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THE RELATIONSHIP BETWEEN
THE ORGANIZATION OF PERSONNEL
TRAINING AND THE LEVEL
OF COMPETITIVENESS IN FOREIGN MARKETS

International Corporations globally are seeking ways of being ahead of other
competitors in the industry of operations. Companies ranging from production to service
firms in globally strive harder to meet the challenges posed to them by environmental
changes. Also the consulting industry is an integral part of service industry due to the
sum they contribute to the growth of the economy. The study tried to situate positions
whether organizational learning could serve as a strategic tool for enhancing organizational
performance as regards employee commitment and organizational competitiveness. 240 copies
of questionnaire were administered to selected international audit service firms considered
for the study in Nigeria to get primary data that treated appropriate research questions
and hypotheses were tested accordingly. The study found that opportunity for individual
learning makes employees in the global firms to be committed and that organizational
conditioning has significant effect on competiveness. The study recommends that international
service firms should endeavour to direct more resources to the area of organizational
learning in order for them to be able to achieve better global industry relevance.
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Axunoona O. A., Anaxa H. C., Koéo C. A. B3aumoceazv mexncoy opzanuzayuii
00yueHUA Kaopoe u ypoeHeM KOHKYPEHMOCHOCOOHOCHU HA GHEUIHUX PbIHKAX. Medicoy-
HAPOOHble KOPNOpayuu uuym nymi onepesiceHus opyeux KOHKYPeHmos @ cgepe pasnuiHuIx
onepayuti. Komnanuu, nauunas om npouseo0CmEeHHbIX U 3aKAHYUBAS. CEPEUCHBIMU (DUPMAMU,
80 BCeM MUpe CIMPEeMAMCsL peuums nPoOAEMbl, C6A3AHHbIE C USMEHEHUAMU OKPYJicarwell
cpedvl. Kpome moeo, KOHCAImMuHe06as ompaciv 61Aemcs HeOMbeMAEMOU 4acmuvlo cepbl
yenye, m. K. OHa CROCOOCMBYem poCmy IKOHOMUKU. HI3yUeHa 603MONCHOCHb UCHOTb308AHUS
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opaanHuzayuu 0OyYeHusl KaK Cmpame2utecko20 UHCIMpyMeHma O no8bluieHus dhgexmus-
HOCIU pabomvl OP2aHU3AYUU 6 OMHOWEHUU 0DS3AMENLCME COMPYOHUKO8 U OP2AHUZAYUOH-
HOU KOHKYpeHmocnocoonocmu. OmoenbHbiM MeNCOYHAPOOHbIM AyOUMOPCKUM CLyHCOam
npedocmasnenvl 240 9K3eMIIAPOE ONPOCHUKA 0151 UCCTe008aHUsL IMO20 gonpoca 8 Huzepuu,
UMoObL NOTYHUMb NEPBUHHBLE OAHHbIE 8 NPOYEcce MeCmUuposanus cunomesvl. Vccneoosanue
HOKA3aN0, YMO B03MONCHOCHbL UHOUBUOYATLHO2O 00YUeHUsl 3aCMAGIsem COmpyOHUKOS
6 KDYNHbIX upmax Ovlimb 00543aMeNbHbIMU U YO OP2AHUBATNOPCKUE YCI08UsL OKA3LIBAIOM
3HAUUMeNbHOe GIUsAHUE HA KOHKYPEeHmMOocnocobnocmy. Paspabomanst pexomendayuu 0
MENCOYHAPOOHBIX CEPBUCHBIX (DUPM, 8 KOMOPBLIX NPeOYCMAMPUBAEMCs GIUBAHUE OONbULUX
pecypcog 6 obracme opeanuzayuu 00yuenus, umoovl OHU MO2iU 00CMUYb 2100ANbHOU
OmMpacnesoli 3HAUUMOCHU.

Knwouesvie cnoea: oprannsanus oOydeHHs, OpraHM3allMOHHAs KOMIIETEHTHOCTB,
00513aTeNLCTBO, KOpIIopaTuBHas 3P HEKTHBHOCTb.

Background. The quest for industry leadership and global business
continuity has put a competitive demand on business managers to come up
with outstanding innovative learning platforms. Few organizations are able
to remain the same for very long. The reason for this is that companies must
constantly adapt to the ever changing external business environment and
market situation. Most organizations strive to do things differently and better
in order to differentiate their offer from those of the competitors in the
minds of the customers and clients. In this way they can gain competitive
advantage and so maintain the loyalty and support of their stakeholders.
This is essential for growth and survival. For example, technology constantly
develops; legislation changes and community interests evolve. Market dynamics
change as consumer demands and expectations alter, often as the result of new
fashions; new competitors come into the market; or existing competitors
become more aggressive. The organization itself learns from its collective
experience of success and failure and develops good practice in the
management of its processes and systems.

Analysis of recent researches and publications. Organizational
learning can be referred to as a process of acquiring, maintaining and sharing
of knowledge within an organization for the purpose adapting to the dynamic
business environment. Thus, organizational learning is the application of
knowledge for a purpose and learning from the process and from the
outcome. For simplification sakes, organizational learning can be defined as
process in which an organization involves itself in learning (i.e. a learning
organization). Organizational learning has emerged as one of the most
outstanding concepts in strategic management. It has received increased
attention from managers and practitioners alike as a means to address how
firms respond to rapidly changing environments [1]. Many researchers have
suggested that the only sustainable competitive advantage may be an
organization’s ability to learn faster than its competitors [2-3].

Hence, the creation and sharing of knowledge; the continual enrichment
of their intellectual capital and the development of learning capabilities rest
at the core of their strategy. Therefore, they have to prepare their employees
according to the changing needs of customer in the wake of changing
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technology and optimal use of scarce resources. They have to develop each
function and employee to outperform the competitors and this requires
developing and maintaining a learning culture and adaptability to change.

The aim of the article is development of methods of knowledge
exchange of employees of certain firms, development of their educational
capabilities as the main strategy in the competition.

Materials and methods. The authors used such general scientific
methods of research as analysis, synthesis, as well as the method of
questioning. The information base of work was the materials of the survey
of employees of individual companies and research on the selected topics of
well-known scholars.

Results. Although organizational learning has become an increasingly
important and popular topic in both the academic and the popular business
press, the field has been troubled with conceptual ambiguity and with a dearth
of practical, empirical research. These two deficiencies have limited the
impact of what many believe could be a rich mine of both theoretical insights
and practical interventions. According to Njugun [4], there is a narrow
conceptualization of organizational learning as it relates to strategy. Strategy
research has been criticized for its overly analytical orientation, top management
bias, lack of attention to action and learning, and neglect of the elements
that lead to the creation of strategies. Organizational learning has therefore
been disconnected from strategy because it has been viewed as an emergent
trial-and-error, even random process; a learning model suggests that the
acquisition and processing of information about alternatives takes place in
a relatively costly process of search’; and it viewed as a more rational process
within the domain of decision-making and choice.

In addition, in employer-employee relationship, trainings are mainly
performed occasionally, and not connected with organizational strategy, nor
do they have some strategic significance. They are mostly enforced when
business problems occur or are perceived that are considered relievable or
solvable by organizing a training, course or seminar for some of the
employees. Employees view the training as an imposed obligation, rather
than a way to maximize their potential and they do not realize that by
improving their performances and innovation of their knowledge they may
contribute to better business results of the organization they belong to.
Unfortunately, top managers do not realize this as well. From their relationship
with the employees as the employees are still treated as an expense, rather
than assets worthy of investing. Lima and Filion [5], Based on this, the study
intends to answer if there is significant relationship between individual
learning and employee’s commitment and if organizational conditions have
effects and organizational competitiveness? In support of these unanswered
questions the following hypotheses were formulated.

Hoi — There is no significant relationship between individual learning
and employee’s commitment.

Ho, — Organizational conditions have no effects and organizational
competitiveness.
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Nature of Learning in International Organizations. Learning has been
referred to as the way new knowledge is being created in order to improve
oneself. Learning also means the process of conceiving, reflecting and acting
out what has been conceived. Learning organizations develop as a result of
the pressures facing modern organizations and enables them to remain
competitive in the business environment. Peter Senge and his colleagues were
the brain behind the concept of Learning Organization [6] which encourages
organizations to shift to a more interconnected way of thinking. He advised
that Organizations should become more like communities that employees can
feel a commitment to. They will work harder for an organization they are
committed to. A learning organization is one that seeks to create its own future;
that assumes learning is an ongoing and creative process for its members;
and one that develops, adapts, and transforms itself in response to the needs
and aspirations of people, both inside and outside itself.

The concept of organizational learning is often confused with the
concepts of learning organization, knowledge management and/or organizational
knowledge. Distinction between organizational learning and the learning
organization is explained to the extent that organizational learning refers to
the study of learning processes of, within and between organizations, largely
from academic point of view. On the other hand, the learning organization
is considered as an entity an ideal form of organization, which has the capacity
to learn effectively and hence to prosper [7]. Organizational learning draws
much of its appeal from the presumption that organizations are capable of
intelligent behavior, and that learning is a tool for intelligence, though
sometimes an intriguingly unreliable one. The basic image is that organizations
collect experiences, draw inferences, and encode inferences in repositories
of organizational knowledge, such as formal rules and informal practices.
In this view, organizations are shaped by complex learning processes which
combine current experiences with lessons learned in the past.

Organizational learning includes the process of acquiring, maintaining
and sharing of knowledge within an organization for the purpose adapting
to the dynamic business environment. Thus, organizational learning entails
the application of knowledge for a purpose and learning from the process
and from the outcome. For simplification sakes, organizational learning can
be defined as process in which an organization involves itself in learning
(i.e. a learning organization). That is, organizational learning is the «activity
and the process by which organizations eventually reach the ideal of a learning
organization». Organizational learning further extends to the ability of an
organization to gain insight and understanding from local and international
experience through experimentation, observation, analysis, and willingness
to examine both successes and failures.

Organizational learning also assists in «the detection and correction
of error» [8], however organizational learning needs to go beyond detecting
and correcting errors. Organizational learning can be described as a dynamic
process of creation, acquisition and integration of knowledge aimed at the
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development of resources and capabilities that contribute to organizational
performance [9]. Organizational learning is a very useful instrument used
for gaining and sustaining competitive advantage. Organizational learning
is the effective way of making use of past experience and adapting to
environmental changes.

According to Skervalaj and Dimovski [10], Organizational learning
is a sequence of three phases: information acquisition, information interpretation
and behavioral and cognitive changes.

Information Acquisition. This is the process by which firms actively
seek out and gather useable information [11]. Information can be acquired
from three distinct sources [3]. First, organizations can acquire information
through direct experience. These experiences can have either an internal
focus (e.g., process improvement) or an external focus (e.g., primary market
research). Second, firms can gather information based on the experience of
others. For example, Kohli and Jaworski [11] suggest that informal discussions
with customers are often fruitful in terms of supplying new market intelligence.
Third, information can be acquired from the organization’s own memory
mechanisms. Although as a fundamental outcome of organizational learning,
memory also serves as a warehouse for information within the firm. In fact
to a large extent, the contents of a firm’s memory play a significant role in the
type of market information that is acquired and how it is interpreted [12].
The purpose of information acquisition is to limit uncertainties [13].

Information Interpretation. Organization that has only acquired
information is not involved in learning; it must ensure that the information
acquired 1s well understood by the persons who will be making use of the
information. This will involve the process of communication and the use of
the right terms and right language in which information can easily flow
within the organization.

Behavioural and Cognitive changes. Organizational learning reflects
in «accompanying changes» [14]. If no behavioral or cognitive changes
occur, organizational learning has in fact not occurred and the only thing
that remains unused is potential for improvements [15]. When discussing
cognitive changes two levels of learning can be observed. Lower-level
learning reflects changes within organizational structure, which are short-
term and only partially influence organization. Higher-level learning reflects
changes in general rules and norms. In essence, organizations stressing
learning must first acquire information, interpret it to fully understand its
meaning and transform it into knowledge. At the same time, they must not
forget the most important part — to implement behavioral and cognitive
changes — in order to convert words into action.

Information Quality. It is not enough for organizations to acquire and
interpret information; the quality of information acquired is also very
important for enhancing the quality of decisions and services of an organization.
This is a measurable variable for organizational learning in recent research.
Pointed that information quality is important in terms of reducing information

74 ISSN 2616-6100. 30BHIIIIH TOPriBAS: €KOHOMIKa, (piHaHcy, rTpaso. 2018. Ne 5



CBITOBA EKOHOMIKA TA MIDKHAPOAHA TOPI'IB/51

overload focusing towards comprehensive, accurate, clear, applicable, concise,
consistent, correct, easily accessible information with possibility for users
to self-adjust format and content of reports [23].

Types of Learning. Argyris and Schon [8] proposed three major types
of learning:

Single Loop Learning. This error involves detecting and correcting
errors (i.e performance gaps) enabling organizations to act upon present
policies and objectives. Here, outcomes are measures against organizational
norms and expectations. It is appropriate for the routine and repetitive jobs
because it helps get everyday job done

Double Loop Learning. This Learning occurs when the organization
is willing to question long-held assumptions about its mission, customers,
capabilities, or strategies.

Deutero Learning. This type of learning is concern with how single
loop and double loop learning are carried out. Deutero-learning is a proactive
learning processes where there is a continuous effort to strive for perfection.

Characteristic of Organizational Learning. According to Peter Senge [6],
a learning organization exhibits five main characteristics: systems thinking,
personal mastery, mental models, a shared vision, and team learning.

System thinking: This simply signifies that organizational learning
should be viewed from a wholistic angle. That is, putting into consideration all
the departments, processes and activities carried out within an organization.
Learning should be focused on just one aspect of a firm but it should
encompass the whole system.

Personal mastery: this refers to the commitment of an individual in
the process of learning. Organizations learn only through individuals who
learn. Individual learning does not guarantee organizational learning. But
without it no organizational learning occurs [6]. That is, there is no way
organizational learning can take place without the involvement of individual
because it is the individual that makes the whole. Personal mastery can also
be a competitive advantage for a firm whose workforce can learn more
quickly than the workforce of other organizations. Individual learning is
acquired through staff training and development; however, learning cannot
be forced upon an individual who is not receptive to learning.

Mental models: These are «deeply ingrained assumptions, generalizations,
or even pictures and images that influence how we understand the world
and how we take action» [6]. This has to do with unlearning certain things
that one have been accustomed to from individual culture, beliefs, values
and norms and then embracing new skills and developing new orientations.
In creating a learning environment it is important to replace confrontational
attitudes with an open culture that promotes inquiry and trust. To achieve
this, the learning organization needs mechanisms for locating and assessing
organizational theories of action. Unwanted values need to be discarded in
a process called «unlearning.
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Shared vision: Visions built should be the one that is accepted by
everyone in the organization and also common to individual visions. The
development of a shared vision is important in motivating the staff to learn,
as it creates a common identity that provides focus and energy for learning.
The most successful visions build on the individual visions of the employees
at all levels of the organization, thus the creation of a shared vision can be
hindered by traditional structures where the company vision is imposed from
above. Therefore, learning organizations tend to have flat, decentralized
organizational structures.

Team learning: This is when several individuals are involved in
learning together as a group. This brings forth good result for the organization
and members will grow more rapidly than going through the learning
process alone. This is built on personal mastery and shared vision but
requires individuals to engage in dialogue and discussion; therefore team
members must develop open communication, shared meaning, and shared
understanding.

Organizational Learning Processes. As summarized by Argyris and
Schon [8], Organizational Learning Processes are discovery, invention,
production, and generalization. Snyder [16] also agrees that successful
learning occurs when organizations engage in all four processes, that is,
they discover errors or dissonance between their desired state and their
current state; diagnose the causes of gaps and invent appropriate solutions
to alleviate them; produce the solutions through organizational actions; and
draw conclusions about the effects of the solutions as well as generalizing
the learning to other relevant situations. Garvin et al. [14], also identified
that learning processes includes the generation, collection, interpretation,
and dissemination of information and experimenting with new ideas. Based
on this contribution, Snyder [16] says that knowledge must be shared in
systematic and clearly defined ways among individuals, groups or whole
organizations and can move laterally or vertically within a firm. The knowledge
sharing process can be internally focused toward taking corrective action, and
externally oriented by interacting with subject-matter consultants, customers.
Together, these processes ensure that essential information moves quickly
and efficiently into the hands and heads of those who need it.

Individual Learning to Employee’s Commitment. Individual learning
is the ability of individuals to pursue self-development. It requires individuals
take personal responsibility for their own learning and development through
a process of assessment, reflection, and action. Individual learning helps the
employee continually update skills and remain marketable in the workplace.
Commitment according to Jaw and Liu [17] is not only a human relation
concept but also involves generating human energy and activating human
mind. Employee’s commitment is represented as an affective commitment
of an individual to the organization. There are three component of commitment
according to Allen and Meyer [18]: affective, continuous and normative
commitment. High commitment work practice according to Guest, Michie,
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Conway and Sheehan [19] is an approach to managing employees, which
emphasizes is on the need to develop organizational commitment amongst
employees based on the assumption that it will lead to positive outcomes
such as low labour turn over, absenteeism, better motivation and improved
performance.

Organizational Performance and Organizational Competitiveness.
Organizational performance is defined in terms of quality, productivity,
profitability, organizational competitiveness, and employee commitment
indicators. Pemberton and Stonehouse [20] pointed out that, organizations
develop new knowledge and core competencies in order to gain competitive
advantage through organizational learning. One of the reasons behind this
research work is to test if organizational learning actually improves
organizational performance through competitive advantage. Competitive
advantages that are inimitable ought to be characterized with complexity.
Complexity in this sense means that it must have a lot of resources or parts
contributing towards it. Complexity results from the interrelationship between
skills, and between skills and assets. Complexity arises from core competencies
which entails ambiguity and results in a barrier to imitation. For an
organization to be successful in sustaining a competitive advantage, it must
be able to match its strength and key success factors (KSF) which are industry
specific. Organizations with high ratings of KSF outperform competitors.
Garvin et al. [14] also found that organizational condition is strongly influenced
by the behavior of leaders which makes the organization competitive.
People feel encouraged to learn when leaders provide opportunities to speak
and facilitate the promulgation of «dialogue and debate». This is the job of
leaders to consider different viewpoints to feel employees encouraged
present new ideas and options.

Theoretical Framework. The following theories are related to the concept
of organizational learning which refers to a dynamic process of creation,
acquisition and integration of knowledge aimed at the development of
resources and capabilities that contribute to organizational performance.
The theories include:

Complexity theory. Darwin, Johnson, and McCauley [21] provide
a convincing survey of the emergence of complexity theory within the
organization behavior literature. Capra [22] traces the emergence of the concept
of self-organization form the early years of «cybernetics». Darwin, Johnson
and McCauley [21] also note that the interest in within management studies
has derived from the attempt to understand problems relating to planning
systems which appear not to predict the future when we look at the weather
forecasts, for example, certainly those beyond the hours of duration. Fraher [23]
seek to show how organizations adapt not by valuing consensus above all
but rather by stimulating innovation through processes emphasizing tension,
conflict, contention and debate. Emery [24] goes well beyond this position
in presenting an analysis of open systems theory-based action research as an
enabler of learning and change. Emery’s starting point is that learning is
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essential to sustainable change. Second she argues that to achieve sustainable
change practitioner must work with people at all levels of organisation involved;
from senior executives to customer-facing staff. Moreover all levels and
functional areas must be involved in some sort of process in which they can
engage with this learning. This creates problems for some practitioners who
may, for example, be members of an «elite» with their own «language»,
frameworks and meaning systems. In reality it can be hard work to operate
collaboratively, at least in the perception of the often thousands of employee
involved and impacted by a set of intended changes, whatever the intentions
of those involved. For sustainable change to be achieved every step of the
process must lead to learning which engages and energizes action but
people learn at different rates and through different learning styles. Also,
and inevitably, people positioned differently in any large organization have
very different opportunities depending on many factors.

Leavitt Organizational Change Theory. Leavitt’s model is useful to
describe and explain organizational resistance. An organization’s elements,
according to Leavitt [25], include its structure, its technology, its people
and its tasks. A change in one element may result in changes in the others.
For example, changing the technology by introducing IT may generate
change in other elements of the organization. Similarly, change in the basic
tasks performed by an organization is almost inevitably accompanied by
a change in technology, that is, modifications in the way in which tasks are
accomplished. Managers may bring IT into a unit to facilitate change in
a particular task by changing the method of performing the task: to make
the task easier to complete, to enhance accuracy, to achieve better access to
information, and/or to obtain greater control over the task. These changes
may require modifications in other elements of the organization such as the
people performing the task. Employees may require training to learn the new
method, they may ask for changes in their job titles to reflect their changed
duties, which, in turn, impact the organization’s structure. In general, the
ultimate way to reduce resistance is to change all the elements simultaneously.
Organizational resistance causes many system failures. There is a need to
«unfreeze» organizations before implementing a new system [26—28]. Elements
of the organization must adjust in order to benefit from introducing new
systems. For example, workers’ attitudes and values may have to change
accordingly. Top level commitment may also be a key for managing the
social adjustment that accompanies the change in the organization.

Empirical Framework. Yalabik, Chen, Lawler and Kim [29], came
about four key lessons learned and three biggest causes of failure which he
got from his work, whose objectives is to provide real-life lessons from the
experiences of project teams recently or currently involved in business
process re-engineering projects. The three main reasons for the astonishing
high 70 % failure rate of all business change initiatives. The gap between
the strategic vision and a successful programme implementation and the
lack of a practical change management model and tools to bridge that gap,
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the «hidden and built in resistance of change» of organization cultures, and
the lack of processes and change management methodologies to address
this, several academic researches on human resource management practices
suggested that high commitment human resource practices will increase
organizational effectiveness by creating a condition whereby employees
become highly motivated and involved in the organizational activities aimed at
achieving organizational goals [30].

Findings by Opoku and Fortune [31] revealed that change-efficiency
can improve greatly when management realise that «people do not resist
their own ideas» open information sharing, teams and networks, knock power
hierarchies flat when it comes to rigid innovation and change. By looking at
how things change in nature, the authors observed that major changes in the
environment can precipitate a ubiquitous process of transformation. Essentially
the system moves away from efficient control and refinement and disintegrates
into creative chaos. As all the various dormant mutations and experiments
begin to assert themselves in the evolutionary school, many fail, but a few
of them «fit» successfully and may reproduce. Thus, they move through
a transformational phase, back into a higher level of control. Watching the
system as a whole, it appears to move through four distinct cyclical phases,
which run as a response to events shifting in the environment, or the
«change field» self-organising perturbations occur spontaneously, old ways
disintegrate. The system then moves into a creative, «free for ally» state of
chaos, eventually new people, groups, ideas, and for actions emerge, cluster
and maybe resonate, time, energy, resources and management can now be
applied to enable the new systems to synergise and develop. Profits occur as
higher order control and efficiency rule temporarily. Then depending on the
stability of the environment, or market competition, it all starts over again
as a continuous cycle of change.

Methodology. The first phase of the research examined existing
literature on organizational learning and how it enhances organizational
performance. The study adopted survey method with the aid of questionnaire
to get data from respondents which is basically the employees of two leading
international firms among the top four audit firms in Nigeria. The purpose
of the survey was to get primary data. The motive to use questionnaire is
the ability to reach a large target group in a practical and efficient way.
A pilot study was also be used to test the quality, clarity, time scale and bias
of the questionnaire as pointed by Noam [32].

Due to difficulty in studying the whole population, the researcher
considered simple random sampling technique in which each individual of
the population has the equal chance or probability of selection of the
individuals for constituting a sample as to get firsthand information from
the respondents; to this end a total of two hundred and fourty (240)
questionnaires were distributed to represent the entirety of the service firms
population. The reliability test of the instrument was conducted using test
re-test reliability approach which yielded r=0.81 and internal consistency
was measured by Cronbach Alpha of 0.854 (table 1).
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Table 1
Distribution of respondents and response rate
Questionnaire Percentage
Respondents administered (sampled) of total response (%)
Occupation
Partner 16 7.5
Senior Manager 24 11.2
Manager 14 6.5
Senior 73 34.1
Audit Assistant 87 40.7
Total 214 100
Category
Male 121 56.5
Gender e emale 93 435
No of Returned 214 89
No of Not Returned 26 11
Total no of Questionnaires 240 100

Source: Field Survey 2017.

Data analysis and Hypothesis Testing. Mean the statistics of
Organizational Learning and Corporate Performance. Individual Learning
and Organizational Condition:

>

YV V VYV V¥V

The investment of our organization in individual learning has
encouraged employees’ loyalty to the organization — 4.46;
Employees’ Personal development plans are encouraged by the
firm — 3.84;

Employees are sometimes compensated when they engage in
individual learning that would benefit the organization — 3.57;
The organization ensures that employees are carried along on the
current issues of the firm — 3.89;

The company ensures environment is conducive for employees to
operate efficiently — 3.86.

Corporate Performance. Level of Employee Commitment and
Organizational Competitiveness:

>

YV VWV VYV V¥V

Employees are committed to the goals of the organization
through continuous learning — 3.78;

Employees are motivated to be committed to the organization
because of the organization’s culture of learning — 3.47,

The opportunity for continuous training in the organization has
reduced employees’ turnover — 3.58;

The condition of our organization has enhanced the
competitiveness of our organization — 3.73;

The learning environment of our organization is conducive for
industry competition — 3.55.
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Hypothesis One. Ho1 — There is no significant relationship between
individual learning and employee’s commitment. Correlations in terms of fable 2.

Table 2
indivlearning emplp yee
commitment
oL . Pearson *
indivlearning Correlation 1 1.000
Sig. (2-tailed) .000
N 214 214
employee Pearson x
commitment Correlation 1.000 !
Sig. (2-tailed) .000
N 214 214

" Correlation is significant at the 0.01 level (2-tailed).

Coefficient of Determination (C.O.D). The coefficient of determination is
obtained using the formula C.O.D =12 - 100%, Where r = Pearson Correlation.
Thus,
C.0.D =(1.000)* - 100% ;
C.O.D=1-100% ;
C.0.D=100% .

The Pearson correlation of r=1.000 therefore implies 100 % shared
variance between individual learning and employee’s commitment. The
relationship between the variables (individual learning and employee’s
commitment) was investigated using Pearson correlation coefficient. The
results from the table above show that there is a significant correlation of
(1.000) between both variables at a 0.0001 level of significance. Thus, as
obtained from the table 2 {r = 1.000, p < 0.0001, n =214}. Haven found out
that there is a significant relationship between individual learning and
employee’s commitment., we therefore reject the null hypothesis (Ho), and
accept the alternative hypothesis (Hi).

Hypothesis Two. Ho> Organizational conditions have no significant
effects on organizational competitiveness. This table 3 is the model summary.

Table 3
Adjusted Std. Error
Model R R Square R Square of the Estimate
1 .817(a) .667 .666 42301

a — Predictors: (Constant)) ORGCONDITION.

It shows how much of the variance in the dependent variable
(organizational competitiveness) is explained by the model (organizational
competitiveness). In this case the R square value is .667. Expressed by
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a percentage, this means that our model explains 66.7 % of the variance in
the dependent variable of organizational competitiveness. The adjusted R
square shows .666, while the error of estimate indicates .42301 which
signifies the error term that was not captured in the model.

This table 4 shows the assessment of the statistical significance of the
result, tests the null hypothesis to determine if it is statistically significant.

Table 4
Model Sum of Df Mean F Sig.
Squares Square
1 Regression 76.152 1 76.152 | 425.580 | .000(a)
Residual 37.935 212 179
Total 114.086 213

a — Predictors: (Constant), ORGCONDITION.

From the results, the model in this table is statistically significant
(Sig. =.0001) and hence the null hypothesis should be rejected. This table 5
also shows which if the variables included in the model contributed to the
prediction of the dependent variable.

Table 5
Unstandardized Standardized .
Model Coefficients Coefficients ¢ Sig.
B Std. Error Beta B Std. Error
| (Constant) .559 .164 3.416 .001
ORGCONDITION | .845 .041 817 20.630 .000

Dependent Variable: ORGCOMPETITIVENESS.

This study is interested in comparing the contribution of the
independent variable; therefore beta values are used. In this table, the beta
co-efficient of the independent variable is .845. This means that change in
organizational condition contributes strongly to explaining the dependent
variable which is organizational competitiveness.

Discussion on Findings. The result of hypothesis one which confirms
that there is a significant relationship between individual learning and
employee’s commitment is tangential to the findings [29] suggested that
high commitment human resource practices will increase organizational
effectiveness by creating a condition whereby employees become highly
motivated and involved in the organizational activities aimed at achieving
organizational goals thereby developing themselves individually alongside.

The result of hypothesis two further proved that Organizational
conditions have significant effects on organizational competitiveness which
1s similar to the research of Garvin et al.[14] who found that that
organizational condition is strongly influenced by the behavior of leaders
which makes the organization competitive. People feel encouraged to learn
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when leaders provide opportunities to speak and facilitate the promulgation
of «dialogue and debate in an organization». This is the job of leaders to
consider different viewpoints to feel employees encouraged present new ideas
and options, this further pointed that Nigeria findings as regards organizational
conditioning of corporations is similar to past findings. Therefore poor
organizational conditioning has the tendency to make a business not to be
competitive in the current dynamic business world.

It can be abridged and construed from this study that the following
applies to the Nigerian business terrain:

» Since it has been discovered that there is a significant relationship
between individual learning and employee’s commitment. Organizational
learning scholars posit that compatibility with the environment is an essential
condition for organizations to remain competitive and innovative, a state
that is vital to their long-term development and survival. This need for
compatibility is a basic premise in strategic management and according to
Fiol and Lyles [15], the need for compatibility means that organizations
should regard the ability to learn, unlearn and relearn from past, present and
potential future behavior.

» Also, competitive advantage can be viewed as the relative advantage
a firm gains on one particular resource (such as profitability or market share)
by virtue of its ability to capitalize on other resources Smith et al. [33].

» Moreover, Collis and Montgomery [34] pointed Sustainable
competitive advantage is the ability to offer superior customer value on an
enduring or consistent basis, a situation in which competitors are unable to
easily imitate the firm’s capacity for value creation. Competitive advantage can
result from the possession of internal competencies such as learning capabilities,
and other resources that is used to achieve competitive advantage.

Conclusion. The success of organizations today depends on their
ability to understand the business environment in which they are operating.
Businesses all over the world go as far as possible to acquire equipment’s
and products that they perceive would aid their business transactions and
performance. This study provides information for organizations to know the
essence of organization learning for certain business functions so that result
can be achieved with less stress. The is also poised to assist new entrants
into the industry to know the inherent value of organizational learning and
outsource such activity where they cannot handle all services alone but
delegate part of business responsibilities to another party via building and
sustaining business relationships that is poised to make business process to be
easy. It will also be an opportunity for learning and training organizations to
venture into the areas in which the needs of service industry would be met.

Based on the findings of this research work, the following
recommendations are given here below.

Findings in this study have showed that there is a relationship between
individual learning and employee’s commitment. Therefore organizations
must keep engaging in organization learning to get employees commitment
which will indirectly enhance corporate performance.
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Organizations should ensure information technology aspect of their
business that they have no competence to manage should be outsource to
reputable firms in other to compete efficiently in the competitive industry
and affect business performance positively since it has been proven that
organizational conditions have effects and organizational competitiveness.

Finally consulting or international audit service firms as well as other
kind of organizations should involve in extensive employee empowerment
through trainings to encourage sustenance of organizational growth in the
competitive business environment.
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Axinoona O. A., Anaxka H. C., Koso C. A. B3aemo3e’a30k mixc opzanizayicro

Hasuanua Kaopie ma pieHem KOHKYPEHMOCRPOMONCHOCHI HA 308HIUUHIX DUHKAX.

Ilocmanoexa npoonemu. Ilompeba xaopie y nepiod enobanizayii cgpopmyeana

HONUM HA 8UCOKOKBAI(IKOBAHI KAOpU, adxice KOMNAHIL NOBUHHI be3nepepero adanmyeamucs
00 NOCMIUHO 3MIHIOBAHO20 308HIUIHBLO2O Oi3HeC-cepedosuwa ma puHKosoi cumyayii. bino-
wicms opeaHizayiil. NPasHymb GU2OMOSIAMU NPOOYKYI0 AKHAUKpauje, wob euoiimu
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iTy popmami noxyneyv-xnienm. Taxum 4uHOM, BOHU MONCYMb OMPUMAMU KOHKYDEHMHI
nepesazu ma NiOMPUMKY C80IX AKYIOHEPIB, WO MAE 8ANCIUBE SHAUEHHS OISl PO3BUMKY md
ompumanHa npubymky. Hdunamika puHKy 3MIHIOEMbCA, OCKILNbKU MIHAIOMbCA BUMOU
CROJICUBAYI8 Y pe3yibmami GUKIUKIE, SKi (hopMYIOmb NOSIBY HOBUX KOHKYDEHMI6 HA PUHKY
abo azpecusnicms yxce icHyrouux. OpeaHizayis cmae KOHKYPEHMOCNPOMONCHOIO 3A80AKU
KOJNEKMUBHOMY 00C8I0Y, NIOGUUWEHHIO Keai(ikayil Kaopie, eheKmuenomy YNpasiiHHIO
npoyecamu.

Ananiz ocmannix oocnioxcenv i nyonikauiii. Hasuanns 6 opeamnizayii € npo-
yecom npuobAaHHs, NIOMPUMAHHS MA OOMIHY 3HAHHAMU 6 OpeaHizayii 3 mMemorw adanmayii
00 Junamiunoeo bizHec-cepedosutya. baeamo 00cionuKie 66aicaromy, Wo €EOUHONO CIMIUKOIO
KOHKYDEHMHOIO Nepesazoro Moxce 6ymu 30amHiCmb Opeani3ayii Haguamuch weuouie, Hixc
iT KOHKYpeHmu, nIOBUWYIOHU KEANIPIKAYII C80IX NPAYIEHUKIE.

Taxkum uyunoM, noenubOnieHHs 3HAHb, NOCHMIlHe 30a2aueHHs [HMeIeKMYaIbHO20
Kanimany ma po36UMOK HABUANLHUX MONCIUBOCHEU KAOpi 3anuualomscsi OCHOB0I0
cmpameeii Oisnec-cmpykmyp. Opeanizayii nOSUHHI RIOsuWyeamu Keanigikayio ceoix
CnigPOOIMHUKIE 8IONOGIOHO 00 3MIHIOBAHUX NOMped 3AMOBHUKA BHACHIOOK 3MIHU
MeXHONo2I ma ONMUMANLHO20 BUKOPUCTNAHHA OOMENCEHUX pecypcis, po3susamu
BUPOOHUYMBO, WD nepemMocmu KOHKYpeHmis, i ye eumasdae NOCMIUHOI NIOMPUMKU
KYIbmypu HAGUAHHSL.

Mema cmammi — po3pooKa Memooux 0OMiHY 3HAHHAMU CRIBPOOIMHUKIE OKDEMUX
@ipm, po36UMOK IX HAGUANILHUX MONCIUBOCMEN K OCHOBHOI cmpame2ii Y KOHKYPEeHMHIl
bopomvoi.

Mamepianu ma memoou. Asmopamu SuKopucmaHo maxi 3a2albHOHAYKOGL
Memoou 00CIIONCeHHS, K AHANi3, cunmes, ankemyeanus. Ingopmayitinoro b6azor npayi
cmanu mamepianu ONUMmMy8aHHsi NPAYIGHUKIE OKPeMUX KOMAAHIU ma OO0CAIONCEHHS 3a
OKDEeCIeHOI0 MeMAMUKOIO 8I0OMUX HAYKOBYIE.

Pesynomamu 0ocniorycennsn. Misxcnapooni kopnopayii 8 ycbomy ceimi wyKaomo
CHOCOOU 8UNEPe0NCEeHHS THWUX KOHKYPeHmi8 pisHumu 3acobamu. Komnanii, noyunaouu
60 GUPOOHUMUX MA 3AKIHYYIOUU CEPEICHUMU DIpMAMU, NPASHYMb CHPAGUIMUCS 3 GUKTUKAMU,
SAKI CMasisime nepeod HUMU eKoa02iuHi 3Minu. JoCcaiodceno NUMAaHHts, Y Modice Opeamiza-
MOopCcbKe HABUAHHSA CILy2Y8amu CMpame2iuHum iHCMpPYyMeHmMoM OJis NiOBUWEHHS NPOOYKMUB-
Hocmi npayi. Midcnapoonum ayoumopcokum cayacoam 6yno Haoaro 240 npumipHuxie
OnumyeanbHuUKa 015 eugyeHHs yici npobaemu ¢ Hicepii. /{ocniddcennss noxasano, wo
MOJCIUBICID THOUBIOYATILHO20 HABYAHHS POOUMb NPAYIEHUKIE 8eNUKUX (DipM Yirecnpimo-
8aHUMU, 1 WO OP2aHI3AYIliHI YMOBU 3HAYHO BHIUBAIOMb HA KOHKYPEHMOCNPOMONCHICHIb.
Y 0ocnioocenni pexomendyemupcs MidCHAPOOHUM CepBICHUM (ipmam cnpamosysamu Oinvuie
pecypcis na 2any3b opeanizayii HAG4UaHHs, WOO BOHU MO2IU 00CAeMU KPAWOL 2100anbHOT
3HAYYUWOCI.

Bucnosku. Ycnix opeauizayiti cb0200mHi 3anedcumv 60 30AMHOCMI  po3yMimu
nompebu 0inogozo cepedosuuia. llionpuemcmea ycoozo ceimy Hamazaromocsa npuddbamu
HeoOXiOHe 001a0HaHHsE ma NPOOYKMu OJisk OONOMO2U Y NPOSeOeHHI OLI0GUX onepayii ma
30inbwenHi npodykmuenocmi npayi. Pezyiemamu yvoco Oocniosicenns noxazanu, wo
icHy€e 38 30K MidC THOUBIOYANbHUM HABUAHHAM Ma 30008 si3anHAMU npayieHuxa. Tomy
Gipmu nosUHHI NPOO0BNHCYBAMU 3AUMAMUC OP2AHI3AYIEI0 HABYAHHA, WOO 3anyuamu
NPAYieHUKIB, Wo cnpusmume erekmuenil OisibHocmi Kopnopayii.3

Kniowoei croea. opraHizamis HaBYaHHS, OpraHi3aliifHa KOHKYPEHTOCIIPOMOX-
HICTb, 3000B’sI3aHHS, KOPIIOPATHBHA €(EKTUBHICTb.
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