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Abstract: This article aims to develop a comprehensive compilation of knowledge-related activities recognized in the 
literature as components of organizational wisdom. Contemporary organizations acknowledge that knowledge is the 
foundation of their development; however, the extensive theoretical framework concerning knowledge management 
processes often remains unclear to practitioners. We propose a new perspective on knowledge management processes, 
presented through the lens of organizational wisdom, understood as a mechanism for transforming employees' knowledge 
into organizational success. We conducted a systematic literature review using the SCOPUS and WOS databases, selecting 
papers for analysis describing theoretical and empirical organizational wisdom models. Applying methodological rigor, we 
analyzed these models and identified 24 elements, which we theoretically and practically defined, indicating specific 
activities within organizations. Our findings hold significant implications for scientific development. The added value of this 
study lies in developing a classification of 24 elements that organize and systematize the existing body of knowledge on the 
components of organizational wisdom. The research results are also relevant to practice, as they enable managers to 
understand which knowledge processes are essential for fostering organizational wisdom and managing wise organizations. 
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1. Introduction 
In pursuit of value creation, contemporary enterprises increasingly emphasize the growing importance of 
intangible resources such as knowledge, experience, and organizational wisdom (Czerniachowicz, 2016). 
Research indicates that organizations that effectively manage intangible assets in the context of dynamic 
changes in the business environment are more likely to achieve competitive advantage (Bontis, 1998; Nahapiet 
& Ghoshal, 1998). In a knowledge-based economy, traditional resources give way to an organization's ability to 
process information and make sound strategic decisions effectively (Pinheiro et al., 2012). Many authors often 
equate this capability with the concept of organizational wisdom (OW). 

Despite the growing interest in this topic, the literature has not yet established a single, universally accepted 
definition of OW. Existing definitions vary, which complicates the operationalization of the concept. For 
example, Guo et al. (2017) define wisdom as the highest level in the knowledge hierarchy comprising data, 
information, knowledge, experience, and wisdom. Ramanauskas and Benevicius (2021) associate OW with 
specific characteristics of organizations, whereas Rowley (2006) reduces it to the ability to make appropriate 
decisions. 

Given these conceptual divergences, there is a clear need for terminological and conceptual clarification of this 
phenomenon. Addressing the identified gap concerning organizational wisdom's components is essential for 
further developing scholarly research and a more comprehensive understanding of the phenomenon in 
theoretical and practical contexts. This article aims to identify and organize existing knowledge on the 
constituent elements of organizational wisdom. The following research question was posed to achieve this goal: 
What are the constituent elements of organizational wisdom models? 

Due to the phenomenon's complexity and the multiplicity of its conceptualizations, a systematic literature 
review (SLR) was selected as the primary method of data analysis. Researchers widely use SLR to synthesize 
evidence and identify knowledge gaps (Farrukh & Sajjad, 2023). The SLR covered Scopus and Web of Science 
databases to ensure data heterogeneity. The very limited number of texts describing specific models of 
organizational wisdom effectively addressed the commonly noted drawback of SLR, its time-consuming nature 
(Booth, 2016). The synthesis of knowledge extracted through the SLR was conducted using thematic analysis, 
which allowed for the identification of three key groups of organizational wisdom elements. The undertaken 
study synthesizes existing knowledge and highlights contemporary key areas in which components of 
organizational wisdom have been identified. 
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2. Literature Review 
The concept of wisdom is not new. It has long been explored in philosophical discourse (Izak, 2013), within the 
field of psychology (Sternberg, 1998), and in the management literature (Malan & Kriger, 1998). Pinheiro et al. 
(2012) argue that wisdom is not merely a philosophical concept but also a psychological phenomenon, allowing 
for a comprehensive understanding of wisdom as the capacity to make sound judgments and decisions based 
on knowledge and ethical considerations. To define the components of organizational wisdom models, it is 
helpful to examine the conceptual background and highlight key wisdom principles rooted in Hellenistic 
philosophy. These include the timeless principle of passing on wisdom and engagement in the common good, 
as derived from Socrates. Socrates emphasized the necessity of knowledge, skills, and judgment in governance, 
all directed toward the common good (Osbeck & Robinson, 2005). Plato introduced the idea of ethical reflection, 
going beyond mere accumulation of knowledge. He pointed to the harmony among the soul's virtues: reason, 
spirit, and desire as essential for wisdom. Aristotle further developed the idea of balance in applying wisdom, 
emphasizing that wisdom is not merely an intellectual exercise but a life experience that shapes ethical decisions 
and virtuous actions. While rooted in philosophy, this approach offers valuable insights for the study of 
organizations and management. 

In contemporary discourse, wisdom is increasingly considered a key factor for organizational success. Radaelli 
and Sitton-Kent (2016) argue that wisdom enables individuals to approach problems from a broader perspective, 
contributing to more effective organizational outcomes. Leadership (i.e., managerial wisdom) is a leader's 
competence to act virtuously, discern new meanings in knowledge, and interpret it holistically (Malan & Kriger, 
1998). Since the seminal study by Bierly et al. (2000), many scholars have viewed organizational wisdom as the 
application of knowledge rooted both in the Organization and revealed through practical experiences and 
actions. Nielsen et al. (2007) highlight that team wisdom is essential for resolving conflicts arising from 
competing priorities among team members and effectively managing their skills and knowledge. 

From a process perspective, organizational wisdom includes the collection, transfer, and integration of individual 
wisdom (knowledge processes), as well as the use of institutional and social processes (e.g., organizational 
structure, culture, leadership) to support strategic decision-making (Kessler, 2006). This processual approach 
emphasizes the dynamics of developing and applying wisdom within organizations. It encompasses knowledge 
sharing, decision-making practices, and integrating ethical dimensions into organizational behavior (Pinheiro et 
al., 2012; Becker et al., 2017). 

The competency-based approach highlights the need for individuals and teams to develop specific skills such as 
critical thinking, emotional intelligence, and ethical reasoning to foster the emergence of wisdom in 
organizational settings (Vitari & David, 2017; Vasconcelos, 2021). Both perspectives highlight the crucial role of 
continuous learning and adaptive capabilities in addressing complex managerial challenges. 

However, despite their value, the processual and competence-based approaches fail to clarify how wisdom can 
be effectively managed and shaped within organizations. They do not provide clearly defined, measurable 
elements that allow this construct to be practically applied. 

The resource-based approach offers valuable insights into which components may constitute organizational 
wisdom. It assumes that tangible and intangible organizational resources are key in shaping a company's ability 
to apply wisdom. For instance, integrating local wisdom and cultural values can significantly influence 
organizational behavior and decision-making processes (Radaelli et al., 2016; Mann et al., 2017). 

In identifying the elements of organizational wisdom, one cannot overlook spiritual and ethical dimensions. 
Rocha et al. (2022) and Kodama (2021) emphasize the role of wisdom in knowledge management, suggesting 
that organizations must reconcile social, environmental, and economic goals to meet the diverse needs of 
stakeholders. This view aligns with the notion that wisdom is not purely cognitive but also encompasses ethical 
and spiritual dimensions that shape decision-making processes and organizational practices (Pierścieniak & 
Stelmaszczyk, 2020; Spiller et al., 2011). 

Empirical studies on Māori organizational culture provide a compelling illustration. They highlight the role of 
values in managing Māori enterprises (Durie, 2001), integrating economic objectives with broader well-being. 
The concept of kaitiakitanga (guardianship leadership) introduces two critical contributions: first, it provides an 
indigenous Māori perspective on management that can help organizations transcend traditional Western 
paradigms (Bolman & Deal, 1995, p. 39); second, it creates a space for integrating organizational wisdom by 
bridging indigenous and Western viewpoints. 
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Another example of value-driven management is the governance model of Islamic Financial Institutions (IFIs), 
which is grounded in Sharia law. Research on wisdom in Islamic banking emphasizes the importance of the 
Shari'a Supervisory Board (SSB). Sharia regulations define principles for resource allocation, management, 
production, consumption, capital market activity, and the distribution of income and assets. The SSB has the 
right to participate in board meetings to discuss religious aspects of decision-making (Nathan & Ribière, 2007). 

A further category that emerges in fragmented studies on wisdom involves the values held by internal and 
external stakeholders. In a large-scale study of American firms, Kotter and Heskett (1992) found that companies 
with strong organizational cultures based on shared values achieved significantly better results than those 
without such cultures. Researchers emphasize values as the foundation for guiding business behavior and 
decision-making (Hofstede & Hofstede, 2005; Kotter & Heskett, 1992; Senge et al., 2004). Integrating values, 
including religious and cultural values, can facilitate decision-making that considers social, environmental, and 
economic well-being, thus embodying wisdom in the organizational context. 

3. Research Methodology 
To address the research problem and answer the research questions posed, the method of systematic literature 
review was chosen. This approach enabled a reliable analysis of the current state of knowledge (Czakon, 2015). 
The systematic analysis of the components of various OW models was based on scholarly articles indexed in the 
prestigious Scopus and Web of Science (WOS) databases. The selection of these two databases was justified by 
their international reputation, broad temporal scope, and the richness of publications in the fields of business, 
management, and economics, which ensured the high quality and credibility of the data collected. 

The same search strategy was applied to both databases, encompassing predefined publication selection 
criteria. These included database sources, time range, language, publication type, and thematic areas. The 
detailed selection criteria and the search strategy are presented in Table 1. 

Table 1: Search strategy 

Position Scopus WoS 

Key Words "Organizational wisdom" OR "wisdom of an organization" OR "wisdom in an organization" OR 
"wisdom of organization" OR "wisdom in organization" 

The 1 level of 
inclusion criteria 

Publication year: All years  

Document type: Article 

Language: English 

The 2 level of 
inclusion criteria 

Scopus – Subject area: All -  (nS=36) 

Web of Science – Categories: All – (nWob=32) 

The 3 level of 
exclusion criteria 

Files cleaning (17 duplicate records removed)  

Abstract analysis (40 files deleted)  

The 4 level of 
exclusion criteria 

Full text analysis (3 Files deleted) 

Final sample N=(36+32)-(17+40+3)=8 

As a result of the adopted criteria, 36 records were retrieved from the Scopus database and 32 from the Web of 
Science. Among the 68 scientific articles, 17 duplicates were identified and removed. In addition, publication 
abstracts were analyzed to assess their relevance to the research objectives, and 40 more articles were excluded. 
The key exclusion criterion in this case was the absence of any reference to an OW model or its components. 

Following the abstract analysis, 11 papers were selected for full-text analysis. Ultimately, 8 papers were retained 
for the study as they contained content describing OW elements. Of these, three articles were published more 
than a decade ago, while the remaining were published in 2019 (two articles), 2021 (two articles), and 2022 (one 
article). Regardless of whether they focused explicitly on OW models, the number of studies on wisdom in 
organizations appears to be increasing. 

Content analysis of the selected articles began with identifying and extracting all elements of OW models 
mentioned by the authors. In total, 56 elements were identified, each assigned a definition or source description 
from the analyzed texts. Excel software was used to organize the collected material (functions and pivot tables). 
The initial analysis revealed inconsistencies in terminology and varying levels of generality among the elements. 
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Therefore, the researchers applied qualitative thematic analysis to analyze and identify common patterns among 
the reviewed OW models. This method was chosen for its flexibility and suitability for identifying patterns within 
and across data sets in relation to experiences, perspectives, behaviors, and practices (Clarke & Braun, 2016). It 
allows the analysis of various sources (e.g., theoretical and empirical research), providing a systematic and 
accessible procedure for generating codes and themes from qualitative data. 

The first step of the procedure involved generating preliminary codes, brief, descriptive labels closely linked to 
the content of the OW model descriptions. These codes helped organize the data into meaningful units but were 
not yet complete themes, which are broader and may encompass several codes (Riger & Sigurvinsdottir, 2016). 

After identifying the codes, they were grouped into potential themes. Theme organization may vary. The 
literature suggests hierarchical structures with main themes, subthemes, or networks of interrelated ideas 
(Attride-Stirling, 2001). This study selected themes related to the examined domain, representing concepts from 
knowledge management, organizational management, and human capital. 

The essence of this stage was to create logical groups of codes according to a defined key or schema. After 
identifying potential themes, a review was conducted to ensure they accurately reflected the data content. The 
themes were refined, clearly explained, and then redefined and named. These actions led to the development 
of a final catalog of 24 OW elements, ensuring the consistency of the entire research process. 

4. Findings 
As a result of the research, a final list of 24 elements appearing in the examined models was obtained. These 
were then organized into three categories: knowledge management, organizational management, and human 
capital management. The first and largest group of elements identified in OW models relate to knowledge 
management (Table 2). These include knowledge absorption processes: acquisition and accumulation, 
adaptation and assimilation, transformation and utilization. Also included are learning and knowledge-sharing 
processes that concern the development of employees' skills and competencies and knowledge resources that 
serve as a foundation for the processes mentioned above. Including knowledge absorption, learning and sharing 
processes, and knowledge resources within the knowledge management (KM) category creates a logical 
structure of elements associated with this domain. 

Table 2: Elements of Organizational Wisdom Models in the Area of Knowledge Management 

OW Element and Organizational Action Source 

KM1. Acquisition and Accumulation  

The ability to identify and collect external knowledge such as customer 
feedback and market insights to update and guide organizational activities. 

(Bierly et al., 2000; Pinheiro et al., 2012; 
Scott-Kennel & Von Batenburg, 2012; 
Stelamszyk et al., 2021) 

KM2. Adaptation and Assimilation  

Integrating and applying new knowledge through smooth information flow 
integration with experience supports decisions and creates knowledge-
based synergy. 

(Akgün et al., 2019; Bierly et al., 2000; 
Pinheiro et al., 2012; Scott-Kennel & Von 
Batenburg, 2012; Stelamszyk et al., 2021) 

KM3. Knowledge Transformation  

A process of analyzing and structuring new knowledge to convert it into a 
usable form within the Organization. 

(Scott-Kennel & Von Batenburg, 2012; 
Stelamszyk et al., 2021) 

KM4. Knowledge Utilization  

The use of knowledge to support prototyping, experimentation, and 
continuous improvement of methods and technologies. 

(Bierly et al., 2000; Scott-Kennel & Von 
Batenburg, 2012; Ahmadi et al., 2021; 
Stelamszyk et al., 2021) 

KM5. Knowledge  

A key resource exists in various forms and enhances the company's ability 
to respond to change and make decisions. 

(Pinheiro et al., 2012; Scott-Kennel & Von 
Batenburg, 2012; Ahmadi et al., 2021; 
Vasconcelos, 2022) 

KM6. Knowledge Infrastructure  

Dynamic knowledge management mechanism that supports structuring and 
using information, measured by the ability to store, transfer, codify, and 
replicate knowledge. 

(Pinheiro et al., 2012; Scott-Kennel & Von 
Batenburg, 2012) 

KM7. Knowledge Configuration  (Cortez & Johnston, 2019) 
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OW Element and Organizational Action Source 

The balance of different knowledge types is essential for ensuring 
continuous development and innovation. 

KM8. Learning Processes  

Processes of developing employee competencies through learning and 
innovation, supporting adaptation to changing market conditions. 

(Bierly et al., 2000; Pinheiro et al., 2012; 
Scott-Kennel & Von Batenburg, 2012; 
Cortez & Johnston, 2019; Ahmadi et al., 
2021; Stelamszyk et al., 2021) 

KM9. Knowledge Sharing  

Coordinated knowledge-sharing processes that support cross-level transfer 
and foster understanding and collaboration across departments. 

(Pinheiro et al., 2012; Scott-Kennel & Von 
Batenburg, 2012; Akgün et al., 2019; 
Cortez & Johnston, 2019; Stelamszyk et 
al., 2021) 

Effective knowledge management within an organization is based on integrated processes of acquiring, 
processing, structuring, and utilizing knowledge, both internal and external. 

This facilitates a seamless flow of information, integrating new knowledge with experience and informed 
decision-making. Coordinated activities, such as interdepartmental knowledge transfer or the incorporation of 
customer feedback, support innovation, developing employee competencies, and the Organization's adaptive 
capacity. A balance between different types of knowledge and a robust knowledge management infrastructure 
enhances flexibility, encourages experimentation, and enables continuous improvement of operational 
methods, which translates into long-term competitive advantage. 

The second group of identified elements in OW models comprise those related to the organizational 
management process (Table 3). The organizational management (M) category includes relational capital, which 
encompasses interactions with stakeholders (such as customers, suppliers, and employees), organizational 
culture and values, i.e., how employees perceive values and behaviors within the Organization as well as the 
cultural and historical context, which also plays a significant role in shaping organizational strategies. The 
management category encompasses organizational processes, structure, decision-making, strategic 
management, and market and customer orientation. Relational capital, organizational culture, cultural context, 
organizational structure, and strategy are inextricably linked and collectively influence the effectiveness of 
organizational performance. 

Table 3: Elements of Organizational Wisdom Models in the Area of Management 

OW Element and Organizational Action Source 

M1. Relational capital 

Collaboration with customers enables understanding the market, adapting products to 
client needs, and acquiring location-specific knowledge. Key elements are intermediaries 
between external clients and the company's internal knowledge resources. 

(Pinheiro et al., 2012; Scott-
Kennel & Von Batenburg, 
2012; Vasconcelos, 2022) 

M2. Organizational Culture and Values  

A system of shared meanings, norms, and beliefs that shape members' attitudes, 
behaviors, and values. Crucial to this is the alignment between the values held by 
employees and management. 

(Akgün et al., 2019; Bierly et 
al., 2000; Pinheiro et al., 
2012; Ahmadi et al., 2021) 

M3. Cultural and Historical Context  

The ability to reflectively draw on traditions and wisdom from a cultural-historical 
perspective. 

(Akgün et al., 2019) 

M4. Decision-Making and Flexibility  

Contextual decision-making shaped by intuition, emotions, and sensory judgment rather 
than fixed rules. 

(Akgün et al., 2019; Pinheiro 
et al., 2012; Ahmadi et al., 
2021; Vasconcelos, 2022) 

M5. Organizational Processes and Structure  

A structured system of activities built on operational regularity, including specialization, 
hierarchy, control span, centralization, and formalization. 

(Bierly et al., 2000; Pinheiro 
et al., 2012) 

M6. Strategic Management  

A long-term approach to organizational leadership based on vision, mission, and 
stakeholder trust, focused on improvement, market adaptation, and innovation. 

(Pinheiro et al., 2012; 
Vasconcelos, 2022; Cortez & 
Johnston, 2019; Bierly et al., 
2000) 

M7. Market and Customer Orientation  

The ability to swiftly and effectively meet customer needs, solve problems, and adapt to 
market and competitive changes.  

(Pinheiro et al., 2012) 
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Management processes within organizational wisdom models represent a combination of a strong 
organizational culture, a flexible decision-making structure, and close collaboration with customers. 

A system of shared values, norms, and beliefs shapes employee attitudes, supports learning, communication, 
and shared responsibility, and its alignment with managerial actions strengthens internal engagement. Decisions 
are made contextually, incorporating intuition and emotions, enhancing actions' appropriateness in complex 
situations. A well-organized operational structure and strategic management guided by vision and mission 
enable rapid response to change and the implementation of innovations. Customer relations also play a pivotal 
role. A notable example is the role of sales representatives as intermediaries of market and local knowledge, 
allowing for better adaptation of offerings to individual needs and effective responses to competition. 

Human capital management is the last identified element category (Table 4). Within this category, we 
aggregated the competencies of organizational members, including social, professional, personal, ethical, 
cognitive, strategic, and leadership competencies, as well as employee attitudes. Additionally, this category 
includes elements related to people management processes, such as organizational motivators, employee 
relations, and the resolution of workforce-related issues. 

Table 4: Elements of Organizational Wisdom Models in the Area of Human Capital Management 

OW Element and Organizational Action Source 

HRM1. Social and Professional Competencies  

The ability to communicate effectively, sensitivity to the needs of others, and the 
capacity to acquire new knowledge through social interactions. Strong domain 
knowledge regarding the Organization's operations and the ability to act effectively. 

(Scott-Kennel & Von 
Batenburg, 2012; Ahmadi et 
al., 2021; Akgün et al., 2019) 

HRM2. Personal and Ethical Competencies  

The ability to apply universal ethical principles in complex and ambiguous professional 
situations. Awareness of the importance of ethics and the capacity for sound ethical 
judgment. 

(Ahmadi et al., 2021; Akgün et 
al., 2019) 

HRM3. Cognitive and Strategic Competencies  

The ability to effectively absorb, identify, evaluate, and transfer knowledge relevant to 
the Organization.  

(Scott-Kennel & Von 
Batenburg, 2012; Ahmadi et 
al., 2021) 

HRM4. Employee Attitudes  

Employees' ability to independently assess what is good and beneficial for themselves 
and the Organization. Includes behaviors, collaboration, engagement, and self-
confidence. 

(Pinheiro et al., 2012; Ahmadi 
et al., 2021; Akgün et al., 2019) 

HRM5. Leadership Competencies  

The ability to communicate expectations and articulate goals simply and 
understandably. An effective leader inspires through message clarity, action 
consistency, and the ability to give shared efforts meaning. 

(Bierly et al., 2000) 

HRM6. Organizational Motivators  

Elements that encourage employees to use their industry knowledge and information. 
Support for employee development, talent retention, and consideration of employee 
needs. 

(Pinheiro et al., 2012; Bierly et 
al., 2000; Stelamszyk et al., 
2021; Ahmadi et al., 2021) 

HRM7. Employee Relations  

The quality of interactions between management and staff. Characterized by honest 
communication, individualized attention to employees, and the display of personal care. 

(Pinheiro et al., 2012; Bierly et 
al., 2000) 

HRM8. Resolving Employee Issues  

The Organization's ability to identify employees' personal difficulties and provide support 
in overcoming them. 

(Pinheiro et al., 2012) 

5. Discussion and Conclusions 
Models of organizational wisdom are grounded in elements whose origins can be traced to the domains of 
knowledge management, organizational management, and human resource management. The analysis 
conducted identifies these three areas as key sources of organizational wisdom. This finding reinforces the 
widely held belief that people, their human capital, are the true drivers of organizational success (Doong et al., 
2010). The study results also emphasize the importance of principles and rules identified within the field of 
organizational management. 
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The elements identified in organizational wisdom (OW) models include process-related components, such as 
knowledge processes, learning, and organizational processes, and those connected to people management. 
They also encompass competency-based and resource-based components. Thus, organizational wisdom 
emerges as a multidimensional research area integrating cognitive, organizational, and social issues. The 
identified elements vary in type (resources, competencies, processes) and origin (knowledge, Organization, 
people). These elements and their appropriate configuration become the source of synergy in the Organization's 
accumulated knowledge. This phenomenon aligns with the resource-based view (Sajdak, 2010) and with 
definitions of strategic resources (Barney, 1991). Such an approach offers a novel perspective for studying 
organizational effectiveness and performance, where it is not the quantity of individual components but their 
optimal configuration that determines the actual value of wisdom. Knowledge, its application, organizational 
functioning, and human capital, including the attitudes individuals bring, constitute a set of intangible assets 
that build organizational wisdom. Therefore, further research on intangible organizational resources, 
particularly attitudes, is warranted as the foundation of organizational and decision-making processes. 

In summary, this study contributes to theory by being among the first to structure and synthesize previously 
fragmented knowledge on the elements of organizational wisdom. The synthesis has allowed for identifying key 
organizational domains that, in prior conceptualizations, have been highlighted as sources of wisdom 
components. The main findings relate to identifying two dimensions: (1) the key organizational domains and (2) 
the nature/identity of the components of organizational wisdom. It was established that organizational wisdom 
is not a set of homogeneous elements; rather, it constitutes a complex organizational capability. Its components, 
processes, competencies, and resources enable organizations to succeed. They originate from human resource 
management, knowledge management, and organizational management. 

The issue under analysis also carries significant practical implications, extending beyond theoretical 
considerations. Studying the structures of organizational wisdom in terms of their application value can support 
enterprises in achieving sustainable competitive advantage and long-term development. Based on the research, 
organizations receive clear guidance on which elements constitute OW and, thus, which should be prioritized 
for development. The research most frequently highlighted the importance of knowledge acquisition, 
adaptation, and learning processes where organizations should focus their initial efforts. 

Additionally, effective knowledge management requires the creation of an infrastructure that facilitates rapid 
information flow, using local knowledge (e.g., from sales representatives) and integrating data with experience 
and intuition. Strengthening employee and leadership competencies in substantive knowledge and 
communication, ethics, and leadership domains is crucial. The work environment should foster engagement, 
individualized approaches, and identifying and resolving personal challenges. Strategic decisions should be 
contextually grounded and made flexibly, which enhances the Organization's ability to respond to market 
changes and build a lasting competitive advantage. 

Continued research on organizational wisdom models is particularly important today, where enterprises operate 
under constant flux driven by shifting goals and ecological, social, and economic challenges. Such a dynamic 
business environment demands that organizations be capable of responding swiftly and appropriately to change. 
Future research directions may include: 

• The relationship between the configuration of OW model elements and organizational outcomes. 
• The role of employee well-being in shaping organizational wisdom. 
• Organizational wisdom in the context of hybrid and distributed teams. 
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