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ABSTRACT

Network governance has become an important paradigm in recent reform effort; inter-sectoral
collaboration is the key theme of such initiative. As part of the developing world, Government of
Bangladesh is taking initiatives to prepare its civil service competent to meet the challenges of a welfare
state for a sustainable society. Taking this in an account, this study focuses on the recent reform program
in public sector organization initiated by the government. The core objective of this study is to
understand the phenomenon of organizational culture that has an influence on organizational learning
and innovation from the viewpoint of experienced civil servants who have gone through the change
process and become an active implementer of learning and innovation in their organization to meet the

desire change situation.
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INTRODUCTION

Organizational behavior of the members in organization is
highly influenced by its culture and work ethics, which is
practiced in everyday’s work. It shapes the sense-making
mechanism within the organization that actually persuade
the organizational manner, thus contributing to the
development of shared understanding (Tian, Deng, Zhang,
& Salmador, 2018; Bierly, Kessler, & Christensen, 2000).
Culture, in turn, is shaped by the organization’s structure
(Friesl, Sackmann, & Kremser, 2011). Thus the likelihood
that an organization’s culture will be supportive of
organizational learning (hereinafter referred to as “OL”) is
enhanced if liberating structures, which overcome learning
barriers and empower employees to challenge
conventional wisdom amongst other freedoms, are in place
(Kolodinsky, & Bierly, 2013; Bierly et al., 2000).

To the contrary, a culture that may impede OL is likely to
be one where risk-taking, openness in communication and
teamwork are not valued (Moon, & Lee, 2015; Jerez-
Gomez, Cespedes-Lorente, & Valle-Cabrera, 2005;
Coulson-Thomas, 2003). A culture where these

characteristics are present has been proclaimed as essential
for crafting a learning strategy (Slocum, McGill, & Lei,
1994), with some authors maintaining that learning
requires a culture open to new ideas, innovation and a high

degree of experimentation (Jerez-Gomez et al., 2005; Chan,
& Scott-Ladd, 2004) and positive notion towards change
(Michalak, 2010; Coulson-Thomas, 2003) and which is also
blame-free (Yeo, 2007a). OL can therefore be facilitated by
ensuring the presence of enabling features of the structure
and culture of an organization.

In this juncture, it is imperative to study the influential
organizational culture on OL in public sector organization.
Although in general the main thrust of OL research has
been directed to business organization, in last fifteen years’
public sector organizations are also received attention to
this matter (Gilardi, & Radaelli, 2012; Maden, 2012;
Rashman, Withers, & Hartley, 2009). Following the trends
of ‘New Public Management’; ‘E-Government’ and
‘Reinventing Government’; public sector organizations are
facing the incremental public and political pressure to their
service delivery. It is also become imperative to become
more transparent and accountable in their administrative
processes (Gilson, Dunleavy, & Tinkler, 2009; Dent, Gestel,
& Teelken, 2007; Mouritsen, Thorbjernsen, Bukh, &
Johansen, 2004). To achieve this, OL is increasingly
considered as a significant requirement in public sector
organizations (Greiling, & Halachmi, 2013; Bovens,
Schillemans, & Hart, 2008; Schofield, & Sausman, 2004;
Betts, & Holden, 2003; Brown, & Brudney, 2003).
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Predominantly, from the viewpoint of a developing
country like Bangladesh, where public sector reform is
taking place in a rapid manner (Tahrima, & Jaegal, 2012).

ATTRIBUTES ON
IN PuBLIC SECTOR

CHANGING CULTURAL
ORGANIZATIONAL LEARNING
ORGANIZATION

Since 1970 many governments have engaged in reform
processes aimed at bringing business concepts, techniques,
and values into the public sector. This movement has been
termed New Public Management (NPM) and often resulted
in major shifts in accounting, budgeting, and performance
measurement systems as a basis for better management and
more appropriate accountability. Precisely, governments
have become more networked than ever before. Cross-
sectoral collaboration has become a new trend in public sector
organizations. As governments entering the digital age,
public sector organizations are becoming more technology
savvy. Government organizations are becoming more open
towards the people so that they can become peoples’
organization. Service innovation and learning have become
the buzzword for public sector organizations.

In the digital era, it is imperative to become more networked
to become more engaged in public service. So, public sector
organizations can face the challenges of recent change that are
happening dramatically. Collaboration with stakeholders is
one of the crucial factors to become more peoples friendly.
Public sector organizations need to understand the emerging
demand of the people. Inter-sectoral collaboration is also
regarded as one of the significant aspects of the government.
When learning is the only option to survive and sustain for
the future, then it is better to engage with the other sector to
enhance knowledge through practical experiences along with
the partners from the different sector. Specifically, public
sector organizations need to be more open towards
networking to bring out the best for the society.

Several initiatives has been taken by the Government of
Bangladesh to nurture innovation through learning in the
public sector organizations i.e., incorporation of Governance
Innovation Unit (GIU) in 2016 was one of the landmark step
in the field of knowledge-based innovative public service in
the history of Bangladesh. Through this initiative the
government introduced a benchmark for the goal-oriented
and performance-based civil service in the country. Under
this innovation program government incorporated access to
information, citizen charter, ICT based public service
delivery, Public-Private Partnership (PPP). This kind of
initiatives brought changes among the public servant’s
conventional mindset about service delivery. This study
found that the socio-cultural viewpoint of the public servants
has been changed and they have the opportunity to think out
of the box towards sustainable development.

METHODS

This research employs phenomenology as the main research
method to understand and explore the reality of the case.

Study Area and Informants

The study is based on case study method. A single public
sector organization is chosen for the study. Particularly the
mid-level management was the targeted population of the
study considering the strategic role in OL and innovation
during the period of change. Most of the informant has
diversified experience in the organization and focused on
recent innovation initiatives by the government.

The precise interview guide constructed on the basis of
several previous guidelines so that; informants can
contribute rich data from their phenomenological
organizational set-up. Thus, the researcher make a
deliberate atmosphere during interview session, so that
informants can describe the real scenario but with the focus
on a particular subject that has been predetermined.

Ethical Issues

Ethical conduct is a set of moral principles and values that
guide the researcher while conducting research activities
(Ahmad, & Hasbee, 2011). Punch (1994) as cited in Ntseane
(2009, p. 296), suggested that ethical issues in research
encompass of protecting the right of individual privacy, an
informed consent, voluntary participation, and
confidentiality and anonymity of the informants.
Therefore, before the interview process, the researcher
informed the informants were well-aware on the purpose
of the study. Once the informants agreed to participate,
they were enquired to sign informed consent form that
indicates they understood the purpose of the study, their
right as informants of the study and they agreed to
participate in the study.

FINDINGS AND DISCUSSION

This study finds some of the significant issues related to
OL in public sector organization, particularly during the
period of change in government. Based on the empirical
findings the researcher describes the result in support of
previous evidence.

Shared Understanding

Shared understanding is regarded as the most important
influential factor for OL. Informants of the study
emphasized on organizations systematic organic structure
where people interact under some specific objectives to
achieve (Andreadis, 2009; Yeo, 2007b; Gummesson, 2006;
Jerez-Gomez, Cespedes-Lorente, & Valle-Cabrera, 2004).
Working for the same objective makes them more
interactive and interdependent of their understanding
and behavior, so that they can share their ideas and new
knowledge. Informants stress on shared understanding to
achieve organizational goals collectively through sharing
new ideas and, knowledge gathered form training and
learning session organized by the organization (Fenwick,
2008; Tynjala, 2008; Espinosa, Harnden, & Walker, 2007;
Choo, 2001; Bierly & Hdmaldinen, 1995).
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Likewise, informants stated that networking always
creates opportunities for new kind of learning to manage
new kind of situation emerges in organizational life and
help to reflect on desired outcomes. For fruitful
networking, there must be a good understanding among
the employees so that they can share their ideas in a free
manner. It may regard as the social process of
collaboration. Now-a-day the public service modernize as
there are several reform initiatives has been taken, these
initiatives make public organization more learning
oriented towards innovation (Espinosa, & Porter, 2011;
Fenwick, 2008; Espinosa et al.,, 2007; Chanal, 2004).
Moreover, key informants comply with the previous
statement and vow shared understanding as a
competiveness for the organizational change management
process (Popova-Nowak, & Cseh, 2015; Bierly et. al., 1995).
So, shared understanding play a very crucial role in OL
process, as it is like a physiological bonding among the
employees who are working together under an
organizational mission (Putz, Schilling, Kluge, &
Stangenberg, 2012; Kluge, & Schilling, 2009).

Vision and Leadership Approach

The evidence comes from findings of this study provide that
leadership and OL have significant positive relationship
influence on organizational vision. The research also
demonstrates that there is a significant effect on the role of
mediation in OL on the relationship between leadership and
organizational vision (Kamya, 2012; Hoe, 2007; Yeo, 2007a;
Hodgkinson, 2002). Key informants stated that capable
leadership could foster OL towards building a shared
organizational vision through coping with organizational
changes. Informants reinforces this statement by adding new
dimension of leadership can establish confidence among the
employees by instilling suitable atmosphere for learning
(Kurland, Peretz, & Hertz-Lazarowitz, 2010; Hodgkinson,
2002; Silins, Mulford, & Zarins, 2002; Bierly et al., 2000; Senge,
Kleiner, Roberts, Ross, & Smith, 1999). Informants also
emphasizes on leadership sense-making capability that can
infuse employees’ adaptability towards a new dimension of
work by focusing more on organizational vision and learning
(Voronov, 2008).

Informants share the experience that, leaders can fabricate
trust and confidence among the employees to be a better
learner in the workplace. One key informant added that, as
a subordinate they have great expectation form their leader
to transformation in nature who can nurture their individual
and organization goals in a similar vein (Chen, Zheng, Yang,
& Bai, 2016; Hsiao, & Chang, 2011; Garcia-Morales, Matias-
Reche, & Hurtado-Torres, 2008; LeBrasseur, Whissell, &
Ojha, 2002; Bierly et al., 2000). Likewise, informants were
also appreciate organizational leadership for playing a
crucial role in OL which can create an atmosphere of
organizational addictiveness to cope with the new situation
and also are in-line with the organizational vision (Liao,
Chen, Hu, Chung, & Liu, 2017; Mirkamali, Thani, & Alami,
2011; Atwood, Mora, & Kaplan, 2010; Berson, Shamir,
Avolio, & Popper, 2001). In this research, most of the

informant shows trust in their leadership which makes them
confident to establish a shared vision through OL.

Decision-Making Pattern

Decision-making process is a crucial activity in
organizations. Making decision is one of the core
responsibilities for the managers in every level of the
organization to run it in proper manner. This systematic
approach is dissimilar depending on three tips: managerial
level, importance of decision, and decision making styles.
The styles of decision making is the most critical one because
it reflects the mentality or the way of thinking of managers in
organizations (Johannessen, & Olsen, 2011; Willema, &
Buelens, 2009). Moreover, it explains how the managers use
information and how they conceptualize and envision the
future of their organizations (Choo, & Neto, 2010).
Informants mentioned that decision-making styles affect
knowledge acquisition, sharing, and utilization (Espinosa et
al., 2007; Choo, 2001). Choo (2001) also argued that success in
the innovative programs and learning depends on the styles
of decision making processes.

Hence, decision-making pattern is all about sense-making
and sense giving process where cognitive style controls
their behavior. Informants were also mentioned that
decision-making pattern is influenced by sense-making
and sense giving process (Ghili, Nazarian, Tavana,
Keyvanshokouhi, & Isaai, 2013; Bustinza, Molina, & Arias-
Aranda, 2010). So, decision-making pattern is a matter of
human cognition, though it is shaped by the
organizational environment and mostly by previous
experience. OL and decision making pattern precisely
interdependent matter, both have a mutual influence on
each other (Espinosa, & Porter, 2011; Snowden, 2005).
Decision making pattern is the exploration of the mental
model of human being that actually shapes the
organizational culture of the organization in an individual
and collective manner (Sanchez, Vijande, & Gutiérrez,
2009; Jensen, & Rasmussen, 2004; Senge et al., 1999).

Human Resource Development

The primary developmental role of OL is played by
individuals, since the organization would not exist
without them. Therefore, human resource development
may contribute to the capacity of the organization to learn,
by facilitating the development of organization-specific
competencies that result in complex social relationships
based on the organizations history and culture (Werner, &
DeSimone, 2012). Human resource development
practitioners take the lead to transfer individuals” OL to
their job performance by designing appropriate human
resource development activities (Keep, 2015; Lim, &
Morris, 2006). Informants stressed on human resource
development as a strategic imperative in the rapidly
changing public sector organization. As a part of
organizational culture human resource development
influence OL process by its nature and extent, this is
supported by key informants of the study.
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By influencing OL culture, human resource development
has a great impact on informal learning capability of the
organization and elimination of misconception of
information among the employees (Armstrong, & Taylor,
2014). In a similar vein, informants also asserted that
human resource development is one of the key factors for
OL. It helps employees to understand the importance of
OL and how OL can enhance their career towards better
organizational performance. Human resource
development also brings out the positive learning culture
within  organization, which may eliminate the
misconception about change process and it creates a
vision of fruitful learning (Wang, Lamond, & Worm, 2015;
Harrison, & Kessels, 2004; Ter Horst, Mulder, Sambrook,
Scheerens, Stewart, & Tjepkema, 2003). Human resource
development also shapes the learning capability in
organizational  structure by preparing entailed
infrastructure, network, and system (Garavan, &
McCarthy, 2008). So, human resource development
regarded as one of the most important elements that
influence OL within the public sector organization as part
of organizational structure and culture. As the central idea
of human resource development is to find out the best
organizational culture, which is more suitable for learning
and development. Thus, the organization can obtain
strategic advantages of human capital for a sustainable
future (Beattie, Kim, Hagen, Egan, Ellinger, & Hamlin,
2014; Schechter, & Atarchi, 2014; Beattie, 2006).

Organizational Power and Politics

Acquisition of new knowledge is always associated with
different interests from a variety of actors. The learning
processes are to a large extent governed by political ideology,
prescribing what is the valuable learning and what is not
(Cacciattolo, 2015; Sanchez, Vijande, & Gutiérrez, 2010;
Lawrence, Mauws, Dyck, & Kleysen, 2005). Key informants
mentioned that in public sector organization it is an
imperative to have comprehensive knowledge of power and
political issues, as some extent public sector organizations are
the part of the socio-political system of the country. Power
and politics are also the part of the cultural structure of the
society, which shapes inter and intra-organizational
knowledge within the organization. OL is an embedded part
of this organizational life, so OL is shaped by the
organizational politics and power as per its public nature
(Ege, Esen, & Dizdar, 2017; Nonaka, & Krogh, 2009;
Ferdinand, 2004; Coopey, & Burgoyne, 2000).

Moreover, when things go wrong in the public domain,
organizations often face increased political involvement and
demands to improve. This situation creates learning
imperative within the organization. As source of
information, lesson-drawing, knowledge dissemination and
institutionalization process is facilitated by organizational
power-politics. It may encourage the employee to share
diversified knowledge among the employees (Lawrence,
Mauws, Dyck, & Kleysen, 2005; Coopey, & Burgoyne, 2000;
Nonaka, & Takeuchi, 1995; Levitt, & March, 1988).

Eventually, informants added that, when things in the public
domain go wrong, government bureaucracies usually face
increased political scrutiny and strong demands for reform.
The need for OL is high under such circumstances (Dekker,
& Hansen, 2004). As public organizations core focus on
public service, it is imperative to emphasize on public interest
and demand on time. Power and political structure allow
them to learn about situation.

Although studies of OL have conceptualized it primarily
as a social-cognitive process, it is also an inherently
political one. Several public administration researchers
argue that power and politics provide the social energy
that transforms the insights of individuals and groups into
the institutions of an organization. Moreover, they propose
that different forms of power in organizations are
connected to specific learning processes — intuition is
linked with discipline, interpretation with influence,
integration with force, and institutionalization with
domination — and that an examination of these different
forms of power provides a basis for understanding why
some insights become institutionalized while others fail to
do so. Thus, the discussion of OL process in public sector
organization is profoundly embedded its power-politics
culture, which is an identical part of public sector
organizations (Dekker, & Hansen, 2004). Moreover,
informants of this study assert that taking strategy as an
integral part of OL that can improve innovation capability
towards sustainable development. They also mentioned
accountability is an influential factor in OL process, due to
the public perspective on public sector organization.

CONCLUSIONS

This study reveals some of the significant cultural issues
that have the influence on OL in public sector organization,
from the viewpoint of a developing country like
Bangladesh. It also bridges the gap between organizational
culture and OL process in a bureaucratic setup, which may
bring new insights for the future researchers in this field.
Last but not least current study opens a new horizon of
thought about OL from Bangladeshi context, and this may
regard as the initiative to conduct further research.
Eventually, this study will contribute to the paradigm of
Public Administration in South-Asian context from the
cognitive and behavioral aspect of the organization.
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