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Abstract

There are previous studies in the management literature on the idea that organiza-
tional emotional memory is the emotional part of organizational memory and influ-
ences firm innovativeness. In this study, the effects of organizational emotional
memory on organizational learning and firm performance were examined. For this
purpose, a survey was applied to managers of medium and large scale firms in Is-
tanbul and Kocaeli provinces in Turkey in 2018. 622 people from 138 firms partic-
ipated in the survey. The research found that there is a positive relationship be-
tween level, dissemination, storage dimensions of organizational emotional
memory and organizational learning and firm performance. In addition, (a) there is
a positive correlation between organizational learning and firm performance, (b) it
is determined that the organizational learning has a mediating variable effect on the
relation between the level, dissemination dimensions of organizational emotional
memory and firm performance.

Keywords: Organizational Emotional Memory, Emotional Memory, Organ-
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KURUMSAL DUYGUSAL HAFIZANIN ORGUTSEL OGRENME VE
FIRMA PERFORMANSINA ETKIiSININ ARASTIRILMASI

Oz
Yonetim literatiiriinde; kurumsal duygusal hafizanin, kurumsal hafizanin duygusal
boliimii oldugu ve firma yenilikgiligini etkiledigi konusunda, onceden yapilmis
olan arastirmalar mevcuttur. Bu ¢alisma ile kurumsal duygusal hafizanin 6rgiitsel
O0grenme ve firma performansina olan etkileri deneysel olarak incelenmistir. Bu
maksatla, 2018 yilinda Istanbul ve Kocaeli illerindeki orta ve biiyiik 6lcekli firma
yoneticilerine anket uygulanmistir. Arastirmaya, 138 firmadan, 622 kisi katilmstir.
Aragtirma ile kurumsal duygusal hafizanin seviyesi, yayilimi ve depolanmasi
boyutlart ile orgiitsel 6grenme ve firma performansi arasinda pozitif bir iligkinin
oldugu saptanmistir. Ayrica orgiitsel 6grenmenin; (a) firma performansi arasinda
pozitif bir iligki oldugu, (b) kurumsal duygusal hafizanin seviyesi ve yayilimi
boyutlart ile firma performansi arasindaki iligskide, orgiitsel 6grenmenin tam ara
degisken etkisinin oldugu tespit edilmistir.

Anahtar kelimeler: Kurumsal Duygusal Hafiza, Duygusal Hafiza, Ku-
rumsal Hafiza, Orgiitsel Ogrenme, Firma Performansi

INTRODUCTION

This study aims to identify the effects of organizational emotional memory on organiza-
tional learning in firms and on firm performance.

The study respectively gives place to conceptual and theoretical framework on memory,
organizational memory, organizational emotional memory, and organizational learning within
the context of existing research in the literature.

Within the scope of the study, a survey was administered to 622 managers of 138 firms in
business on the manufacturing and service sectors in 2018. Survey data analysis was carried out
on the relations between the sub-dimensions of organizational emotional memory and organiza-
tional learning and firm performance. The findings of the data analysis are provided, and sug-
gestions made for future research and firms.

1. Conceptual Framework
1.1. Memory

Preliminary studies on memory were done in the field of philosophy. Whereas, the first
scientific study on memory was conducted by Hermann Ebbinghaus. Ebbinghaus primarily ex-
amined memory by observations and measurements within the experimental dimension.

Ebbinghaus’ research was later confirmed by Jost’s studies. In 1897, he introduced the
Jost Law, which states that “If two learners are of the same strength, but of different ages, the
older one will fall off less rapidly in a given length of time” (Ozakpinar, 2012: 28; 47). In Fig-
ure 1, two separate learnings of the same strength are given on two separate lines. The front
dark-colored bar represents an older learning, while the bar shown in the back represents a new-
er learning. It is understood from the level of the bars that with the passing of time the newer
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learning loses more strength. The strength of newer learnings reduces more and begins to be
forgotten more, compared to the older ones.

/ STRENGTH \

of Same Strength

Difference I
Now Later

Figure 1. Jost Law

Later Learning H Later Learning

Previous Learning Previous Learning
—_— TIME

Source: Mert, 2017b: 22, Individual Memory in Organizations.

Memory as a subject matter was dealt within the psychology of perception in the 19th and
20th centuries. However, it has recently been one of the research areas of psychology, neurolo-
gy and social sciences (Mert, 2017b: 21-22).

“Memory is defined as the ability to remember the past on a conscious or unconscious
level (Ganong, 1996).

1.2. The Concept of Organizational Memory and its Categories

Organizational memory is everything done in an organization. Organizational memory is
established by exposure partly to collective and individual experiences as well as to public nar-
rative (Schmidt, 2003). All the information, documents and processes related to the past of an
organization are the most significant resources it resorts to while forming its organizational
future plans. All of these resources constitute the organizational memory of an organization.

Information is vital for organizational success. Drucker (1993) states that information is
an important means in organizational production. Bock, Zmud, Kim and Lee (2005) suggest that
information is the basic component of the competitive advantage of a firm, and the firm value
resting on the knowledge-based view is the key constituent. The ability of a firm to store, con-
vey and expand information significantly affects information creation and the competitive ad-
vantage of that firm (Lai et al., 2011: 10493).

The aim is to form an organizational memory with the information from the past, and to
pursue the useful memories and not to repeat the mistakes through actions to be taken in the
future. It is a means to achieve organizational learning that will later direct productive decisions
and operations (Ji and Salvendy, 2001: 129).

In Table 1, differences in organizational and individual interpretations about problems
and solutions are given. Coherence in organizational interpretation is possible with sharing of
interpretations of matters among individuals. Organizational interpretive system surpasses the
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individual level by means of the sharing process. Therefore, organizations should preserve the
past information even when the key organizational members leave. The past interpretations are
not only settled among individuals, but they are also built-in systems and works (for instance:
structures, recyclables, ecology). Organizational memory is a concept that resides both at the
individual level and the organizational level (Walsh and Ungson, 1991: 61).

It is clear that categorizations according to various points of view have been made about
the types of organizational memory in the relevant literature.

The increasing evidence about the existence of organizational memory show that such
memory consists of two types of knowledge: functional and declarative memory. Functional
memory refers to process memory or the memory of abilities for conducting tasks. The concept
of declarative memory refers to the memory of situations or incidents. Such a memory may
consist of information about customer preferences or technical characteristics of the product line
of a firm (Moorman and Miner, 1997: 93).

Table 1. Individual Memory and Organizational Memory

SUBJECT INDIVIDUAL ORGANIZATIONAL MEMORY
MEMORY (ORGANIC) (ORGANIC + BUILT-IN)
Existence Dependent on individual | Independent of individuals
Problem Solving - Differs according to - Surpasses H.ldl.wdual levfel.
. 4 . - Coherence in interpretations.
and Decision individuals. .
. . - Interpretations are formed by the
Making - More efficient. . Lo
sharing among individuals.
Kn(}“‘rltft!ge Individual Fon:n:te_d by individual cognitive
Acquisition activities
Place Individual Both in individuals and in systems

and works

Efforts for protection of organic

Memory Protection | Individual memory and built-in memory.

Both at individual and collective
level. At individual level: incidents,
Memory Level Individual rules, skills. At collective level:
Organizational culture, rules,
collective beliefs and values.

Both at individual and organizational

Memory Concept Individual. level.

Source: Mert, 2017c: 79, Organizational Memory.

Another kind of memory content is organizational emotional memory. In terms of giving
an exact picture of organizational memory, the fact that the emotional aspect of organizational
memory (i.e., emotional memory) should be researched is suggested by Walsh (1995) and
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Feldman and Feldman (2006). Akgiin et al. (2012a) identified that organizations have emotional
memory, and this can be measured. In their study, Akgiin et al. (2012b) give the theoretical
framework of the emotional memory of organizations.

1.3. Organizational Emotional Memory

Emotions are basic for existence and making life meaningful. Emotions are the basic
source for energy of life, providing vital and useful information (Baltas, 2011: 10). In Latin,
emotions are defined as motus anima, “the spirit stirring us”.

In such works as in Hochshild’s Emotional Labor (1983) and in Fineman’s Emotions in
Organizations (1993), the definition of the term “emotion” as “a mental condition that makes an
individual feel” drew a great attention in the literature of organizational theory and behavior
(Domagalski, 1999). In the studies on emotional labor, it is stated that employees manage their
emotions according to expectations of organization and customers (Hochschild, 1983).

The studies on behavior and organizational theory point to the fact that emotions are a
part of organizational life and workplace life, because organizations are composed of people and
people have emotions (Ashforth and Humphrey, 1995; Domagalski, 1999). Scientists in the
field of management (e.g., Fineman, 1993; Rafaeli & Worline, 2001) suggest that there are emo-
tional areas in organizations, and organizations can effectively manage and arrange employees’
emotions. Organizations are a means in expressing, controlling, and maintaining one’s emo-
tions. They direct, increase, and decrease emotions (Levine, 2001).

Organizational memory contents are cognitive components that underlie memory and
show existence of memory in organizations (Van Stijn & Wesley, 2001). Organizational
memory is not a monolithic concept and it has many dimensions (Walsh and Ungson, 1991;
Feldman and Feldman, 2006). The significance of researching the emotional aspect of organiza-
tional memory (that is organizational emotional memory) is suggested by Walsh (1995) and
Feldman and Feldman (2006). Emotional memory is the memory of emotional incidents and
experiences (Akgiin et.al, 2012b: 96).

The fact that organizational emotional memory is a sub-dimension of organizational
memory was first identified by Akgiin et.al (2012a). In previous studies, it was suggested that
there is a positive correlation between organizational emotional memory and firm innovative-
ness (Akgiin et.al, 2012a).

According to the psychodynamic research of organizations, emotions are said to be most-
ly unconscious (Gabriel, 2000). Gabriel and Griffiths (2002) claim that emotions come out of
the depth of unconscious processes, and unconscious processes form a series of story categories
in order to make a memory base in organizations. Emotional incidents and experiences, are not
written. They are spread among employees by means of stories and dialogues. Then, these inci-
dents create an unconscious behavior. And in the course of time the explanation and / or reason-
ing of this behavior may get lost or just become unconscious. Such psychodynamic processes as
stories make emotional memory easy by means of reflection on produced images. In fact, as
emotions appear in images (Gabriel and Griffiths, 2002), emotional memory takes the shape of
mental images regardless of whether they are remembered consciously or unconsciously.

Organizational emotional memory is defined as the memory of past strong emotional ex-
periences that are unconsciously embedded and shaped in mind for use in present and future
activities and in organizational operations (Akgiin et.al., 2012b: 99). Emotional memory is de-
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fined as accumulation of past emotional experiences and incidents that are fragmental, uncon-
scious and image-based. Indeed, emotions are naturally fragmental, unconscious and image-
based (MacKinnon, 1994: 31; as cited in Akgiin et al., 2012a: 434) past experiences and inci-
dents. Emotional memory is dependent on its own unique source (fact or fictional), and is ex-
pressed as a recall attributed to fragmental past experiences. In this respect, emotional memory
refers to the fact that the reason that emerges as an emotional response or that belongs to an
incident stimulated by a specific emotional expression is individual or situational (Massey,
2002). An environmental change, economic recession, a meeting, a strike or work stoppage and
sales are a key incidents, thus they constitute emotional memory (Mert, 2017c: 94).

To know emotional memory concept and processes helps directors in controlling and
guidance, arranging, and directing past emotional incidents in order to perform effectively. Or-
ganizational emotional memory building is a multi-dimensional process consisting of value,
stimulation and level of past emotional experience (Akgiin et.al., 2012b: 107-108). As the value
and stimulation of emotional experience are dependent on context, evaluating them differs in
terms of innovativeness, decision and learning. It is clear that all information, background and
emotions added to organizational emotional memory will not be available there continuously.
Emotional memory changes in time like declarative and functional memory. And with regard to
this change issue, beneficial and good aspect of emotional memory can be challenging. (Mert,
2017a: 58).

In their study, Akgiin et.al (2012a) identified organizational emotional memory dimen-
sions as a multi-dimensional structure by taking Moorman and Miner’s (1997) organizational
memory study as a basis. As Moorman and Miner (1997) suggest, these are its degree (i.e.the
total of accumulated information), its dissemination (i.e. the degree of sharing information in
organization) and accessibility (i.e. what information is remembered or available for organiza-
tion). Akgiin et al. (2012a) suggest that there are three premise dimensions of emotional
memory. These dimensions enable emotional memory to be measured, and are outcomes or
behaviors of emotional memory. These dimensions are given below (Akgiin et al., 2012a: 433):

(1) Emotional experience level (The accumulated amount of the past emotional experi-
ences of an organization.)

(2) Emotional experience accumulation (The accumulation bucket in which there are
past experiences in organization)

(3) Emotional experience dissemination (The degree of past emotional experiences
shared in organization)

1.4. Organizational Learning

The conceptual framework of organizational learning was set forth in the 1940s. How-
ever, until Peter Senge’s book The Fifth Discipline in 1990, such expressions as learning or-
ganizations and organizational learning were only in business dictionaries (Taylor et al., 2010:
353).

There are few empirical studies on philosophy, aims and applications of organizational
learning in the literature (Cheung et al., 2016: 278). There is no theory or model of organiza-
tional learning that is acknowledged by everybody (Fiol and Lyles, 1985: 803). Although the
significance of organizational learning is set forth in many studies, and despite passing of years
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for describing and explaining organizational learning, its mystery is still unsolved (Taylor et
al., 2010: 353).

Organizational learning becomes applicable practically in any organization by focusing
the attention of administration on some mechanisms. These mechanisms are a perception abil-
ity that interpret, with the accumulated information, the internal and external information, and
react to them in order to enable competitive advantage.

Some of the theoretical studies carried on organizational learning are: behavior change
mechanisms (Huber, 1991), patterns emerged by interaction, thinking and behavior (Antono-
copoulou and Chiva, 2007) and organizational memory systems (Walsh and Ungson, 1991).
Apart from these, there are such studies as adaptation and adjustment ability embedded in or-
ganization (Jacobs and Coghlan, 2005), organizational learning improvement of employees’
experiences and expectations (Belle, 2016: 332).

In organizational learning research, it is suggested that organizational learning is a learn-
ing that consists all experiences of an organization. However, it has also been discovered that
organizational learning is obtained by past unsuccessful experiences and all accumulated past
experiences as well. (Madsen and Desai, 2010: 453). Thanks to organizational learning re-
search by Cangelosi and Dill (1965) and Shrivastava (1983); organizational learning came
forth with observation and an efficient interpretation (Imran et al., 2016: 234). According to
Fiol and Lyles (1985: 803), the systematic reviews done on the literature of strategic manage-
ment point at an interesting dilemma. Although the significant effect of organizational learning
on strategic performance is widely accepted, there is no agreed-upon theory or model of organ-
izational learning. The preliminary studies are on defining, improving and detailing organiza-
tional learning and its constituents. Each of these studies approaches organizational learning
from different perspectives. According to Madsen and Desai (2010: 453), organizational learn-
ing theories are produced from behavioral theories of firms. In parallel with this, decision-
makers in organizations take preferences about targets into consideration in decision-making.
Preferences divides the performance of an organization as success and failure. The decision-
makers identify the performance as success if it surpasses the level of preference; and they
identify it as failure if it remains under the level of preference.

The process of organizational learning is a dynamic process including the improvement
of organizational knowledge. Organizational learning process passes from individual level to
group level, and from there to organizational level, and returns back again (Crossan et al.,
1999: 522-537). This process comes forth by undergoing such processes as information acqui-
sition, information dissemination, information interpretation and formation of organizational
memory. Environment, structure and technology support this process (Gii¢li and Sotirofski,
2006: 364):

(1) Acquisition of Information: Learning starts with information acquisition of organ-
ization (Dogdson, 1993). Organization first realizes that its information is missing and insuffi-
cient; and in order to fill the deficiency of information, it then goes on to acquire information
(Akgiin et al., 2009: 97).

(2) Dissemination of Information: The dissemination of information comes after the
process of information acquisition. Organizational learning differs from individual learning
with dissemination of information and elicitation of a common interpretation from information
(Slater and Narver, 1995: 63-74). Organizational learning requires the dissemination of infor-
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mation within organization in order to achieve competitive advantage (Jones and Macpherson,
2006: 155).

(3) Interpretation of Information: This phase exhibits the quality of a creative pro-
cess. Various information is created in the interpretation process. As the existence of different
interpretations will increase the potential behaviors of organization, it will contribute to organi-
zational learning (Akgiin et al., 2009: 97).

(4) Storage and retrieval of information: Making a map of information is an im-
portant activity for a firm. In parallel with information maps, there are technologies that sort
and store information as well. Among these, there are databases, document management, con-
tent management systems and data storages (Mert, 2017a: 113-114). Understanding and arrang-
ing information is significant in terms of keeping it in mind in order to use when needed
(Giordian, 2008: 129).

2. Research

In this section, the assumed relations between the variables emphasized in the literature
and conceptual framework are explained with theoretical arguments, followed by proposed
hypotheses. Subsequently, the findings of structural equation modelling analysis conducted in
order to experimentally test the hypotheses are presented.

2.1. Research Modelling and Development of Hypotheses

This study, as shown in the Research Model in Figure 3, aims to research the effects of
organizational emotional memory on organizational learning and firm performance. The sche-
matic content of the model is below:

ORGANIZATIONAL Organizational
EMOTIONAL MEMORY / Learning \

- Organizational Emotional Hias Hy
Memory Level H, \ Firm Performance

- Organizational Emotional 5,6
Memory Dissemination

- Organizational Emotional
Memory Storage

Figure 3. The Research Model

The relations to be researched within the Model and the relevant hypotheses are given
below.

2.1.1. The Relation between Organizational Emotional Memory and Organizational
Learning

Around a shared vision and culture, an organization should develop new strategies and
structures in order to become a learning organization. Robey et al. (2000) defines organization-
al learning as an intentional or unintentional organizational process which makes acquisition,
access and correction of organizational memory possible, and direct organizational action in the
end. An organizational memory framework is also constructed by using the logic behind this
definition (Ozorhon et al., 2005: 68).

One way of making organizational learning function more easily is to regard it as the de-
velopment of memory of organization (Cross and Bairdi, 2000: 69-70). Organizational memory

The Journal of Academic Social Science Y1l:6, Say1: 72, Haziran 2018, s. 313-338

320



Kurumsal Duygusal Hafizanin Orgiitsel Ogrenme ve Firma Performansina Etkisinin Arasti-

rilmast

is very important for directing the accumulated information in learning organizations (Wein-
berger et.al., 2008: 1454). Organizational learning is created by accumulation of information
spread through an organization via memory (Rensburg, 2011: 98). Basic functions of organiza-
tional memory are: perception, acquisition, distinction, register, storage, retrieval, interpretation
and transmission of organizational information (Jennex and Olfman, 2002: 208). Memory and
learning processes are complementary processes. Learning is placing information into memory
(Mert, 2017a: 157). In the light of these definitions, the following hypotheses were developed:

Hi: There is a positive correlation between organizational emotional memory level and
organizational learning.

H.: There is a positive correlation between organizational emotional memory dissemina-
tion and organizational learning.

Hs: There is a positive correlation between organizational emotional memory storage
and organizational learning.

2.1.2. The Relations between Organizational Emotional Memory and Firm Perfor-
mance

Emotionally mature individuals’ contribution to firm success is high. Administrators and
individuals who are aware of their own emotions and direct them, and pay attention to others’
feelings and emotions can create relations based on trust. These individuals can prompt em-
ployees for the desired outcome. They enable individual motivation to be high as well so that
they can successfully finalize conflicts and problems within the organization (Baltag, 2011: 50).
High performance in firms is ensured by the gathering of firm members around common aims.
Administrators should create a culture based on high performance. In creating such an organi-
zational culture, the role of administrator attitudes, firm characteristics and the role of adminis-
trative attitudes on organization members are significant (Altin6z, 2009: 97). Emotions serve
targets, and they have a function. They do things for individuals (Merlevede et al., 2003: 114).
Akgiin et al. (2012a) identified that there is a positive correlation between organizational emo-
tional memory and firm innovativeness. And innovativeness leads to an increase in firm per-
formance by providing firms advantageous competition (Boudens, 2005). In parallel with these
information, the relevant hypotheses were developed as below:

H.: There is a positive correlation between the level of organizational emotional memory
and firm performance.

Hs: There is a positive correlation between the dissemination of organizational emotional
memory and firm performance.

He: There is a positive correlation between the storage of organizational emotional
memory and firm performance.

2.1.3. The Relations between Organizational Learning and Firm Performance

Nonaka (1994) draws attention to the relation between learning and performance by em-
phasizing that firms improve their adaptation skills in order to adapt rapidly to consumer expec-
tations and industrial changes. Firms can quickly adapt to the changes in the market by means
of organizational learning. A high level of learning enables firms to achieve a more flexible
structure than their rivals and to respond more quickly to the changes in the market. Thus, or-
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ganizational learning is significant in increasing firm performance (Jimenez-Jimenez and Sanz-
Valle, 2011).

Explaining the relation between organizational learning and performance with a simple
model, Buckler (1998) suggests that organizational learning brings behavior change together
with obtaining new information, attitudes and skills, and this may result in improvements in
products, services and processes. And the final outcome of all these developments becomes a
constant improvement in performance in terms of doing things better in time, or a step-by-step
improvement meaning doing better things. Around these explanations, the relevant hypothesis
below was developed

H-: There is a positive correlation between organizational learning and firm perfor-
mance.

2.1.4. The Role of Organizational Learning in the Relation between Organizational
Emotional Memory and Firm Performance

Learning requires an individual to experience cognitive and intuitional processes (Kogel,
2001: 428). Learning means acquisition of knowledge (Terry, 2013: 8). The act of learning
leads to the establishment of an equilibrium between determination and change. The stress be-
tween determination and change, that is the emotional condition, is a must in order for learning
to happen (Fiol and Lyles, 1985).

The permanence of learning is related to memory. Memory and learning processes com-
plement each other. Memory includes such processes as encoding, storing and retrieving infor-
mation. To symbolize and to encode information are crucial for recalling information. Infor-
mation is symbolized by two ways. The first way is to transform information into mental pic-
tures and images. The second one is to transform information into verbal symbols. Memory
becomes a reconstructed process. Learning is placing information into memory (Mert, 2017a:
164). Memory functions according to three principles: association, imagination and order-
structure (Buzan, 1996).

The power of organizational learning necessitates that the phase in which learning is re-
alized, namely encoding phase, be powerful. And this power requires organizational emotional
memory to be powerful, as organizational emotional memory is an accumulation of fragment-
ed, unconscious and image-based incidents (Mert, 2017a: 164). As the power of organizational
learning increases, its potential outcomes will also increase. The increase in human quality and
ability will be improvement in common understanding and recognition structures and im-
provement in systems, structure, strategies, directions, behavior norms and culture of an organ-
ization. And this provides the increase in firm performance (Amiri et al., 2010: 102). Thus, the
relevant hypotheses in this sense are given below:

Hs: The organizational learning has a mediating effect on the relation between organiza-
tional emotional memory level and firm performance.

Ho: The organizational learning has a mediating effect on the relation between organiza-
tional emotional memory dissemination and firm performance.

Hio: The organizational learning has a mediating effect on the relation between organiza-
tional emotional memory storage and firm performance.
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2.2. Research Design
2.2.1. Scales

In the study, in order to test the hypotheses that show the relations between variables
forming the conceptual research model developed in accordance with the relevant literature; the
scales developed in the studies published in the international literature, validity and reliability
of which are verified, were used. In order to measure the variables given in the conceptual
model, a total of 55 statements prepared in accordance with 5-item Likert scale were addressed
to the participants.

Six statements were for identifying the demographic characteristics of people and firms.
In order to measure organizational emotional memory, the scale developed by Akgiin et al.
(2012a) was utilized. Fourteen statements were for determining organizational emotional
memory level, and four statements were for organizational emotional memory dissemination.

In order to measure organizational learning, the statements developed by Jerez-Gomez et
al. (2005) were used. 5 statements were for administrative dependence, 3 statements for system
perspective, 4 statements for openness and experiencing, and 4 statements for information
transfer and integration.

In order to measure firm performance, the scale developed by Akgiin et al. (2009) was
used. The scale included 15 statements.

2.2.2. Sampling

The population of the research consisted firms operating in the manufacturing and ser-
vice sectors in the cities of Istanbul and Kocaeli. The aim of conducting the research in the
cities of Istanbul and Kocaeli is that this region is central in Turkey for the manufacturing and
service sectors. Moreover, this region is the leading region for foreign investors, productive
services, wholesale and retail, manufacturing and transportation sectors in terms of finance and
real estate. To this end, the firms were determined by taking the data of the “Turkey’s First 500
Large Firms” list published by istanbul Chamber of Commerce every year, and “ISO Second
Big 500 List” as a foundation. From these lists, a list of 203 firms was prepared. Selection of
these firms were done according to the criteria in the study by Akgiin et al. (2012a: 440):

(1) Whether they develop new products and export them to other countries (England,
Germany, Arab countries, Asia, Russia, etc.)

(2) Whether they organize and are run according to the Western style of management.
For instance, whether they work in accordance with the ISO and the European Quality Stand-
ards.

(3) Whether they merge with international firms
(4) Whether they employ at least 30 people

The field-study using the survey method was conducted in January-March 2018. For the
field-study, 203 firms were contacted and, informed about the study and asked whether could
participate.

According to Kumar and Stern (1993), in order to reduce taking information from only
one source while conducting the survey, at least two people having the most information about
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the activities, culture and employers of the firm were asked to participate. These participants
were meant to be the key informers in the firm. As the key informers have the general outlook
of the organization, they can give explanatory information about organizational knowledge,
past experiences, innovativeness and performance. At the same time, the questionnaire form
used in the study included general organization knowledge, skills, emotional experiences and
incidents.

It was identified that the majority of the participants are the top-tiers of their positions.
The participants have been working in their firms for more than 5 years on average. They all
are at least graduates of a high school or a university.

In accordance with the studies of Podsakoff, MacKenzie, Lee and Podsakoff (2003), the
participants were informed about the fact that their identities would be hidden, and that no con-
tact would be made with third parties and their firms. Keeping the names anonymous increased
the participants’ motivation for collaborating without fear of any harm. In addition, it was said
that there were no true or false questions, thus answers should be given openly and cadidly.

168 firms accepted to participate. A total of 677 participants were reached; 415 people
were administered the questionnaire in person, and 262 people filled the questionnaire by
phone (CATI). The firms with only one participant and the missing and faulty forms were elim-
inated. Thus, the data of 138 firms and 622 participants were analyzed.

Of the participants:
- 23.8 % work in the management
- 16.2 % in the manufacturing
- 16.2 % in the Human Resources departments.

Of the participants;
- 4.7 % are department heads,
- 15.6 % product/project managers
- 11.7 % general directors.

In 40.2 % of the firms, there are 2001-and-over personnel.

Of these firms;
- 41.6 % have been operating for 26-50 years
- 32.8 % 51 years and over
- 22.7 % 11-25 years.

In addition, of these firms;
- 75.9 % are in the manufacturing sector
- 24.1 % in the service sector.

2.2.3. Analysis and Results
2.2.3.1. Validity and Reliability of the Scales

The construct validity of the scales were conducted with exploratory factor analysis first.
In order to test the convenience of the data set in the organizational emotional memory scale for
factor analysis, Kaiser-Meyer-Olkin (KMO) and Bartlett tests were conducted. The KMO value
was identified as 0.91, which is higher than the acceptable border 0.70, and Bartlett test result
was over 0.50, which is meaningful at the significance level of 0.05; thus, the data set was found
to be convenient for factor analysis. The KMO coefficient showed that the data were convenient
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for analysis. The statements that remained alone under a factor, and those found to be related
with more than one factor were omitted from analysis. In the second factor analysis, 3 factors
having eigenvalues 1 and over were obtained. The total variance was found to be 77.4%. The
factors were respectively named as “Organizational Emotional Memory Dissemination”, “Or-
ganizational Emotional Memory Storage” and “Organizational Emotional Memory Level”.

In the organizational learning scale, the KMO value was over the acceptable border 0.70,
a high value as 0.91, and the Bartlett test was over 0.50, which is meaningful at the significance
level of 0.05; thus, the data set was found to be convenient for factor analysis. No statement had
a sampling adequacy degree under 0.50, no statement remained alone under a factor, no state-
ment was related with more than one factor, and no statement had a factor load under 0.50. In
the factor analysis, 3 factors having eigenvalues 1 and over were obtained. The total variance
was found to be 78 %. The factors were respectively named as “Administrative Dependence and
System Perspective”, “Openness and Experiencing” and “Information Transfer and Integration”.

In the firm performance scale, the KMO value was over the acceptable border 0.70, a
high value as 0.91, and the Bartlett test was over 0.50, which is meaningful at the significance
level of 0.05; thus, the data set was found to be convenient for factor analysis. The statements
that remained alone under a factor, and those found to be related with more than one factor were
omitted from analysis. In the factor analysis, only 1 factor having eigen value over 1 was ob-
tained. The total variance was found to be 66.9 %.

After the exploratory factor analysis, the construct validity of the scales was determined
also with the confirmatory factor analysis, as a part of structural equation modelling. Each of the
statements was meaningfully loaded to its own variable (the lowest t-value 2.50). As a result of
the analyses, the indexes obtained were found to provide the fit criteria (x?>=7138.965, df=3389,
x?/df=2.106, GF1=0.927, CFI=0.986, RMSEA=0.073, NF1=0.982). The factor loads are given in
Table 2. As seen in Table 2, it is understood that all measurements were over 0.60, in parallel
with the suggestion by Hair et al. (2006).

Table 2. CFA — Factor Loads

variable | F1 | F2 | F3 | F4 | /5 | F6 | F7
Level of Organizational Emotional Memory

LOEM6 | 0.613
LOEM4 0.677
LOEM3 | 0.884
LOEM1 [ 0.845
Dissemination of Organizational Emotional Memory
DOEMA4 0,856
DOEM3 0,869
DOEM2 0,832
DOEM1 0,814
Storage of Organizational Emotional Memory
SOEM14 0,743
SOEM13 0,787
SOEM11 0,803
SOEM10 0,779
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In addition, in order to examine the discriminant validity of the variables, the two-factor
model suggested by Bagozzi, Yi and Philips (1991) was utilized, and the fit of the restricted
models formed by AMOS 22.0 was compared with the original models. By means of the two-

SOEM9

0,761

SOEM5

0,718

Administrative Dependence

and System Perspective

AD1

0,796

AD2

0,794

AD3

0,837

AD4

0,818

ADS

0,840

SP1

0,866

SP2

0,853

SP3

0,859

Openness and Experiencing

OEl

0,856

OE2

0,863

OE3

0,868

OE4

0,852

Information Transfer and Integration

ITi1

0,850

ITI2

0,662

ITI3

0,888

ITi4

0,713

Firm Performance

FP2

0,788

FP3

0,790

FP8

0,608

FP12

0,839

FP14

0,831

v

factor model, the correlation between all factors is calculated to test the discriminant validity,

and is restricted for integrity. The restricted model is compared with the original model in this
study, a total of 46 models were developed, and 92 pairs of comparisons were evaluated. Each
chi-square change emerged in models (Ay?) (restricted and free) were found to be statistically
significant (Ay?>3.84). And thus, it is possible to say the variables have the discriminant validi-

ty
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Table 3. The Reliability Analysis Results of the Scales

Item Reliability

SEEE Number [ Coefficient R s
Organizational Emotional Memory
Dissemination 4 0.907 0.907 0.710
Organizational Emotional Memory 6 0.893 0.894 0586
Storage
CL)gnglzatlonal Emotional Memory 4 0.850 0.845 0.582
Admmlstratl\_/e Dependence and Sys- 8 0.948 0.947 0.694
tem Perspective
Openness and Experiencing 4 0.918 0.918 0.739
Information Transfer and Integration 4 0.874 0.845 0.583
Organizational Learning Scale 16 0.946 0.788 0.561
Firm Performance Scale 5 0.962 0.963 0.635

Before continuing with the descriptive values of the variables, the analysis of the relations
between the variables and the hypotheses testing; the questionnaire items, the categorizations of
which were ascertained by the explanatory and confirmatory factor analyses, were merged in
accordance with the results obtained, and were subjected to the reliability analysis. Table 3
shows the results of the reliability analysis results. In the reliability analyses, in calculating the
internal consistency, Cronbach’s Alpha; average variance extracted (AVE) and AMOS-based
composite reliability (CR) values were taken into account. For the convergent validity of the
scales, in addition to their factor loads, the CR and AVE values are considered to be important
indicators. The fact that the AVE value is over 0.50 and the CR value is over 0.70 is crucial for
ensuring the convergent validity (Hair et al., 2006). Moreover, the CR values being larger than
the AVE values can said to offer additional proof (Byrne, 1994). It is observed that all the val-
ues are over or near to the reliability values suggested by Nunnally (1978) and Fornell and
Larcker (1981). The criterion that the CR values should be higher than the AVE values was
ensured in all the dimensions. These findings show that the scales have sufficient reliability and
discriminant validity.

2.2.3.2. Correlation Analysis

Table 4 shows the correlation coefficients of the relations between the variables and the
descriptive statistical findings of the variables. The correlation analysis in Table 4, gives an idea
about the direction and the strength of the relations of the variables. All the variables have posi-
tive correlations with each other at the significance level of 0.01.

The Journal of Academic Social Science Y1l:6, Say1: 72, Haziran 2018, s. 313-338

327



Kurumsal Duygusal Hafizanin Orgiitsel Ogrenme ve Firma Performansina Etkisinin Arasti-

rilmasi
' >
Table 4. Correlation Analysis (n=622)

Variables Avr. Sd 1. 2. 3. 4. 5. 6. 7. 9.
1. EM Level 3.79 | 0.87 1
2',EM e 3.82 | 0.88 | .515%%* 1
Dissemination
3. EM 3.68 | 0.86 | .734%* | 613%* 1
Storage
4. ADSP 3.82 | 0.89 | .517** | .685** | 617** 1
5. OE 3.85 | 0.90 | .507** | 742%* | 610%* | 68]1** 1
6. ITI 3.77 | 0.89 | .769%* | 507** | 713%* | S5]2%* | 502%* 1
7. OL 3.82 | 0.76 | 731%** | Te4** | T45%* | T31*¥* | JI5FF | J35H* 1
9. FP 3.82 | 0.81 | .547%* | 821%* | 642%* | TJI1** | 721%% | 548%* | 743%* 1

** Pearson correlation, significant at p<0.01 level.
2.2.3.3. Testing Hypotheses

In order to test the hypotheses, the structural equation modelling was conducted with the
AMOS program. It was hypothesized that the factors in the research model (organizational emo-
tional memory level, organizational emotional memory dissemination, organizational emotional
memory storage, administrative dependence and system perspective, openness and experienc-
ing, information transfer and integration, organizational learning and firm performance) and the
causal relations between these factors could be explained.

2.2.3.3.1. Basic Model Analysis

Table 5 shows that the conceptual model is compatible with the data. The CFI, GFI and
NFI values are at an acceptable level. The chi-square and the degrees of freedom rate are lower
than 5 (y2/df=2.107). The RMSEA value being lower than 0.05 shows a high fit.

Table 5. Path Analysis Results of Hypotheses Testing

Hypotheses Path Path Values Result

H; OEM Level —9 Organizational Learning 33 %EE Supported
H; OEM Diss.—# Organizational Learning TL4x**E Supported
Hs OEM Storage —Organizational Learning BS5FEE Supported
H; OEM Level —9 Firm Performance BL1E*** Supported
Hs OEM Diss. —# Firm Performance TER**FE Supported
Ho OEM Storage —9 Firm Performance 296%%* Supported
Hig Organizational Learning—9 Firm Perfor. B54H%% Supported
X?=4056.143, df=1925, x*/df=2.107, CFI=0.928, GFI=0.910, NFI=0.891, RMSEA=0.041

** n<0.05, *** p<0.01

In hypothesis Hi developed for the relation between organizational emotional memory
level and organizational learning, it is observed that there is a positive correlation between or-
ganizational emotional memory level and organizational learning (f=.33 p<.01). Thus, hypothe-
sis Hi is supported.
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In hypothesis H., it is observed that there is a positive correlation between organizational
emotional memory dissemination and organizational learning (f=.71 p<.01). Thus, hypothesis
H2 is supported.

In hypothesis Hs, it is observed that there is a positive correlation between organizational
emotional memory storage and organizational learning (B=.65 p<.01) Thus, hypothesis Hz is
supported.

In hypothesis H; developed for the relation between organizational emotional memory
level and firm performance, a positive correlation was found between the two (p=.61 p<.01),
thus hypothesis Hy is supported.

In hypothesis Hg, it is observed that there is a positive correlation between organizational
emotional memory dissemination and firm performance (=.76 p<.01). Therefore, hypothesis
Hg is supported.

And in hypothesis Hg, it is seen that there is a statistically significant positive correlation
between organizational emotional memory storage and firm performance (=.29 p<.01). This
result supports hypothesis Ho.

In hypothesis Hio, it is identified that there is a statistically significant positive correlation
between organizational learning and firm performance (f=.85 p<.01). Thus, the hypothesis Hio
is supported.

2.2.3.3.2. Analysis of the Effect of the Mediating Variable

The mediating effect of organizational learning on the relations between organizational
emotional memory level, organizational emotional memory dissemination, organizational emo-
tional memory storage and firm performance was tested by following the procedure suggested
by Baron and Kenny (1986). To this end, three different SEM models shown in Table 6 were
developed. Thus:

1) On examining Model A consisting of organizational emotional memory level, organi-
zational emotional memory dissemination, organizational emotional memory storage (X) and
firm performance (); it is observed that the variables of organizational emotional memory
dissemination (B=.65, p<.01) and organizational emotional memory storage (f=.57, p<.01) are
correlated with firm performance (R?impern=.36). However, no meaningful correlation was
found between organizational emotional memory level (p=.33, p>.01) and firm performance.

2) In Model B consisting of organizational emotional memory level, organizational emo-
tional memory dissemination, organizational emotional memory storage variables (X) and or-
ganizational learning (M), it is understood that the organizational emotional memory level
(B=.94, p<.01) organizational emotional memory dissemination (f=.83, p<.01) are positively
correlated with organizational learning (R%ow)=.28). However, there is no statistically signifi-
cant correlation between organizational emotional memory storage (f=.31, p>.01) and organiza-
tional learning.

3) And in Model C, after taking the variables of organizational emotional memory level,
organizational emotional memory dissemination, organizational emotional memory storage
under control, it is identified that organizational learning (f=.61, p<.01) is positively correlated
with firm performance. Organizational learning eliminates the effects of organizational emo-
tional memory level, organizational emotional memory dissemination, organizational emotional
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memory storage, and the inclusion of organizational learning into the model increases the R? of
firm performance (R?=.49).

According to Table 6; organizational learning has the full mediating variable effect on the
relation between organizational emotional memory level and firm performance. Thus, hypothe-

sis Hiz is supported.

Table 6. Mediating Variable Effect

Relation Model A Model B Model C
OEM Level —¥ Firm Performance 332 197
OEM Diss. —» Firm Performance H654*** 465
OEM Storage 9 Firm Performance 573wEE 3 gHE*
OEM Level 9 Organizational Learning PYREE 3 Rk
OEM Diss.—# Organizational Learning g3 E* 603 %
OEM Storage —POrganizational Learning 314 212
Organizational Learni.ng" Firm Perf. JJQ3H e e Rl
x2=903.443 Full Model | x2=2328.850
df=375 df=1194
x/df=2.409 x%/df=1.950
CFI=0.921 CFI=0.944
GFI=0.879 GFI=0.932
NFI=0.871 NFI=0.874
RMSEA=0.064 RMSEA=0.032

** 0<0.05, *** p<0.01

Organizational learning has a full mediating variable effect on the relation between or-
ganizational emotional memory dissemination and firm performance. Thus, hypothesis His hy-
pothesis is supported.

Organizational learning does not have a mediating variable effect on the relation between
organizational emotional memory storage and firm performance. Thus, hypothesis Hi4 is not
supported.

Discussion and Conclusion

In this study, the relation between organizational emotional memory and organizational
learning was examined, and the effects of these phenomena on firm performance were identi-
fied. With the evaluation of the data obtained from 622 individuals, it was determined that (1)
organizational emotional memory level, dissemination and storage are positively related with
organizational learning, (2) organizational emotional memory level, dissemination and storage
are positively related with firm performance, (3) there is a positive correlation between organi-
zational learning and firm performance, (4) organizational learning has a full mediating variable
effect on the relations between organizational emotional memory level and dissemination and
firm performance.

On examining the relations between organizational emotional memory level, dissemina-
tion and storage and organizational learning, it is observed that these concepts are positively
correlated. According to Yeo (2007); organizational emotional experiences tell individuals what
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kind of a perception they can create. They also provide a better analysis, understanding of a
given condition, and determine individual behaviors by directing individual activities. Akgiin et
al. (2012b) suggest that organizational emotional memory integrates and improves organiza-
tional memory. According to the studies by Daniel Kahneman, people do not make their deci-
sions within a broad perspective, in a planned manner and reasonably; but rather they make
them according to their short-term experiences and emotional modes. There is also an important
relation between organizational emotional memory and the declarative and functional memory
of an organization (Akgiin et al., 2012a). Learning is realized by recording information into
memory, if there is no recall, there is no learning (Mert, 2017a: 194). Thus, the fact that with the
increase of emotional memory, organizational memory and organizational learning also increase
is supported in the literature.

Organizational emotional memory dissemination means the level and degree of organiza-
tional members’ sharing emotional experiences and incidents with each other. Information, per-
ceptions and emotions emerging with this sharing are used individually or collectively (Kiipers,
2005). Moreover, these emotions continue with reciprocal conversations (Vince and Saleem,
2004). The fact that Organizational emotional memory dissemination leads to the increase of
organizational emotional memory, and thus to the increase of organizational memory and learn-
ing.

Organizational emotional memory storage means the accumulation bucket in which are
emotional experiences of an organization (Akgiin et al., 2012a). The storage of emotional expe-
riences are present in individuals, social activities and non-human elements. The non-human
elements shape and strengthen the behavior patterns in an organization. They also create new
information, meanings, ideals, concepts; and trigger the powerful emotions (Zachry, 2005). It is
suggested in the literature that the increase in organizational emotional memory storage increas-
es organizational memory and learning.

On examining the relations between organizational emotional memory level, dissemina-
tion and storage and firm performance, it is observed that these concepts are positively correlat-
ed. Organizational emotional memory helps administrators in control and administration, organ-
izing and showing an efficient performance (Akgiin et al., 2012b: 107-108). Organizational
emotional experiences sets forth the issues of market, customer and technology; shows individ-
uals the ways of success in their activities (Boje, 1991; Gabriel, 1995). Organizational emotion-
al experiences, that is stories about past successful production and tasks, provide reasonable
solutions for incidents in the needs and targets of the project-team in the task of developing a
new product (Boudens, 2005). Organizational emotional memory puts forth the method of doing
things, and this is the fact that the organization members understand what is required for achiev-
ing project targets, and the sharing of the information how they can achieve the utmost success
and performance among the team members (Fiol, 1994: 404). Thus, as organizational emotional
memory level, dissemination and storage increase, firm performance also increases.

As a result of the study, it is observed that there is a positive correlation between organi-
zational learning and firm performance. This finding is in parallel with many such empirical
studies as by Jian and Hailin (2010), Di Milia and Birdi (2010), Papatya et al. (2008), Jimenez-
Jimenez and Cegarra-Navarro (2007), Garcia-Morales et al. (2006) and Khandekar and Sharma
(2006). Based on these findings, as the level of organizational learning of firms increases, so
does their performance levels.
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It was understood that organizational learning has no mediating variable effect on the re-
lation between organizational emotional memory storage and firm performance. In the litera-
ture, this situation is explained with the condition of activation of organizational emotional
memory. According to Cacioppo and Garder (1999)’s emotional activation conditions, there is a
neutral condition in organizational emotional memory storage. That is, the stimulation and va-
lence of organizational emotional memory is neutral. In other words, organizational emotional
memory is not alive for use in the phase of storage. The relations of organizational emotional
memory depend on stimulation and valence, that is, such memory characteristics as aliveness
and trueness (Conway, 2005; as cited in Akgiin et al., 2012b: 106). Thus, it is seen that organi-
zational learning does not have a mediating variable effect on the relation between organiza-
tional emotional storage and firm performance.

Limitations and Future Research

This study was conducted on Turkish and foreign/multinational firms in the cities of Is-
tanbul and Kocaeli in 2018. The fact that the study was not conducted in the national and inter-
national context is an important limitation for generalization. However, according to the TSI
2014 data, of Turkey’s total GNI, Istanbul represents 30.5%, and Kocaeli 3.6%
(www.tuik.gov.tr). At the same time, according to the export figures of November 2017, of
Turkey’s total export performance; Istanbul represents 42.5%, and Kocaeli 8.5%.
(www.tim.org.tr). In this regard, Istanbul and Kocaeli provinces provides the Turkish economy
an added-value at a rate of 34.1% in GNI in total, and 51% in export in total. It can be said that
the study done in these provinces can be generalized partly for Turkey, and mostly for the Mar-
mara region. It will be useful for researchers to take these conditions into account while general-
izing the results of the study in different regions and countries,

Moreover, on the sector base, more detailed research can be done especially the limited
areas where technology is more extensive. In this sense, sectors are an important limitation.

Such issues as psychological factors (motivation, attention, interpretation), social, cultural
and technical aspects of organizational context (social relations, identity, etc.) and how much
organizational design elements ease and limit the use and formation of organizational emotional
memory should be researched. There is also need for researching such issues as use of infor-
mation technology for improvement and protection of organizational emotional memory and use
of organizational emotional memory.

The most important contribution of this study to the literature on organizations is the em-
pirical verification of the positive correlation between organizational emotional memory and
organizational learning, and the result that these concepts increase firm performance. The exam-
ination of the relations between organizational emotional memory, organizational learning and
firm performance in the context of organizations operating in different industries may lead to
beneficial results. This kind of an approach can especially provide a comparison between sec-
tors. Moreover, such relations as innovativeness, leadership, organizational dependence, organi-
zational culture, etc. can be a subject of future research.

Organizational and Administrative Applications

The study has many beneficial results for the profit of firms. Administrators and employ-
ees should be aware of various and intense emotional experiences and should take these under
control and use them for the benefit of organization.
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Directing and sharing of emotions in organization points at encouraging learning more
and achieving a better performance.

In order for administrators to improve organizational information base and applications,
they should reconstruct their workplace in a manner in which employees can share their emo-
tional experiences with each other. To this end, administrators should encourage interpersonal
relations, ensure social interaction, and create an equalitarian dialogue atmosphere in organiza-
tion in which everybody can easily voice their emotions. Administration should conduct such
activities as regular meetings in organization, celebrating the foundation-day of firm, arranging
monthly dinners or lunch, and labor-day picnics. People experience more emotions by partici-
pating organizational meetings. The more the emotional memory of an organization is clear and
shared among human resources, the more that organization becomes successful.

In order for organizational emotional memory to be formed and to be efficient, the turno-
ver rate of human resources should be low. Human resources selection is highly effective on
organizational emotional memory. Upon looking at organizational emotional memory, it is clear
that not machines but human resources are the basic element of production.
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