoughts. 22. Motivation.
7. Experience. 15ffective Actionsand Strategies.  23. Incentives.

8. Learning and Thinking Styles. 16. SuccessfucOmes. 24. Values.

Table 1. The 24 Elements Comprising the Organisati@/isdom System.

There was no intended, predetermined logidiscussion with interested colleagues. Three
to the arrangement of the factors comprisingnain types of literature were reviewed. First
the dynamic relationship map of wisdomand foremost was modern management
presented here. The design emerged from diterature, primarily drawing on that focusing
initial batch of a dozen factors surfacingon organisational learning.

from review of related literatures and

Values
- wises
Effective Actions Thought

/ and Strategies S
™

Teamwork and
Collaboration
(=]

Systemic «—_ Appreciation

Successful Context Thinking ——, i
OutcomeS‘\ E‘ fCompIeXIty
[1g]
Perceived Value Knowledge Emphasis on
of Reflection \ /:/ B Learning and
Opportunity Learning Adaptab
1
12
VE O\ /] )
Competence Reflection

............................. »Experi

X\ /’ TEXPENRNCE—~_ Domain / Content
Confidence _/ ’// Training / Education
K\ Biases, Beliefs, (5] /

Motivation Assumptions \ General Approach

Incentives

to Problem-Solving
What Works;

Learning and
Thinking Styles

What Doesn’t

Figure 1. Dynamic Model of Organisational Wisdom.
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Also mined was literature on wisdom from » The notion that the self is inseparable

the disciplines of psychology (notably Baltesfrom the system in which it resides; that the

and Staudinger, 1993, 2000; Birren andindividual is linked to the object of study.

Fisher, 1990; Kitchener and Brenner, 1990;

and Sternberg, 1998, 2003); IOhiIOSOIOhyWhile wisdom is all around us, it is seldom

&A‘Jpa%%g;kn:bggson’aZn%OO’Klé%r?;}ﬁaka;ggf}dealt with academically. If investigated
’ ’ 'scientifically, it seems to lose something.

Robinson, 1990); and human developmen -
i Perhaps the tendency to narrow definitions
(Cooper and Sawaf, 1996; Gardner, 1993and scope of wisdom derives from a

Kolb, 1984). Selected writings on wisdom reasonable concern for objective

gn?. tThe _V\;lse ;r%m téafi'gﬁ.”?' Confucian, measurement and as a matter of precision.
ufl, 1a0ISt, and 2en budadnist SOUrces Werer,, organisational learning / organisational

also rewewed._ Add't")’?a”y’ t_he authqrs‘development, change, and innovation
personal experiences with Native Amer'canliterature reminds us of our positivist

f[eache.:rs provided context for some .Of t.hescientific heritage and emphasises that logic,
ideas incorporated here. Future investigatio

. L I?ationalit redictability, control and so on
intends to explore indigenous (e.g Y, P 4

g o . 'Y are necessar to management and
Australian Aboriginal) and African tribal y g

) . . N improvement, but insufficient to learnin
wisdom for their potential application to P g

q West i nd change (see, for example, Stata, 1989, or
modern, estern - managemen anGe;), 2003). Chaos theory, quantum physics,
organisation science, in a unique reversal o

the typical technology ftransfer from nd Zen Buddhism tell us about the illusory

“ad d't dlv primii It nature of control, and the value of
advanced o supposedly primitive cu ures'unpredictability, emergence, and “letting go”

Whil h of th t dds uni Eee Goldstein, 1994; Lichtenstein (2000); or
ce each of Wese steems acte ti9"%iensler, Edgeman, and Guerrero-Cusumano;

perspgctive and value on wisdom, there is a(’zzooo). The case is often and compellingly
amazing amount of overlap across thes ade that what we see is not what is.

sources.  As example_s, S|m|Iar|t|e_s ar?dAS both practitioner and academic, the
complements are seen in the emphasis on: author supports Ray Stata’s admonition to

» Seeing the big picture; separating detaildiniversities “...to set aside their preference
from principles or trends, and symptomsfor tidy ‘academic research,’ and, ms_tead,

from problems and causes, attending to th&onfront messy, real-life management issues
few issues and factors that really matter. ~ (1989; p. 73). Mostly what we see is messy,
. L complicated, and, at best, imprecisely
> Understanding complexity in problems ;.o qictaple (as exemplified by Figure 1...).

and situations, particularly from multiple ofien what is not worth talking about, really

vantage points and through the eyes Ofs. \yhat we take for granted, shouldn’t be.

diverse stakeholders. Our intelligence and our egos tend to get in
» Recognising the limits of knowledge andthe way of wisdom.

knowing, including our inability to see

reality as it is but as coloured by our own HvNAMIC MODEL OF

lenses; acknowledging the nature, affectsgrsaNISATIONAL WISDOM
and possibilities of multiple realities.

» Doing the right thing—that which serves Introduction and General Char acter
the greater go_od and_does the least overaj, o dynamic model
harm; minimising self-interest; the value of
honesty—even when it hurts.

of organisational
wisdom proposed here focuses on reflection
as the mechanism that links and promotes
learning, exploiting experience and building
useful knowledge. Reflection is a process,
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discipline, and skill that is relatively simple on learning and adaptability is embodied in a
to learn and adopt. While there are reasonset of cultural conditions operating
individuals may discount or neglect dynamically to inhibit or promote learning
reflection (Argyris and Schoén, 1978; Senge,and change. Stata (1989) reminds us that,
1990b), the value it can have is indisputabléThe values and culture of an organisation
(Hays, 2004a). have a significant impact on the learning
process and on how effectively a company
Learning (Item 12) is conspicuous by virtuecan adapt and change” (p. 70). The values
of its location smack in the middle of the orientation and culture of the organisation
diagram. Wisdom (indicated by Wise include beliefs, expectations, and practices
Thoughts (14) and Effective Actions andgoverning strategic priorities, organisational
Strategies (15) is not an “end state,” but annitiatives and particularly how they are
evolving condition continually fed by implemented, associated systems,
learning and mediated by Context (11). Amechanics, and processes, and notions as
core characteristic of the wise is a passionwhat people believe is important, how things
for knowledge, coupled with an are done and who does them, how and what
acknowledgement of how little is known, people are encouraged to learn and do,
which motivates learning. Add to this an on-opportunities provided, and who gets
going mindfulnesof the learning process in rewarded and for what (Hays and Winter,
which one is engaged, including one’s own2004)
styles, tendencies, weaknesses, and learning
objectives and requirements, and the resute. Domain / Content Training and
may be continuous learning and Education. The content and emphasis of
improvements in learning to learn. domain-specific training and education
Mindfulness is promoted through reflection. promotes skills and knowledge held to be of
critical importance to the organisation,
Wisdom implies a synergy amongstincluding the way individuals in the
intelligence, knowledge, and experience.organisation, and the organisation as a
Organisations generally have these elementgieneral rule, approach and solve problems.
but lack synergy. What organisations needn so doing it may reassure senior managers
are improved processes that promote théhat organisational capability is being
synergy amongst intelligence, knowledge,developed or maintained, and may also
and experience and allow employees at alachieve the perception that the organisation
levels to exploit the synergy. Reflectiveis investing in its future and in its
thinking and learning is one such processemployees. At the same time, such focus
especially given full appreciation of context may provide a false sense of capability and
that includes important shared values. limit consideration of other competencies
that may be needed. These dynamics are
inferred by the loop to and through Biases,

Brief Walk-Through of the M odel Beliefs, and Assumptions.

L. Emphasis on Learning and Adaptability. {n thinking about what is important to know

Organisations are increasingly realising tha ) .
thegy must rapidly learn ar?dy adapt. gTheyand how to go about educating employees, it

must not only respond to a continuouslyseemds patrrtllcul_arlyf_useftuldf?fr organlszki)tltt)ns to
changing, dynamic, and complex consider the significant differences between

environment, but they must re‘,Jldysmgle-loop and double-loop learning,

themselves for threats and opportunities Withwhgther_more of the same or something else
which they have not previously had to entirely is needed, to explore whether or not

contend. They must becomehange-able and to what degree the assumptions made
and forward-thinking (Lin, 2004). Emphasis
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about employee / organisational capabilityThe model suggests that there is a link
are promoting or inhibiting progress. between Domain / Content Training /
Education and Teamwork and Collaboration.
3. Teamwork and CollaborationBuilding Considerable experience in a wide range of
teamwork and collaboration is a set ofbusinesses and organisations reveals this to
strategies to promote dialogue acrosdve more of an ideal than a reality. Teams
organisations, expose and explore crossseldom have sufficient initial training or on-
functional differences and exploit diversity, going team-building, inhibiting their
and foster unity of effort, all of which can effectiveness and undermining the potential
improve learning and innovation they might offer the organisation (Hays,
(Thompson, 2004). There is no question thaR004Db).
teams and teamwork are on the rise in all
types of businesses (Campion, Medsker, and. Appreciation for Complexity Awareness
Higgs, 1993; Cohen and Bailey, 1997),that problems are not often as simple as we
essentially because teams are believed taould like them to be and that arriving at
promote productivity / performance, as welland implementing effective solutions to
as employee satisfaction. Teams also complgomplex problems may require much more
with emerging thought and practices ininvestment than we are willing and able to
worker empowerment and autonomy (Hutgive comes from and contributes to systemic
and Molleman, 1998; Kirkman and Rosen,thinking. That is, the more we know about
2001). and appreciate complexity, the more we tend
to think systemically. While emphasis on
In the model, the link between teamworklearning and adaptability does not
and collaboration and context suggests thaautomatically lead to appreciation for
within cross-functional teams lies more complexity, appreciation for complexity
combined and fuller knowledge of the (and systems thinking) are foundational
organisation and its environment. elements of the learning organisation
Appreciation for complexity may result from (Senge, 1990; Stacey, 1996; Wheatley,
the very function of working together in 1994): simple solutions for complex
teams or attempting to collaborate. Theproblems are few.
challenges and conflicts that arise from the
diversity (Jehn, 1995) serve to remindincreasing appreciation for complexity
people that everyone is different and haveshould be a corporate goal. Requiring
complementary skills and perspectives.employees to rigourously study problems
Drawn from diverse areas, members of(particularly when they assume the causes
cross-functional teams bring unique (if are clear) and develop a range of alternative
partial) views of the organisation and itssolutions, speculating on possible outcomes
environment to the teams. These multipleof each, are methods that build skills while
views are what allows better problem-increasing the likelihood that effective
solving and more effective decision-makingsolutions can be found. More typically, the
(that is, if the challenge and conflict of first reasonable-sounding suggestion is often
diversity can be harnessed). The richembraced and implemented, with no analysis
literature on positive conflict (C+), after the fact to determine why it worked or
exemplified by Tjosvold (1991) and Pascalewhy it didn’t. This reinforces tendencies to
(1991) covers this dynamic. It is also over-simplify.
believed that such diversity or multiplicity of
views is essential for innovation (Lin, 2004; 5. Knowledge. Knowledge is integral to
Nadler and Hibino, 1994). wisdom and plays a central, but perhaps
surprisingly different relationship to wisdom
than is generally considered. Knowledge can
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both promote and limit learning. Learning condition us to attend to and act on certain
and Knowledge mutually influence one phenomena over others; some observations
another. As learning increases, for examplewill get through our relevance filters; others
knowledge increases. In the oppositewon'’t (see, for example, Griffey, 1998). This
direction, knowledge impacts learning a bitis influenced by our Biases, Beliefs, and
differently, influencing both what is learned Assumptions, which are further defined by
and how learning occurs. What is known andour experience! Tucker, Edmondson, and
how one has come to know determine whaSpear (2002) found that the majority of
we look for, what we see (Dearborn andemployees predominantly use a lower order
Simon, 1958; Walsh, 1988), whether or notof problem solving (similar to Argyris’
we believe something we have observed isingle-loop learning), perhaps because they
important, whether or not how we think the are driven by immediacy and urgency to deal
way we are approaching the task is right fowith crises as they occur and “get on with
us, and so on. In many respects, knowledgtheir business.” Such a natural tendency
biases us (link not shown on Figure 1). Thereduces symptoms of problems ( at least
more we know, the less likely we are totemporarily) and is self-reinforcing; but
guestion our beliefs and assumptions (vamndermines consideration of systemic issues,
Woerkom, Nijhof, and Nieuwenhuis, 2002). patterns of behaviour, and long-term
consequences. Higher-order problem solving
Knowledge does not directly lead to wise(double-loop learning) does not occur.
thoughts or effective actions and strategies.
We may all have known or observed peopler. Experience.Experience is generally held
who are very knowledgeable in one or moreto be a good thing. While for the purposes of
discipline but who have not acted wisely orthis model, experience and knowledge are
seem “clueless” in some areas of their livestreated separately, it is easy to accept that
The same dynamic that occurs at theexperience connotes accumulated knowledge
individual level may also operate with respect to practical concerns or in
organisationally. certain domains. Experience does not
Individual and organisational knowledge aredirectly or automatically lead to broader
different and must be distinguished. Thereknowledge. It can be, and perhaps often is,
may be many knowledgeable people in aran important contributor to knowledge, but
organisation, but the organisation, itself, willis not in and of itself sufficient. Experience
only be knowledgeable and capable (able t@an be negative, because how and what we
capitalise upon that distributed knowledge)experience may reinforce bad habits and
to the extent that it can centralise, organisegounter-productive behaviour (Prahalad and
and transfer knowledge and skills efficiently Bettis, 1986).
and effectively amongst its many members
and other stakeholders within and acros€&Experience can lead to both increasing
business units (Cohen and Levinthall, 1990knowledge and to wisdom, but primarily
Stata, 1989; Swain, 1999). through reflection. A more experienced
person is not necessarily a wise person,
6. General Approach to Problem-Solving. although a wise individual may possess a
Problem-solving approaches derive in partwealth of experience and is generally held to
from Domain / Content Training and do so (Baltes, Staudinger, Maercker, and
Education. Preferential patterns may alsd&Smith, 1995). And, while age and maturity
form over time, as suggested by Kolboften correlate with people thought wise, we
(1984), Lazear (1991), and others.know through experience that a person may
Importantly, our approach to problem-be wise beyond his or her years.
solving influences experience as well. Our
training, education, and previous experience
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8. Learning and Thinking StylesKnowing A lot of our current problems and failed
about learning and thinking styles andsolutions can be explained by our
understanding the implications for individual unfortunate  predilection to  simplify
and team are important because of th€Prahalad and Bettis, 1986). Our typical
influence they have on problem-solving andresponse to problems is to attack the most
decision-making, as well as how corporate{painful symptom and to select a remedy that
related training and education are conductedeems to most directly and immediately
(Berings, Poell, and Simons, 2005).relieve the pain. As we often discover with
Awareness of differences in learning andpalliatives, the headache may go away
thinking styles helps one place within temporarily, but its cause does not.
context the assertions, speculations, and
actions of others in problem-solving and10. Biases, Beliefs, and Assumptions.
decision-making situations. Also Biases, beliefs, and assumptions may be
importantly, diversity is a key contributor to thought of as a set of lenses through which
creativity and robustness of solutions to newwe observe and interpret the world and our
or complex problems; that is, if synergy is position in it. Each individual will have his
attained amongst diverse perspectivepr her own unique set of lenses formed
preference, and concerted action (Lattimerjnexorably over his or her lifetime, including
1998). current circumstances and organisational
role (Kim, 1994; Thompson, 1996).
9. Systems Thinking.The more we accept
that situations are complex and involved,This astute and provocative quote from
and the more equipped we are to deal witlZukav, cited in Shelton and Darling (2003,
complexity, the better our decisions andp. 355), highlights the intricacy, subtlety,
solutions are likely to be (Shelton andand influence of biases, beliefs, and
Darling, 2003). Systems thinking beginsassumptions:
with the realisation that any problem or
challenge occurs within and is an integral “Reality is what we take to be true. What
part of a system. Bringing systems thinking Wwe take to be true is what we believe.
to problem-solving and decision-making What we believe is based upon our
concerns identifying and working with  Perceptions. What we perceive depends
patterns, relationships and inter- upon what we look for. _What we look f_or
dependencies amongst elements in a depends on what we think. What we think

icul A b d depends on what we perceive. What we
particular ~ system (Appelbaum an perceive determines what we believe.

Goransson, 1997). Applying systems  \yhat we believe determines what we take

thinking to problems is an aftempt t0  to be true. What we take to be true is our
effectively deal with “the whole” and its reality”.

complexity. Seeing an organisational
challenge through systems lenses aIIow%

ur thinking and behaviour often operate in
managers to apply the concept of Ieveragethis circular, self-perpetuating manner
Leverage is a term denoting that small, ' Perp 9 '

focused interventions appropriately applie perS|stentIy living out our subjective,

can produce substantial change (Sengéncomplete view of the world and

1990). The idea of leverage is a key reasoHnderstanding of problems and their causes,

why the wisdom model presented here car?nd applying solutions that by definition are

be of such practical value to managers."mIted and likely inadequate.

Understanding the factors involved in their

system, and their dynamic relationships, CarjIEach organisation and sub-culture within it

indicate just where to intervene in a way that\évr']l:j ?(?c\:lfs:s iﬁgel(;t:]\/szsmé?ize;qéﬁégrzlobj\ﬁat
will make a significant difference. '

may be difficult to fully comprehend and
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accept is that what we see and experience & wise act is a deliberate one that concerns
not a complete and accurate picture. “We ddhe common good,; it serves interests greater
not see things as they are; we see themeas than the self. Senge (1990b, p.13) writes:
are,” Anais Nin is credited with saying

(emphasis added). TRalmudis also said to “Leaders engaged in building learning

be a source of this statement (Liberman and organizations naturally feel part of a
Liberman, 2001). Taoist and Zen larger purpose that goes beyond their
philosophies further inform us that all ~ ©Organization. They are part of changing
observations and beliefs are fundamentally € Way businesses operate ... from a
personal opinion, even regarding our own conviction that their efforts will produce

. . . more productive organizations, capable
existence; that is, they cannot be anything ¢ ar::hieving h?gher levels P of

except interpretations through our own organizational success and personal

lenses. Coming to see realithiigs as they satisfaction than more traditional
are) is one of the major goals of Zen organizations”.

Buddhism and is a foundation for and
indicator of enlightenment
(Csikszentmihalyi and Rathunde, 1990;
Fletcher and Scott, 2001). Critical to this
capacity are the abilities to distance onese

from the phenomenon being observed an is the context. Tying this to leadership,

view it objectively (this is known as . o ;
detachment) and to see situations fromPeka’ Scherer, Brodzinski, Quinn, and

multiple perspectives, which is similar to Ainina (1999) write that "Excellent global

, . leaders... are able to understand complex
empathy (Kegan, 1995; Mezirow, 1390). issues from different strategic perspectives

(p. 60) and “exercise[e] balanced judgment

relevant within a period of time. The in strategic decision-making” (p. 65). A wise

. -_decision would, for example, consider the
potential range of contextual factors is o .
essentially infinite, but includes such positions of various stakeholders and the

. . consequences of action on all stakeholder
elements and considerations as stakeholders

their sentiments, and their relative influence;?l:r)cé?rﬁ);’( et'gflufég%) future  generations
resources available, physical and mental; ' "

competing and complementary priorities; . . . ,
. , ’12. Learning. Learning is a vast field,
and competitors’ strengths. Apprehended 'r{ouching og and d?awing from many

its fullness or not, the context of anyOIiSCipIines notably  education  and

complex situation consists of highly- and psychology, and including sociology and

moderately-relevant factors, as well as ) :
anthropology. Increasingly, learning has

factors that may truly be, or be perceived tobecome a subject in management science, as
be, irrelevant. The discerning thinker may be J 9 ’

the one who best grasps what is and what i\éve”’ _and has been .cen_tral fo the study and
ractice of Organisational Development

not relevant. Individuals and the Iargerp

oo ince its beginnings (see, Hendry, 1996;
organisation learn more about themselve R
and their environment as understanding o undberg, 1989; Mintzberg and Westley,

context increases. Of relevance is 992; Van de Ven and Poole, 1995).

discovering more about what is, and what iSKnowled e influences both what is learned
not known, what the organisation is and is 9

not capable of. and how learning occurs. In some respects,
the more we know, the more we can come to
know (learn). This is because we can more
easily integrate new material into more
encompassing frameworks, like having more

Implied also is that the context is understood
in its breadth and depth. That is, a wise
Icfecision is one taken with consideration of
he complexity of the situation. The system

11. Context. Context includes all factors
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drawers to put things in. Also, the more wepicture,” as a participating, interacting, and
have learned, that is, actively accumulateccontributing agent to dynamics within a
knowledge, the easier it may le learn. given system or problem context.
Over time, we hone our learning skills.
These two advantages can operate to ouReflection often has the connotation of a
disadvantage, as well, unfortunately. What ipassive kind of thought, as invoked by
known and how one has come to know maywords (processes) such as contemplation,
narrow what we look for and limit what we rumination, meditation, and musing. While
see (Argyris, 1991). Over time, we maythese terms do apply, in this context,
develop myopia in our thinking, conditioned reflection is a more active and deliberate
by our prior Knowledge and Experience andprocess. In factdeliberation may be used
how we obtained it. interchangeably with reflection. Active or
passive, reflection requires a “time out.”
The more greatly we are aware of our biasesThat is, reflection is unlikely, or minimally
beliefs, and assumptions, and the moreffective, when one is “caught up” in a
effectively we continually test out their stream of work activity, decision-making
validity, the more proficiently we will learn. pressure, or conflict (Easterby-Smith, 1990;
Mezirow (1994) notes that dialogue—centralThatchenkery, 1996).
to communication and learning—is one way
to critically examine what we do, how we do The inability (or unwillingness) to find time
itt, and more importantly, why? Such and space to reflect is part of a vicious cycle
dialogue should target assumptions andhat precludes wise thoughts and effective
beliefs through what he calls “critical strategies and actions. Specifically, as
premise reflection.” Collaboratively reflection diminishes, the opportunity to
constructing a relationship diagram such agearn reduces. As learning is minimised,
the one proposed here to elucidate wisdonmistakes, accidents, and failures continue to
in the organisational context is oneoccur, negatively impacting successful
technique to promote such consideration obutcomes, and increasing chaos, confusion,
biases, beliefs, and assumptions.and crisis-fighting, further reducing wise, or
Supposition—even if wrong—is okay as prudent, thoughts, decisions, plans, and
long as it leads to further debate, dialogueactions. As effective actions and strategies
clarification, and improved understanding. erode, successful outcomes reduce, which
places further pressure on the system.
13. Reflection. Reflection and reflective
practices appear to be becoming moreReflection (as in reflect) obviously has a
popular and are figuring in topics from sense of looking back, as in reviewing a
leadership and leadership development tgrocess or actions leading to a particular
organisational learning (Densten and Grayputcome. This is a relevant view on
2001; Lichtenstein, 2000; Mezirow (1990; reflection, as we may learn through critical,
1994; Schon, 1983; 1987). Citing researchhut open-minded review of events,
by Daudelin (1996), Griffith and Frieden interactions, actions-responses, and our
(2000), and others, Hays (2004a) notes thatspective roles associated with them,
reflection is the active and on-going practiceincluding whether or not and how we are
of thinking on material, problems, situations,learning  [Schén (as  discussed in
and experiences and their meaning and.ichtenstein, 2000]. As used here, however,
relation to self. This involves surfacing andreflection also has a sense of looking
exploring theories, beliefs, and assumptiongorward. Lin (2003) states that organisations
that contribute to understanding, problem-must havehindsight(reviewing or reflecting
solving, and decision-making. The reflectorback), insight (that acuity and perspicacity
is asked to put him- or herself fully “in the into complex problems and situations), and
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foresight (thinking ahead, planning and stage is “...of a higher order than a general
preparing for the unknowable; understandingearning culture because it provides the
the long-term consequences of actiongonditions forcoming to know reality....”
today). Each of these is a valid domain for(p. 68; emphasis added) Coming to know
reflection. reality, as it is, is characteristic of wisdom.

The significance of Griffley’s work, here,
The wise person is a reflective personis that organisations can come to see and
(Kitchener and Brenner, 1990). By know themselves, and thus operate, in a
extension, the wise organisation is atranscendent way. This means they
reflective one. While perhaps under-acknowledge, understand, and counter the
emphasised in the management literaturehlinders and unproductive behaviours that
the contributing role of reflection in limitlearning and performance.
organisational learning has found support
(Nonaka, 1994; Lichtenstein, 2000; DenstenTo make this practicable, Griffley (1998,
and Gray, 2001; van Woerkom, Nijhof, andp.72) provides the following guidance:
Nieuwenhuis, 2002).

“The wise organisation will have

14. Wise Thoughts.If wisdom can be structures, strategies and a culture of
defined as acting prudently in the learning in the direction of the
appreciation of the fullness of context, second mode of knowing. These

organisational features will reflect a
valuing of intuition and spontaneity,
awareness, mindfulness,  direct

then wise thoughts are the integrated result
of context, learning, and reflection. Both
knowledge and intelligence are

. ) experiencing, ecological and
contributors to wisdom, as are values. systemic perspectives, space and time
Experience is also related to wisdom and for reflection and incubation of
is generally accepted to be a major thought, meditation, intrinsic worth
contributor to wisdom. Sternberg (2003) of learning, anthropocentric
notes that wisdom requires knowledge, but perspectives, kindness, the
more of the kind acquired in life transpersonal model of self, the
experience, not school |earning or dissociation of self-esteem and
erudition. As has been said, however, competence.”

there is a big difference between twenty
years of experience and one year of
experience repeated twenty times. Breadt

Through valuing and applying these
attributes and processes, Griffley concludes,
of experience counts, but, more important ...the vast resources of the human mind can

is what one does with the experience; in be most efficiently put to the task of learning

other words, how one incorporates it and 0 experience and know reality” (ibid.)

learns and changes as a result. This is the _ _ _
central role played by reflection (Sharratt 1o Effective Actions and Strategiest may
and Field, 1993). be difficult to determine where wise

thoughts break off and effective actions and
It is generally accepted that some minority strategies begin. Certainly, decision-making

of individuals are or may become wise. and planning are needed before effective
The same should hold true for actions can be carried out, and these are only

organisations.  Griffley  (1998) has relative to and can only be effective within a

evocatively argued that organisations Particular Context. Decision-making and
[may] proceed through three levels of Planning techniques may be analytical,
learning, from a general learning culture, thorough, and methodical; but they may not

through a wisdom culture, and finally to a °€ wise. Wisdom is brought to bear in the
culture of enlightenment. This second W& context is understood and embraced,

and the actions that ensue. Values play a
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large part in this. For example, if a leaderreflection (van Woerkom, Nijhof, and
accepts stewardship of his or herNieuwenhuis, 2002) and Action Learning
community, then long-term consequencegFoldy and Creed, 1999) can help employees
and sustainability are more salient thanto collectively better understand causality
short-term profit or ease. A more practicaland, thus, improve the processes and
example is the decision by a leader to invesbutcomes of problem-solving and decision-
in developing people and creating amaking
supportive work environment as part of on-
going initiatives. Here, some impedance toThe good thing about reflection is that is it
immediate progress is accepted in return fouseful in conditions of success, failure, and
future capability. Adopting a team-basedmoderate performance. One can learn from
approach to continuous improvement couldan open-minded critique of any of these
be expected to drain resources and requirsituations. Naturally, organisations would
time to ramp up before returning dividends.more likely critically evaluate poor
But employees will be able to use theperformance or a crisis than they would a
problem-solving, decision-making, planning, success or sustained superior performance.
implementation, and evaluation skills theyAnd while these investigations may occur,
develop on a wide range of projects, longmore often than not they are probably more
into the future. critical and analytical than reflective. The
two views may be dichotomised &s find
16. Successful Outcomes=verybody likes and correct the faulversusto learn what we
success. Success is rewarding andan from the failure.
motivating; it validates what we have done
and encourages us to do more. It can be &7. What Works; What Doesn’'t. What
two-edged sword, however, cutting deeplyworks and what doesn't is often the result of
when we are mistaken about what led tahe learning from experience people talk so
success. Failure can pose the same problemuch about. Feedback suggests do more, do
when we fail to recognise what complex ofless, do something differently. Feedback is
events and actions truly led to failing often insufficient, however. There are a
(Argyris, 1982,1991; Kitchener and Brenner,number of reasons for this. As a general rule,
1990; Nystrom and Starbuck, 1984; Shawpeople don't solicit feedback that might
and Perkins, 1992; Thompson, 1996;jeapordise their feelings of efficacy
Tucker, Edmondson, and Spear, 2002). Ir{Lichtenstein, 2000). Furthermore, feedback
either case, we fail to learn or we learn thglconsequences and outcomes) on many of
wrong thing. The implications of this is that our actions is long in the coming and we
we might persist in certain behaviours andmay not be capable of making direct
strategies believing they lead to succesdinkages (Appelbaum and Goransson, 1997),
when they may actually have little especially the case with dynamic complexity
instrumentally to do with it. On the other (Senge, 1990b). Our interpretations (taken as
hand, we might tend to discard one strateggivens) of what works and what doesn’t are
after another to remediate problemheavily influenced by and perhaps
performance, not really knowing what is inseparable from biases, beliefs, and
causing us to fail. This is one area whereassumptions. A wealth of research points to
reflecting can make a substantial differencethe distinction between single-loop and
Sufficient time and skill in reflecting will double-loop learning, and placing a high
increase awareness of the affect of biasesjalue on the latter (as examples, Lyles,
beliefs, and assumptions on our thinking andl994; Tucker, Edmondson, and Spear,
will increase Learning, thus, ultimately, 2001). It is only through higher-order
feeding successful outcomes. Applied to thahinking and problem-solving that correct
team or organisational context, collaborativeconnections between cause and effect can be
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consistently made. Critical reflection shouldemphasis on learning and adaptability and /
help us to better understand and be morer domain / content training and education.
conscious about our behaviour and its affects
(Kaplan and Norton, 1996; Brown and Too often, employees are restricted in their
Posner, 2001; Densten and Gray, 2001; andpportunities to develop their skills and
van Woerkom, Nijhof, and Nieuwenhuis, learn more about the organisation and its
2002. broader context. For example, managers
make assumptions about employees’ ability
18. Perceived Value of Reflection. and / or motivation, or their level of
Perceived value of reflection is merely aresponsibility, which cause them to limit
function of successful outcomes whereopportunities for employees. At the same
success is at least partially attributed tatime, more sophisticated and challenging
reflection and the learning it promotes.jobs are given to those who already have the
Learning may be experienced as its owrskills and relationships needed to do the job.
reward, thus reinforcing and increasing theThis serves the interests of speed, economy,
perceived value of reflection, when theand risk reduction, but fails to build
connection to reflection is made. organisational capability. Managers must
Emphasising progress and achievementseriously consider the short-term costs
brought about by reflection will increase its versus the long-term gains when it comes to
perceived value and contribution. assigning work and developing people (see
Unfortunately, few organisations appear toRepenning and Sterman, 2001, for an
acknowledge and promote reflection or morenteresting take on this).
deliberate and time-taking problem-solving
and decision-making habits (Levitt and20. Competence.Competence comes from
March, 1988; Appelbaum and Goranssonall of the deliberate and inherent
1997; Tucker, Edmundson, and Spear, 2001developmental opportunities to which an
To overcome this tendency to assumemployee or team has access, including
understanding of cause and reduce thougldomain / content training / education, on the
time, the “rush to fix,” syndrome, job training / experience and more general
organisations will need to foster a supportiveprofessional development, both inside and
environment for reflection, emphasising itsoutside of the organisation. As competence
value and rewarding employees who showncreases, opportunity increases. Those who
evidence of reflection (Griffley, 1998). “can” are recognised and advanced. In the
typical, traditional organisation this tendency
19. Opportunity. Opportunity encompasses concentrates confidence and competence in a
access to and participation in the affairs ofminority, undermining capability-building
the organisation and the running of theacross a wider spectrum of employees. This
business. This includes problem-solving,unintended consequence of a seemingly
decision-making, planning, implementation,reasonable preference has been described
training and professional development. Thiselsewhere as the “White Knight Syndrome”
is about both individual learning and (Hays, 2005, in press). Appelbaum and
development, and organisational capability-Goransson (1997) refer to this phenomenon
building. Opportunity is also linked to as “the illusion of taking charge,” while
positions and tasks that are perceived byRepenning and Sterman (2001) call such
employees as interesting and meaningfulindividuals “war heroes,” driven, capable
and offer greater levels of responsibility andpeople who groom and favour others like
autonomy. Commitment to and direction ofthemselves. The “white knight” is called
opportunity relate to the organisation’supon or volunteers when adversity (in the
values and philosophy, most relevantly to itsguise of crisis) rears its head. The majority
of employees are prevented (or, in some
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cases, hold themselves back) from doingMotivation is a huge area, tied in closely
battle and acquiring essential seasoning. Forvith  performance and  performance
the sake of efficiency and to protect management. Much has been researched and
employees, insidious white knight behaviourwritten about motivation, discussion of
dampens ownership and restrains capabilitywhich exceeds the focus of this paper. In
building. terms of learning and wisdom, however, it
would be productive if individuals were
21. Confidence. As Competence increases motivated to learn and develop and to
so does confidence. One can go forwarctontribute their increasing abilities to the job
more securely when one feels capableand to share their knowledge with
Organisational supports that enable theorganisational counterparts. From the
employee to feel equipped and empoweredrganisation’s perspective, it would be
to do the job must be the focus of constanproductive to identify what motivates
attention. The degree to which theindividuals to learn, develop, and share, and
environment is supportive of performanceto provide as richly rewarding an
and development and equips employees tenvironment as possible. In particular,
continually improve is probably a direct individuals should be recognised and
result of the emphasis on learning andrewarded for learning and sharing
adaptability. This embodies corporate valuesehaviours.
that esteem the individual and care about his
or her growth as a person and as &3. Incentives.Introduction of reflection as
contributing member of the organisation ora part of the way we do things hersay
institution. In their review of the literature need to be accompanied by potent incentives
and subsequent research, van Woerkontp get people to begin practicing reflection
Nijhof, and Nieuwenhuis (2002) found that and incorporating the discipline inttay to
confidence, or what they alternatively termday work. They will not know how to
self-efficacy, is a substantial factor in reflect, and may find it odd or confronting. It
learning and performance, impacting suchwill not be a part of the normal routine, and
behaviour as sharing, challenging “groupmay seem to come at great cost to typical
think” (Janis, 1977), seeking feedback,measures of and attitudes regarding
experimentation, and honest reflection. Theyproductivity. Employees will not have, yet,
conclude that self-efficacy is crucial to experienced the benefits of reflecting, and
engaging in collaborative double-loop may need to be sold on its value. To be
learning; if an organisation aspires to higher-effective, reflection may need to be formally
order thinking and problem solving, then ataught, and supported by the culture and its
focus on developing employee self-efficacycomplex of  organisational  systems,
should be a high priority. practices, and values (Hays and Winter,
2004).
22. Motivation. An increase in confidence
positively influences motivation. This is a 24. Values. Values permeate the entire
consequence of the individual believing thatmodel, as they both define and emerge from
he or she can accomplish a task, that ishe organisation’s culture, itself. Values play
possesses requisite skills and talents, and hassignificant role in the wisdom system, both
access to enabling conditions and resourcef terms of how it is enacted and how it is
While motivation, as shown in the diagram, perceived. This is substantiated in much of
is fed both by successful outcomes directlythe empirical and conceptual explorations of
(success is inherently rewarding) andwisdom, where there is converging
through Incentives, such motivation may beconsensus concerning values characteristic
thwarted in the absence of confidenceof the wise individual. These include
competence, and opportunity. selflessness, or at least regard for others as
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well as self, compassion, objectivity and
fairness, sound judgment, integrity, patienced Organisational wisdom is a viable,
tolerance, altruism, benevolence,natural, and essential follow-on to
thoughtfulness, and equanimity (Baltes andrganisational learning.  Organisational
Staudinger, 2000, Birren and Fisher, 1990jearning has much to offer, but seems hard to
Dreher, 2002; Goleman, 1998; Greenleafachieve. What makes wisdom possible and
1977; Kitchener and Brenner, 1990; Korac-essential may explain why organisational
Kakabase, Korac-Kakabase, and Kouzminlearning has been so elusive and what we
2001, Orwoll and Perimutter, 1990). need to do to become more effective at and
get more out of organisational learning.
Values influence emphasis on learning and
adaptability. Presumably, those who thinkd A new way of understanding
wisely would also want to create anorganisational learning and how it operates
environment in which everyone becomesis needed. Despite all we have discovered
more capable, effective, and matureand tried, we do not seem to be able to
(approaches wisdom). The wise individualpractically, consistently, or effectively create
does not “lord it over others,” but seeks toorganisations that learn and change. With the
emancipate them Here, the notions of best intentions, hard work, great people, and
Servant Leadership (Hays and Hughesdeft maneuvers we fail to achieve important
2006) and Transformational Leadershipoutcomes. Knowledge, experience, and
(Bass and Avolio, 1990; Bierly, Kessler, andeffort fail us. We do things right, but don’t
Christensen, 2000; Sarros and Santorajo the right things. We may be intelligent,
2001) apply particularly well. Both concern but not wise.
advancing the organisation or community —
a good cause — through advancing the peopl® Driven by our system, we are likely to do

who work or live there. what makes sense or is easiest at the
moment, neglecting more complicated, far-
SUMMARY AND CONCL USIONS reaching, or c_ontrover_sial issues_ and opt?ng
for the expedient, painless, or inexpensive
Synopsis of Main Points route, thus, sacrificing the future. People and

O Wisdom is essentially doing the right organisation_s_ do not learn or develop_ under
thing. Wise organisations act judiciously andthese conditions. We are not serving as
prudently in the appreciation of the fullnessStéwards to our communities and the larger
of context, respond to complex problems in€nvironment.

contentious circumstances in a far-sighted _

and appropriate manner, and care about arld Wisdom may be more relevant and
prepare for a future that matters. To neglecP€cessary than ever before. Leaders today

the fullness of context and limit our horizons h@ve an even greater challenge than did their
is unwise. predecessors throughout history. Things

happen more quickly, opportunities are vast,
O Organisational wisdom is a new and mistakes may have catastrophic, world-

application of an ancient concept, and mayVide consequences.

prove to be as valuable as it has proven to be ) o
uncommon. A topic whose time has come,D Th_e dynamlp nature of organisational
organisational wisdom has largely beenl€aming and wisdom can be modeled as a
neglected in the management literature. ASYStem, as presented in this paper. The
this paper and the dozens on which it ignodel is complex, as befitting the system.
based from a wide range of disciplines”ny model that attempts to capture and

suggest, however, wisdom is real, possible®XPlain the dynamics of organisational
and of vital importance. fearning must by definition be complex.
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Simpler models are easier to articulate angberspectives and to appreciate the
defend, but are limited in their ability to consequences of actions on the future lives
explain  behaviour or to suggestand welfare of those people and
interventions. communities he or she serves.

O The wisdom system can operate as & These attributes of wisdom may sound
virtuous  cycle, ever-expanding andlofty and irrelevant to the business and its
providing good outcomes for a more objectives and practices. But perhaps
inclusive range of stakeholders. Wisdom isexpanding  objectives to encompass
conscious, caring, committed, and capablecontribution to the greater good (or at least a
Wisdom is driven to improve self and reduction in harm) is just what is needed to
circumstances for the greater good. make our organisations friendlier and more
meaningful places to work.
O Wisdom is generally held to be a function
of great intelligence, a wealth of experienced Wisdom has everything to do with
and conviction in values that include servingorganisational life and business. This is
“the greater good.” These attributes areespecially the case in an environment of
neither necessary nor sufficient to enabléncreasing concern for sustainability, social
wise thought and action. Where wisdomresponsibility, and corporate citizenship, all
exists, intelligence, knowledge, experienceof which is occurring within a context of
and values are combined to consistentiyaccelerating change and competition,
generate sound judgment and compassionatdurring boundaries, and uncertainty.
action, even in challenging, unigque, and
unpredictable situations. 0O The wise organisation is not exclusively
one led by a minority of wise individuals,
O The wise person is a reflective person. Bybut is populated by people expected to be
extension, the wise organisation is aand working toward becoming wise
reflective one. To reflect is to consider thethemselves. Those who think wisely would
efficacy of choices and actions in givenalso want to create an environment in which
situations, while appreciating the larger andeveryone becomes more capable, effective,
future context, and to promote developmenself-aware, and mature (approaches
of more effective and far-sighted thoughtwisdom). The wise individual does not “lord
and behaviour. it over others,” but seeks to emancipate
them.
O Like people, organisations are not “born”
wise; they develop wisdom over time. Butd Wise individuals are deeply self-aware:
the passage of time, even with accumulatinghey know their strengths and their
experience, does not alone produce wisdonshortcomings; they are sensitive to their own
Reflection is needed to convert experienceneeds, wants, and emotional states. The wise
into learning. The skill, opportunity, and person knows the limits of his or her own
predilection to reflect ighe attribute that capabilities, as well as the limits of
facilitates learning and the conduct of wiseknowledge and what is knowable. Such can
thought and action by integrating andalso be said of the organisations and
exploiting the qualities of knowledge, institutions in which we work and the
experience, intelligence, context, and valuescommunities in which we live.

O Character traits of the wise person included Wisdom is more than applying

compassion, empathy, altruism, sagacityknowledge and bringing experience to bear
prudence, deliberation, and others, includingo solve problems. (Problem-solving can,
the ability to see a situation from multiple itself, be a problem!) Wisdom transcends
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situational issues, typical problems, andd The more we accept that situations are
known contexts. Wisdom is more universalcomplex and involved, and the more
than bound to a particular set ofequipped we are to deal with complexity, the
circumstances, including time and place. Thebetter our decisions and solutions are likely
wise person can generate useful solutions ito be. Systems thinking begins with the
novel circumstances, limited not by what herealisation that any problem or challenge
or she has learned through previous study ooccurs within and is an integral part of a
experience. The wise organisation contendsystem. The system is the context. Bringing
with uncertainty and capitalises on changesystems thinking to problem-solving and
in its larger environment. decision-making concerns identifying and
working with relationships and inter-
O The more inseparably we come to viewdependencies amongst elements in a
ourselves and the world around as one, particular system.
the more likely we come to act more
responsibly and altruistically. We becomed The wise individual is able to see with
the stewards, not the masters. This aspect @larity into complex situations, understand
responsibility and sense of ownership ordynamic relationships concerning cause and
stewardship for the system and the greateeffect, and make decisions or take actions
good is a defining feature of wisdom. that serve the interests of the common good.
The wise organisation is populated with and
O A core characteristic of the wise is aled by people who collectively possess and
passion for knowledge, coupled with ancollaboratively bring to bear these attributes.
acknowledgement of how little is known,
which motivates learning. Add to this an on-30 Problems are not often as simple as we
going mindfulnessof the learning process in would like them to be; simple solutions for
which one is engaged, including one’s owncomplex problems are few. A lot of our
styles, tendencies, weaknesses, and learnirgurrent problems and failed solutions can be
objectives and requirements, and the resukxplained by our predilection to over-
may be continuous learning and simplify. Our typical response to problems is
improvements in learning to learn. to attack the most painful symptom and to
select a remedy that seems to most directly
O Humility plays a major role in acquiring and immediately relieve the pain. As we
and demonstrating wisdom. When we caroften discover with palliatives, the headache
honestly admit we have much to learn, wemay go away temporarily, but its cause does
may just have the chance to do so. This isot.
the notion of emptiness: the metaphor of the
empty vessel, for instance, highlights thatd The quick fix preference, “keep it simple”
much can flow into an empty vessel, whileattitudes toward problem-solving, and
nothing much will enter one already full. tendency to assign problems to experts
reduce symptoms of problems and is self-
O Wise individuals have the capacity to reinforcing; but undermines consideration of
detach or “distance” themselves (in terms ofSystemic issues, patterns of behaviour, and
satisfying their own egos and self-interestsjong-term  consequences.  Higher-order
from the problems confronting them and,problem solving (double-loop learning) does
thus, can operate objectively and with annot occur. Wider organisational capability is
open mind. The principle of non-attachmentnot built.
counsels not to hold on to things, including
our beliefs. When we can “let go”, we cand Biases, beliefs, and assumptions often
move on to new and more effective thoughtsooperate at an unconscious level. If they
and behaviours. remain unconscious and / or untested, then
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what we approach, how we approach it, andeto learn. Over time, we hone our learning
the outcomes we’ll produce will all be skills (e.g., we learn to reflect effectively).
impacted, without our conscious thought.
For example, in assessing situations ofd Success can be a two-edged sword,
problem-solving diagnosis, organisations arecutting deeply when we are mistaken about
likely to find what they suspected existed,what led to success. Failure can pose the
and they will be addressed in ways believedsame problem when we fail to recognise
to be useful within the context of the what complex of events and actions truly led
organisation and acceptable by its membersto failing. Respectively, we fail to learn or
we learn the wrong thing.
O The more greatly we are aware of and
accurately understand our biases, beliefs]d Without effective reflection, we might
and assumptions, and the more effectivelyersist in certain behaviours and strategies
we continually test out their validity, the believing they lead to success, when they
more proficiently we will learn and the more may actually have little instrumentally to do
effective our decisions and strategies will be.with it. On the other hand, we might tend to
discard one strategy after another to
O Organisations can unintentionally remediate problem performance, not really
preclude employee access to greateknowing what is causing us to fail. To
experience and opportunity by restrictingmitigate this we need to learn to critically
participation in  problem-solving and reflect.
decision-making, as well as by limiting
sophisticated training and development tod Sufficient time and skill in reflecting will
senior staff. If an organisation wishes toincrease awareness of the affect of biases,
increase its overall competency it is going tobeliefs, and assumptions on our thinking and
have to seriously consider its professionabehaviour. It is through reflecting that one
development, involvement, and “learns from experience.” That is, reflection
empowerment strategies. amplifies the value of experience.

O Opportunity encompasses access to ant Achieving and sustaining organisational
participation in the affairs of the wisdom is an aim worth pursuing.
organisation and the running of the businessQrganisations that consistently do the right
crucial to developing fuller understanding of thing may not survive over the long haul.
context, producing individual learning and Should they prevail through adversity,
development, and organisational capability-however, it won’t be through compromising
building. their ethics or conducting business in ways

that are exclusively self-serving. Should they
O Learning is not the same as knowledge ofail, leaders and followers can take comfort
experience, and is more important thann the knowledge that they performed to the
either. Knowledge and experience are basebest of their ability and did the greater good
in the past, while learning is centred in theand welfare of the planet no disservice.
present and geared toward the future.

O Organisations thinking and acting wisely
O Knowledge influences both what is will:
learned and how learning occurs. In some
respects, the more we know, the more we
can come to know (learn). This is because
we can more easily integrate new materialy Identify and eliminate attitudes and
into more encompassing frameworks. Also, practices that undermine a future that
the more we have learned, the easier it may

» Treat their employees, customers, and
other stakeholders with respect.
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matters and are not in harmony with corevarious pieces of the model and the
values. relationships amongst them that are certainly
open to debate. Criticism, inquiry, and

dialogue that consider the integrating model
in its entirety would be most useful and is

» Constantly seek and create opportunitiesnvited.

to learn and evolve, and invest heavily in
people development and building Some might find the model complicated; but
organisational capability. it is necessarily so. Any attempt to capture

» See themselves as vital parts of complex@Nd €xplain the dynamics of organisational
systems, understand the contexts in which€@ming must by definition be complex.

they operate, and serve as committedzf_forts to simplify or take “short cuts:” as
stewards to their communities and theMight be the case when an organisation
larger environment. focuses on one or two elements of or

strategies for organisational learning, may
partially explain the difficulty organisations
CONCLUDING REMARKS have experienced in trying to become more

This paper presents a tentative model offfective at learning.
organisational wisdom. The model identifies
24 elements Comprising wisdom and theirThe model seeks to build on the extensive
dynamic relationships. Existing models ofOrganisational learning and knowledge
the learning organisation (Shaw and Perkinsmanagement literature, and explain why,
1992; Reynolds and Ablett, 1998; Schwanddespite all that is known and prescribed,
and Marquardt, 2000)ail to capture the oOrganisations fail to learn. Something
essence of learning and interaction amongdfmportant must be missing, the “glue” that
key ingredients and processes. Thewvould tie it all together. The inability to
configuration chosen here draws on andhink systemically or to overcome problems
augments previous explicit models andwith mental models (Senge, 1990) and other
depicts narrative attributes and descriptionslearning disabilities”  (Garvin, 1993),
in the learning organisation literature including teaching “smart people” to learn
(Senge, 1990; Garvin, 1993; Ulrich, von (Argyris, 1982; 1991) account for part of the
Glinow, and Jick, 1993; Waldersee, 1997;reasons organisations fail to learn and adapt.
Griffey, 1998; Shelton and Darling, 2003). But it is not from lack of “know how.”
Organisations and the people who lead and
In constructing and describing the model andnanage them are smart, hard-working, and
the relationships amongst its componentshave the best of intentions. But they may not
the author has drawn on a wide range obe wise. They may tend to do what makes
disciplines, touching upon extant literaturessense at the moment, neglecting more
covering learning and Human Resourcecomplicated, far-reaching, or controversial
Development, motivation and reinforcement,issues and, thus, sacrificing the future.
teamwork and collaboration, culture,
perception, systems thinking and complexityMany of the elements included in the
theory, reflection, and others, includingWwisdom system already exist in most
wisdom itself. The elements or variablesorganisations. What is new in this proposed
included in the model each represent majofnodel is the way the elements are linked in
focus areas of Study; no paper or modeterms of influence and inter-dependencies.
could do these respective disciplines justiceThis provides some of the glue. More
So, forbearance is sought from the manydhesive and integrating are the philosophy
experts in these fields who could rightly @nd practice of wisdom, itself. It appears that
censure and find lacking the treatment of thavhere  wisdom  exists,  intelligence,

» Clarify, model, coach, recognise, and
reward “doing the right thing.”
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experience, and values are combined t@mpowerment and workplace
consistently generate sound judgment andlemocratisation (Stohl and Cheney, 2001;
compassionate action (Baltes andCollom, 2003). Leaders might provide the
Staudinger, 2000), even in challenging,context and role model for wisdom, but it is
uniqgue, and unpredictable situationseveryone’s prerogative and obligation.
(Kitchener and Brenner, 1990).
So, how to get at learning, this passage to
At the heart of the wisdom model is wisdom? Wisdom is not knowledge,
learning. The wise person knows the limitsintelligence, values, or even, as commonly
of his or her own capabilities, as well as thebelieved, experience, though it is a
limits of knowledge and what is knowable synergistic amalgam of them, fueled by
(Clayton and Birren, 1980; Meachum, learning. And, while curiosity or need may
1990); thus is concerned with continuing tomotivate learning, it is inspired and activated
learn and “tapping” into the intelligence by reflection (Sharratt and Field, 1993; Chia
around him or her. Wise individuals tend toand Morgan, 1996; O’Sullivan, 1999; Brown
be open to others and new experiences. Thegnd Posner, 2001). One of the major
talk with, not to others; more importantly, contributions of the proposed model is the
they listen. In Cleary’s (1989, p.45) notion that reflection is a crucial feeder for
translations of Zen writings from the tenth tolearning and an elucidation of how this
the  thirteenth centuries, Lingyuan works. Not only has the impact of reflection
commented that: on learning been convincingly demonstrated
(Hays, 2004a), but reflection consistently
“Good leaders make the mind of the appears as an attribute of the person who
community their mind, and never let thinks and acts wisely (Birren and Fisher,
their minds indulge in private 1990; Baltes and Staudinger, 1990;
prejudices. They make the eyes and Kitchener and Brenner, 1990) and the
ears of the community their eyes and capable strategic and transformational leader
ears, and never let their eyes and ears (Korac-Kakabadse, Korac-Kakabadse, and
be partial”. Kouszmin, 2001; Lichtenstein, 2000).

These ideas dovetail with emerging views onThe attempt in this paper was to develop and

Emotional Intelligence (Goleman, 1998; present a defensible model of organisational
’ ' learning and wisdom that makes both

Cooper and Sawaf, 1996; stewardship~ .. .
(Senge, 1990b; Spears, 2004) and Servapipluitive sense and incorporates accepted

Leadership (Greenleaf, 1977; McGil andtheory. The dynamic model of organisational

Slocum, 1998; Hays and Hughes, 2006); anavisdom s robust enough to provide

transformational leadership (Bass andguidance to p_ractitioner_s, and to help explain
Avolio. 1990 Avolio. Walman. and problems being experienced. It tells them

Yammarino, 1991 Sarros and SantoralWhere sticking points might be, what might

2001). If you take the best of the attributesbe causing them, and suggests what needs to
e done about them. It provides a framework

and ideals of the modern leader and blen(? . . T
them, you produce the wise individual or or understanding learning in organisations.

wisdom. Not only are such characteristicsThIS framework can be useful in designing

needed in those in formal positions ofand evaluating  learning programs and

leadership, but in all of us. The Wisestrategies. Each organisation and situation
organisatic;n is not exclusively one led by aW'” be_: different, and |mplementers_ will have
minority of wise individuals, but is to tailor the framework to their unique

populated by people expected to be an@riurtr;]stanﬁes. Therfe |shr_10 .S|mple formula.
working toward becoming wise themselves. ut, { €c e;]nces do achleV|ngthsucc$s§t are
In many respects, this parallels trends ippreatly - enhance when € faclors
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entertained here have been sufficiently dealGaoan says in th€rue Record of Yunj(as
with. interpreted by Cleary, 1989, p.64):

The dynamic model of organisational “Wisdom is like water—when unused
wisdom supplies ample substance for debate, it stagnates, when stagnant it does
and suggests many directions for further not circulate, and when it does not
research. Focus for research might address circulate, wisdondoes not act”.
the elements themselves: are they the right
ones? —do they collectively explain the
dynamics of organisation It_aarning andquoting Maturana and Varela, noted,
de?ght,)OB arem othferth Va\‘g’:g&s r(r:lorrre“Know!ng is ef_fectivg action, tha_t is,
o - ,)0 Some ot he es ca yoperatlng effectively in the domain of
more weight? —which are most potent and xistence of living beings” (p. 13). Cavalieri
f[hus, would be the Ie\(ers for chang_e and, .+ Fearon (1996) even define
|mprovement?_ What important Va”?b'es rganisational knowledge “as the capacity
have been missed? —where do they fit an or effective action, over time, that results

2 g . .
confound the current model? And, then, thefrom the collective knowing, experience, and

:ﬁlanonlshlps H and h Interdej‘[pe.ndenct'est’reflection of all members of an organization”
emselves. ave € Mmost importan (p. 15). Further, they submit that

relationships been identified? Are the“accumulations of organizational
irecti i 2 . .

dlre_cfuons of influence acpurate. Whatknowledge, over time, will eventually lead
additional research substantiates or refutet% organizational wisdom?” (ibid.)

the relationships as proposed? '

More recently, Cavalieri and Fearon (1996),

Finall . that th del is fairl As beginnings are about action, wisdom is
inafly, ~given  that theé model 1S 1alfly 5h4ut peginnings. Wisdom is never about

i itioner? o )
complex, does it serve the practitioner? How, o o convergence; it is about starting

does it hold up to the test of application?fresh and opening up: seeing the world

Managers tending to seek shortcuts or Iower—hrough new eyes. It is not about certainty,

. o . . t
cost alternatives will find little consolation but knowing how uncertain things are. It is
and utility in the model. That said, any :

element could provide a starting point fornOt about knowing everything, but knowing

. . : how little is known. It is not about being
intervention. An executive could do worse

: ) erfect or precise, but being on the way
than to start with a renewed emphasis o here. As wisdom grows, curiosity,

learning and adaptability. Defining what is fascination, and imagination are retained,;

neled_ed, asaessmgdwlhere_ the organflsatlond%t lost, as they often are when we become

re alt(tlve toft. at, Em _planning at;/vay orWardgmarter and better educated. So wisdom is

I@erﬁn aor";?li sglnnlng to becoming ay,q beginning that should be sought; not the
g organisation. end. It is within this context that the ideas

o . ) ) advanced here should be critiqued.
Beginnings are about action. Action is a 9

fundamental attribute of wisdom. Master

School of Management, Marketing, and Internatidasiness [26]
Working Paper Series, Volume 3, Number 3, 2008.



REFERENCES Baltes, P. and U. Staudinger. (2000).
Wisdom: a metaheuristic (pragmatic) to
orchestrate mind and virtue toward
excellence American Psychologist/ol. 55,
No. 1, pp. 122-136.

Appelbaum, S., and L. Goransson. (1997)
Transformational and adaptive learning
within  the learning organization: a
framework for research and applicatidme
Learning Organization,Vol. 4, Is. 3, pp.
115-126. Baltes. P., Staudinger, U., Maercker, A., and
J. Smith. (1995). People nominated as wise:
a comparative study on wisdom-related

Argyris, C. (1982). The executive mind and knowledge.Psychology and Aging/ol. 10,
double-loop  learning. Organizational pp. 155-166.

Dynamics.Vol. 11, Is. 2, pp. 5-23.

) . Bass, M. and B. Avolio. (1990). The
Argyris, C. (1991). Teaching smart peoplejyyjications  of  transactional  and
how to learn.Harvard Business Review. yansformational leadership for individual,
May-June, pp. 99-109. team, and organizational development.
Research in Organizational Change and
Argyris, C. and D. Schon. (1978). Developmentvol. 4, pp. 231-272.
Organizational Learning: A Theory of
Action Perspective. Reading: Addison-

Berings, M., Poell, R.,, and P. Simons.
Wesley.

(2005). Conceptualizing on-the-job learning
styles. Human Resource Development
Arnoud, D., and T. LeBon. (2000). Practical Review,\Vol. 4, No. 4, pp. 373-400.

and  theoretical  wisdom. Practical

Philosophy Vol. 3.1, pp. 6-9. Bierly, P., Kessler, E., and E. Christensen.

(2000). Organizational learning, knowledge
Avolio, B., Waldman, D., and F. and wisdom. Journal of Organizational
Yammarino. (1991). Leading in the 1990s:Change Managemen¥ol. 13, No. 6., pp.
the four I's of transformational leadership. 595-618.
Journal of European Industrial Training.

Vol 15, Is. 4, pp. 9-16. Birren, J., and L. Fisher. (1990). The
elements of wisdom: overview and

Bahm, A. (1992).The Heart of Confucius. integration, in Sternberg, R. (Ed/isdom:

Freemont: Jain. Its Nature, Origins, and DevelopmeiNew
York: Cambridge; pp. 317-332.

Baker, W. and J. Sinkula. (2002). Market

orientation, learning orientation and productBrookfield, S. (1995)Becoming a Critically
innovation: delving into the organization’s Reflective TeacherSan Francisco: Jossey-
black box. Journal of Market-Focused Bass.

Managementvol 5, pp. 5-23.

Brown, L. and B. Posner. (2001). Exploring
Baltes, P. and U. Staudinger. (1993). Théhe relationship between learning and
search for psychology of wisdonCurrent leadership. Leadership and Organization
Directions in Psychological Sciencéol. 2, Development JournalVol. 22, Is. 6. pp.
pp. 75-80. 274-280.

School of Management, Marketing, and Internatidasiness [27]
Working Paper Series, Volume 3, Number 3, 2008.



Cammock, P. (2003).The Dance of Science QuarterlyVol. 35. No. 1; pp. 128-
Leadership: the Call for Soul in 2Century  152.
Leadership2" Ed. Auckland: Pearson.

Collom, E. (2003). Two classes and one
Campion, M., Medsker, G., and A. Catherinevision: managers’ and workers’ attitudes
Higgs. (1993). Relations between worktoward workplace democracyWork and
group characteristics and effectivenessOccupationsyol. 30, Is. 1, pp. 62-97.
implications for designing effective work
groups. Personnel Psychologyol. 46, Is.

4., pp. 823-850. Cooper, R. and A. Sawaf. (199&xecutive

Intelligence in Leadership and
OrganizationsNew York: Berkley.
Caveleri, S. and D. Fearon. (1996).

Managing in and through the knOWIedgeCsikszentmihalyi, M. (2002)Flow: The

ecology. In_CavaIerlr S/_and D. Fearon (Eds')CIassic Work on how to Achieve Happiness..
Managing in Organizations that Learpp. London: Rider

12-36. Cambridge: Blackwell.

sikszentmihalyi, M. and K. Rathunde.
990). The psychology of wisdom: an
volutionary interpretation, in Sternberg, R.
(Ed.), Wisdom: Its Nature, Origins, and
Development (pp.25-51). New  York:

Chatman, J., Polzer, J., Barsade, SW., an
M. Neale. (1998). Being different yet feeling e
similar: the influence of demographic
composition and organizational culture on

work processes and outcomes. .
Administrative Science Quarterhy}/ol. 43, Cambridge.
pp 749-780.

Daft, R. (2002).The Leadership Experience,

nd .
Checkland, P. (1985). From optimizing to2 Ed. Mason: Thomson.

learning: A development of systems thinking

for the 1990s.Journal of the Operational Daudelin, M. (1996). Learning from
Research Society.ol. 36, pp. 757-767. experience through reflection. In J. Osland,
D. Kolb, and I. Rubin (Eds.), The
Organizational Behavior Readefpp. 67-

Chia, R. and S. Morgan. (1996). Educating74)_ Upper Saddle River, NJ: Prentice Hall.

the philosopher managerManagement

Learning.Vol. 27, Is. 1, pp. 37-64.
Dearborn, D. and H. Simon. (1958).

Selective perception: a note on the
departmental identification of executives.
SociometryVol. 21, pp. 140-144.

Cleary, T. (1989)Zen Lessons: The Art of
LeadershipBoston: Shambhala.

Cohen, S. and D. .Balley. (1997)'. VVhaltDe Geus, A. (1988). Planning as learning.
makes teams work: group effectivenes arvard Business Review. Vol. 66, Is. 2, pp
research from the shop floor to the executive,g o4 B
suite. Journal of Management/ol. 23, No. '

3, pp. 239-290.

Densten, I. and J. Gray. (2001). Leadership
. development and reflection: what is the
Cohen,_ W. and_ _D' Levinthal. (1.990)' connection?The International Journal of
Absorptive capacity: a new perspective ONE qucational Managementol. 15, Is. 3, pp
learning and innovation. Administrative ;114 155 R

School of Management, Marketing, and Internatidasiness [28]
Working Paper Series, Volume 3, Number 3, 2008.



Dreher, D. (2002). Leading with the Tao: theGreenleaf, R. (19775ervant Leadership: A
energizing power of respecthe Learning Journey into the Nature of Legitimate Power
Organization.Vol. 9, Is. 5, pp. 206-xxx. and Greatnesd\New York: Paulist.

Easterby-Smith, M. (1990). Creating aGriffey, S. (1998). Conceptual frameworks

learning organisation.Personnel Review. beyond the learning organisationThe

Vol. 19, Is. 5, pp. 24-28. Learning OrganizationVol. 5, No. 2, pp.
68-73.

Fletcher, T., and D. Scott. (200M)Vay of

Zen. New York: Thomas Dunne (St. Griffith, B., and G. Frieden. (2000).

Martin’s). Facilitating reflective thinking in counselor
education. Counselor Education and

Foldy, E. and D. Creed. (1999). Action SupervisionVol. 40, Iss. 2; pp. 82-93.
learning, fragmentation, and the interaction

of single-, double-, and triple-loop change: aHansen, M., Nohria, N., and T. Tierney.
case of gay and lesbian workplace advocacy1999). What's your strategy for managing
The Journal of Applied Behavioural Science knowledge? Harvard Business Review.
Vol. 35, Is. 2, pp. 207-228. March-April, pp 106-116.

Gardner, H. (1993)Multiple Intelligences: Hays, J. (2004a). Reflection, insight, and
The Theory in PracticdlNew York: Basic. empathy: uncommon outcomes  in

management education. Proceedings of the
18" International Conference of the

Australian and New Zealand Academy of

Management (ANZAM).

Garvin, D. (1993). Building a learning
organizationHarvard Business Review

Gill, R. (2003). Change management —o0
change leadership?Journal of Change
Managementvol. 3, Is. 4, pp. 307-318.

'Hays, J. (2004b). Building High-
Performance Teams: A Practitioner’s Guide.
Canberra: Argos.

Gleick, J. (1987).Chaos: Making a New

ScienceNew York: Penguin. Hays, J. (in press). CM+Roadmap to

Organisational Development and Change.

Canberra: Argos.
Goldstein, J. (1994). The Unshackled

Organization.Portland: Productivity. Hays, J. and A. Hughes. (2006). Teacher as

servant: applications of Greenleaf’'s servant
Goleman, D. (1998). What makes a leaderfeadership in higher education. Paper
Harvard Business RevieWov-Dec., pp. 93- presented at the"6Global Conference on
102. Business and  Economics, Harvard

University, Cambridge, Massachusetts,

Gorelik, C., Milton, N., and K. April. October 15-17.

(2004). Performance through Learning:

Knowledge Management in Practice. Hays, J. and R. Winter. (2004). Systemic

Burlington: Elsevier. properties of performance management, in
Neely, A., Kennerley, M., and A. Walters
(Eds.), Performance Measurement and

School of Management, Marketing, and Internatidasiness [29]
Working Paper Series, Volume 3, Number 3, 2008.



Management: Public and Privat€ranfield: Kegan, R. (1995)In over our Heads: The
Centre for Business Performance. Mental Demands of Modern Life.
Cambridge: Harvard.

Hedberg, B. (1981). How organizations

learn and unlearn. In Nystrom, P. and W.Kim, D. (1994). The link between individual
Starbuck (Eds.Handbook of Organizational and  organizational learning. Sloan
Design.Oxford: Oxford; pp. 3-27. Management Reviewp. 37-50.

Hendry, C. (1996). Understanding andKirkman, B. and B. Rosen. (2001). Powering
creating whole organizational changeup teams.Organizational DynamicsVol,
through learning theory. Human Relations.28, pp. 48-66.

Vol. 49, pp. 621-41.

Kitchener, K. and H. Brenner. (1990).
Hensler, D., Edgeman, R., and J-L.Wisdom and reflective judgment: knowing
Guerrero-Cusumano. (2000). East meet#n the face of uncertainty. In Sternberg, R.
west: weaving the threads of Deming, da(Ed.), Wisdom: Its Nature, Origins, and
Vinci and the Tao Te Chindlotal Quality Development(pp. 212-229). New York:
Management and Business Excelleriel.  Cambridge.
11, pp. 501-508.

Kolb, D. (1984). Experiential Learning:
Huang, A. C., and J. Lynch. (1995). Experience as the Source of Learning and
Mentoring: The Tao of Giving and ReceivingDevelopment.Englewood Cliffs: Prentice-
WisdomNew York: HarperCollins. Hall.

Hut, J. and E. Molleman. (1998). Korac-Kakabase, N., Korac-Kakabadse, A.,

Empowerment and team developmdrdam and A. Kouzmin. (2001). Leadership

Performance Managementol. 4, Is. 2, pp. renewal: towards the philosophy of wisdom.

53-68. International Review of Administrative
SciencesVol. 67, pp. 207-227.

Isaacs, W. (19XX). Taking fight: dialogue,

collective thinking, and organizational Korth, S. (2000). Single and double-loop

learning. Organizational Dynamicspp. 24- learning: exploring potential influence of

39. cognitive style.Organization Development
Journal,Vol. 18, Is. 3, pp. 87-99.

Janis, I. (1972).Victims of Groupthink.

Boston: Houghton Mifflin. Lattimer, R. (1998). The case for diversity in
global business, and the impact on team

n performance Competitiveness Reviewol.

Jehn, K. (1995). A multimethod examinatio 8, No. 2, pp. 3-17.

of the benefits and detriments of intragroup

conflict. Administrative Science Quarterly.

Vol. 40, Is. 2, pp. 256-283. Lazear, D. (1991)Seven Ways of Knowing:
Teaching for Multiple Intelligences.

Kaplan, R. and D. Norton. (1996). Strategicpalaﬂne: Skylight.

learning and the balanced scorecard.
Strategy & Leadershipyol. 24, Is. 5, pp.
18-25.

School of Management, Marketing, and Internatidasiness [30]
Working Paper Series, Volume 3, Number 3, 2008.



Levitt, B. and J. March. (1988). Organizational Sciencé/ol. 7, Is. 1, pp. 88-
Organizational learningAnnual Review of 99.
SociologyVol. 14; pp. 319-340.

Mintzberg, H. (1993). The pitfalls of
Liberman, J. and E, Liberman. (2001).strategic planningCalifornia Management
Wisdom from an Empty MindSedona: Review\ol. 36, Is. 1., pp. 32-47.
Empty Mind.

Mintzberg, H. (1994). The rise and fall of
Lichtenstein, B. (2000). Generative strategic planning. Harvard Business
knowledge and self-organized learning.ReviewVol. 72, Is. 1., pp. 107-114.
Journal of Management Inquiryol. 9, No.

L. pp. 47-54. Mintzberg, H. (1996). Learning 1; planning

0. California Management Review.ol. 38,
Lin, 1. (2004). Innovation in the networked Is. 4., pp. 92-93.
world: new corporate mindsets for the cyber

age, in Barker, C., a_nd.R. Coy (Eds')Mintzberg, H., and F. Westley. (1996).
Innovatlion and I_maglnatlon at Work. Cycles of organizational chang&trategic

Sydney: McGraw-Hil. Management Journal. Vol. 13, pp. 39-59..

Vol. 38, Is. 4., pp. 92-93.

Lundberg, C. (1989). On organizational

learning: implications and opportunities for Nadler, G. and S. Hibino. (1992)
expanding_ organizfatio_nal development'Breakthroug.h Thinkihg: Thé Seveﬁ
Research in Organizational Change andPrinciples of Creative Problem Solving.

Developmentyol 3, pp. 61-82. Revised ¥ Ed. Rocklin: Prima.

Lyles, M. (1994). An analysis of
discrimination skills as a process of
organizational learning. The Learning
Organization.Vol. 1, No. 1, pp. 23-32.

Nonaka, I. (1994). A dynamic theory of
organizational knowledge creation.
Organization Sciencé&/ol 5, pp. 14-37.

Nystrom, P. and W. Starbuck. (1984). To
avoid organisational crisis, unlearn.
Organizational DynamicsVol. 12, pp. 53-
65.

McGill, M. and J. Slocum. (1998). A little
leadership, please? Organizational
DynamicsVol. 39, pp. 39-49.

Mezirow, J. (1990). Fostering Ciritical

Reflection in Adulthood.San Francisco: S,[Lvé;”’ (I)_f avr\lliclsePerrl)rgrusté?]rs,:M.inﬁtzsr);)t)ihg hea

Jossey-Bass. personality perspective. In Stenberg, R. (Ed.)
Wisdom: Its Nature, Origins, and

Mezirow, J. (1994). Understanding Development (pp. 160-177). New York:

transformative theory. Adult Education Cambridge.

Quarterly. Vol. 44, pp. 222-223.. San

Francisco: Jossey-Bass. O’Sullivan, M. (1999). Strategic learning in

healthcare organizationddospital Topics.
Miner, A. and S. Mezias. (1996). Ugly Vol. 77, Is. 3, pp. 13-22.
duckling no more: past and futures of
organizational learning research.

School of Management, Marketing, and Internatidasiness [31]
Working Paper Series, Volume 3, Number 3, 2008.



Pascale, R. (1991Managing on the Edge: learning.Journal of Organizational Change
How the Smartest Companies use Conflict ttanagementyol. 12, Is. 5, pp 439-449.
Stay AheadNew York: Simon & Schuster.

Sarros, J. (2002). The heart and soul of
Pelled, L. (1996). Demographic diversity, leadership: the personal journey. In Barker,
conflict, and work group outcomes: anC. and R. Coy (Eds.Jhe Heart and Soul of
intervening process theoryOrganization Leadershippp. 6-22 Sydney: McGraw-Hill.
ScienceVol. 7, Iss. 6, pp 615-631.

Sarros, J. and J. Santora. (2001). The
Petrick, J., Scherer, R., Brodzinski, J.,transformational-transactional leadership
Quinn, J., and M. F. Ainina. (1999). Global model in  practice. Leadership &
leadership skills and reputational capital:Organization Development Journdpl. 22,
intangible  resources for  sustainableNo. 8, pp. 383-393.
competitive advantageThe Academy of
Management Executiviol. 13, Is. , pp. 58-

69 Schein, E. (1993). How can organisations

learn faster? The challenge of entering the
green room. Sloan Management Review.
Prahalad, C. and R. Bettis. (1986). TheWinter, pp.85-94.

dominant logic: a new linkage between
diversity and performance. Strategic
Management JournalVol. 7, No. 6, pp
485-501.

Schein, E. (1999). Empowerment, coercive

persuasion and organizational learning: do

they connect?The Learning Organization.

Vol. 6, Is. 4, pp. 163-175.

Prewitt, V. (2003). Leadership development

fg; learning Ogga”:zat'ong-ﬁader;h'f z"j‘d Schén, D. (1983). The Reflective
ganization Development Journalol. 24, patitioner. New York: Basic.

No. 2; pp. 58-61.

Schon, D. (1987)Educating the Reflective
Practitioner: Toward a New Design for
Teaching and Learning in the Professions.
San Francisco: Jossey-Bass.

Repenning, N., and J. Sterman. (2001)
Nobody ever gets credit for fixing problems
that never happened. California
Management RevieW,ol. 43, No. 4, pp. 64-

88.
Schwandt, D., and Marquardt. (2000).

Organizational learning: From world-class
theories to global best practices. Boca Raton:
St. Lucie.

Reynolds, R., and A. Ablett. (1998).
Transforming the rhetoric of organisational
learning to the reality of the learning

organisation. The Learning Organization.
Vol. 5, No. 1, pp. 24-35. Sendjaya, S. and J. Sarros. (2002). Servant

leadership: its origins, development, and

. . application in the organizatiorlournal of
Robinson, D. (1990). Wisdom through theLeadership and Organizational Studi&l.

ages. In Sternberg, R., (EdWisdom: Its i
Nature, Origins, and Developme(jp. 13- 9.18.2., pp. 57-64.

24). New York: Cambridge.
Senge, P. (1990aJhe Fifth Discipline: The

Art and Practice of the Learning

Romme, G. and A. van Witteloostuijn. Organization.New York: Doubleday.

(1999). Circular organizing and triple loop

School of Management, Marketing, and Internatidasiness [32]
Working Paper Series, Volume 3, Number 3, 2008.



Senge, P. (1990b). The leader's new workSternberg, R. (1998). A balance theory of
building a learning organizationSloan wisdom. Review of General Psychology.
Management Review/ol. 32, Is. 1, pp. 7- Vol. 2. No. 4, pp. 347-365.

24.

Sternberg, R. (2003)Visdom, Intelligence,
Sharratt, P. and L. Field. (1993).and Creativity SynthesizedCambridge:
Organisational learning and Australian Cambridge.
organisations: hollow rhetoric or attainable
reality? Asia Pacific Journal of Human Stohl, C. and G. Cheney. (2001).

Resourcesvol. 31, No. 2, pp. 129-141. Participatory  processes [/ paradoxical

practices. Management Communication
Shaw, R. and D. Perkins. (1992). TeachingQuarterly,Vol. 14, No. 3, pp. 349-407.
organizations to learn: the power of
productive failures, in Nadler, D., Gerstein

M. and R. Shaw (Eds.Organizational Swain, P. (1999). Organisational learning:

: . " developing leaders to deal with continuous
Architecture:  Designs For  Changing change — a strategic human resource

?rganlzgtlons,pp. 175-192. San Francisco: o spective. The Learning Organization.
0ssey-bass. Vol.6, No. 1, pp. 30-37.

Shelton, C., and_ ‘]'. Darl_ing. (2003). .FromThatch, L. and R. Woodman. (1994).
theory to practice: using new science

~~~Qrganisational change and Information
S’Technology: managing on the edge of
cyberspace. Organizational = Dynamics.
Summer, pp. 30-46.

The Learning Organizationvol. 10, No 6,
pp. 353-360.

Shunryu, S. (2002)Zen Mind, Beginner’s

Mind. New York: Weatherhill. Thatchenkery, T. (1996). Editorial: special

issue on organisational learning: past,
present, and future (editorialjlournal of
Sofo, F. (20047). Critical Reflection Organisational Change Managemepf. 4-
Strategies using TeantdcKellar: Sofo. 9.

Spears, L. (2004). Practicing servant-Thomas, J., Sussman, S., and J. Henderson.
leadershipLeader to Leaderls. 34, pp. 7- (2001). Understanding “strategic learning™
12. linking organizational learning, knowledge

Stacey, R. (1996). Complexity and Mmanagement,  and sensemaking.
Creativity in Organizations. San Francisco:Organization Science/ol. 12, Is. 3, pp 331-
Berrett-Koehler. 350.

Stata, R. (1989). Organizational learning— 'hompson, J. (1996). Strategic effectiveness
the key to management innovatioBloan and success: the learning challenge.

Management Revie@pring, pp. 63-74. Management DecisioNol. 34, Is. 7, pp. 14-
22.

Sternberg, R. (1990)Wisdom: Its Nature, _ N
Origins, and DevelopmentNew York: Tjosvold, D. (1992).The Conflict Positive
Cambridge. Organization: Stimulate Diversity and

Create Unity.Reading: Addison-Wesley.

School of Management, Marketing, and Internatidasiness [33]
Working Paper Series, Volume 3, Number 3, 2008.



Tucker, A., Edmondson, A., and S. SpearJournal of European Industrial Training,
(2002). When problem solving preventsVol. 26, No. 8, pp. 375-383.

organizational learning. Journal  of
Organizational Change Managemenfol.

15 No. 2, pp. 122-137. Waldersee, R. (1997). Becoming a learning

organization: the transformation of the
workforce. The Journal of Management
Tzu, L. (1997).Tao Te Ching.Translated DevelopmentVol. 16, Iss. 4, pp 262-275.
(with notes) by Arthur Waley. Hertfordshire:

Wordsworth. Walsh, J. (1988). Selectivity and selective

perception: an investigation of managers’
Ulrich, D., Von Glinow, M., and T. Jick. belief structures and information processing.
(1993). High-impact learning: building and Academy of Management Journ&ol. 24,
diffusing learning capabilityOrganizational pp. 453-470.
DynamicsVol. 22, Is. 2, pp. 52-66.

Weick, K. (1977). Organizations as Self-
Van de Ven, A., and M. Poole. (1995). Designing Systems. Organizational
Explaining development and change inDynamics\Vol. 6. Is. 2, pp. 30-46.
organizations. Academy of Management

ReviewVol. 20, Is. 3., pp. 510-540. Weick, K. (1979).The Social Psychology of

Organizing.New York: McGraw Hill.
Van de Weyer, R. (2004)f'he Wandering
Sage: Timeless Wisdom from our Alternativ

Teachers. Hants® Books. e\/Vheatley, M. (1994).Leadership and the

New Science: Learning about Organization
from an Orderly UniverseSan Francisco:
van Woerkom, M., Nijhof, W., and L. Berrett-Koehler.

Nieuwenhuis. (2002). Critical reflective

working behaviour. a survey research.

School of Management, Marketing, and Internatidasiness [34]
Working Paper Series, Volume 3, Number 3, 2008.



School of Management, Marketing, and I nter national Business
Working Paper Series

Stening, W. Bruce and Yu, Yi. 2006. Expatriates in China: A Review of the Literature, vol. 1,
no. 1.

Winter, Richard and Monroe, Gary. 2006. The Employment Relationships of Junior Accountants:
Importance of Perceived Organizational Support, vol. 1, no.2.

Cui, Lin; Jang, Fuming and Stening W. Bruce. 2007. Choice of FDI Entry Mode by Chinese
MNCs: An Integrated Framework and Empirical Evidence, vol. 2, no. 1.

Do, Thien; Quilty, Mary; Milner, Anthony and Longstaff, Simon. 2007. Business Culture Issues
in Vietnam: Case Sudies, vol. 2, no. 2.

Hays, J. Martin and Kim, Choule Youn. 2008. Renaissance Leadership: Transforming
Leader ship for 218 Century, Part |, The New Leadership, vol. 3, no. 1.

Hays, J. Martin and Kim, Choule Youn. 2008. Renaissance Leadership: Transforming
Leader ship for 218 Century, Part |1, The New Leadership Development, vol. 3, no. 2.

Hays, J. Martin. 2008. Dynamics of Organisational Wisdom, vol. 3, no. 3.



