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ABSTRACT  

Organisational learning is highly important in changing environments, especially in the 

context of technological and social advances. This paper seeks to examine the determinants 

that significantly impact organisational learning within Algerian small and medium 

enterprises (SMEs). For this purpose, a hypothetico-deductive approach was adopted and 

surveys with managers and executives from 100 SMEs situated in Bejaia province in Northern 

Algeria were conducted. The research model was constructed using structural equation 

modelling, employing the partial least squares method (PLS-SEM). 

The insights derived from this study underscore a crucial finding: within the spectrum of the 

sampled SMEs, organisational learning is fundamentally rooted in experiential knowledge. 

This intrinsic learning process is notably fortified by the establishment of a pervasive 

learning culture and active participation from both management and employees. These results 

not only contribute to the scholarly discourse on organisational learning, but also have 

practical implications for enhancing the adaptive capacity of SMEs. The importance of the 

research lies in the development of an inventory of the reality of organisational learning in 

the Algerian context. This will provide insights for future research and establish a foundation 

upon which solutions can be considered to support the owner-manager in promoting 

organisational learning.  

 

KEYWORDS: knowledge management, organisational culture, organisational learning, 

PLS-SEM, small and medium-sized enterprises (SMEs). 
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1. INTRODUCTION  

 

Organisations face the imperative to continually reassess strategies that facilitate adaptability 

to dynamic environments (Antalová et al., 2022). A pivotal aspect of meeting this challenge 

lies in the realm of organisational learning, a process recognised for its role in helping 

organisations navigate changes in both their internal and external landscapes (Cyert & March, 

1963). The foundational scholarly contributions to organisational learning date back to the 

1960s, but a significant resurgence of interest emerged only in the 1990s (Kirwan, 2013). 

Initially focused on the individual, the conceptualisation of organisational learning evolved to 

embrace the organisation as a distinct entity, and more recently has focused on the 

intersection of strategy, technology, and people. While extensive research has explored the 

role of organisational learning in larger enterprises, the contribution of this process within 

small and medium enterprises has garnered relatively less attention (Dada & Fogg, 2016; Kim 
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& Marsick, 2013; Nafukho et al., 2009; Sanzo et al., 2012; Spicer & Sadler-Smith, 2006), and 

new studies that consider the paradigm shift brought by the global pandemic, marked by 

unprecedented challenges and transformative trends, are now needed.  

 

This research gap forms the backdrop for this study and aims to address this lacuna and seek 

to enrich the understanding of organisational learning dynamics in the new realm. For this 

purpose, nine key determinants (learning culture, effective knowledge management, 

experience and experimentation, targeted training initiatives, information systems, 

management and employee involvement, and organisational memory) focusing specifically on 

private SMEs situated in the Algerian Bejaia province are examined, analysed and discussed. 

 

2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT  

 

Argyris and Schon (1978) regard organisational learning as the outcome of individuals within 

the organisation responding to changes in the environment, both internal and external, through 

collaborative efforts to identify and rectify errors, leverage discovered solutions, and 

disseminate these insights across the organisation. Considering the viewpoint that all learning 

occurs through individuals (Wang & Ahmed, 2002) and acknowledging the permeability of 

boundaries between the three levels of learning (individual, collective, and organisational), 

teamwork emerges as the most apt conduit for transferring knowledge from the individual to 

the organisation, and is often analysed from the perspective of solving real professional 

challenges and problems (Bertucci et al., 2010 as cited in Avdiaj, 2022; Marsick & Watkins, 

1990 as cited in Marsick & Watkins, 1999; Revans, 1984). 

 

A corporate culture that fosters and champions learning is denoted as a learning culture or 

organisational learning culture (Pantouvakis & Bouranta, 2013; Rebelo & Duarte Gomes, 

2011; Schmitz et al., 2014) or learning habit (Denton, 1998). This culture has been 

conceptualised and presented as a form of organisational culture that integrates organisational 

learning (Pantouvakis & Bouranta, 2013; Rebelo & Duarte Gomes, 2008). The establishment 

of a learning culture holds significant value as it promotes productive and sustainable 

organisational learning, resulting in innovative problem-solving approaches and process 

optimisation, thereby influencing organisational performance (Rebelo & Duarte Gomes, 

2011), job satisfaction, and motivation for learning transfer (Egan et al., 2004). Grounded in 

the perspective that organisational learning is shaped by the learning culture, the following 

research hypothesis is proposed: 

Hypothesis 1. Learning culture positively influences organisational learning. 

 

Knowledge management is defined as a purposeful business strategy that selects, sorts, stores, 

organises, and communicates intellectual assets, whether tacit or explicit, to create a 

competitive advantage (Bergeron, 2003; Dalkir, 2017). However, the successful 

implementation of knowledge management can only be envisioned within a learning context 

(Berends et al., 2003; Bück, 2003; Plane, 2008; Rhodes et al., 2008; Robert, 2004). As Foray 

(2009) emphasises, in a knowledge-based economy, continuous learning is more than 

essential, as it facilitates the adaptation of organisations to new environmental demands, such 

as mastering new knowledge related to information and communication technologies. From 

the perspective of knowledge management as a lever for organisational learning, the 

following research hypothesis is proposed: 

Hypothesis 2. Knowledge management has a positive impact on organisational learning. 

Recognising its significance, (Autissier et al., 2010) assert that experience provides a 

competitive advantage for a company. It involves the analysis of both successes and failures, 
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the identification of lessons learnt, and the encapsulation of these insights into accessible 

forms (Garvin, 1993). Guided by this perspective, the following research hypothesis is 

proposed: 

Hypothesis 3. Experience positively influences organisational learning. 

 

Experimentation is characterised as “the degree of freedom enjoyed by employees in seeking 

new ways of doing work and the freedom to take risks” (Goh & Richards, 1997, p. 578). 

Notably, experimentation stands out as the most supported dimension in the literature on 

learning organisations (Chiva & Alegre, 2008). It entails the systematic pursuit and testing of 

new knowledge (Garvin, 1993). Viewing experimentation as a catalyst for organisational 

learning, the following research hypothesis is proposed: 

Hypothesis 4. Experimentation has a positive impact on organisational learning. 

 

Training stands out as one of the most extensively employed methods to enhance the 

foundations of an organisation's competitive advantage, including human capital and 

organisational knowledge (Barba Aragón et al., 2014). Training methodologies rooted in 

learning principles foster the exchange of ideas and best practices, contributing to the 

continual replenishment and revitalisation of the knowledge reservoir (Jerez-Gómez et al., 

2005). In light of training as a determinant of organisational learning, the following research 

hypothesis is proposed: 

Hypothesis 5. Training has a positive impact on organisational learning. 

 

The information system is characterised as "the set of methods, techniques, and tools for 

implementing and operating the computer technology required by users and the company's 

strategy" (Autissier & Delaye, 2008, p. 49). Individuals accessing and utilising the 

organisation's information systems in their work significantly enhance their decision-making 

and problem-solving capabilities (Baltzan, 2020), fostering increased receptivity to learning 

(Bounfour, 2011). When viewing the information system as a catalyst for organisational 

learning, the following research hypothesis is proposed: 

Hypothesis 6. The information system has a positive impact on organisational learning. 

 

Management involvement stands out as a key characteristic of the learning organisation 

(Garvin et al., 2008) and is defined as robust top management support for learning (Denton, 

1998; Ulrich & Smallwood, 2004). As per Bolt and Brassard (2004), top management's 

backing for learning is evident in recognising its significance, acknowledging it as a distinct 

competency, and integrating it into the performance system. This integration ensures that the 

management team is evaluated based on the outcomes achieved through supporting employee 

learning. Grounded in the perspective that management involvement is a determinant of 

organisational learning success, the following research hypothesis is proposed: 

Hypothesis 7. Management involvement has a positive influence on organisational learning. 

 

Organisational learning is the culmination of the collective efforts of all members within the 

organisation (Bertrand, 1991). Employees actively engaged in the organisational learning 

process, identified as learning agents (Argyris & Schon, 1978), are regarded as the most 

valuable asset when compared to other corporate resources (Jex & Britt, 2008, as cited in 

Hussain & Ishak, 2017). These individuals exhibit a commitment to the interests of their 

organisation (Mishra et al., 2015) and make substantial contributions to enhancing 

organisational performance (Chaurasia & Shukla, 2014). This is notably observed as they tend 

to cultivate robust relationships with their supervisors (executives, managers, supervisors) and 

colleagues (Fernandez, 2007). Grounded in the perspective that employees play a pivotal role 
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as central actors in the organisational learning process, the following research hypothesis is 

proposed: 

Hypothesis 8. Employee involvement has a positive impact on organisational learning. 

 

Also referred to as corporate memory (Godelier, 2009), organisational memory serves as the 

guardian of organisational identity (Lafrance, 2004). Described by Argyris and Schön (1978) 

as the cartography of the organisation's past, organisational memory is defined as "the capital 

of knowledge that is accessible independently of the actors who created it" (Prax, 1998, p. 6). 

It plays a central role in the organisational learning process (Robert, 2007) and is recognised 

as one of the dimensions of organisational learning (Huber, 1991). Organisational memory 

enables the retrieval of accumulated knowledge for application in different situations (Jerez- 

Gómez et al., 2004). Given that organisations can learn through the existence of 

organisational memory (Van Der Bent et al., 1999), the following research hypothesis is 

proposed: 

Hypothesis 9. Organisational memory positively influences organisational learning. 

 

3. METHODOLOGY  

 

The research was designed and conducted at the research centre of the University of Bejaia, 

Algeria. In the context of the institutional framework, in lieu of a formal ethics committee for 

survey studies, the research was subjected to a thorough review and approval process, and it 

duly addressed the ethical considerations. Study participants were adequately informed of the 

research purpose and objectives, and the methods of data storage. Informed consent was 

obtained from all participants. Participation in the study was anonymous. Data collection took 

place from January 2020 until March 2021. This post-COVID period seemed opportune for 

studying organisational learning since the measures adopted to counter the pandemic have 

significantly altered usual work patterns. 

 

Adopting a hypothetico-deductive approach, the research commenced with an extensive 

literature review, serving as the foundation for the formulation of the research hypotheses. A 

nonprobabilistic sampling method, specifically employing the quota method, was chosen. The 

survey targeted 100 private SMEs located in Bejaia province (Algeria). Their typology 

according to the classification of SMEs in Algeria reveals that 49% are very small businesses 

(employing one to nine people), 35% are small businesses (employing ten to forty-nine 

people), and 16% are medium-sized businesses (employing fifty to two hundred fifty people). 

These SMEs operate in three distinct sectors: services (55%), manufacturing industry (16%), 

construction (28%), and agriculture (1%). The majority of these SMEs have been established 

for more than five years (84%). 

 

To operationalise the key concepts constituting the research model, existing measures that had 

been previously tested empirically were chosen.  The measures had an ordinal nature, with 

responses presented on a Likert-type scale comprising five response modalities ranging from 

(1) – “strongly disagree” to (5) – “strongly agree” and are presented in Table 1. 
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Table 1. Study constructs and study variables 

Main 

constructs 
Items 

Associated 

authors 

O
rg

a
n

is
a
ti

o
n

a
l 

 

le
a

rn
in

g
 

OL1 

Our company makes the lessons learned from past 

mistakes, failures, and successes available to all 

employees.  
Goh and Richards 

(1997) ; 

Pantouvakis and 

Bouranta (2013) ; 

Cho et al. (2013) 

OL2 
Our company encourages work teams to participate in the 

search for solutions to identified problems.  

OL3 
Our company encourages employees to work frequently in 

teams (or groups).  

L
ea

rn
in

g
  

cu
lt

u
re

 

LC1 
Our company strongly encourages the dissemination of 

values such as trust, respect, etc.  Pérez Lopez et al. 

(2005) 
LC2 

Our company encourages teamwork, sharing, mutual 

assistance, communication, and dialog among employees.  

LC3 Our company is tolerant of mistakes made by employees.  
Chiva and Alegre 

(2008) 

K
n

o
w

le
d

g
e 

 

m
a
n

a
g
em

en
t KM1 

New ways of working that can benefit the company as a 

whole are generally shared with all employees.  

Goh and Richards 

(1997) 

KM2 
Our company constantly rebuilds its knowledge base to 

ensure its flexibility.  
Robert (2004) 

KM3 

Our company ensures that knowledge is disseminated to 

those who need it through manuals, training, and 

databases.  

E
x
p

er
ie

n
ce

 

XP1 
Employees share their experiences with peers and 

management.  Inspired by the 

work of Putz et al. 

(2013) 
XP2 

Our company is careful to place those with the most 

experience at the top of work teams.  
XP3 New employees are mentored by experienced employees.  

E
x
p

er
im

en
ta

ti
o
n

 

XPM1 
Our company encourages employees to try new ways of 

working and to come up with new ideas.   

Chiva and Alegre 

(2008) 
XPM2 

The initiative is often met with a positive response, so 

employees feel encouraged to come up with new ideas. 

T
ra

in
in

g
 T1 

Our company encourages employees to participate in 

training programs.  
Cho et al. (2013) 

T2 
Trained employees are encouraged to share what they have 

learned with their colleagues.  
T3 Trained employees solve problems faster.  Jerez-Gómez et al. 

(2005) 

In
fo

rm
a
ti

o
n

  

sy
st

em
 

IS1 
Our company encourages its employees to use the 

information system. 

Mitić et al. (2017) 

IS2 
Our company trains its employees in the use of 

information technology (hardware, Internet, Intranet, etc.). 
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Main 

constructs 
Items 

Associated 

authors 
M

a
n

a
g

em
en

t 

in
v

o
lv

em
en

t MI1 
Managers frequently involve employees in important 

decision-making processes.  
Jerez-Gómez et al. 

(2005) MI2 
Employees' ability to learn is considered a key success 

factor.  

MI3 Innovative ideas that work are rewarded. 

E
m

p
lo

y
ee

 

in
v

o
lv

em
en

t EI1 Employees feel involved in important company decisions. 
Chiva and Alegre 

(2008) 

EI2 
Employees make suggestions for improving procedures 

and methods. Robert (2004) 

EI3 Employees are empowered to achieve goals. 

O
rg

a
n

is
a
ti

o
n

a
l 

m
em

o
ry

 OM1 
The company has dedicated databases to store experience 

and knowledge for future use.  
Pérez Lopez et al. 

(2005) 
OM2 All employees have access to the company's databases. 

OM3 
The coding system (databases, documents, manuals, 

archives, etc.) facilitates the work of employees. 

Source: Authors' own elaboration 

 

To conduct the statistical analyses, structural equation modelling (SEM) was employed. The 

use of the partial least squares (PLS) method was justified by the non-normal distribution of 

the survey data and the relatively small sample size (100 cases). 

Furthermore, Chin (1998) proposed a rule for determining the minimum sample size, which 

involves multiplying by ten (x10) the number of measurement indicators associated with the 

endogenous latent variable that is predicted by the highest number of exogenous latent 

variables. In our research model, the latent construct that meets this condition is 

'organisational learning,' which is influenced by nine (9) exogenous variables identified as key 

determinants through the literature review. Accordingly, following Chin’s (1998) rule, the 

minimum required sample size is 90 SMEs (9 x 10 = 90). However, we decided to increase 

this number to 100 SMEs in order to facilitate questionnaire processing. 

The estimation of the relationships between the variables in the research model was carried 

out using SmartPLS software, version 4. 

 

4. RESULTS 

 

The assessment of the model with the PLS-SEM was conducted in two sequential phases 

(Hair et al., 2014). The first phase involved the evaluation of the measurement model, 

specifically reflexive in the analysed case, and was followed by the estimation of the 

structural model.  

 

In the evaluation of measurement models, measurement models play a pivotal role in 

establishing the connection between latent constructs and their corresponding measures (Chin 

& Newsted, 1999). The assessment began by scrutinising the outer loadings, a crucial aspect 

in understanding the contribution of each item to its associated construct. Acceptability 

criteria dictate that outer loadings should ideally be greater than or equal to 0.7 (Hair et al., 

2014). The subsequent analysis focused on ensuring the reliability and validity of the 

constructs. Outer loadings, reflecting the impact of each item on its respective construct, are 
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considered acceptable when exceeding the threshold of 0.7 (Hair et al., 2014). The outcomes 

derived from implementing the PLS algorithm are presented in Table 2. 

 

Table 2. Results of the evaluation of outer loadings 

Constructs Indicators Outer loadings 

Organisational learning (OL) 

OL1 0.128* 

OL2 -0.375* 

OL3 0.942 

Learning culture (LC) 

LC1 0.609* 

LC2 0.843 

LC3 0.695* 

Knowledge management (KM) 

KM1 0.561* 

KM2 0.662* 

KM3 0.954 

Experience (XP) 

XP1 0.853 

XP2 0.785 

XP3 0.750 

Experimentation (XPM) 
XPM1 0.863 

XPM2 0.914 

Training (T) 

T1 0.699 

T2 0.773 

T3 0.933 

Information system (IS) 
IS1 0.732 

IS2 0.972 

Management involvement (MI) 

MI1 -0.380* 

MI2 0.913 

MI3 -0.602* 

Employee involvement (EI) 

EI1 0.858 

EI2 0,870 

EI3 -0.133* 

Organisational memory (OM) 

OM1 0,477* 

OM2 0.878 

OM3 0.895 

Note. * - The corresponding indicators are automatically removed. 

Source: Authors' own elaboration 

 

Items with external load values were either less than 0.4 or between 0.4 and 0.7 were 

eliminated, since retaining them does not ensure the reliability or validity of the 

corresponding construct. Figure 1 shows the model after cleaning and re-running the PLS 

algorithm. 

 

In the next step, it was ensured that the scales were homogeneous and measured the extent to 

which a latent construct explains the variance in its indicators, thus assessing internal 
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consistency reliability and convergent validity, respectively (Hair et al., 2014). The results 

obtained are summarised in Table 3.  

Composite reliability and AVE values were higher than the recommended values (Hair et al., 

2014), indicating the reliability of the adopted measurement scales and convergent validity for 

all constructs in the research model.  

 

This is followed by the calculation of the Fornell-Larcker criterion values. The principle of 

this criterion is to assess whether the square root of the average variance extracted (AVE) for 

each construct and its corresponding indicators is greater than the squared correlations with 

any other construct (Astrachan et al., 2014). In other words, the criterion is met only when 

each construct shares more variance with its own indicators (items) than with any other 

construct (Hair et al., 2014). 

 

 

Figure 1. The model refined according to obtained outer loadings  

Source: Authors' own elaboration 
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Table 3. Evaluation of internal consistency and convergent validity criteria  

Constructs Composite reliability 
Average variance extracted 

(AVE) 

Organisational learning (OL) 1.000 1.000 

Learning culture (LC) 1.000 1.000 

Knowledge management (KM) 1.000 1.000 

Experience (XP) 0.839 0.635 

Experimentation (XPM) 0.884 0.792 

Training (T) 0.861 0.676 

Information system (IS) 0.848 0.740 

Management involvement (MI) 1.000 1.000 

Employee involvement (EI) 0.879 0.784 

Organisational memory (OM) 0.916 0.845 

Source: Authors' own elaboration 

 

Table 4. Fornell-Larcker Criterion Values  

 EI IS KM LC MI OL OM T XP XPM 

EI 0.885          

IS 0.127 0.860         

KM -0.015 0.470 1.000        

LC 0.332 0.206 0.081 1.000       

MI -0.259 -0.026 0.020 -0.051 1.000      

OL 0.156 0.338 0.259 0.360 -0.330 1.000     

OM 0.194 0.296 0.327 0.137 -0.125 0.414 0.919    

T 0.229 0.242 0.347 0.197 -0.208 0.433 0.611 0.822   

XP 0.261 0.230 0.358 0.136 -0.206 0.616 0.353 0.288 0.797  

XPM 0.182 0.390 0.322 0.131 -0.091 0.337 0.357 0.305 0.195 0.890 

Source: Authors' own elaboration 

 

The results presented in Table 4 show that the square root of the AVE for each construct 

included in the research model exceeds the squared correlations between that construct and all 

other latent variables. Therefore, it can be concluded that the variance shared between each 

latent variable and its own indicators is greater than that shared with other latent variables in 

the model. 

 

Finally, discriminant validity that can be verified by the heterotrait-monotrait ratio of 

correlations (HTMT) was verified. The ratio’s significant value is an estimate of the 

correlation between the constructs and whose threshold value must not exceed 0.90 (Henseler, 

2021). The HTMT ratio values shown in Table 4 clearly indicate that discriminant validity has 

been established. 

 

Table 5. The HTMT values  
EI IS KM LC MI OL OM T XP XPM 

EI                     

IS 0.201                   

KM 0.030 0.560                 

LC 0.389 0.260 0.081               
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MI 0.310 0.098 0.020 0.051             

OL 0.183 0.334 0.259 0.360 0.330           

OM 0.251 0.354 0.359 0.150 0.141 0.457         

T 0.307 0.201 0.403 0.230 0.197 0.412 0.749       

XP 0.373 0.351 0.452 0.197 0.240 0.714 0.463 0.357     

XPM 0.256 0.535 0.378 0.153 0.106 0.393 0.462 0.433 0.296   

Source: Authors' own elaboration 

 

The estimation of the structural model (phase 2), that translates the paths that connect latent 

constructs (Chin & Newsted, 1999) employs three parameters: coefficient of determination, 

effect size, and path coefficients. The coefficient of determination (R²) measures how much of 

the variance in the endogenous variables is explained by the structural model (Ringle et al., 

2014). Its value corresponding to the data was estimated at 0.685 (adjusted R² = 0.654), 

indicating an acceptable quality of the adjusted model. 

The purpose of Cohen’s effect size (ƒ²) is to assess the contribution of an exogenous construct 

to the construction of the value of the coefficient of determination R2 of the endogenous 

variable it explains (Hair et al., 2014). The relevant effect size values are presented in Table 6. 

 

Table 6. Effect size values 
Paths f2 values 

EI → OL 0.091 

IS → OL 0.032 

KM → OL 0.029 

LC → OL 0.162 

MI → OL 0.092 

OM → OL 0.005 

T → OL 0.043 

XP → OL 0.493 

XPM → OL 0.037 

Source: Authors' own elaboration 

 

Based on the recommendations of Cohen (1988), it was concluded that the following 

exogenous constructs: employee involvement (EI), information system (IS), knowledge 

management (KM), management involvement (MI), training (T), and experimentation (XPM) 

had a relatively small size effect. The size effect of the learning culture (LC) construct was 

average. As for experience (XP), the size effect was significant. On the other hand, there was 

no size effect for the construct "organisational memory" (MO), as the ƒ² value was well below 

0.02.  

To estimate the path coefficients, the bootstrapping method was used. Table 7 presents its 

results. 

 

Table 7. Estimation of structural model relationships 

Research 

hypotheses 
Paths 

Original 

sample 
t-value p-value Decision 

H1 LC → OL 0.274 3.259 0.001** Accepted 

H2 KM → OL 0.134 1.769 0.077 Rejected 
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H3 XP → OL 0.512 5.139 0.000** Accepted 

H4 XPM → OL 0.138 1.296 0.195 Rejected 

H5 T → OL 0.173 1.866 0.062 Rejected 

H6 IS → OL 0.135 1.894 0.058 Rejected 

H7 MI → OL 0.204 2.490 0.013* Accepted 

H8 EI → OL 0.217 2.367 0.018* Accepted 

H9 OM → OL 0.061 0.599 0.549 Rejected 

Note. * - Significant at p ≤ 0,05, ** - Significant at p ≤ 0,01. 

Source: Authors' own elaboration 

 

All the four determinants – learning culture, experience, management involvement and 

employee involvement – were found to have a significant and positive impact on 

organisational learning. This allowed for confirming the research hypotheses 1, 3, 7, and 8, 

and for rejecting the hypotheses 2, 4, 5, 6, and 9 (provided that H5, H6, and H9 were rejected 

marginally). 

 

5. DISCUSSION  

 

Identification of the determinants governing organisational learning is pivotal as these 

determinants constitute the foundational elements from which organisations derive their 

knowledge (Schulz, 2002). Comparing the conceptual model with the realities observed in the 

field enabled the identification of four major determinants of organisational learning within 

the analysed SMEs: learning culture, management involvement, employee involvement and 

experience.  

 

In the first place, the data analysis confirmed the existence of a prevalent learning culture 

within the SMEs under examination. This aligns with the study conducted by Hamed and Agti 

(2018) in the Algerian hotel sector, where a learning-oriented culture significantly enhanced 

the sharing of knowledge among employees. The convergence of findings from various 

studies underscores the pivotal role of an organisational culture that encourages the sharing 

and dissemination of learning, emerging as a key stimulator of organisational learning. 

 

The second determinant identified is the involvement of management, including the owner-

manager. This discovery is particularly optimistic, countering the criticism faced by Algerian 

leaders for their authoritarian leadership style (Bouhelal & Kerbouche, 2015; Madoui, 2007). 

It suggests a shift towards collaboration, urging Algerian leaders to contribute actively to 

shaping a shared vision for the future of their organisations, fostering a deeper understanding 

of organisational learning. 

 

Employee involvement emerges as another significant determinant of organisational learning. 

This is a positive aspect for the surveyed SMEs, given that employee participation serves as 

the linchpin without which learning would be constrained. Notably, the Algerian context has 

been described as having passive social relations within SMEs (Madoui, 2007), presenting a 

potential barrier to effective employee participation. Initiatives to address these barriers, such 

as fostering open communication channels and empowering employees, are crucial for 

enhancing organisational learning. 

 

Finally, experience appears as a notable determinant, with SMEs demonstrating a preference 

for lived experiences as a supportive element for organisational learning. This finding aligns 
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with the results of Datoussaid et al. (2020) in the agricultural exporting SMEs in Biskra 

province, highlighting the significant contribution of accumulated experience to reinforcing 

the organisational learning process. 

 

The remaining determinants: knowledge management, experimentation, training, information 

system, and organisational memory, are not supported by the data. The lack of statistical 

significance in knowledge management can be partially attributed to the challenges faced by 

SMEs in attracting, training, and retaining employees, negatively impacting their ability to 

generate and retain knowledge (Sanzo et al., 2012). Strategies such as creating a culture of 

trust, fostering direct contacts, and employing information communication technology (ICT) 

tools are recommended to overcome these challenges (Djedjik & Abidat, 2014). The absence 

of a significant relationship between experimentation and organisational learning suggests the 

need for organisations to adopt a positive approach toward experimentation. Encouraging 

creativity and a willingness to take controlled risks becomes imperative for fostering 

experimentation and, consequently, organisational learning (Chiva & Alegre, 2008). The non-

verification of the impact of training on organisational learning is concerning, especially 

considering the legal requirement in Algeria that encourages employers to invest in human 

capital development. Addressing this gap is crucial, particularly for SMEs, which tend to offer 

less formal training compared to larger companies, despite acknowledging its necessity (Kim 

& Marsick, 2013). The study reveals a lack of influence of the information system on 

organisational learning, pointing to a broader issue in the Algerian context. Organisations 

adopting information communication technology without proper user support hinder the 

realisation of benefits (Benabderrahmane-Bouriche, 2012). A holistic approach, considering 

both technological dimensions and the human factor, is crucial for maximising the potential of 

the information system in organisational learning. The impact of organisational memory on 

organisational learning remains unverified, suggesting either a neglect of memory efforts or a 

failure to utilise the built memory within the SMEs studied. This underscores the importance 

of effective organisational memory management practices, such as maintaining an efficient 

archiving system and recording successful experiences, to prevent repetition of mistakes and 

facilitate knowledge transfer (Zaidi, 2017).  

 

6. CONCLUSIONS  

 

This study sought to discern the pivotal factors influencing organisational learning within 

Algerian SMEs. Findings from a survey conducted among SMEs in the Algerian Bejaia 

province show that organisational learning is mainly based on experiential knowledge. The 

foundation for this lies in a learning culture fostering collaboration, knowledge sharing, 

mutual support, and open communication among employees. Simultaneously, the 

commitment of management, including the owner-manager, and active employee involvement 

serve as crucial pillars supporting this organisational learning framework. These aspects 

reflect the degree to which employees embrace a continuous learning mindset and the 

effectiveness of management in fostering and endorsing such a culture. 

 

When SMEs gain a comprehensive understanding of their organisational learning processes, 

they are better equipped to discern their strengths and weaknesses (Dada & Fogg, 2016). In 

this context, the role of Algerian managers assumes paramount significance in addressing this 

scenario. This involves the implementation of effective knowledge capital management, 

fostering a culture that encourages experimentation with novel ideas, supporting continuous 

training initiatives, and adopting information systems that facilitate the dissemination and 

capitalisation of acquired knowledge within the organisation's memory. 
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In this context, it is crucial to emphasise that organisational learning is fundamentally a 

mindset—a dynamic and ongoing process. Management, whether it be the owner-manager or 

top management, plays a pivotal role in acknowledging its significance and effecting 

necessary managerial changes to prioritise it. Adopting a conscious learning attitude is 

imperative, and involving employees and external stakeholders as active participants in the 

process is vital. While it is a long-term undertaking, it is indispensable for any organisation 

aspiring to evolve into a fully-fledged learning entity. 

 

The results of the present study emphasise the need for a holistic approach encompassing 

cultural, managerial, and employee-centric initiatives to foster effective organisational 

learning. Addressing the challenges associated with non-significant determinants is 

paramount for harnessing the full potential of these elements in the Algerian business 

landscape, especially in the face of the complexities of the environment and the rapidly 

changing dynamics of today's business world. 

 

• Practical implications 

In response to the observation by Arab and Lambert (2020), which highlights that while 

organisational learning is present within Algerian companies, it remains a fragile process, this 

study aims to further elucidate the factors that could strengthen and optimise this process. 

Additionally, by focusing our research on organisational learning within the context of SMEs, 

we contribute to enriching the existing literature in this area, which remains under-theorised 

(Dada & Fogg, 2016). The findings provide a current overview and highlight areas for 

improvement to better promote organisational learning within Algerian SMEs, given that, as 

noted by Kim and Marsick (2013), the design of this process must be adapted for SMEs 

differently from that for large enterprises. 

 

• Limitations and future research 

It is important to note that this research has a few limitations, which leads us to suggest a few 

implications for future studies: 

• Challenges Related to Latent Variables: The latent nature of the variables studied makes 

their analysis more complex, especially regarding operationalisation. Our research relied on 

scales tested in contexts different from the Algerian context, such as American, European, and 

Asian settings. Therefore, it would be useful to conduct studies aimed at developing 

representative and context-specific measurement scales for the Algerian context. 

Exploration of mediation and moderation effects: Despite their importance, the analysis of 

mediation and moderation effects remains underutilised in social sciences (El Akremi & 

Roussel, 2003). It would, therefore, be prudent to explore these effects to clarify the nature of 

the relationship between organisational learning and its determinants.  
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