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ABSTRACT

Crime Intelligence is one of the units within the South African Police Service with the purpose to collect, analyse
and disseminate information in an effort to anticipate, prevent, and monitor criminal activities. Due to this fact
organisational learning can assist police members to create, retain, and transfer knowledge within this unit. The
twofold objectives of the study on which this article reports were, firstly, to investigate which stages should be
evident during organisational learning and, secondly, to determine at which levels organisational learning should
be implemented. A qualitative research approach was used and semi-structured interviews were conducted.
Commanders, team leaders and operational members participated in this study. Content analysis was used to
identify codes and themes. The findings indicated that preparation, contribution and outcomes were identified
consequential stages & managerial, organisational, personal and work-related categories were identified as the
specific levels at which organisational learning should be implemented to anticipate, prevent and monitor criminal
activities. The contribution to the body of knowledge is that a flow diagram was developed to indicate the specific
stages and accompanying levels of the organisational learning process within Crime Intelligence in order to
improve the flow of knowledge to combat crime.
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1. INTRODUCTION

The Crime Intelligence Division of the South African Police Service is an intelligence agency
that tracks criminal elements within the Republic of South Africa. Crime intelligence is the
result of the collection, analysis, and interpretation of all available information concerning
known and potential criminal threats and vulnerabilities of supported organisations. In order
to combat crime effectively, the police must be able to access qualitative expertise,
knowledge and an effective intelligence gathering capability, so that any challenge or
contingency may be addressed in an appropriate manner. The continual availability or
relevant and accurate gathering of crime intelligence is a crucial factor in enhancing the
effectiveness of the South African Police Service in executing and fulfilling its functions and
obligations. This has prompted the researchers to investigate organisational learning within
the police's intelligence capability. Crime Intelligence should attend to certain stages and
levels of the organisational learning process to create, retain, and transfer knowledge within
this unit as an effort to anticipate, prevent, and monitor criminal activities. Crime Intelligence
needs to collect, evaluate and analyse information (United Office on Drugs and Crime
2011:6) and it is therefore essential for this unit to be a learning organisation. The systems
theory entails a system that is open to, and interacts with its environments and this theory
was proposed in the 1940’s by the biologist von Bertalanffy (1969:39). Characteristics of
organisational learning, according to Senge (2006:10), are personal mastery, mental
frameworks, shared vision, group learning and systems thinking (Senge 2006:11). It is
essential to see the bigger picture and to be able to see the interrelationships between what
might, at first, seem to be completely unrelated (Senge 2006:12).

The study of organisational learning and other fields of research such as organisational
development, system theory and cognitive sciences provide the theoretical basis for
specifically prescribing interventions to improve productivity (Senge 2006:35). According to
Senge (2006:12), learning organisations encourage a holistic approach called systems
thinking and systems thinking stems from the tenets of system theory where each process
integrates with all the others. Organisational learning is a process, which involves creating,
retaining and sharing knowledge within the organisation (Molodchik & Jardon 2015:308).
The main agents in the process of organisational learning are the individual, the group and
the organisation (Martinez-Le6n & Martinez-Garcia 2011:540). The individual within the
organisation learns new skills, which in turn improves his or her work performance, and
amongst the group, knowledge is shared, and this causes learning to occur. The
organisation creates knowledge, and this influences the institutional memory of the
organisation (Akhavan, Marzieh & Mirjafari 2015:200).
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Belle (2016:334) mentions that organisational learning could assist to create core
competencies in the organisation. With this in mind, organisational learning could help with
the turnaround strategy to improve the crime problem in the country. High levels of crime
pose a serious threat to the emergent democracy of South Africa and crime casts fear into
the hearts of South Africans (South African Government 2019:0nline). The total amount of
crimes in South Africa during 2018 was 2 204 292 including for example 20 306 murders,
227 727 burglaries at residential premises and 50 666 common robberies (Crime stats SA
2019:0Online). An organisational learning culture comprises a set of norms and values in the
organisation where the emphasis is placed on the organisational learning process (Filstad &
Gottschalk 2011:487). Leaders in an organisational learning environment set the example for
lifelong learning. Leaders should encourage training and development of individuals and the

group in the organisation to gain new skills and new capabilities (Oh & Han 2018:2).

Policing is complex, and to address the seriously high level of crime in South Africa, staff
working in the unit, whom was interviewed for this study, needs to acquire new skills
competencies, job insight, and knowledge to turn around the current situation. The concept
of organisational learning in the Crime Intelligence environment can be used to improve the
proficiencies of administrative staff and the police force (Park & Kim 2018:1409). New skills
obtained during the organisational learning process can be utilised to ensure that Crime
Intelligence achieve the vision and goals of the organisation as stated by the constitutional
mandate. The skills development section in Crime Intelligence is responsible for training and
development, and organisational learning is a fairly new concept in this environment.
Organisational learning in the Crime Intelligence environment occurs when learning
transpires on a continuous basis and members interact, skills are transferred and members
focus on sharing knowledge, creating a knowledge culture and becoming a knowledge-
based organisation (Brandi & lannone 2015:3). The significance of this study lies in the fact
that Crime Intelligence can attend to the different stages and accompanying levels of
organisational learning so that police officers can create, retain, and transfer knowledge to
anticipate, prevent, and monitor criminal activities, as mentioned previously. The flow of

knowledge to combat crime can therefore be improved.

2. PROBLEM INVESTIGATED

Previous organisational learning research had focused on defining the construct (Dixon
1994:65; Senge 2006:33) and identifying the dimensions with model development (Garvin
1993:78; Senge 2006:34; Watkins & Marsick 1996:45). Other studies measured the success
rates of implementing or adopting the learning organisation (Griego, Geroy & Wright 2000:5;

Moilanen 2005:71). Current studies about organisational learning and the process thereof do
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not specify the process of specific stages and levels during which organisational learning
should be implemented (Brandi & Christensen 2018). A flow diagram that indicates the
stages and accompanying levels of the organisational process could also not be found in
literature. This research gap was addressed in the current research by identifying the
following problem statement: it is not clear how staff members at Crime Intelligence perceive
the different stages and levels of the organisational learning process in order to assist with

reducing crime.

3. RESEARCH OBJECTIVE

The purpose of this research was to obtain the views of staff members at Crime Intelligence
about the different stages and levels of the organisational learning process that should be
implemented to assist with reducing crime. The threefold objectives of the study on which
this article reports were therefore, firstly, to investigate which stages should be evident
during organisational learning; secondly, to determine at which levels organisational learning
should be implemented; and thirdly, to develop a flow diagram of the stages and levels of the

organisational learning process.

4. LITERATURE REVIEW

Organisational learning and the process of organisational learning are discussed below.

4.1 Organisational learning

Organisational learning has been defined in many ways. Hodgkinson and Sparrow (2002:44-
46) as well as Argyris and Schon (1978:2) define organisational learning as “the detection
and correction of error”’, while Fiol and Lyles (1985:803) define learning as the “process of
improving actions through better knowledge and understanding”. Dodgson (1993:376)
describes organisational learning as “the way firms build, supplement, and organise
knowledge and routines around their activities and within their cultures and adapt and
develop organisational efficiency by improving the use of the broad skills of their workforce”.
Argote and Hora (2017) stated a broader definition of organisational learning that includes

the processes of creating, retaining and transferring knowledge.

Knowledge service is an indicator of organisational learning (Argote 2011). Organisational
learning only occurs if there is a change in the knowledge of the organisation, and
knowledge is an important resource for organisational learning (Catignani 2014:35). There
are mainly two types of knowledge: explicit and tacit knowledge. Explicit knowledge is an
easy form of knowledge, and may be in written, verbal and document format (Watad
2018:3). This knowledge can be obtained in the form of instruction, definitions and

documents (Salmador & Florin 2013:375). Tacit knowledge is more difficult, which can only
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be transferred in a practical way (Venkitachalam & Busch 2012:357). This is the application
of theory into practice and can only be obtained through intensive experience and training of
one person by another (Watad 2018:3).

Majila (2012:27) claims that organisational learning improves knowledge and job insight,
which facilitates behaviour changes that lead to better work performance in the organisation.
This shows organisational learning as a process through which leaders and management
can improve members’ capabilities to make better decisions at all levels in the organisation.
During group learning, members learn from one another, information is shared, and
individuals’ energies synchronised. Maijila (2012:55) explains that, in an organisational
learning structure, members and management will have the following competencies:
strategic leadership skills, communication skills and problem solving with analysis skills.
According to Garvin (1993:1), when building a learning organisation, the management of the
company must focus on the following tasks: solving problems systematically, experimenting
with new ideas and approaches, observing and learning from other organisations, and

transferring knowledge into the organisation.

An organisational learning culture encourages training, education and knowledge
(Pantouvakis & Bouranta 2017:367). In such a culture, effective leadership is essential
(Muhammed, Muhammad, Aslam & Rahman 2016:233). Leaders steer movement and set
the tone for the vision of the organisation, and develop approaches to build organisational
learning (Belle 2016:335). Park and Kim (2018:1410) state that transformational leaders
have an important influence on the process of organisational learning. Salas-Vallina, Lépez-
Cabrales, Alegre and Fernandez (2017:315) explain that transformational leaders can
promote organisational learning by allowing the organisation to learn through
experimentation and knowledge building. The purpose of organisational learning is to adapt
successfully to change, adjust under uncertain conditions and increase efficiency (Jones
2018:4).

4.2 The process of organisational learning

Martinez-Le6n & Martinez-Garcia (2011:539) state that organisational learning is a process
and not an outcome. Organisational learning can be viewed as a process within the
organisation to acquire knowledge with the objective of achieving the organisational goals
and improve core competencies (Catignani 2014:36). Argyris and Schon (1978:2) state that
organisational learning is a process of “detecting and correcting errors”. Organisational
learning is “the process of information acquisition, dissemination and development of sharing
knowledge and in turn becomes the organisational memory” (Bettis-Outland & Guillory

2018:129). According to Muhammed et al. (2016:232), the main objective of organisational
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learning is the process of transforming from a resource-based organisation to a knowledge-

based organisation.

For an organisation to tolerate the growing, difficult and ever-changing environment, it is
necessary to become a learning organisation (Haight & Marquardt 2018:331). To become a
learning organisation, open and flexible organisational structures that constantly monitor
change in the environment must be applied (Mckenzie & Varney 2018:1). The organisation
must also develop a good problem-solving process. The organisation must be able to
develop key qualifications, promote learning and develop the abilities of members who need
it (Tuggle 2016:455). There are two important components of the process of organisational
learning that should be taken into account. These components are the agents and the
objectives of organisational learning. The agents of organisational learning are the individual,
the group and the organisation itself (Oh 2019:3). Meanwhile, the objectives of
organisational learning are connected to the learning processes, which occur within the
organisation and which take place on two levels: the change of individual behaviour and the

change in the organisational structures (Oh & Han 2018:4).

Valentine (2017:571) explains that this process involves attempting to improve work
practices and that learning depends on the change of old practices. This change will bring
understanding to achieving new goals and taking advantage of new opportunities.
Knowledge culture is the first and principal step towards developing an organisational
learning environment, with the benefits of local and worldwide compatibility and a more

effective global communication system (Muhammed et al. 2016:236).

Intra-organisational learning, according to Park and Kim (2018:1410), is a knowledge-
sharing environment where organisational members are encouraged to discuss and
collaborate develops organisational learning capacity. At the turn of the new millennium, a
new stream of organisational learning theory emerged indicating four micro-processes at
different levels and across different levels in organisations (Crossan, Lane & White
1999:522). Crossan et al. (1999:522) developed the process of the 4i framework for
organisational learning and Lin and Sanders (2017:304) describe the 4i process framework

as follows:

e Intuiting is the preconscious recognition of the pattern and/or possibilities inherent in
a personal stream experience.

e Interpreting is the process of explaining an idea to oneself and/or to others.

e Integrating refers to developing shared understanding and meaning among
individuals or groups and taking coordinated action through mutual adjustment.

¢ Institutionalising ensures that actions are taken.
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More recently, Brix (2017:114) proposes that this 4i framework can be further developed by
applying knowledge creation theory and a sense making and sense giving perspective to
explain transitions between exploration and exploitation more thoroughly. Morland, Breslin
and Stevenson (2019:88) advance the multilevel framework for learning by including
perspectives on trust, time and communication, and they highlight the importance of the
context and conditions for learning to occur at multiple levels. At organisational level,
learning includes both integrating and institutionalising (Lin & Sanders 2017:304). The
process of organisational learning will bring benefits to the organisation. Majila (2012:31)
states that learning increases everyone’s capability to contribute to the positive success of
the company. Learning allows the organisation to be effective in achieving its vision (Lebron
& Tabak 2018:118). If learning is the heartbeat of the organisation, the long-term success of
the organisation will be guaranteed. Organisational learning can take the form of single-loop
or double-loop learning (Wathne 2012:706). Single-loop learning takes place when an
organisation discovers a mistake, corrects it, and continues with its present policies and
objectives (Wathne 2012:706). Double-loop learning takes place when an organisation
detects a mistake and changes its policies and objectives before taking corrective actions
(Wathne 2012:706). According to Senge (2006:13), the highest level of organisational
learning is deutero-learning, which may be regarded as “learning how to learn”. At this level,
members of the organisation reflect on and enquire into the organisation’s previous contexts

and experiences of learning (Senge 2006:13).

Inter-organisational learning is “achieved by transferring existing knowledge from one
organization, as well as by creating completely new knowledge through interaction among
organizations” (Larsson, Bengtsson, Henriksson & Sparks 1998:289). In the process of
knowledge transfer and knowledge creation, Larsson et al. (1998:289) stress the importance
of the collaborating organisations’ choices and their abilities to be both receptive and
transparent in the collaboration. Receptive means the degree to which the organisation is
prepared to take in new knowledge from another organisation and transparent means the
degree to which the organisation is prepared to disclose knowledge to another organisation.
Lane and Lubatkin (1998:462) explain that three learning approaches exist in the inter-
organisational learning process, namely, passive learning, active learning and interactive
learning. According to Holmgvist (2004:72), it is important that organisations engaging in
inter-organisational learning are aware that the value of inter-organisational learning is

directly coupled to intra-organisational learning.

Toiviainen (2007:343) found that there are different levels of learning: the network-
ideological level (learning across levels), project level (within a plan), production level (within

operations) and worker level (within employees). Yeo (2006:10) found strategies for
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implementing organisational initiatives, namely individual learning, group learning and
organisational learning. Brandi and Christensen (2018:3) also found that organisational
learning must be implemented on individual and organisational levels. According to the
opinions that are expressed in the literature, it is an accepted fact that organisational
learning appears at multiple levels: individual, group, organisational and inter organisational
(Holmqvist 2004:74; Sanchez 2001:5; Skerlava, Dimovski & Desouza 2010:190) and
research has been done on all three learning sub-processes of creating, retaining and
transferring knowledge (Argote 2011:444). Scholarly research about the different stages in
the organisational learning was found. Nevis, DiBella and Goulds’ (1995:74) theory presents
an organisational learning process featuring three unique stages: 1) knowledge acquisition,
consisting of the development or creation of skills, insights, and relationships; 2) knowledge
sharing, characterised by the dissemination of what has been learned; and 3) knowledge
utilisation, comprised of the integration of learning to make it broadly available and
generalised to new situations. Daft and Weick (1984:286) state that organisational learning
is a three-stage process: Search and collecting information, interpreting information and
learning by practical using of information. According to Nonaka and Takeuchi (1995:33),
organisational learning consists of three stages: Obtaining science (identifying and collecting
useful information), using science (practical use of science) and transferring science

(distribution and issuance throughout the organisation).

5. RESEARCH METHODOLOGY

A gualitative research methodology was used in this research. A qualitative research can be
described as a type of research used to gain insight into a problem, issue or theory
(Saunders, Lewis & Thornhill 2009:90).

5.1 Research design

Phenomenological research is a design of inquiry from the field of philosophy in which the
researcher describes the lived experiences of individuals about a phenomenon as described
by participants (Creswell 2014:14). The current research was conducted within the
constructivist research paradigm. The main tenet of constructivism is that reality develops
social construction and individuals develop subjective meanings of their own personal
experiences (Bryman & Bell 2014:16). Phenomenological constructivism (PC) embraces a
wide range of philosophical and sociological stances, which share the common
characteristics of attempting to understand and explain the social world from the perspective
of the actors directly involved in the social process (Burrell & Morgan 1989). The objective of
a phenomenological study is to explain the individual's experiences or the meaning of his or

her experiences (Brink, Van der Walt & Van Rensburg 2012:122). From an ontological
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perspective, PC views the social world as extremely complex and problematic, where
researchers seek to interpret, understand, experience or produce the very basis and source
of social reality (Burrell & Morgan 1989; Howell 2013). The current study followed a
gualitative research approach, and semi-structured interviews with management and

members of crime intelligence in Gauteng were conducted.

5.2 Research participants

Crime Intelligence has a working strength of 300 functional members. This study was
conducted in Gauteng. In order to arrive at more consistent and trustworthy results, the
purposively selected sample population was spread as evenly as possible, taking into
account variables such as job profile and years of experience in the SAPS Crime
Intelligence. The unit of analysis of this study was the section commander of human
resources, the operational commander, the training commander, team leaders and
operational members due to their exposure to organisational learning and years’ of service.
The selection criteria was 5 years’ of experience and staff members who were exposed to
organisational learning on different job levels (3 commanders, 6 team leaders and 6
operational members). Saturation of data was reached after the fifteenth interview.

5.3 Measuring instrument
In this study, an interview guide was developed to obtain the perceptions of the interviewees
about organisational learning, and semi-structured interviews were conducted. The interview

guide consisted of the following questions:
Q1. Tell me more about your experiences of organisational learning at Crime Intelligence.

Q2. How do you think organisational learning will benefit the Crime Intelligence

environment?

Q3. Give your views on management’s support and guidance in the process of organisation

learning.

Q4. How will organisational learning in the Crime Intelligence environment improve

members’ skills and working ability?

Q5. What are your perceptions of the Crime Intelligence members’ openness to learning?

5.4  Trustworthiness of the data

Bless, Higson-Smith and Sithole (2013:236) state that trustworthiness involves the following
elements: credibility, dependability, confirmability and transferability. The trustworthiness of
the current study was increased by maintaining a high degree of objectivity through applying

various reasoning strategies, such as content analysis (independent coder was used to
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compare the codes identified from the transcripts), inductive reasoning, blending, bracketing
and understanding in order to interpret data and to ensure dependability. Bracketing is the
cognitive process of putting aside one’s beliefs and not making judgements (Smith & Smith
1995). As recommended by Harvey (2015), member checking was utilised in order to
improve the accuracy and trustworthiness of the transcriptions of the interview recordings to
ensure confirmability. Credibility entails ensuring that research is carried out according to
good practice and that the researcher correctly understands the social world of the
participants (Bryman & Bell 2014:44). The research process followed was logical, traceable
and clearly documented to ensure dependability (Sinkovics & Alfoldi 2012:14).
Transferability was ensured through thick descriptions of organisational learning. Bryman
and Bell (2014:44) state that a thick description provides others with a database for making

judgements about the possible transferability of findings to other contexts and milieus.

5.5 Data analysis

Teschs’ (1990:142-145) method of qualitative content data analysis was applied in the
current study to analyse the data collected by way of open-ended questions about
organisational learning. Data was coded, and themes and categories were developed.
Deductive coding (theoretical codes) that were derived from relevant theory on
organisational learning and inductive coding (hew codes) were used. Hand coding (Miles &
Huberman 1994) was utilised to analyse the data.

6. Findings
Main themes, categories and quotes from the interviews are presented in Table 1. Please

note that all quotes are reproduced verbatim without editing.

TABLE 1: Themes, categories and verbatim quotes

Themes Categories Verbatim quotes
Preparation [Managerial ‘Management is open to learning.” (Participant 2)
preparation

“Leaders’ behaviour towards learning will create a learning culture.”
(Participant 2)

“If management comes up with new approaches for research and
development, this will better the department with the relevant knowledge
to fight crime.” (Participant 3)

Crime Intelligence has a learning culture but management must update
training and change some of the training policies and the
presentation/training must be on regular basis.” (Participant 3)

Organisational “The status quo must change, and there is a great need for

preparation organisational change.” (Participant 2)
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Themes Categories Verbatim quotes

“Management must just develop a bigger budget for training, to allow
more members to enrol for external training, like courses at universities.”
(Participant 12)

“Culture that promotes [a] health[y] working environment, with good
values and an open communication system.” (Participant 12)

Personal preparation [‘Most members do not find it easy to be continuously learning; hence,
only the dedicated ones will continue with the learning.” (Participant 1)

‘My experience is that organisational learning is the continuous learning
in the working environment. Learning depends on the attitude of a
person. If the person has a positive attitude towards learning, he will
create willingness to learning.” (Participant 11)

“Members have positive energy and are ready and open for new
learning.” (Participant 13)

\Work-related “The learning culture is growing and to same members it is a new
preparation concept and members needs to adapt to the learning environment.”
(Participant 1)

“Members are open for learning. They are eager to raise the standard
and willing to adhere to the values, code of conduct and rules of the
environment.” (Participant 3)

Contribution [Managerial “With internal training, management give the best, but external course,
contribution management can assist us more to enable us in the higher education
domain.” (Participant)

‘In a learning environment, we find coaches and mentors. They
challenge us to improve, do self-reflections and grow to self-
responsibility.” (Participant 13)

“Management give support, and they are reliable and can be trusted on.”

(Participant 13)
Organisational “There are sufficient training opportunities in the Crime Intelligence
contribution environment.” (Participant 3)

“Members’ learning capabilities can be improved, for example e-
Learning. Other example of how this culture can be advance to a next
level is using the platform of online training.” (Participant 4)

“This learning culture can advance training and we will be up to date
with the latest technology.” (Participant 6)

Personal contribution ['Members will be able to learn something new every day.” (Participant 2)

‘A positive learning culture is in the Cl environment. Members interact
and share their expertise, skills, information and knowledge.”
(Participant 5)

‘Members enjoy learning.” (Participant 14)

‘My experiences with organisational learning, it personal developed my
skills and today | am able to transfer my knowledge to new and other
members in the working area.
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Themes Categories Verbatim quotes

The way | understand organisational learning is [that it is] a lifelong
commitment to learn, and training for the continuous improvement and
shaping for your skills in order to become an effective leader in the work
place.” (Participant 10)

\Work-related “Meaning we are different people with different backgrounds and this
contribution diverse knowledge becomes powerful if we combine it.” (Participant 9)

“Diverse members work together to improve the working environment, if
different numbers of years’ experience, different level of education and
training and this brings cohesiveness. Meaning everyone in the team
works on one solution for a problem.” (Participant 10)

Outcomes  [Managerial outcomes |‘One of the main focus is that management and members work together
to find ways to improve the development of members.” (Participant 8)

“This culture emphasises team work. Together we can achieve more.
The focus is on unity and cooperativeness.” (Participant 11)

“The person becomes competent in all the facets of his [her] key
performance area (KPA).” (Participant 12)

“Everyone on the same standard and the work will be done on a high
level to meet the objectives of the financial year.” (Participant 13)

Organisational ‘It will keep the Crime Intelligence competitive with its industry.”
outcomes (Participant 2)

“The model of organisational learning will bring professionalism in the
Crime Intelligence.” (Participant 2)

“Positive, the member(s) will have job insight and this can improve
productivity.” (Participant 6)

‘It will provide the proper tools and necessary growth, which in turn will
generate a happier work place.” (Participant 7)

“This process of organisational learning will produce leaders in the work
place.” (Participant 9)

“This will cause the person with the right personality traits in the right
job. Members will have job satisfaction and more members will remain in
the Crime Intelligence.” (Participant 10)

“This culture promotes values, ethics and virtue and morality.”
(Participant 10)

“The learning opportunities will assist us to understand local and global
threats. It will help to be competitive.” (Participant 11)

Personal outcomes  [The new generation of police members will become thinkers. This
generation will be able to address new crimes, for example cybercrime.”
(Participant 6)

‘A member who has self-awareness will have a high productivity level
and will do his [her] job with excellence and professional.” (Participant 8)

‘My experience with organisational learning in the Crime Intelligence
environment is that my personal effectiveness has improved due to the
training | have obtained.” (Participant 9)
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Themes Categories Verbatim quotes

“The individual has self-awareness and understand his [her] weakness,
strength, variability and his [her] capability. Not only is he [she] aware of
his [her] own emotional intelligence level but he [she] is also aware of
the other individuals.” (Participant 10)

‘Learning brings change; it makes a person wiser and knowledgeable
with his [her] work responsibly. This person will be more enthusiastic
and will have self-motivation. A self- motivated person is more at work
and his [her] self-esteem is high.” (Participant 12)

\Work-related “Training brings confidence to the individual. If the member has self-
outcomes confidence to do the job he [she] will be professional and support
management to achieve the objectives as determine by provincial
management.” (Participant 4)

“Members are open to learning and willing to improve knowledge, skills
and capabilities to deliver a better work standard and act professional
within the framework of the Batho Pele principles.” (Participant 7)

“Well-trained members will be able to carry the component forward,
change will be easy and the application of new ideas will be easily
implemented.” (Participant 9)

“My experience with organisational learning is that it optimises my
working performance.” (Participant 13)

Source: Author’s own findings

In Table 1, preparation, contribution and outcomes were identified as the stages of
organisational learning. Managerial, organisational, personal and work-related categories
were identified as the specific levels at which organisational learning should operate. It was

clear that there were sufficient quotes (verbatim) to support each level and stage.

7. DISCUSSION

The twofold objectives of the study on which this article reports were, to investigate which
stages should be evident during organisational learning, and to determine at which levels
organisational learning should be implemented. Preparation, contribution and outcomes
related to these stages. Managerial, organisational, personal and work-related categories
were identified as the specific levels during which organisational learning should be
implemented. It was clear that organisational learning preparation should be done at
managerial, organisational, personal and work-related level. There should also be an
organisational learning contribution at managerial organisational, personal and work-related
level. Organisational learning outcomes or results should be evident at managerial,
organisational, personal and work-related level. Martinez-Le6bn & Martinez-Garcia
(2011:540) as well as with Tam and Gray (2016) also found the individual and organisational

levels of the organisational learning process but this study found two more levels:
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managerial level and work-related level. Toiviainen (2007), however, also found that

organisational learning takes place at worker level.

The three stages that were found in this study (preparation, contribution and outcomes) did
not concur with the three stages of Nonaka and Takeuchi (1995:33): Obtaining science
(identifying and collecting useful information), using science (practical use of science) and
transferring science (distribution and issuance throughout the organisation).

Managers are more likely to assume incorrectly that employees are being empowered with
the setting and implementation of a joint vision and that they are being motivated with
responsibility and decision-making (Weldy & Gillis 2010). Sienkiewicz-Matyjurek, Kozuch
and Szczygtowski (2019) found that inter-organisational learning in the public safety
management system is of a multi-level nature (single, deuteron-learning and meta-level) and
in dynamic conditions of action, learning processes may stem from the intentions of the
managerial staff, but may also arise spontaneously during the implementation of actions.
This concurs with the findings of the current study, which also found that managerial

involvement is important.

Watad (2018:11) explains in his findings that a lifelong commitment to learning is necessary
to assist with knowledge creation. This again concurs with the findings of the current study.
The leadership vision of Crime Intelligence is that all members must be at a professional
level, and training is core to organisational learning (Oh & Han 201812). In Crime
Intelligence Gauteng, the organisational learning process is important due to the fact that
their role is to continually use new methods to obtain and evaluate information in order to
prevent crime. Organisational learning can be a complex concept, which can be
conceptualised as the development of new knowledge. The new knowledge has the
potential to assist with reducing crime. The finding of this study leans towards this basis of

the systems theory as illustrated in the flow diagram in Figure 1.
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FIGURE 1. Flow diagram of the stages and levels of the organisational
learning process

(" LEVEL \ (" LEVEL \ ( LEVEL \
1 Managerial 1 Managerial 1 Managerial
2 Organisational 2 Organisational 2 Organisational
3 Personal 3 Personal 3 Personal
4 Work-related 4 Work-related 4 Work-related
- Y, - Y, \. J

STAGE 1 STAGE 2 STAGE 3

Preparation Contribution Qutcomes

Source: Author’s own findings

It is clear from the above figure that organisational learning consists of three main stages
that follow after one another. The condition of these sequential stages is that preparation at
managerial level, organisational level, personal level and work-related level must first be
completed. On managerial level, a learning culture must be created, research and
development to prevent crime must be conducted and training policies must be updated. On
organisational level, there must be sufficient money in the budget for training and a culture
with good values and an open communication system must be evident. On a personal level,
staff must be dedicated and open for new learning as well as having a positive attitude
towards learning. On a work-related level, adapting to a learning environment and raising the
standard are essential. Each of these four levels must be properly addressed in order to

move to the next stage.

After proper preparation, the contribution stage to making organisational learning a success
must then be done at managerial, organisational, personal and work-related levels. On a
managerial level, management must give their support, be able to act as coaches and
mentors. On an organisation level, there must be training opportunities; the learning
capabilities of the staff must be improved with the latest technology. On a personal level,
sharing of information is important, staff must enjoy learning and continuous improvement is
important. On a work-related level, knowledge and team work from the diverse workforce are

powerful.

If there were contributions on each of these levels, stage 3 (outcomes) can then get the
appropriate attention. On a managerial level, managers must ensure there is cooperation

and unity between the staff and management, as well as clarifying key performance areas
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and ensuring work is done at a high level to meet the objectives of Crime Intelligence. On an
organisational level, organisational learning must ensure professionalism, improved
productivity and identifying local as well as global threats. On a personal level, the staff must
be able to address new crimes such as cybercrime, have self-awareness, excellence, self-
motivation and emotional intelligence. On a work-related level, optimised work performance

is ensured and that staff is well-trained.

In summary, it is evident from Figure 1 that each stage has an accompanying level with four
components (managerial, organisational, personal and work-related). In order to properly
execute stages 1, 2 and 3 each component of these levels should get the necessary
attention. This figure about the stages and levels of organisational learning is a systematic
and holistic approach towards organisational learning. It is interesting that according to
Engestrom and Sannino (2010:22) learning in organisational networks is commonly depicted
as horizontal movement of information between organisational units but in this study it was
found that there is a horizontal as well as a vertical movement between the stages and the

levels.

8. MANAGERIAL IMPLICATIONS

The twofold objectives of the study on which this article reports were, to investigate which
stages should be evident during organisational learning, and to determine at which levels
organisational learning should be implemented. Preparation, contribution and outcomes
related to these stages. Managerial, organisational, personal and work-related categories
were identified as the specific levels during which organisational learning should be
implemented. It was clear that organisational learning preparation should be done at
managerial, organisational, personal and work-related level. There should also be an
organisational learning contribution at managerial organisational, personal and work-related
level. Organisational learning outcomes or results should be evident at managerial,
organisational, personal and work-related level. This concurs with the findings by Martinez-
Le6n & Martinez-Garcia (2011:540) who found that the main agents in the process of
organisational learning are the individual, the group and the organisation (Martinez-Leén &
Martinez-Garcia 2011:540) but the current study identified more levels, namely preparation,
contribution and outcomes. Toiviainen (2007) also found that organisational learning takes
place at worker level. Tam and Gray (2016) concur with the fact that learning takes place at

the individual level and organisational level.
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9. RECOMMENDATIONS

Organisational learning should get the necessary attention during the three stages, namely
preparation, contribution and outcomes. During each of these stages, organisational learning
should be addressed at four different levels: the managerial, organisational, personal and
work-related level. Management, the organisation, the individual as well as the work itself
should get the required consideration in order for organisational learning to be effective.
Training programmes and mentoring initiatives should be launched to address organisational
learning during all stages and at all levels at Crime Intelligence. The human resource
managers should engage with management and staff in order to improve organisational
learning during all stages and at all levels. Learning strategies should be developed to
collect, analyse and disseminate information in an effort to anticipate, prevent, and monitor

criminal activities.

This study was conducted in the Gauteng province and for future research, can be
conducted in Crime Intelligence in other provinces and countries to determine whether the
stages and levels are similar. A quantitative study could also be conducted in Crime
Intelligence in South Africa to compare the way in which staff perceives organisational
learning and its influence on performance. Lastly, the future of organisational learning should

also be investigated in order to properly prepare for the future world of work.

10. CONCLUSION

The contribution to the body of knowledge is that the findings of this study lean towards
systems theory and a holistic approach where preparation, contribution and outcomes were
identified as the different stages and managerial, organisational, personal and work-related
as the specific levels of the organisational learning process. This organisational process was
illustrated as a flow diagram. It is important to note that, according to the interviewees, these
three stages and its accompanying four levels should get the necessary attention in order for
organisational learning to function fully at Crime Intelligence in Gauteng with the purpose to

combat criminal activities.
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