Organisational Learning by Levitt and March 1988
The interpretation of organisational learning builds on three observations from the studies of organisations.

1. Behaviour in an organisation is based on routines: Organisations don’t calculate the optimal choices; they only match procedure to the situations.

2. Organisational actions are history-dependent: Routines are interpretations of the past rather than the anticipations of the future.

3. Organisations are oriented to targets: Their behaviour depends on the relation between the outcomes they observe and the aspiration they have for those outcomes.

Within such a framework, organisations are seen as learning by encoding inferences from history into routines that guide behaviour. Routines are independent of the individual actors who execute them and are capable of surviving considerable turnover in individual actors.

How routine is developed/ changed?

1. Trial-and-error experimentation: positive/negative reinforcements (good/meet target ( adopt; bad/miss target ( discard)
2. Organisational search: an organisational draw from a pool of alternative routines, adopting better ones when they are discovered.

Learning by doing

Organisations also accumulate learning from direct experience. Its purest form is learning curve (average cost declines as organisations cumulate production). They have been many empirical studies that confirm the existence of learning economies.
Competency traps

Occur when favourable performance with an inferior procedure leads an organisation to accumulate more experience with it, thus keeping experience with a superior procedure inadequate to make it rewarding to use. Such traps are well-known both in their new technology version and their new procedure version. A very clear example given in the article is the standard use of typewriter keyboard. I.e there may be a better way of designing keyboard layout; but even this is invented, people won’t adopt because they are already familiar with the (inferior) layout.

Interpretation of experience
Certain properties of the interpretation of experience step from features of individual inference and judgment. Individuals are not prefect statisticians, so they make errors (many of the errors mentioned in this section can be found in lecture 3 i.e. biases from availability heuristics, biases from representative heuristics, and other biases)
Organisational memory

As mentioned earlier, organisations are routine-based.  The lessons of experience are maintained an accumulated within routines despite the turnover of personnel and the passage of time. Rules, procedure, technologies, beliefs, and cultures are conserved through systems of socialisation and control. They are retrieved through mechanisms of attention within a memory structure.

Learning from the experience of others

Organisations capture the experience of other organisation through the transfer of encoded experience in the form of technologies, codes, procedures, or similar norms. This diffusion of experience and routines from other organisations within a community or organisations complicates the theories routine-based learning. So, within organisations, firms learn from the routine. But across organisations, firms learn through networking and interactions.
Ecologies of learning

Organisations are collections of subunits learning in an environment that consists of other collections of learning subunits (so each organisation is characterised by its own ecosystem, I think). The ecological structure is a complication in two senses. First, it complicates learning. Second, ecology of learning complicates the systematic comprehension and modelling of learning processes.

Learning as a form of intelligence

The theory of organisational learning can be applied to explain the dynamic of organisational change over time. In addition, it can also be used to view organisational intelligence. Important organisational intelligence can be achieved by giving organisations capabilities to learn quickly and precisely.  

