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Abstract

The performance of an organization, including afodecumentary
structure such as a library or an information ssgyidepends largely on its
organizational culture, on the values it promofidse competition on the market
of information transfer has made libraries and iinfation services orientate
towards managerial processes aimed at the mostiarmgesources nowadays —
the knowledge resources. Such a process is thelkdges management, and an
essential role in its implementation in an instdat has the organizational
culture. A culture that supports learning and kremige sharing supports
organizations for such an approach and also hakrs tobtain performance and
enjoy success in their environment. The articlespnés elements of a framework
for creating a culture of learning and knowledgarsig in the infodocumentary
structures. These elements were identified throagtesearch on knowledge
management in Romanian academic libraries whicbh aBd as a result the
development of a model for the implementation ofs tiprocess in the
infodocumentary structures.

" The material is part of the chapter "Creating #uE& of Learning and Knowledge Sharing in
Libraries and Information Services" published ie tolumeNew Research oKnowledge
Management Models and Method&d. Huei-Tse Hou. InTech, 2012, pp. 245-268.
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I ntroduction

Among the major themes investigated in recent ditee on
knowledge management, that referring to the transition of
organizations in learning organizations and thengbkaof organizational
culture so as to create a culture that promotesileg has a special place.
The concept of the learning organization is esakritir any knowledge
management project because the improvement of leugel sharing and
learning in organizations is at the basis of knalgke management (1).
Researchers and managers have realized that cajan&z good at learning
will range ahead of the competition (2), and theorgy links between
learning and knowledge management are often poiot¢dn literature (3,
4, 5). Learning is intrinsic for knowledge managemeontributing to the
ability of individuals to share knowledge (6). Soraralysts understand
knowledge management as facilitating interactionomgn people and
groups, this interaction being the real source mévkdedge creation and
sharing (7). An organizational culture oriented aogs learning, innovation
and performance, supporting communication, collation, participation,
creativity and sharing of knowledge is essentiad afacilitate any
knowledge management initiative or approach.

L earning and knowledge sharing in organizations

Experts agree on the need to maximize the respemsss of
organizations to the complexity of the challengethin the external and
internal environment. Learning with the aim of regetion and
development of organizational knowledge is seentlas appropriate
response of organizations to what some research#érie endemic change
in society (8). Turoff believes that organizatiam#i succeed based on their
ability to learn and adapt (9).

No matter how we choose to call the successful rozgéion,
competent organization (10), intelligent organizati (11), open
organization (12) etc., this is based on learnings, an organization with a
culture where people can interact and share knageledhe learning
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organization appears to be the ideal model to whittstructures should
turn, although building a learning organizatiorcissidered a risky activity
(13) in that it involves creating a new organizaéibculture. But what is a
learning organization? In short, we remember the fhain activities which
Garvin considers as defining for learning organorat: “systematic
problem solving, experimentation with new approachearning from past
experiences, learning from the best practices berst and transferring
knowledge quickly and efficiently throughout theyanization” (14).

Many researchers make references to the individsah decisive
successful factor for knowledge management, degpmtenportance which is
given to teams and groups (15). And indeed wheortes to learning and
knowledge creation and sharing, one must start tfwrmindividual and then
reach organizational culture which must supporsehprocesses intensely
(16), the individual being the one who can interpaad communicate
knowledge with other individuals, groups and orgations (17). But even if
individual talent and creativity are at the badidearning and innovation,
ultimately it is the organizational culture thapports these processes (18).

Learning is seen as a very complex creative pro¢E3} it is a
social activity (20) and “the natural connectiontvien working and
innovating” (21). Some experts even speak of geiverdearning, i.e.
learning that “increases the organization's abiiityadapt to dynamic and
unexpected situations and to respond creativellgdm” (22).

Learning takes place at three different levelsividdal, group/team
and organizational level and specialists oftenrrefehe circular interaction
between the individual level and the group/orgaivmal level (23, 24).
There have been created many models in this sEosexample, Sanchez
proposed the model of the five learning cycles etiog to which
“individuals in organizations create knowledge,iviials and the groups
they work in interact to create shared knowledgd &m generate new
knowledge and groups use their knowledge to unklertaordinated action
and to jointly develop new organizational compeésic(25). For some
specialists it seems more appropriate to talk abmgénizational learning, ie
“the ability of the organization to renew itself lmhanging its values,
practices and processes” (26) than about the legoriganization. Analysts
of the learning process forewarn not only about timportance and
difficulty of learning how to learn, but also abahie need to unlearn, to
leave behind old knowledge and practices that wowgdbe useful in the
future but could represent obstacles to new ads/iand new forms of
management at organizational level (27, 28).
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Organizational culture

The greatest influence on an organization's pewdoca is exerted
by the organizational culture with all its compotsgrand its transforation,
meaning a greater emphasis on knowledge sharinsf, meuthe key point in
the organization’s strategy (29). The elementsrghnizational culture exert
their influence on the way organization “thinksele and acts” (30). This
influence is exercised not only on the organizat@mrm-term activity, it also
refers to the daily work and thus reflects on thigaaization's overall
performance. A thoroughly investigation and underding of
organizational culture must cover all its comporeatd also all levels on
which they manifest, from physical features of tbeganization, to
perceptions, relationships between employees, ipeacthabits and values
promoted within the organization.

The existence of a shared vision guides the org#oiz in one
direction, creates an environment that allows amtberages learning. The
same workculture as well as common language andngdréead to better
communication and better sharing of knowledge @dd actually create
competitive advantage. Because the essential eliféer between
organizations and which leads eventually to maskieantage and success is
given by the state in which these resources aradionamely, whether
knowledge is found only in the minds of certain éogpes, if shared among
employees or recognized and used throughout thenaation (32).

Generating new knowledge is dependent on the argthonal
culture and in order to improve knowledge sharingl ayeneration an
interactive context must be developed and mainthiBecause only when
organizational culture allows and encourages chaegeression of ideas,
participation, communication, and dialogue, theariéng and knowledge
sharing are possible.

When discussing about knowledge resources and ft@ir in
organizations, cultural, physical and organizatidoeriers should not be
overlooked (33). In terms of knowledge sharingdging and understanding
how this takes place can provide ways to identifiyl avercome these
barriers (34). However there are researchers (3f®) do not consider that
failure of knowledge sharing in organizations ieda cultural barriers and
they do not give so much importance to the procasshanging the
organizational culture for implementing knowledgamagement in that it
would have only a minor role and there are mangmoféictors that influence
knowledge management processes.
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In the context of all these issues discussed ienteliterature that
analyzes the knowledge economy with its global oefitipn and
continuous changes, the process of knowledge marege and the
importance of organizational culture, we turned attention to a particular
type of organizations that play a key role in tmowledge-based society,
namely libraries and information services.

Developing organizational practices and a culturatered on the
ability to create and assimilate new knowledge tanshare knowledge will
assist libraries and information services with pcting themselves in front
of changes and redesigning their management systems

In this study we address some of the issues tooheigdered when
we want to transform the organizational culturdibnaries and information
services and orientate it towards learning and kedge sharing.

Libraries and information services should encourage support at
organizational level training and development oflskait communities that
collaborate and learn. They should encourage erapkyo develop and
express new ideas, to participate in all activigesl decisions within the
organization. Participation and knowledge sharingntgbute to the
development and transformation of libraries andrmation services into
learning and also long-term successful organization

Conducting theresear ch

This study is based on research conducted betwetain€ 2004 and
December 2009. We proposed initially to carry oustady on knowledge
management in Romanian libraries and informatiovices (36) and starting
from the first results we focused on the orgarured culture in Romanian
academic libraries and on the aspects that coatdl tie the transformation of
the organizational culture in one that encouragesning and knowledge
sharing, but also on the elements of a model fglementing knowledge
management in libraries and information servic&s 88, 39).

Framework for creating a culture of learning and
knowledge sharingin libraries and infor mation services

Orientation of organizational culture towards Ieéagn and

knowledge sharing will help ensure success and-feng development of
organizations, including libraries and informat&ervices. If the knowledge
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manager or the chief knowledge officer is generatigsidered to have three
major responsibilities which involve creating a Wwiedge management
infrastructure, creating a knowledge culture andintathese structures pay
off economically (40), we believe that in librariaad information services
and in the context of the strategic model that weppsed in 2006, the
knowledge manager should firstly focus his effantsl start his approach of
managing the knowledge resources’ strategy fromesselated to building

an adequate organizational culture. Such an orgtoiml culture should

support libraries and information services in theufe in the sense of
adapting to the globalized environment by reinventithemselves

continuously. This could allow them to respond tivedy to change and

maintain an important position on the market obiniation transfer.

In the specific context of libraries and informatieervices as key
players in this market, everything must be desigaé&thg into account the
challenges which the information and knowledge etychas brought in
their domain, the impact it has had on the roldilmfarians and on the
information needs of users, then the fast developroé information and
communication technologies and the explosion ofitaliginformation
resources to which libraries have increasingly edrraspect which has led
to significant changes of the way in which inforioatservices are provided
to users (41, 42). Libraries must use to their athge all these changes
regarding digital resources and networks.

The importance of organizational culture comes #&lsm the fact
that it has influence on so many organizationamelets: mission and
objectives, policies and procedures, decision nggkioommunication
process, continuing professional development of leyegs, employee
attitudes and behavior, values promoted by thenizgéion, management
style, the position libraries and information seed occupy in their domain,
relationships with the external environment, empky motivation,
performance etc.

According to our model, the knowledge manager tasksl
responsibilities are the following (Figure 1):

- to identify necessary changes at the organizationtilre level

and to find ways to implement these changes;

- to support and promote organizational learning;

- to work for building a culture that fosters openmrounication,
experts networking, etc., in short a culture oeenttowards
learning and knowledge sharing;

- to work for developing forms of co-operation;
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- to design the knowledge strategy at the level & thhole
organization;

- to work for building a knowledge management infnastiure
(design, implementation, monitoring, evaluatiorhaman, library,
and technological resources, etc.);

- to handle the identification, acquirement, orgatiizg protection,
distribution, and sharing of knowledge resources;

. to coordinate knowledge management programs arersgs

- to coordinate the process of creating and usingwletpe
(development of new products and services, madsstarch etc.);

- to coordinate the relationships with external paigrand providers
of information and knowledge.

Vision and leadership are essential for this whagproach because

they will support achievement of these tasks asgamsibilities.

Knowledge Manager

!

!

|
!

|

|

- building a culture of
learning and
knowledge sharing,
etc.

organization
level.

Organizational Culture Knowledge Knowledge Knowledge Coordination activities
N strategy of the management resources of the

- Identification and organization infrastructure organization - coordination of knowledge
implementation of i . o management programs and
necessary changes; - design of the - design; -identification; systems;

- support and promotion strategy; - implementation; - organization; _ coordina;ting the
of organizational -impl ion - monitoring; - protection; development of
learning, qf of the knowledge - evaluation, etc. - dlstr}butlon; new products and services;
co-operation, etc; strategy at the - sharing, etc. - coordination of market

research;

- coordination of

Relationships with external
partners and providers of
information and
knowledge.

Fig. 1. Tasks and responsibilities of the knowledge manage

For creating a culture of learning and knowledgerisiy in libraries
and information services we believe that actiontrivestaken in four major

directions (Figure 2) aimed at:
- the communication process at organizational level;
- the motivation and reward system for employees;

- the policy on training and continuing professiodal’elopment of

employees;
. the system of the values promoted at organizatiewal.
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Culture of learning and knowledge
sharing in libraries
and information services

Motiraion and revard ssen foremploess

Fig. 2. Major directions of action for creating a culture
of learning and knowledge sharing in libraries arfdrmation services

Communication plays a vital role in the efficienhttioning of any
organization. The existence of a shared vision a@peon how
communication occurs in the organization. It is possible to know and
understand very good the library mission, its ofoyes, and policies etc.
without effective communication. Participation, atwement, dialogue,
expressing new ideas, empowering employees shaldnbouraged, but
this is not possible without creating conditions éffective communication
and facilitating multidirectional communication ctmels. Development of a
strategy that reflects the shared vision of the leyges in that library must
be based on a process of open and effective concation.

The communication process is also crucial in tewhsemployee
perception of their organization, the values pradowithin that organization
and how this is perceived by the external envirammBenefits that new
information and communication technologies curgenffer can be exploited
to create fast, open and multidirectional commuimoa channels. A
communication strategy that takes into accountatpr learning, knowledge
sharing, and in fact knowledge management systemasild consider creating
the necessary conditions for developing communitéspractice and an
interactive environment within the library. In protmg and facilitating
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learning opportunities, the knowledge manager cky @ key role by
encouraging communities of practice and developeagns in order to learn
and generate knowledge (43, 44).

In the action of improving communication procesdiimaries and
information services, both formal and informal coumication together
with their related channels should be considenefiirinal communication,
face to face, group and team meetings must be esged because people
communicate and learn better in an informal contektformal
communication also contributes to the confidene library staff develops
in each other. Managers should also not negledbdingers of various types
that may occur in communication and also the corifyleof this process
that can take place in so many ways and forms (45).

The values and attitudes promoted in libraries amfdrmation
services, their encouragement and developmeneartiployee level have a
major influence in supporting processes such asiiteg and knowledge
sharing. Among the values with a key role in thecess of organizations on
the globalized knowledge market (Figure 3), libeariand information
services should give great importance to the fahow open
communication, knowledge sharing, learning, coltabion, dialogue,
performance, creativity, flexibility, change, resgoveness to new ideas,
teamwork, professional co-operation, exchange pesgnce, transparency,
empowerment, participation, etc.

Open communicatic Collaboratiol

Dialogue Creativity

Flexibility Team work

Organizational
culture

Change
Paipation

Learning
Empowerment

Performance

Fig. 3. Values which should be promoted by the organipatio
culture in libraries and information services
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But in the field of libraries and information seses, we can also talk
about professional values specific to these orgaioias (46) which should
not be overlooked by managers: the value of inféiona accessibility to
information and services, user orientation, sodralusion, providing
selective information, that is evaluated, validatelirectly exploitable,
current and quickly obtained information, etc. Patimg these values which
facilitate and stimulate learning and knowledgeristsgamong employees is
very important in libraries.

The policy of training and professional developmaiémployees in
libraries and information services strongly inflaes the learning process.
Libraries have the advantage of various tools fontiouing professional
development: reading and updating, coaching or onieigf, job exchanges or
job shadowing, conferences, distance educatiomirigaothers, meetings,
networking, learning from others, etc. (47). Howpéogees will pertain and
respond to growth and improvement of their spagidthowledge, their
involvement in various forms of training and praiesal development, their
active/passive attitude towards these aspectsoiégmional development are
influenced by the organization policy and the int@oce libraries and
information services give to these issues. Deva@pprogrammes of training
and professional development at internal level, oaraging employee
participation in external training and professiodalelopment programmes,
offering them material support to participate inclsuprogrammes,
encouragement of their participation in conferencasd preparation of
communications and articles, their involvement ésearch concerning the
library's activity should be taken into consideoatibecause learning and
increasing employee knowledge are supported by ackbns.

In libraries, learning at individual, group/teamdaarganizational
level and also knowledge sharing need to take @mtoount the existing
types of groups and teams in these organizatioasjely: operational
teams, strategic teams, multi-skill teams, virtt@hms, networks and
communities of practice, etc. (48).

The motivation and reward system for employeesery v¥mportant
in the process of sharing knowledge. Staff showddmmtivated to learn,
develop professionally, enhance their expertiseabiéve professionally.
Rewarding employee performance may be at matewel lor by promoting
their career, by supporting their participatiorvarious professional events,
etc. In libraries and information services, for rggsing employee
satisfaction we have at hand specific approachasiety creation of new
roles, of new teams, introduction of various newcgices and patterns of
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work like flexible working, job sharing, etc. (49)he factors that motivate
the staff and which impact on their activities, dhed management practices
and methods that support performance among emm@oyese been
investigated (50), but the motivation and rewarstey for employees must
be well developed and be based on the analysishanspecific situation of
each organization and its employees.

The data collected between 2004-2009 in our rekeard the
results from these data analysis sent us to thelusion that for creating a
culture of learning and knowledge sharing in Roraaninfodocumentary
structures, all these issues should be considain being necessary in
these four directions.

¥nowledge creatiq,,

Fig. 4. Learning and knowledge sharing in libraries aridrimation services

The model from 2006 and the framework from 2010 civhive
propose offer a possible solution to implement kieolge management and
to create a culture of learning and knowledge sigain libraries and
information services (Figure 4). Their novelty, ionfance and usefulness
stay in that they are general, allowing adjustmed¢pending on the
peculiarity and scale of each institution. Theyféagible and can be used in
any infodocumentary structure with the necessaaptdions, they can lead
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to improvement of performance and are a startingtgor developing other
specific models.

Conclusions

Our study provides a starting point for future est to explore in
greater depth and go in more details about the exiesmof the model and
framework we proposed and answer questions suchlioas should be
developed a system to motivate staff in Romaniairaties? How
communication can be improved at the library le\iE&l?. The model and the
framework we designed starting from our researclerothe basis for
understanding the context of libraries and for ttngaa culture of learning
and knowledge sharing in these infodocumentarycsiras. Future research
should develop more systematic and detailed appesa@nd ways to
manage and improve knowledge sharing in librafiéss could bring great
advantages by increasing the efficiency of thesgamrations in the
globalized knowledge-based society.

Recent literature is rich in researches that aealymesent and
underline the benefits of applying the knowledgenagement process in
organizations, the need to change the organizdtiati@are and improve the
organizational learning. The importance of theseies is evident for the
future of organizations. And as Stoica says “By lengenting knowledge
management organizations gain intelligence, leaadapt, change
themselves and change the environment, produce omiy specific
performance, but a special kind of tacit perforngartbat penetrates
gradually deep into the organizational fiber andegeAnd all these through
general awareness and participation” (51).

Aspects of organizational culture, organizationakrhing and
knowledge sharing should be considered when appirogieamplementation
of knowledge management in the infodocumentaryctires. However,
research has focused so far on the importanceltifreland less on creating
a framework for building such a culture.

This study highlights the directions on which liramanagers
should concentrate when they operate changes atrd¢iamizational culture
level. Future research on organizational culturébraries and information
services and on the learning and knowledge shashogesses can help
deepen this area and provide a stronger basis toudedul in the
infodocumentary structures.
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