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HOEJBEILE - IIPEHOIIEILE 3HAIHA Y KOMITAHNJAMA

Caxerak: YIpap/baie 3HalbeM IPeJiCTaB/ba HAYMH Ha KOjJ OpraHM3aliyja Kpenpa,
ofip>kaBa 1 Jienu 3Hame. OHO IpeficTaB/ba MHTETPaaHy QYHKIN]y HOCTOBamba MHOTUX
KOMIIaHMja KOje CBOj yCIIeX Tpajie KpenparbeM HOBUX 3Halba, KOje paclofie/byjy y OKBUPY
OpTraHM3alje ¥ MHTETPUILY Y HOBE TEXHOJIOTHje M IPOou3Bofe. PasymeBarbe [ie/berba 3Haba
TI0jaBIJIO Ce KAao K/bYYHO MICTPaKMBAYKO IIOApYYje Y OBHOCY Ha HIMPOKO I10/be UCTPAKMBakba
TpaHCcdepa TeXHONOTHja ¥ MHOBaLMja. Y pajiy ce ICTUYe 3HaJaj 3Hakba ¥ CTPYIHOCTH Kao
K/bYYHIUX pecypca npenyseha u HarmoHanHe ekoHoMuje. Takobe, ykasyje ce Ha pasnuunre
BPCTe 3Hama I MOfieTie Kperpama i Kopuinhema 3Hama. JJe/berbeM — TpeHoIeheM 3Hamba,
MHAMBUYATHO 3Hambe ce TPaHC(HOPMHUIIIE Y OPraHM3aIMOHO U JOIIPUHOCU MOO0/bIIAY
nep¢popMaHCU KOMIIaHNje.

Kiby4He peun: 3Hambe, BpCTe, MOJENN, ie/bebe, MHAYCTpHja

VBOJI

YipaB/bame 3HambeM, 10 IIpe Map rofnHa, 6o je Gpokyc camo oppehennx komma-
HIfja KOj/Ma je IIpofiaja 3Hata OCHOBHM OM3HIC. Y HaHAllbe BpeMe YIIpaB/bakbe 3HabeM
[I0CTaje MHTerpanHa GpyHKIUja I0CI0Baba MHOTUX OPTaHM3aLNja, jep KOHKYPEHTHOCT Y
THIOCTIOBakbY YIIPABO JIeXKM Y e(pUKACHOM YIIPaB/baby MHTEEKTYaTHUM PeCypcuMa KOM-
maHuje. YcIen HalpefoBama TeXHOIOIN]a, IIPerha CBETCKOT TPXKMUILTA, Be/IMKOT Opoja
KOHKYpeHaTa 1 6p30r 3acTapeBarba IIPON3BOJa HACTajy HOBe KOMIIaHNje KOje CBOj yCIex
rpajie KpenpameM HOBMX 3Hamba, KOje PACIOfie/byjy Y OKBUPY OpTraHM3alje ¥ NHTEerPu-
1y Y HOBE TEXHOJIOTHje U Ipou3Bofe. KOHKypeHTHa IPEJHOCT ce BUILE He OITIefa CaMo
y MaTepujasHuM 60raTCTBMMa KoMIaHuje, Beh ce rpaam Ha nckycTBy, nHbOpMAaIjaMa
1 06pay VICTVX, HAYMHIMAa [OCTIOBakba, CIOCOOHOCTI MEHAIMEHTAa, OpeHIy M CTeUeHO)j
penyTanuju, OpraHN3aloOHO0j KYITYPH, JI0jaTHOCTH 3alIOCTIEHNX U IIOTPONLIAYa.

YrpaBibame 3HabeM YK/bydyje OopMIparbe IITO KOMIUIETHHjET CUCTeMa ITpOoLiefypa
U TEXHUKA, KOje Cé KOPUCTE fla Ce M3BY4e MaKCHMYM OJf OHOT'a LITO je y OpTaHM3aLju
npehyrro n mudposano (,know-how”- sHatu xaxo). lepunncano Ha pasnuduTe HauMHe,

! darko@tmfbg.ac.rs
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yIIpaB/balbe 3HAKEM TeHePa/IHO IPEICTaB/ba HA4lH Ha KOjJ OpraHu3aLja Kpeupa, ogpKaBa
U Jienu 3sHabe. PasyMeBarbe Jle/berba 3Hatba, HaulHa Ha KOjJ OpTraHM3alyja Ofp>KaBa IPUCTYII
CBOjMM I 3HaMMA IPYTUX OPraHM3aLNja, IT0jaBU/IO Ce KA0 K/bYYHO MICTPAXKMBAYKO I107bE ¥
OfIHOCY Ha IIMPOKO I0Jbe UCTPaXKMBaba TPaHC]epa TeXHOIOTHja, MHOBALIMja U CTPATEIIKOT
pasBoja. VicTpaxkusamse fie/ber-a 3Harba CBE je BIIIE ITOCTAJIO [e0 IEePCIEeKTUBE yuerba y
OKBUPY opranusanuje. CBakako, MICKYCTBO U MCTPa)KMBaha [IOKa3Yjy fla YCIIEIIHO [ie/berbe
3Hamba YK/by4dyje POy KeH IIPOIleC yuera IPe HEero jeTHOCTaBaH MpolieC KOMyHMKALNje,
jep Mfieje BesaHe 3a pa3Boj ¥ IHOBAL[Vje MOPajy OJMTH TOKATHO IPUXBAT/bJBE U 3aXTEBajy
aflanTanmjy Kojy je Hajoosbe fa ypaje came MHCTUTYI{Nje VIV JIOKaTHY TBOPLIM MHOBAI[Mja
Kako 61 nyieja 6¥Ia yCIelHo NMIIEeMeHTPaHa.

Y opraHmsanyioHoj Teopuji, TpaHcdep 3Hamba MMa IPaKTIIHU IPOOIeM Y IPeHOCY
ca jefHe CTpaHe opraHusanuje Ha fpyry. Kao MeHalIMeHT 3Hama, U TpaHCep 3Hama 3a-
XTeBa OpPraHM30Balbe, Kpenpamwe, IpUXBaTabe WM IUCTPpUOYMpabe 3Haba 1 oMoryheHy
mocTymHOCT uctor 3a 6ynyhe renepannje. CmaTpa ce fa je To ganexo sehn mpobmem of
caMme mpobreMaTuKe y KOMyHULupamy. Jla je IprOIIHKHO jefHOCTABHO Jie/berbe 3HabA,
OHJja 6M MeMOpPaH/IyM, Mej/I MM KPaTKM CacTaHaK y MOTIYHOCTY PEIINO 3aJaTi LN/b
Jle/berba 3Hamba. Jle/berbe 3Hama je almeKo KOMIUIMKOBaHMje 3aTo To je Behu fleo 3Hama
y opranusauujyu npehytHo (taunrtHo) u Teuko ce nperocu (Nonaka & Takeuchi, 1995).

Yrpas/barbe 3HabeM ofi 1990. ronuHe o6jairmasa 11 00yXBara ojaM TpaHcdepa 3Harba.
ITpema Argote & Ingram (2000), TpaHcdep 3Hama je ,IIpoLiec Kpo3 Kojii je jefjHa jeHNIIIa
(HIp. rpyma, fenapTMaH VM AUBY3Mja) HoroheHa MCKycTBOM Apyrux . Tpancdep sHama y
OKBIPY OpraHuU3alje MoXKe OUTH CITpedeH He CaMo HefJOCTaTKOM IOfiCTUINja, Beh v ipyrum
(akropuma. Konmko je 1o6po 1 IpycTyIavyHo 3Hambe O Haj6orboj PaKCH, 3aBUCH Off IIPHUpPOJie
3Hama, Of] KOT'a ITOTIYe, KO Ta KOPUCTU 1 Off KOHTEKCTA Y OKBUPY KOT Ce 3Hatbe IIPEHOCH.

3HAYAJ 3HATHA Y MHIYCTPUJU

3Hame je JOMMHAHTHA KapaKTepUCTUKA TOCTHHAYCTPUjCKOT APYIITBA. 3HaMbe I
CTPYYHOCT Cy K/bY4YHM pecypcu Iipefryseha 1 HalioHa/iHe eKOHOMIje, 2 PA/JHIIIN Ca 3HAbeM
4yHe opranusanyjy. C 063MpoM Jia je 3Harbe OCHOBA CBEra y JaHalllibe BpeMe, IOTPe6HO
je pasyMeTn Koje BPCTe 3Hama II0CTOje y OKBMPY opranusanuja. Takobhe, morpebHo je
TIOZICTAKHY T APYUITBEHe CTPYKType Koje he oMoryhutn ydeme v Ipy>XuTy IOAPIIKY y
CBMM OPTraHM3aIVIOHNM JOMeHUMa. VIHOBAaTVBHY KalaluTeT ¥ KOHKYPEHTCKa IIPETHOCT
HeKe KOMIIaHuje ofipehenn cy BpcToM 3Hama KOjoM OHa PacIionake, CTPYKTypoOM pajiHe
opraHmsanyje u couyjamrHuM GpakTopyuma (CoLujamHa CTPYKTypa Koja BPIIM KOOPAVHA-
IVIjy, TPUXBaT/bMBY HAYVMHY MTOHAIIAKA U TIOC/IOBHE y/IOTe YIAHOBA OTpaHu3aluje Koju
MMajy yTeMe/beHO 3Hame).

Bemvku fieo JbyfICKOT 3Haba HNje je[fHOCTABHO JieVHVCATY U TIPEHETH TIOITY T BEIITH-
Ha, TeXHUKA U ,,PyTMHCKMX 1ocnoBa. OHO ce 3acHMBA Ha UCKYCTBY, a OTKPMBA Ce KPO3
Ipakcy 1 mpeHocu Mpexxama Mehypyncknx ogaoca. CTpydHo ce HasuBa ,tacit knowledge”,
wm npehyTHO 3Habe, M OfHOCH Ce Ha crieldI4Hy TeMaTuKy. Beoma je 6utHa yora osor
3Hama y OCTBApMBaIby KOMIIETEHINja KOMIIaHNUje, Kao 1 Hherosa yaora Y TeXHOMOIIKIM
MHOBAIMjaMa 1 OPTaHU3aI[IOHOM y4ersy. [IpoMonujy yuera 1 MHOBAaTMBHE CIIOCOOHOCTI
UIIaK pa3Buja cBaka Gpupma oHaocob. PyvpMe 3aBrce of Apyradmje BpCTe 3HAbA M UMAjy
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ApyTaunje IPUCTYIe yUery, ITa Ce U 3Ha4yaj MpehyTHOT 1 eKCINTMIMTHOT 3HAMA § YUY
U MHOBAIUjU 3HAYajHO pas/nkyje. Heka ucTpakuBarma 1mokasyjy fa je npehyTHo sHame
6mmo MHOTO BakHMje v JanaHy y mopebhermy ca kommanmjama ca 3amaza Koje ce 0CIamajy
Ha eKCIUITMILMTHO 3Hame U Texe Ka ToMe Aa npehyTHo sHame popmanusyjy. Kynrypa n
MHCTUTYIMOHATHY pa3Boj Takohe onpehyjy koje he sHame 1 cuctemu 6utu GpaBoprsoBaHm.

ITopacT KOMIIEKCHOCTM TeXHOJIOIIKOT CHCTeMa U Op3e M3MeHe 1 HOBa HayJYHa
mocrurayha majy jom Behn sHavaj npehytHOM 3Hawy. CTpyKTypa opranusanyje ogpebyje
KaITalTeT OpraHusaryje fa MOOWINIIIE 1 MHTETPUIIIE Pa3TNdITe TUIIOBE 3HAA U Te(DIHI-
11e ofHOC M3Meby MHMBUIYaTHOT ¥ KOTIEKTUBHOT ydera. TpaguinoHamHm, 6upoKpaTcKn
XUjepapxyjcKy MO/ OpraHusalyje Hije foOap 3a yuerbe ¥ pa3Boj MHOBaIyja. 3a Kpenparmbe
npehyTHOT 3Hama U y4ere BXXHO je la OpraHusalyje Hocenyjy elleHTpaau30BaHy CUCTEM
pelaBama pobeMa, XOpU3OHTATHY KOOPAVHAIN]Y Y MyTTU(QYHKIVOHATAH PajHIU TUM.
Yneo mpehyTHOT 3Hama y YKYITHOM 3Halby KOMITaHNje, HAYMH eroBe IIpUMeHe M HaCTaH-
Ka 3aBJICYU KaKO Off IPYIITBEHUX, COLVOIOMKNX (HIIp. pyTUHa, ycaheHo 3Hame), Tako U
Off MHCTUTYLVOHNX YMHIIAIA (HIIp. BpCTa OpraHU3alMoHe CTPyKType). COLMonIomKy
¢daxTopu momyT crcTeMa 06pasoBama 1 00yKe, CTPYKTYpe TPXKUIITA Pajfa U FPYIITBEHUX
opnHOca nsMeby pasmMunTUX rpyma saHMMama 0ONMMKYjy OpraHU3alIOHe CTPYKType U
Tmpoliece y KojuMa je yrpabeHo YKyIHoO 3Hambe koMmanuje. O6pasoBHU CHCTEMI U CUCTEMI
obyke ozpebyjy y kojoj Mepu cy moTpe6Ha 3Hamba Kao OCHOBe KBanmuduKalyije, a y Kojoj
3a ofpebene nosunyje n Hanpepaxk. (Pokrajac & Tomi¢, 2011)

TumoBy Tp>XMmITa pajja ¥ ApyIITBEHO MONMyTapHa 3aHMMama oapebyjy dokyc
ydema U HOACTULAj CY 3a pasBUjatbe PasIMINTIUX BPCTA 3HAKA, U fepUHNIIY TpaHNLe I
colyja/He OKBMPE Y OKBUPY KOjUX MHAMBUIYATHO yuelbe MHTepearyje ca KolIeKTUBHIM
ydemeM. 3Hamwe GprpMe je KOHPUTYPHUCaHO, TeHEPUCAHO U Pa3Buja ce IpeMa CIelUpUIHIM
CoIMja/IHIM KapaKTepUCTHUKaMa 3ajefHMLE Y K0joj ce Hanase. OpraHmusalmoHa CTpyKTypa
je ofpas HaIMOHaTHMX o6pasaria. PasmmunTy HaYMHY M HMBOM KBamuduKanuje pajHnKa
OCIIKaBajy obpaclie KOOpAMHALVje M pajia 3eMaba y KOjuMa ce OBe OpraHm3aljyje Hajlase.
3emme nonyT bpnranuje, Gpanirycke n Hemauke nmajy nsrpahene Husoe ,,ipodecnonan-
HOCTI HEOIIXOJIHE 3a [IOCTH3atbe LI/beBa Off CTPaHe PasIMIUTUX KaTeropuja pajjHe CHare,
IITO MCTUYe 3Ha4aj hopMasIHe efyKalyje 1 06yKe Kao K/byIHNUX APYIITBEHNX (haKTopa 3a
00MKOBame KpUTeprjyMa sHama 1 crpyusoctn. (Jaksi¢, 2010)

Ha 3Hauaj sHa®a y MHAYCTPUjU MOXKEMO yKa3aTu HaBohemeM feduHunmja cnefehnx
II0jMOBa:

« KynTypa fie/bersa 3Hama, Koja ce ieMHNMIIE Ko ,,CeT BaKHIX CXBaTamba Koje fIere
YIAHOBMU 3ajefHNIIE, 2 CXBaTamka 00yXBaTajy HOpMe, BPEIHOCTH, IIOHAIIAbe, Be-
poBama u ,mapagurme’”. JIpyra, ocHOBHa, flepuHMIMja KYATYPE je fia je KyITypa
»YCBOjeH BIJ] JbY/ICKOT TIOHAIllakba KOj! YK/bYdyje MUCIIU, TOBOP, aKLIN]jy, yTI4Ie
U 3aBUCH Off KallallJXMTeTa YOBEKa 33 CTULAKEM 3HaKa U IherOBOT IIPEHONIeha
HapegHMM reHeparjama’. OBa feMHNUIINja OKa3yje OCHOBHM I[V/b MEHalIMEHTa
(ympaBpama) 3Hama. (Jaksic, 2010)

» KonuenT mapagurme je BakaH 3a pasyMeBaibe KyAType U Ipe/iCTaB/ba HAu4uH
pasMMIIUbaka, pasyMeBama, KOMYHMKalyje, IOT7ie] Ha CBET M/IM YMHM CKIIOIL.
[Tapapurma je cTarbe IOACBECTI, 1 JbYAU HUCY CBECHM CBOjUX mapangurmu. O61IHO
ce TapajyurMa KOpUCTH y IOTPEIHOM KOHTEKCTY ¥ IIOTPELTHO CXBaTa.
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« OpranusanmoHa KynTypa, Koja ce 06MIHO CMaTpa pelaTUBHO PUTMAHOM mpehyT-
HOM MHQPACTPYKTYPOM Mfieja Koje 0OIMKYjy MUII/berbe, MOHAIIAbe U IEPIeTIjy
IIOCTIOBHOT OKpYy>Kera. OHa yCIIOCTaB/ba CeT YIYTCTaBa IpeMa KOjiMa YIaHOBY
opraHmsanuje pajie 1 mpema KojuMa ce popMupa CTpyKTypa opranusaryje. Purngaa
je yIJTaBHOM Kao pe3y/TaT HapajiurMu.

« YpaB/pame 3HambeM AeuHUIIe Ce Kao ,KOMeKIija MpolLeca KOju BOfie Kpeu-
pamy, LIMpewmY, IPafgyalyjyl HNBOA 3Hamka y Uy UCHYHhemha OPTaHN3aALVOHNX
nbesa’. To je mocnoBHa ¢punosoduja Koja peficTap/ba CeT IPUHIINIIA, IPOLieca,
OpraHNU3aliOHe CTPYKTYpPe M TeXHO/IOMIKMX allIMKallMja Koje IOMaXy /byarMa fia
feie U TPAIMpPajy CBOje 3Hakbe Y LIM/bY OCTBApeha IhIXOBUX IOC/IOBHUX IIM/bEBa.
HasefieHo ncTiye MHAMBUAYE ¥ BUXOBY OATOBOPHOCT M yKa3yje Ha XOMMCTUIKY
IIPUPOJY YIIpaB/bama 3HalbeM, Koje GyHIaMeHTaIHO IpeicTaB/ba LIMPehe 3Haba
u kopuinhemwe TOr 3Haba Y MPaKCH.

« 3Hame 1 nHpOpMaIMja, YMja MOBE3AHOCT IPOUCTUYE U3 INIEHMNIIE []A Ce 3HaAMbe
06muHO BuAK Kao 6orara ¢popma nHpopMaluje, a y CyUITUHY ce feduHure ca
»3Ha KaKo” U ,,3Ha 3aIlTO .

Xujepapxuja sHama obyxBara ciefiche ojMoBe y MopeTKy: ofaTak — MHbopManyja

- 3Hame — MyApocT.” [I1caHo MU eKCIUIMIIMTHO 3Halbe je OHO Koje aje MHpOpMAIjy
KakKo fia ce ypaau ofpeben sagatak. HenckycaH pagHuk u ca foOujeHNM MHCTPyKLMjaMa
Hehe pemntu 3agano. [TpehyTHO 3Hatbe je OHO KOje HOCK 0c06a ca peleBaHTHIM 3HAbeM,
VICKYCTBOM Y BEIITVHOM, KOja O CKOPO CUTYPHO ypafiuia 3ailaTaK IpeMa JaTUM MHCTPYK-
IyjaMa. 3a IPOAYKTUBHO 3Hame NoTpebHe cy HaM nHpopmanuje. Huje foBopHO camo
3Hame KaKo fla ce ypaau 3afjatak, seh u nndopmanuje mra on Tpeba fa 06yxsaTu, Koje
nopatke. Haunn Ha kojut he vcTu 61Ty M3BpIieH JOCTa 3aBUCH Off OHOTA KO 3a/jaje 3a/jaTakK.
Axo Hucmo y MoryhHOCTH fa 3agaTKoM 06pagMo OHO IITO je 6umto moTpe6Ho 06yxBa-
TUTY, IOTPeOHO je 3HATK CBPXY 3afaTor 1 Hahm anTepHaTUBY. BakHO je 1 3HaTH 3aToO.
OO6u4HO je ,,3HATM 3aLUTO” MHOTO OMTHIUje OF ,,3HATI KaKo™ jep ZO3BO/baBa KPEaTUBHOCT
¥ CAaMOCTa/IHY MHOBAaTMBHOCT Y AedMHUCAY HAaUMHA pelllaBarba 3aaTaka (,3HaTu Kako”).

PAZJIMYUTHU IIPYICTYIINY AHAJIV3V V1 BPCTE 3HAIBA

AmHanusa 3Hama HeKe OpraHusalyje, Koje je BeoMa KOMIITIEKCHO U IMHAMUYHO, MOXKe
6uTH emycTeMuosnomKa® (eKCIMUUTHO U TpehyTHO 3Hame) U OHTONOWKA (MHAVBYAYAI-
HO U KOJIEKTVBHO 3Hambe). OBe IBe AMMeH3lje 3Hama T0BOJe 1O Pa3Boja yeTupu Gopme

> Ilomaum — 061MIHO He MHOTO KOPYCHH, IUCTa CacTojaka; VHbopmaluja — Biille KOPUCHa, TI0-

JanuMa ce faje KoHTeKcT; CioxkeHe MHpOpMaluje fajy 3Hambe Koje MoXKe OUTH eKCIUTULUTHO WIN
npehyTtHo. 3Hame 06yxBaTa (rrekcuOMIHe U aTaNTIONIHE BELITHHE, IePCOHAIHE CIIOCOOHOCTH a
ce pasyMme u nipuMern nHdopmanuja. OpexBeHLja IIPUMEHE je OHO IITO Pas/INKyje NHGOPMALUjY
Off 3Hamba.

> Enucremornoruja (raoceonoruja) — obnmact ¢punozoduje koja ucrpaxyje MmoryhHocTu, KopeHe
HaCTaHKa I KPajibe JOMeTe /bYICKOT CadHamba, OAroBapa Ha MUTamba KOja Ce TMIy IPUpoze, 06yx-
BAaTHOCTI, M3BOPA U MCIIPABHOCTH Ca3HAmbA.

* OHnronoruja — puao3ocKa FUCHUIUIMHA Koja pacrpasba o 6uhy kao 6uBCTBYjyheM, 0 BeroBum
oM, QyHFAMEHTATHUM U KOHCTUTY TUBHUM ofipedersnma.
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OpraHm3anyoHor 3Hama (Lam, 1998). [Topen oBe 1ocToje ¥ Apyre IofieNe 3Hama, Koje nedu-
HMIIY pas/yKy usMel)y IpMBaTHOT 1 jaBHOT, Ka0 1 KOMIIOHEHTHOT 1 apXUTeKTOHCKOT 3Hamba.

EnmcreMnononika aHanmsa fgaja je HajsHa4ajHUjy JUMEH3M]y 3Hakba U IIPaBYU PasINKy
usMeby excrumuuTHOr 1 npehyTHOr 3Hama. Pasuke nsmehy oBe 1Be BpcTe 3Hamba JIXKN Y:

o [lInppoBanocTy (KOFUPAHOCTN) U MeXaHU3MIMa TpaHchepa

ExcrmitHo sHame je popMan3oBaHo, MUPPOBAHO 3HAE KOje ce MOXKe Ofpefiy-
TY WIN TIpeHeTy BepOaTHOM KOMYHMKALMjoM 1N y popMama cuM60/Ia MOy T MMCaHNUX
mokyMeHara (IIpoLefype, U3BEIITAjU, IPUPYIHMLIN, KIbITe, IPABVIHIUIIN), HALPTA WIN
KOMIIjyTePCKIX IPOrpaMa. JeTHOCTaBHOCT KOMYHMKaI[Vje ¥ TPEHOCa je BeroBa HajBakHMja
ocobuHa. ITpehyTHO 3Hambe IpefcTaB/ba MHTYUTUBHO, Cy6jeKTVMBHO 3Hakbe, HeapTHKY/IICAHO
u Hyje ra Moryhe nmako popmamsoBary u npeHeTn. Ilojam mpehyTHO mmn ,,Tanut 3Hame”
npBu IyT je usnoxuo Polanyi (1962). OBa BpcTa 3Haba OpUjeHTICAHA je Ha OIepaliioHe
BEIITHHE Koje Ce IIOCTIDKY BpeMeHOM KpO3 IPAKTUYHO MCKycTBO. [IpehyTHO 3Hame ogHOCK
ce Ha ofipebeH 3ajaTak 1 KapaKkTepulIlle ce TIePCOHATTHIM OCOOVHAMa, @ 3aBUCH Off CTelle-
Ha 00pa3oBama, CTPYYHOCTY U UCKYCTBA, IITO Ia YNHY CHEIMDUIHNM U BeOMa TEeIIKUM
3a ¢popMammsanyjy (IpeHoc y mucany GopMy) U ge/bere. 3a Pas3nKy Off eKCIUIVIINTHOT
3Hama Koje ce IPEHOCK He3aBJCHO Off TOTa KOMe ce, KaJja U Ifie IIPEHOCH 3Hakbe, IIPEeHO-
1eme npehyTHOr 3Haba 3axTeBa O/MICKY MHTePaKIjy U rpaerse moBeperba 1 pasyMeBarba
usMel)y oHOTa KO Jlenu cBoje 3Hame 11 OHOTa Ko Ta npuxsara. (Nonaka & Takeuchi, 1995)

o Haunny ctunama sHama

ExcrnnmmuyTHO 3Hambe reHepiille ce KPo3 JIOTMYHY JIeAyKIVjy U cTide ce popManHum
o6pasoBameM. [IpehyTHO 3Hambe, HOIITO Ce 3aCHUBA HA UCKYCTBY U TEJIECHUM IeCTOBMMA,
MOXKe Ce jeiitHO cTehy TPaKTHYHMM MCKYCTBOM Y PelIeBaHTHOM KOHTEKCTY, KPO3 IpMMep
VIV TTOCMATparbe (HIp. ca MajcTopa Ha Ierpra). PAsSHOBPCHOCT MCKYCTBA, MHAMBU/yaTHa
nocsehenocT n yuernhe nojenuHIa ¢y KbydHM GaKTOPU IPpY CTHIAKY MpehyTHOT 3Hama.

o Gopmupamy 1 00nuIMMa yCBajalba 3HAA

ExcImuuTHO 3Hame je mudpoBaHo, MOXKe ce CKYIIUTH Ha jeTHOM MeCTY, IyBaTh y
00jeKTMBHIM OO/IMIMMA I He3aBICHO je Off Cy6jekTa Koju BpIN ycBajambe. IIpehyTHo 3Hame
je IMepCcoHAHO ¥ KOHTEKCTYATHO, MOYKE Ce YCBOJUTHM CAMO KPO3 JMPEKTHY aIUIMKAL]y.
Peanusanuja myHor MoTeHIjajIa OBOT 3Haka 3aXTeBa O/IICKY YK/bYUEHOCT 1 KOOHepaLujy
OHOTa KO U OHOTa KOMe Ce 3Hatbe IIPEHOCH.

Benuku ieo 40BEKOBOT 3HaMa YIIPaBO MpeACTaB/ba IpehyTHO 3Hambe, ITO TOBOPYU O
IPUPOJHOj TUMUTIPAHOCTH 3a epUHIUCatbe UCTOL. Beuku Hamopn ynaxy ce y geduHmcame
u popmMaM30Barbe CBAKOT IIpelyTHOT 3HaMba, a/Ii UIAK [{e0 OBOT 3Haba OCTaje y MUCIIN-
Ma rnojefiuHaria. OpraHu3alMoOHO 3Hake MOXe Ce OfPENUTI CTEIIEHOM eKCIUTMIIUTHOCTI
KOjJ1 TIPEfICTaB/ba KOIIKO je 3Habe HeMEeP/BUBO Y CMUCITY KOAMPAHOCTH, Takohe yuemwa n1
komIutekcHoCTH. KoMItekcHOCT 3Hama je Beha ykonuko je texe yueme u popmanmsanmja
3Hama. [IITo je cloXkeHOCT 3Hama Beha, Texe je 3a KOHKYpEeHTa [ja UMUTHPA TO 3Habe 1
cTBapa ce Beha KOHKypeHTHa ITpefHOCT opranusanyje. Polanyi (1962) cmarpa fia je KopeH
JbYZICKOT 3Hama y MHAUBMYATHOj MHTYULIMjI. 3a IeTa je HayKa Impoliec objalmapama
npehyTHOT MHTYUTUBHOT pasyMeBarba Koje JIeXI MCIIOf, TOICBECHOT 3Haba HayYHUKA.
Nonaka & Takeuchi (1995) TBpzie ja K/byd 3a KpeMpame OpraHU3alIOHOT 3Hamba JISKU Y
MOOWIMCaby ¥ KOHBEP3UjJ MHIVBYIYaTHOT IIpehyTHOT y KOTeKTUBHO 3Hambe.
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Yueme 1 MHOBAaTUBHA CIIOCOOHOCT OpraHM3allyje 3aBJUCH Off IbeHOT KallalluTeTa fia
cakymy npehyTHO 3Hambe U MOJCTAKHE HeroBy MHTEPAKIN)y ca eKCIUIMITHIM 3HabeM.
Haxko je Moryhe HampaBuTV KOHIIENTYanHy pasnuky usMebhy excrmmuurtaor u npehyT-
HOT 3Hamba, OHA Ce Y IPaKCK He MOTy OfiBOjUTI. HOBO 3Hame ce TeHepuIle JIMHAMIIKOM
MHTEPAKIL[MjOM 1 KOMOMHALIMjOM OBe J{Be BPCTE 3Halba U OHO ofpehyje KOMIeTeHTHOCT
KOMIIaHMje V1 CYyIePUOPHOCT MeppOpPMaHCH UCTe.

Onrononka aHaM3a Mojaa3u off IPeTIOCTAaBKe Jla 3Hakhe Y OKBUPY OpraHusaluje
MO>Ke OUTY Ha HUBOY IOjefuHIfa (MHANBU/YATHO 3Hatbe) WM je MPOIINPEHO Ha YWIAHOBE
opraHusaruje Kao KoleKTnBa (KOJIeKTUBHO 3Hame). VIHAVBNUIYaTHO 3Hake je OpraHu-
3aI[JIOHO 3HaIbe KOje IOCeNyjy MOjeANHIIN, a CTEYeHO je pOpMaTHOM eAyKaLujoM U KPo3
IPAaKTUYHO UCKYCTBO MHAMBMAYe. OBO 3Hame Ce MpUMebyje He3aBUCHO Ha ofpehene
npobieme 1 3aaTke. KjbydHa kapakTepucTuka OBOT 3Hamha je ayTOHOMMja y TIPYMEHN.
KorHnTvBHY TMMUTY VHAVBNAYA Y YCBajalby U Mpoliecynpamwy nHbopManuja ogpehyjy
nHAUBUAYaTHO 3Hae. OHO je mpeHoCcuBO, Kpehe ce ca mojeguHIleM, a TO ZTOBOAM [0
HOTEHLMjaTHUX Ipob/ieMa 3afp>KaBama U aKyMy/Ialyje 3Hatba OpraHusaiyje. YKOImMKo
T0jefVHal, KOji je ofipeheHo 3Habe CTeKao HOBUM, jeIMHCTBEHUM MCKYCTBMMA, HAITyIITa
KOMIIaHNjY, 3Hambe HocK ca co6oM. OBO 3Hame je KOPMCHO 3a IojeinHIIa 1 oMoryhasa My
IIOCTH3ambe PAJHMX IIM/beBa U HaIlpefioBame y Kapujepy. KoneKTMBHO 3Hambe je aKyMy/Iu-
PaHO 3HaK€ OpraHM3allje CadyBaHo Y IbeHVM IIPaBUINMA, JOKYMEHTIMA, IpOoLeflypama,
pyTMHaMa ¥ HOpMaMa Koje ofipelyjy moHamnrame, HaulHe pelllaBama mpobaema 1 obpasarl
uHTepakiuje usMehy mwennx wianosa. To je ,KOIEKTUBHY yM~ OpraHmsaluje, CauyBaH 1
IOCTYIaH 3a Kopuirheme WIaHOBMMaA opraHusanuje. Moxxe 6MTH LeHTPaIM30BaHO WM
pammpeHo y okBupy opranusanuje. Takole, Moxe IIpeficTaB/baTyi CyMUpaHa 3Hamba MHMINU-
BIJIya y 3aBUCHOCTY Off MeXaHM3aMa KOju IIPeBOJie MHAMBUIYA/THO Y KOMEKTUBHO 3HabeE.
KonexTrBHO 3Hame 1Ma Behy 3Hauaj y OKBMPY OpraHm3alyje, MHOTO je CUTypHuje u 6e3
yTuIlaja mpoMerTa 3anocneHnx. KolneKTuBHO 3Hame Koje ce TeHepulle BePTUKATHO, Off
rope Ha JioJie, y OKBMPY KOMIIaHHje je MOBPIITHO ¥ MapIyjaaHo. OHO JOBOAY [0 TyO/bemba
npehyTHOr 3Hamba Ha OMEPAI[IOHOM HMBOY, LITO TMMUTIPA Kalal[UTeTe KOMIAaHMje 3a
nHoBanujy. KonektnBHO 3Hame Koje ce GopMypa Kpo3 MHTEPAKIINjy U KOTIEKTUBHO yUere
TaKile ce IPeHOCH U YCBaja I II0jayaBa 3Hayaj MHAVBU/YaTHOT yYerba.

Crneneha nopena Ha xojy hemo ykasartu je 1mojiesia Ha jaBHO ¥ IPUBATHO 3Habe.
JaBHO 3HaIbe HUje Be3aHO 3a jefHY ogpeheHy KoMIaHujy unn MHAYCTPpH]Y, Beh je rexe-
PaJTHO MTO3HATO Y CBUM ITO/BYIMA TTOC/IOBAka MOMYT lean-a, MeHaIMEHTa KBa/TMTETOM /TN
IPYIUX reHepayTHNX IPaKCy, Ipomnca unm crparernja. Oprannsaniyja Mopa MMaTH jaBHO
3Hame KaKo 011 ce Ofip>KaJia Ha TPXKUIITY. 3a PasNKy Off jABHOT 3Hakba, IPUBATHO 3HaIbe
je jemMHCTBEHO 3a HeKy opraHmsanyjy. OHO faje KOMIaHWj KOHKYPEHTCKY IPeHOCT ca
BpeIHNM, PeTKUM I U3BOpMMa Koje Huje Moryhe mornyHo numutnparu. OBo 3Hame ce
pasBlja BpeMeHOM I MOXKe OMTH Be3aHO 3a IIpoliece, CTPATeTyjy UIn Mpakcy. BaxkHo je
HAIlIOMEHYTH Jla YKOJIMKO Ce IPUBATHO 3Halbe He pasByja U He mmpu Meby 3anocnennma
HIje MoTyhe 0CTBapuTM KOHKYPEHTCKY IIPEHOCT I HallpefjoBame OpraHusanuje.

ITpuBaTHO 1 jaBHO 3HaIbe Ce fa/be MOXKe MOCMATPATV KaO KOMIIOHEHTHO, OIHOCK
ce Ha OTIIporpaMe MM JYICKPeTHE Je/loBe ITOCI0Baba Kao UITO Cy Pa3Boj HOBOT IIPOM3-
BOJIa VU CTpATeTNje, M apXUTEKTOHCKO 3Hakbe Koje MpefCcTaB/ba HaBMKe OpraHu3aIje
HeOIIXOfHe fia ce 00e30e CHXPOHI30BAHOCT KOMIIOHEHTH opranusanuje. OBo 3Harmbe
je crenmduyaHo 3a opranusanyjy. (Tangient LLC, 2011)
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Ha 6a31 ercTeMMoIONIKe ¥ OHTO/OLIKe aHa/IM3e 3Harba M3BPILEHA je KaTeropysanja
OPTraHM3AI[MIOHOT 3Haka Y HEKOMMKO (OpMU Koje Cy pencTaBbeHe y Tabemy 1.

»~Embrained knowledg™ iy 3Hame cTedeHo yuermeM (MHAVBUAYATHO-EKCILIUIYITHO)
je 3HaIbe Koje 3aBMCH Off BEIUTHHA I MHTeIeKTa MHAuBMAYye. OFHOCHK ce Ha TEOPMjCKO 3HaIbe
CTe4yeHO y OKBUPY popManHor obpasoBama 1 06yke. OHO je TeHepaHO U IPEHOCKUBO jep
ce MO>Ke KOPUCTHUTH 3a Pas/IMdnTe CUTYyalluje 1 IIPOK oIcer obmacTyu npumene. Takobe,
MO>Ke Ce JTAKO ¥ JIOTMYKM CTAaHJAPAU30BaTI U IIPYMEUBATH.

»Embodied knowledge” v 3name cTedeHo ucKycTBOM (IpehyTHO-MHAVBUYATHO)
je 3HaIbe CTeYEeHO IIPAKCOM I OPMjEHTIICAHO je Ha akTMBHOCT (paf). To je 3Hame Koje Y0BeK
mocepyje 3a 06aBjbarbe CBOjUX ¥ Y/IOTa U AKTUBHOCTY IPYTUX Y CHEIU(PUIHUM PATHUM
curyanyjama. OHO je IPaKTUYHO ¥ MHAVBYU/YAIHO U IofgpasyMeBa yunty pagehu. Brre
je colmjamHor KapaKTepa, KaKo II0jeUHLIV KOMYHIIMPAjy 1 TyMade CBoje OKpyxXeme. OBo
3Halbe Ce CTUYE CIIOPO U IIOCTENEHO KPO3 IPOLEC COLMjanM3alje i IPefCcTaB/ba jeflaH BUJ,
[Tonauwnjesor npehyTHor 3Hamwa. OgHOCK ce Ha ofipebeH cafpiKaj, IPaKTUYHO 3HabE KOoje je
PEe/IeBaHTHO Y IIPAKCH CaMO Kafia MIMaMO KOHKpPeTaH Ipo6iieM 1 CrieiuduaHo je 3a 0coby.

»Embedded knowledge” wnu Yrpaheno 3Hame je mpehyTHO 3Hame cTe4eHO pyTHU-
HaMma u rpakcoM. To cy BeITHHe, 3Hame U CIIOCOOHOCT IojefMHana Koje omoryhasajy
Ia ce 3afjaTak ypaau 6e3 pasMuiUbama. 3aCHUBA Ce HA BEPOBAY I PasyMeBamy Koje
BJIaJIa Y OKBMPY OpraHusanuje, mro oMoryhasa epekTnBHy KoMyHMKaujy. OBo 3Hambe je
COILIja/THO, [MHAMIYHO U KOPMCTH Ce Kafla HeMa NucaHux npasua. [IpencTasba criony
nsMeby TexHOMOTMje, OPMATHUX IPOIIEAYpPa, PyTUHE U 3a/jaTaKa Koje MOjeiHIN Tpeda
ma obase. OMoryhasa KoopayHNpaHO QYHKIMOHMCAbE OpTaHU3allnje, a OTPAaHIIEHO je
YCBOje€HMM OpTaHM3alIOHMM IPMHIVIINMMA I COLMja/THUM OFHOCKMA.

»Encoded knowledge” nmu Kognpano, popmannsoBaHo sHambe (KOIEKTUBHO-EKC-
IUIMIVTHO) je JOKYMEHTOBAHO 3Hambe Cafip>kaHo y mucaHoj popmu. [Ipencrasipa jaBHO
3Hambe JJOCTYIIHO Yy OPraHu3alMji Koje CBU MOTYy KOPUCTUTHU U pasymeTu. OfHOCK ce Ha
nHpOpMaIVjy KOja ce TIpeHOCH y BUATY cMOOIa 1 3HaKoBa (KibUTe, MaHyenu, 6ase mogaraka,
KOJIeKCH TIpaKce, CTpaTellka TOKyMeHTa, yiioeHuIm 1 Apyro). Buie je opujentucano Ha
IpeHoLIIebe, CKIAUIITE e U UCIUTHBAbE 3Haba. TakoDhe, IpeficTaB/ba MEXaHIYKO 3HAE
KOje CTBapa jelNHCTBEH, IPeIBI/bIB 00pa3all IIOHalllalba Y OKBYMPY OpraHM3alyje u He
3aBMCY Off MH/IUBU/Iye. Mo)Ke ce ONMCATH KAo jefIHOCTABHO, CEIEKTUBHO U TapIujaTHO
3Hame. [[eHTpanu3oBaHo pyKoBobeme 1 KOHTPO/IA Y OKBUPY OpraHM3aliyje OaKIIaHa je
npeBohemeM MHIMBIIYATHOT 3Hakha M UCKYCTBA Y KOAUPAHO, GOPMaTN30BAHO 3HAbE.

»Encultured knowledge” i 3name cTeyeHO aKynITypaLujoM je 3HaEbe Koje I10-
TU4e Off yBepema Koja B/Iajiajy y OpraHM3alji, BpeJHOCTY M PUTYyala OpraHU3aloHe
Kynrype (,HaulH Ha Koju cTBapu oBjie GpyHKIoHumy ). OBO KyITYPOJIOIIKO 3Hambe je
BpcTa npehyTHOTr 3Hama Koje ce cTu4e Kpo3 COLMjann3alujy 1 yIosHaBame KyaType
opraHusanyje 1 3ajefHuLe.

JEJbEILE 3HAIBA

He}be}be 3Hamba je B€OMa BayKHA aKTMBHOCT KOja moBehaBa VHOVIBUYaTTHY CIIOCOOHOCT
3a pasyMeBaibe 1 YCBajaI-be HOBMX ITIOZlaTaKa y IM/by CTUIIalba HOBOT 3Halba, pellaBama
np06J1eMa 1 caMono6osblarma. Ycrex Y A€/bEY 3Haba OITIENNA C€ KaKO KPO3 TEXHOTOIIKN
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Pa3Boj, Tako 11 Kpo3 hakTope IOHAIIAA [I0jefMHaLIa Y OKBMPY OpraHusarnyje. BemruHe
Jie/berba 3Hakba IMPEKTHO 3aBUCe Off OPTaHM3aIMOHNX HepHOPMAHCH Y UTPajy 3HAYAjHY
y/ory y ycrnexy opraumsanuje. bes edukacHor fie/bera 3Harba, OpraHusalyje HUcy y
MOTyhHOCTM Jla MHTerpuiny eKCIepTcKo, KpUTHYKO MULI/berbe, BEIITUHE Vi CIIOCOOHOCTI
KaKo O ocTBapujle KOMIUIEKCAH U MHOBATMUBHY paj. OpraHusanuja je ta koja Tpeba fa
CTBapa OTBOPEHE, MHTEPAKTMBHE M CUCTEME Harpasia 3a MOTUBIUCAbe CBOjMUX 3aIIOC/IEHNX
/la CBOje 3Hakbe Jleie CAMOBOJbHO U ca eHTy3ujazmoM. (Sajeva, 2014)

YnpaBrbame 3HabEM je IPOoIieC YCBajama, /le/berba, pa3Bujarma 1 epUKacHOT KO-
punthema 3Hama.

Ynpaspatbe 3HameM ce Moxe gedunmcaru kao (Findikli et al., 2015):

* Paj; KOMIUIEKCHOT CYICTeMa KOji II060/bIIaBa CTelleH 3Hakba jefiHe OpraHM3alyje;

 MHTETPUCAH CUCTEMCKY IIPYCTYII KOjU Ce CacToju of 6asa IofaTaka, JOKyMeHaTa,
IOJIUTUKE U MIPOLeAiypa y Koje Cy YK/bYy4eH! aKTyelTHa CTPYIHOCT U UCKYCTBO,
a Koje y4ecTByjy y ofipebuBamy, pykoBohemy 1 fe/berby cBUX MHPOPMAIVOHNX
BpepgHOCTH TIpeny3eha;

* pykoBoheme PpopmupameM 3Haba, IPEHOCA 3HAbA 1 TOKA 3HAka Y OKBUPY Op-
raHmsanje, epekTBHO 1 euKacHo Kopuinheme 3Hawba y Wby OCTBAPUBAbHa
myropoyHor 6eHedura opraHusanje.

Jlebere 3Hamba Kao BakaH JIeo CUCTeMa yIIpaB/barba 3HabeM O3HaJYaBa Jia II0jeMHall,

TUM M1V OPTaHM3alIMja [iefie 3HAHE Ca APYTUM YWIAHOBUMA y BUJTYy aKTMBHOCTY Ha Pa3/IMInTe
HauyHe. JJe/berbeM 3Harba MHAMBUYaTHO 3HaIbe Ce TPaHC(HOPMUIIE Y OPraHM3aLIOHO 1
THMe ce 1060/blIaBajy nepdopMaHce KOMIIaHMje. 3Hakbe je IIPOIa3Ho, KPATKOT je BeKa 1
aKo ce He MICKOPUCTY I'y6u CBOjy BpeHOCT BeoMa 6p30.

EduxacHocT ynpas/para 3HambeM OI7Iefia ce y CHOCOOHOCTY OpraHM3anyje Ja pyKo-
BOJIV YCBOjEHMM, J€/beHVM U IPMMEEHNM 3HatheM CBOjuX 3anociennx. CTullame 3Hamba
HofipasyMeBa IpeysiMarmbe OMTHIX MHPOPMaIMja 13 OKpyKemwa (KIMjeHara, KOHKYpeHaTa,
mobaBbaya 1 IPYTUX KOjY MMajy YTHIIaj Ha ITepdopMaHCe KOMITaHNj€e) IV 13 YIIpaB/bamba
3HaIbEM Y OKBMPY KOT C€ 3Halbe CTUYEe ICTPAXKMBAEM I eKCIlepuMeHTICambeM. HoBo 3Hame
ce cTyYe KOMOMHAIMjOM YCBOjEHOT 3Hama Ca TPXKMUIITA U 3Haba 3al0oC/IeHnX. [lebemne
3Hamba MOACTINYe 3HAYaj MHAMBIYa Y OKBMPY OpraHusanyje, GopMyuparme KoJIeKTUBHOT
MULbEeba 1 CTUITAkbe KOPYCTY 32 OPraHU3alMjy. AIZIMKalija 3Haba oMoryhasa cMamerse
rpelaka yiy Hobosplame epUKacHOCTI pajia 3alOC/IeHNX U €BEHTYATHY PeIyKIINjy BUIIKA
3aII0C/IEHNX Y OKBMPY OpTaHu3anyje.

ITporiec ge/perba 3Hama Tpeba ga 06yxBaTI:

1. VinenTuduKanujy HoCHoIa 3Halba, CTPYYbaKa y OKBIPY OpraHM3aLuje;

2. MoTuBMCame CTPyUIbaKa 3a [ie/beheM 3Haba;

3. Qopmupare MexaHn3aMa JeJberba KaKo 01 ce O/IaKIIA/IO [e/belbe 3HaIba;

4. CripoBobeme fe/berba 3Haba;

5. Mepeme Kako 6u ce ocurypao TpaHcdep;

6. Kopumrheme, anmkanyja noge/beHOr 3Haba.

KoHKypeHTHOCT KOMITaHMje OTUYe U3 HeMaTepUja/IHIX Pecypca, /bYCKOT PaKTo-
pa, HajBUIlIe 3HAKA I JleJberba 3Hamba. 11000/blIIae OCHOBHMX KOMIIETEHIja JOCTYIHOT
JBYICKOT pecypca BpIIN ce yHanpehemeM oprauusanuone Kynrype u obykama, OfHOCHO
yIpaB/bar-eM 3HaeM. 3aIlOCTIEHN [JaHaC IIPE/ICTaB/bajy HajBayKHM]y MIMOBMHY OpraHMU3aluje
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Y OCHOBHIM I[/Jb CBAKOT ITOC/IOBAba je OCTBAPUTI BUXOBY MehycoOHy capanmy, na GyHK-
LMOHMIIY Kao 3ajeJHNIa I JOIIPMHOCE MTOJjeJHaKO peannsanyjy [ubeBa OpraHnsanuje.
Mebymynckn ogHOCHK 1 [le/berbe 3Halba YTUYY Ha TO fa u he mepdopmance mojeanHIia
HOBOJBHO YTUIATH Ha mocnoBame. (Kuzu i Ozilhan, 2014) CrnpeMHOCT 3a Jie/bebe 3Hamba
ozpebyje mpylITBeHN KauTaJ, 1 3aTO Cy HA4MHY IOACTUIIAIbA 3aII0CTIEHNIX fia [ieJie 3Hambe
OuTaH [ieo yIpaB/baiba 3HabeM. BpeqHoCT Koje opraHusanyja IpoMOBHIIIE je HajBaKHYja
KOMIIOHEHTA OpTraHM3alMOHe KYATYpe Koja yTude Ha [ie/betbe 3Hama. [locToje OpojHe
HOTeHIMja/IHe Gapujepe fle/berby 3Hamba Kao IITO Cy TPOIIKOBH, HeyckmaheHn cucreMn
nopctuiama u gpyro. (Michailova & Minbaeva, 2012)

Mebymyncku ogHOCH 3a10CIeHNX 06yXBaTajy: paJHO OKPY>Kekbe, YCI0Be IOf] KOjuMa
ce 0CTBapyje MOIITOBabe, YCI0BE IOf, KOjIIMa Ce OCTBapyje NOfIpLIKa, IePLENIjy IpaBye,
opiHOCe ca HaipeheHnMa 1 camocarucaxiyjy 1 caMoydere. 3a OpraHusaLyujy je jeHako
Ba)KHO JIa 3aJJ0BOJbY 3aXTeBe KyIala i1 fobas/bada (eKCTepHIM OTHOCH), Kao I OYeKUBaba I
3aXTeBe CBOjJIX 3alIOCIeHNX (MHTEPHM OFHOCK). MeHalIMeHT MHTEePHIX OfHOCA 3aBICH KaKO
Off OpraHM3aIYIOHEe CTPYKTYPe, TAKO 1 Off MEHAIIMEHTa /bY/ICKMX pecypca y OKBUPY OpPraHM-
saruje. EdextuBHoCT Opransarmje ce mo6ospiaBa foOpo An3ajHNpPAHNM aKTUBHOCTIMA
JbYJICKIX pecypca Koje TIOfICTUYy pa3Boj nosepea sanociennx. (Kuzu & Ozilhan, 2014)

Ocehaj mpunafHOCTN TUMY WIN OPTaHU3AIVj!U TTOACTIYE CAMOIIOIITOBAbE I MO-
3UTHUBAH CTaB Ka Jie/belby 3Hama. Ha 0By BpCTY fie/berba 3Haa YyTUYY HEKU e/leMeHTU
KyIType 3Hama IONyT IepCOHaIHE OJITOBOPHOCTH, YHYTpallhe MOTUBAI/je, TOBe-
pema Koje HajBMIIe PYKOBOJCTBO MMa IpeMa 3all0C/IeH/IMa M OpUjeHTalja Ka yIYMHKY.
VInpuBuayanHa CKIOHOCT 32 Jie/bebe 3Harba U MICKYCTBa Y TMMOBMMA ¥ OPTaHU3ALUjU Y
LeMVHY je GYHKIMja YOUeHUX MTMYHKUX OeHedUTa U LITeTe KOjy MOXKe MMATH TI0jeIMHAll.
Hagenenn dakropu 3aBuce off ycknaheHOCTI ca TUMOM, OpraHU3alMjOM, OFf OKOTTHOCTH,
3aJI0BOJbCTBA IIOC/IOM, IpodecroHantHe 06/1acTy 1 3ajefHIIIe KOjoj MHAMBIAYA IIPUIIafa.

Dopmupame TUMOBa 3a pafi Ha HEKOM 3a/IaTKy, KOTa YTIABHOM 4YMHe MPUIIaJHUIU
Pas3IMYUTHUX AeApTMaHa, je BeoMa foOap HadWH fja Ce 3Harbe IIOfIe/IN Y OKBYPY OpraHm3a-
1yje, passujy Mebypynckn ogaocu 1 passuje ocehaj mpumnagHoCcTH. Y OKBUPY IIPOjEKTHOT
THMa jaKO je BaXKHO Jie/betbe 3HaIba, jep MpelcTaB/ba Be3y 13Mehy meropux 4wiaHoBa y
IM/bY CMaberba TPOLIKOBA U IT060/blIaka nepdopmancy. KoopauHucanuM pajoM cBakoM
YTaHy TMMa je oMoryheHo fa mo6osplira CBoje KOMITeTeHIje. My/ITHHAIMOHATHY TYMOBM
CYy M3BOpY HOBOT 3Hama. Y caBpeMeHNM OpraHMu3alijaMa, 3aCHOBAHMM Ha 3Halby, BeIMKa
KO/IMYMHA II0fjaTaKa II0CTaje Ieo 3ajeJHNYKIX pecypca, a TUMOBY OOMYHO UTPajy BaXKHY
yIory y B1uxoBoM yHanpebemwy. YraHOBY THMa y4ue KaKo Jja IIOMOTHY jefHM IpyT1Ma, Ja
IIOMOTHY IPYTUM YWIAHOBMMA TUMa Jja CXBaTe CBOj MOTEHIMja/l, CTBOPE CPEIHY Y K0jOj
cBako Mo)ke nhu BaH CBOjUX orpaHndesa. [le/berbe 3Hamba y OKBIUPY TUMa Ce BPIIN CaMO
Kajia mocToju Mehyco6Ho moBepeme u ocehaj mpumagHOCTH, IMTO 3aBUCK OF HPEKBEH-
I1je KOMyHMKalyje, mocseheHocTy mpojexty, cmdHor Buberma BpeTHOCTI IpojeKTa 1
norpebHe cTpydHOCTH. [le/berbe 3Hama U3Mely IpojeKTHUX TUMOBA Y IPAKCK ce 0OUYIHO
He IIPOMOBHIIIE Off CTpaHe PYKOBOJCTBA, a/li Cé OCTBapyje IPOMEHOM 4JlaHOBa TUMa U
IypeKkTHOM uHTepakuyjoM. (Mueller, 2014)

IMTomohu /pyfuMa f1a CXBaTe [ia je [ie/berbe 3Haba IIIXOB IEPCOHATHI NHTEPEC je Off
BEJIMKOT 3Hauaja. YMeCTO cTape IMapafurMe Aa je ,3Hame Moh”, JaHac Tpeba cXBaTUTU 1
HPUXBATUTH Jia je ,Moh 3HaTU MOJeNNTH 3Hame . [le/berbe 3Haba IIOMasKe JbYAMMa JIa CBOj
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mocao 06aB/bajy eeKTUBHIje, f1a ra 3a/pKe, IEPCOHATHO Ce PAa3BUjy U Pa3BUjajy CBOjy
Kapujepy, 6yny HarpaheHu sa 3aBpluaBare IOCIOBA 1 ZOOM)y IIpM3HaKa. YKOIUKO Ce OBO
CXBaTH, ie/bel-€e 3Harba II0CTaje CTBAPHOCT.
Ha nepdopmaHnce nmojennHIIa HajBUIIIe YTUYY 3a/I0BO/BCTBO IIOC/IOM, PAJTHO OKPYXKekbe,
MOTMBaIMja ¥ CTpec. 3a/I0BO/bCTBO IIOC/IOM PeyKyje HaMepy CTpydrbaKa [ja HaITycTe I0Cao.
PasmunTa KynTypHa IPUITaIHOCT, PasIn4nTe €THUYKE TPYTIE, 0TI, HAallMOHA/IHA KYATYPa,
jesVIK MV CTMYHO MOTY HeTaTVMBHO YTHUIIATH Ha Jie/berhe 3Hamba ycrey ocehaja HeraTusHe
CTepeoTunmsarje. YKOIMKO ce HOBOM WIAHY THMA IPUPERN TOIIa ZOOPOROLIINIIa Kao
[IOCTOJHOM CapafjHMKY Ha 3ajefHNYKOM 3aaTKy, OH he 6MTH MOTUBNCAH [ia [e/M 3HAMbE.
brmsak offHOC KoJlera, jake APYLITBeHe Bese, Iepliellnja capaHIKa, HeCeOUIHOCT, MO-
TMBUCAHOCT TIOjeINHIIa, Kao 1 COIMjaTHe CIoco6HOCTY oBehaBajy CKIIOHOCT Ka Jie/berby
3Hama. JInpiepcku cTun pykoBohera 1 ay TOpUTATHBHOCT He YTUUY Ha TO Jja it he 3amocneHn
[T 3HaKe Y OKBYPY TUMOBA. [103uTHBaH yTuIlaj Ha fe/berbe 3Haba MMa Kopuinheme
cucTeMa Harpajie ¥ Ka3He Off CTpaHe Bohe T1Ma, Kao ¥ KaJia je OH II0C/IoBHO 1 MeD)y/bynckn
opujeHTHCaH. MHOTY CTPy4mbalit CMaTpajy fa Harpahusarme Mopa mocTojaTu Kako 6u ce
IIPOMOBHCAIIO Hejbetbe 3Hatba. MOoTrBaIja ce MOCTIDKe U cucTeMoM Harpabusama. Jbyau
ce MOTy MOTMBIMCATH 1 Ha Ipyre Ha4MHe, He caMo HoBIeM. IlocToje IBa cucTemMa Harpaja
(Grubi¢-Nesié, 2005):
1. MatepujanHe Harpaje y Koje Criajiajy HakHaje, 6onycu, mosehama rare, pasmm-
4yTe GeHedMnIje, Kao U HOOO/bIIAE Y PATHOM OKPYXKEHY, 1

2. HemarepujasHe, ICHXOJIOLIKe HArpaie, KOje 3aloc/ieHN Jo01jajy [MPeKTHO HaKOH
U3BpPIIEHNX 33/JaTaKa, 3aJ0BO/bCTBO YC/e], IOCTUTHYTOT yCIleXa, pasMeeHOoT
3Hama, IPU3HAA, IPOMOIINje, MOTYhHOCT fla Ce Y4eCTBYje Y HeKOM IPeCTIKHOM
IPOjeKTy, CUTYPHOCT II0C/Ia, IPUIMKA Ja e IOCTaHe CTPYUmbaK y HeKoj obmacTu
- obpasoBarbe.

JlokasaHo je ja MaTepujaTHM CUCTEM Harpajia HUje JOBO/baH KaKo 611 MOTMBIUCAO
3aTI0CTIeHe, 3aTO IITO ¥Ma CaMO KpaTKOpPOUHM edeKat. BakHo je pajutn Ha yHampehemy
HeMaTepujanHyx Harpaga. Harpahusarme Moxxe OUTH MHAMBUYATHO 1 TPYIIHO U 3aBUCK
ofI 3Hama Koje ce menu. Hexu ayTopu cMaTpajy Aa MHAMBUAYanHO HarpabuBame nma
Behu edexkart, ann fa je rpynHo Harpahusame BaXKHO 3a pa3Boj TUMCKOT pafa 1 ocehaja
npunagHocTu. (Sajeva, 2014)

JlokasaHo je fa je cTaB IIpeMa IIPOoLIeCy Jie/betba 3Harba y OKBUPY KOMIIaHIje 1 33jeTHILIe
MHOTO BXXHUjI Off Cy6jeKTUBHNX HOPMMU Y ofpehBamy CKITOHOCTY Ka Jle/berby 3Hamba.
3aTo je OCHOBHO Jia ce IIO3UTUBHY CTaB YCa/iu Y KOMIIaHMjCKe BpeiHOCTU. KonexkTupnsam
MMa [O3UTUBAH yTHUIAj HA CTaB, CyOjeKTMBHE HOPMe 11 HaMepy Jie/berba 3Hama. (Arpaci
& Baloglu, 2016)

lHdopMarioHe TeXHONOTUje TO3UTUBHO YTUUY Ha Je/betbe, AIUINKAL]y 3Haba U
nepdopmance Tuma. Huje 1oBo/bHO caMo fia ce OfiBUja [ie/berbe 3Hama, Beh 1 1a ce oHO
IpYMEHN Y IU/bY HOOO/bIIatba eppopMaHCc TUMA. Y OKBUPY BUPTYETHUX OpraHM3alnja,
Jie7berbe 3Harba 3aBUCH Off APYIITBEHO-KYNITYPOIOIKNX (paKTOpa MOIYT IOBEpPerba, NCTHUX
I7beBa/BU3Mja, VICTOT je3VKa I capafimbe. [loBepeme ce moBehasa ykommko je omoryhena
BU3ya/IM3alija, KoMyHukanuja mieM y aue. (Navimipour & Charband, 2016)

BaxHy ynory y mpomMouujiu, fe/bery, alIMKaLji M yCBajarby 3Hatba NMajy Bobe Tu-
MOBa, K0 U PYKOBOJICTBO, OJHOCHO FJXOBa CTIOCOOHOCTH J]a Pa3BUjy 3ajefHUYKY BU3I)Y,
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IIPOMOBHIIY IIOIITOBAIbE, IIOBEPEIHE U jeHHaKOCT 1 HallpaBe€ CpeAVHY 3a IIO3UTUBHY Ca-
pajby WiaHOBa TMa U opranusanuje. OHn Tpeba ga IPOMOBUILY Ae/betbe nHPpopMarja
U IPYUITBEHY MHTEPaKIVjy 3aloc/eHnX. KpeaTHBHOCT U Iefarouke cTpareruje Mory
oMOhM y yIpaB/bamy 3HameM. YTIIj Ha le/berbe 3Halba CBAKAKO MMajy M BeTMYIHa
opraHmsaque, IIOIITEHE, MHOBATMBHOCT, KBAJIUTET KOMyHI/IKa]_U/Ije, CBECT O TOME KOJIMIKO
3aIOC/IEHN BPE/Y Kao MojeMHaLL, UCKYCTBO 1 Heku apyru dakropu. (Kuzu & Ozilhan, 2014)

3Hayaj je/berba 3Hamba

Jlanac ce 3axTeBa OmITPO, 6P30 ¥ AMHAMUYHO MOC/TOBaKe, KaKo 6M KOMIaHMja
01/Ta MHOBATVBHA, U JOCTA y/larama y paslnyuTe BUOBE MHOBaLMja KaKo 01 ce pa3BuIa
IbeHa KOMIIETEHTHOCT I OIICTaHAK Ha TPXKUIITY. VIHOBATMBHOCT OpraHMU3alje 3aBUcK
ofi meppopMaHCU KOMIIaHHUje, TOCTAaB/beHNX CTPATEINjCKUX LN/beBa, IPOLYKTUBHOCTI 1
OpraHU3alMOHE KYNType. 3Halbe je KOHIIENT, BeIITIHA, ICKYCTBO M BM31ja KOja [jaje OKBUpE
KpeMpamy, eBanyaryju n kopuinhemwy nadopmanuja. Ynpasbame 3HabeM je KOTHUTVBHA
omeparuja ugeHTHUKALje OpraHn3alIyje 1 pafa Kpo3 UCTpaXMBatbe 3Hamba. HoBuja
UCTpaXUBamba 6a31pajy ce Ha MHOBALMjaMa Ha MHAVBIIYyaTHOM HIUBOY, @ He Ka0 paHuje
Ha HMBOY OpraHM3allija, ¥ MCTUYY 3Ha4yajaH, jefMHCTBEH yTU1Aj KallallMTeTa yIPaB/baiba
3HaIbeM Ha opranusanuoHy nHosarusHocT. (Findikli et al., 2015).

Camo fie/berbe 3Hamba He TapaHTYje MobobInama nepdopmancu KoMnanje. Kibyanu
HOKpeTady Mo60/blIAkA CY MHOBALIV]je ¥ MHTEIeKTYa/IHY KAINTaI KOji ofpehyjy u yruaj
Ie/berba 3Hama. VIHTeIeKTyaIHU KanuTan o6yXBaTa YKYIIHO 3Hambe Koje jeflHa KOMIIaHMja
Hocefyje 3a Bohemwe Iocia 1 NoCTU3ambe KOHKYPeHTHe IPegHOCTN. VIHTeleKTyarHn Ka-
myTan o0yxBara TPU THUIIA KalMTaa: JbYACKH (CIIOCOOHOCT, 3Hakbe, BELITHHE, CTPYYIHOCT,
MHOBATMBHOCT, IIOHAIIAKe, CTABOBE, TTI0CBeheHOCT, MyAPOCT U MICKYCTBO 3alOC/IEHNX Koje
CYMUPAHO IIpeCTaB/ba YKYIIHO 3Hambe KOMIIaHNje), CTPYKTypHH (3Hambe yrpaheHo y opra-
HU3ALVIOHY KY/ITYPY, PyTUHY, IpOLefype, nHOPMALNOHY CUCTeM, 6a3y IofjaTaka, XapaBep,
codTBep, yKyIIHY KOMIIaHWjCKY CIIUKY, ITPaBUIa, 0Oeexja UTH.) U PallMOHaTHU KalluTa
(omHOCH ce Ha MOTYhHOCTM U y4era Koja ITocToje y offHocuMa usMelhy opranusanmuje u
IpYyTUX cTpaHa). [le/herse 3Hatba MOCIIeNTyje MHTeNeKTyaTHN KalliTay pa3BojeM MHANBILY-
aJTHOT 3Haba, OOObIIIAbEM OPraHN3alMOHNX MOTyhHOCTI 1 jadarbeM podecroHanHmIX
Be3a. Y OBOM IIOCTYIIKY HajsHa4ajHUjy YOIy MMajy CTPYYrbaliy, IOjEAVHIM Ca U3y3ETHIUM
3HambeM, BellITMHAMa I ICKYCTBOM 3a pelllaBae IpobieMa. YHapehermbe opraHusalmoHnx
KaralnuTeTa JJOBOAM 0 KBaJIUTETHMjeT pajia M Marbe Tpomikosa. [Ipodecronanuy ogHocH
omoryhaBajy ONTHMM3aIujy MOCIOBakba yIerheM 13 MCKYCTBa U TeKI1ja ApyTux. VIHoBanuje
YKIbY4yjy yCBajarbe MM Kpeuparbe HOBOT IPOM3BOJA, YCIIyTe, PaIHOT IIPOLECa MJIN YIIPa-
B/bAYKMX IIPOLENypa Y IM/by IIOCTH3aiba KOHKYPEHTHe KOMIIeTeHTHOCTY opranusanuje. Kop
MHOBAIMja, 3Hayaj MMajy 6p31Ha, TeMIIO HallpeTKa MHOBallMje Off KOHI[eNTyaTHor 3adeha 1o
Kpajibe KoMepIijanusanyje, 1 KBaIMTeT, IPOLeCH 1 Kpajiby pe3ynTaT MHoBalyja. [lembermbeM
3Hama yTIJe Ce Ha KBA/IUTET U Op3MHY MHOBAIMja TAKO IITO je IIPOoliec JOHOIIEeHha OfTyKa
edyxacHuju 1 edeKTUBHI)U ycren usrpaheHnx ocHOBa 3a KOOPAMHALINjY U KOOIIepaLyjy
3Hama. [lepdopmance KoManuje Mory 61Ty orneparuoHe (KOMOMHAaLja 3aJ0BO/BCTBA
KYIILa, pa3Boja KBaJIMTETa, YIIPaB/babha TPOIIKOBIMA, OITOBOPHOCTY U IIPOAYKTUBHOCTH)
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u punaHCHjcKe (KOMMKO [OOPO KOMIIaHMja KOPUCTH CPeACTBa 3a FeHepHcambe IPUXOJa,
IITO ce BUAY Y GpMHAHCHjCKUM u3BelTajuMa). (Wang et al., 2016)

IlaHac je Kpempare 11 alUIMKallija HOBOT 3Haa eCEHI[Mja/THO 3a IIPEKNB/baBAbe Y
CBMM IOCTIOBUMA M HA CBMM TPXXMINTIMA, jep MMaMO: Pa3Boj HEOIMIUBMBUX MTPON3BOJA
(upeje, mporjecn, nxdopmanuje), 4ecte poMeHe 0cobsba (JbyY ce He 3aIIOI/baBajy BUIIE
3a I1€0 XXIBOT U Kajia HEKV HAITyCTe (PUPMY BIXOBO 3HAHE OJI/IA3N Ca BIIMA), Pa3Boj OAp-
JKMBUX KOMIIETUTHBHIX IIPEAHOCTH, YOp3aBarme IpOMeHa (TeXHOJIOMIKIX, IIOCIOBHIX 1
COLMja/THUX).

Kpenpame kynrype mupema 3Hamba 3Hauy TeMHUCATH [ie/belbe 3Haba Kao HOp-
my. Kako 6u ce kpenpasa KynTypa fe/berba 3Haba HoTpebHo je mogcrahu pyae ga page
3ajeHO MHOTO euKacHUje, fa capabyjy u gee yITHMATHBHO KaKO O6M OPraHM3aIIOHO
3Harbe 6110 IPOAyKTHUBHIje. Beoma je BaxkHO fia ce erte u nHdopMarje 1 3Hame. CBpxa
le/berba 3Hama je MOMOh opraHusaluju y LeNVMHN Y MCIybehy MOCTOBHUX LN/beBa, He
COIICTBEHNX LW/beBa. YUUTHU KaKO 3Habe HAIIPAaBUTH IPONYKTUBHUM je 3Ha4ajHUje Hero
Ie/berbe 3Hama. He Tpe6a 3a60paBuTH Aa je IPOMEHy Ky/IType TEIIKO OCTBAPUTIL.

[TpegHOCTM He/bema 3HaMma Cy MHOTOCTPYKe, a HajsakHuje cy (Navimipour &
Charband, 2016): ne/perbe 3Hama y OKBUPY TMMOBa ToBehaBa IPOAYKTUBHOCT U 1tepdop-
MaHce 3all0CTIeHNX; Jie/betbe 3Hama u3Mehy opranusanuja cresapa offp)kK1By KOHKYPEHT-
CKYy IPeIHOCT; PyKOBOAMOLM U BOhe TMMOBa yde fa [ie/betbe 3Hama usMehy mpojekTHMUX
TUMOBA 11000/blIIaBa e(PUKACHOCT Y pean3aLuji IpojeKTa U OPraHM3aLMOHOT YIeHha;
3afiay ce OpyKe UCIYHaBajy; Ae/beibe 3Haba je IIMPOKO IIPU3HATO KA0 K/bY4HM (aKTop
ycliexa, IpOMOLVje MHOBAIIMja, Pa3Boja OpraHM3aLMOHe arM/IHOCTI 1 CTBAparba Opra-
HM3ALMOHNX BPETHOCTY; fle/belbe 3Hamba 13Mel)y wiaHOBa opraHmsalje, opraHusanmuje
U BEeHUX KyIala, f06aB/bada i CTPAHUX MMAPTHePa Y BeIMKOj MepH OJIaKIIaBa Ipoljec
no6o/plIama KBaINTETa YCIyTe, pefyKIjuje IPON3BOSHIX LUKITyca, ToBehame capanme
nsMebyy memaprMaHa, KOHCOMUAALMje OFHOCA Ca CTPAHNM MMAPTHEPUMA, U Ha Taj HAYMH
noBehaBa KOHKYPEHTCKY IIPEJHOCT OpraHu3alyje.

Maxo ux je MaJ1o, MIaK MOCTOjU 11 HEKOJIMKO HeJIoCTaTaKa y fie/belby 3Hama (Navimipour
& Charband, 2016): fe/bere 3Hama je HeKafja y KOPUCT KOHKYPEHTA; IOCTOjU CTPaxX Aa
3aI0C/IeHN U3ry0e 110cao; TpaAMIMOHa IHa MULI/beba I CTABOBY CIIpeYaBajy Jie/betbe
3Haba Y OKBUPY IPOjeKTHNUX TVMOBA; HEIOBO/BHO BpeMeHa I IIPeKOMepHa KOIMIIHA
nocia oHeMoryhaBajy unm penyKyjy fie/berbe 3Hama.

3AK/bYYAK

I[Iporpam ympas/bara 3HaBbeM Huje Moryhe fia OIIcCTaHe CaMOCTa/IHO Ha HUBOY I'pyIIe
y OkBMpY opranusanuje. Ogrosapajyha capajma 11 KOMYHMKaLMja IpOXKeTa KPo3 LeIy
CTPYKTYpY KOMIIaHMj€ [jaje OCHOBA 3a pPa3Boj yIpaBjbaiba 3HareM. IIpomena u ajanTa-
IVja HOYNbe MHANBMUAYATHO; CBaKY 3aIl0C/IeHN uMa ofipebeny cdepy yTuiaja y ogHocy
Ha COIICTBEHO 3HAabE U YIIPABO Ty IIOYNIHE KYATYpa [e€/bEtba 3Haba. CTI/II_IaH:e 3Hama n
IIPOMOL{ja OCHOBHIIX [I0jMOBa [le/berba 3HAA HEOIIXOHO je [ja Ce BPIIM U Y OKBUPY 06pa-
30BHUX I/IHCTI/ITyHI/Ija Kao [1€0 KypcCa, a/in " a Ky/ITypy ynpa>I<H>aBajy 3aII0C/IEHN Y OBUIM
yCcTaHOBaMa ;[ajyhm Ha Taj Ha4YMH IIpUMEP YIEeHNIVIMA U CTYAEHTMA. Pano yIiO3HaBambe
MHAMBUJIYa Ca OBOM KYITYPOM YHAIpeauaIo Ou ¥ MHOTO IPYTUX CTBAapy MOpeT fe/beha
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sHama. Opranusanuje 6u OH/a 3aIONUbaBasIe IOTIYHO €IYKOBAHY Kaap KOjI je OCHOBa
3a II0CTU3ame ycIexa.

CaBpeMeHe TeXHOIOTUje, TOCIOBAbE U TPXKUIITA AUKTUPAjy TPEHIOBE yarama y
HeMaTepyja/iHe KOMIIeTeHIIMje CBaKe opranusaiyje. YHanpebemwem oprannsanmone Kyi-
Type, Mehy/bycKIX OfHOCa 11 pa3dBojeM Ky/IType [ie/berba 3Hara oprannsanuje he crehu
KOMIIeTeHTHY npepHocT. Hanpenak TexHonoruja onaxiahe nmpeBe opranusanuja, anm
myncku daxrop he omer urpary Haj3HadajHKjy yory. VI3yseTHO je BayKHO [ja OpraHusanyje
y Hallloj 3eM/bU pajie Ha yHatpebemy MeDy/bynckix ofHOCa, Mebajy CTPYKTYPY U CTaBOBe,
OpuHY O CBOjUM 3aIIOCTIEHNIMA jep THMe OCUTYpaBajy cBoj orcraHak u 6yayhuoct. PasBoj
JbYJICKMX pecypca, CCTeMa MOTHBICaba 1 HarpabyBarba koje ce 6a3upa Ha HeMaTepujaTHIM
CTBapMMa je U3a30B CBaKe OpraHM3allMje Koja Xe/lu [a CTeKHe KOHKYPEHTCKY IIPEJHOCT
U OJP>KI C€ Ha TPXKUIITY.
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SHARING - TRANSFERRING
KNOWLEDGE IN COMPANIES

(Translation In Extenso)

Abstract: Knowledge management is a manner in which an organization creates,
maintains and shares knowledge. It constitutes an integral function of business operations
in many companies that build their success by creating new knowledge, then distributing it
within the organization and integrating it in new technologies and products. Understanding
the idea of knowledge sharing appears as a key research area within a wide scope of research
into transfer of technologies and innovations. The paper emphasizes the importance of
knowledge and professionalism as key resources of enterprises and national economies.
Moreover, it points to different types of knowledge and models of creating and using
knowledge. By sharing - transferring knowledge, individual knowledge is transformed into
organizational and contributes to improved performances of a company.

Keywords: knowledge, types, models, sharing, industry

INTRODUCTION

Until several years ago, knowledge management was the focus of only some compa-
nies whose main business was to sell knowledge. Nowadays, knowledge management is
becoming an integral function of business operations in many organizations because com-
petitiveness in business lies exactly in efficient management of the company’s intellectual
resources. Due to progress of technologies, expansion of the world market, a large number
of competitors and rapid obsolescence of products, new companies are incorporated that
build their success by creating new knowledge that they distribute within the organization
and integrate in new technologies and products. A competitive advantage is no longer
reflected only in the company’s material wealth, but it is built on experience, information
and its processing, methods of doing business, management’s capability, brand and acquired
reputation, organizational culture, loyalty of employees and customers.

! darko@tmfbg.ac.rs
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Knowledge management involves the formation of the most complete system possible
of procedures and techniques that are used to achieve the maximum from what is already
coded tacitly in the organization (“know-how”). Defined in different ways, knowledge
management generally constitutes a manner in which an organization creates, maintains
and shares knowledge. Understanding knowledge sharing, the manner in which an organ-
ization maintains access to its own knowledge and that of other organizations appears as a
key research area within a wide scope of research into transfer of technologies, innovations
and strategic development. Studying knowledge sharing is increasingly becoming part of the
perspective of learning within an organization. Experience and research definitely show that
successful knowledge sharing involves a prolonged learning process rather than a simple
communication process because ideas related to development and innovations must be
locally acceptable and demand adaptation that should best be performed by institutions
themselves or by local creators of innovations in order to implement the idea successfully.

In the organizational theory, knowledge transfer has a practical problem in its transfer
from one foreign organization to another. Just as knowledge management, knowledge transfer
also requires organizing, creating, accepting or distributing knowledge and its availability
ensured to future generations. It is considered a much larger problem than the very problem
in communication. If knowledge sharing were similarly simple, a memorandum, an e-mail
or a brief meeting would completely resolve the established goal of knowledge sharing.
Knowledge sharing is far more complicated because the larger portion of knowledge in an
organization is transferred tacitly and with difficulty (Nonaka & Takeuchi, 1995).

Since 1990, knowledge management has been explained by and includes the concept of
knowledge transfer. According to Argote and Ingram (2000), knowledge transfer is “a process
through which one unit (e.g. group, department or division) is affected by the experience
of others”. Knowledge transfer within an organization can be prevented not only by the
lack of encouragement, but by other factors as well. How good and accessible knowledge
about the best practice is will depend on the nature of knowledge, who it originates from,
who uses it and on the context within which knowledge is transferred.

IMPORTANCE OF KNOWLEDGE IN INDUSTRY

Knowledge is a dominant characteristic of the post-industrial society. Knowledge
and professionalism are key resources of enterprises and national economies, while work-
ers with knowledge make an organization. Having in mind that knowledge is the basis of
everything nowadays, it is necessary to understand the types of knowledge existing within
organizations. In addition, it is necessary to encourage social structures that will enable
learning and provide support in all organizational domains. A company’s innovative ca-
pacity and competitive advantage are determined by the type of knowledge it possesses,
the structure of the work organization and social factors (social structure that performs
coordination, acceptable forms of behaviour and business roles of organization members
who have established knowledge).

A great portion of human knowledge is not simple to define and transfer like skills,
techniques and “routine” jobs. It is founded on experience, revealed through practice and
transferred through networks of human relationships. It is formally called “tacit knowledge”
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and refers to specific themes. This knowledge has a very important role in realizing the
company’s competences, as well as a role in technological innovations and organizational
learning. However, learning is promoted and innovative abilities are developed by every
company on its own. Companies depend on a different type of knowledge and have different
approaches to learning, so that the significance of tacit and explicit knowledge in learning
and innovation differs substantially. Some research indicates that tacit knowledge was much
more important in Japan in comparison to the Western companies that rely on explicit
knowledge and aspire to formalize tacit knowledge. Culture and institutional development
also determine what knowledge and systems will be favoured.

Increasing complexity of the technological system, rapid changes and new scientific
accomplishments give even greater significance to tacit knowledge. The structure of an
organization determines its capacity to mobilize and integrate different types of knowledge
and to define the relationship between individual and collective learning. The traditional,
bureaucratic hierarchical model of organization is not good for learning and development
of innovations. To create tacit knowledge, it is important that organizations possess a de-
centralized system or problem resolution, horizontal coordination and a multifunctional
working team. The share of tacit knowledge in the company’s overall knowledge, the manner
of its creation and application depend both on social, sociological (e.g. routine, embedded
knowledge) and on institutional factors (e.g. type of organizational structure). Sociological
factors such as the system of education and training, the structures of the labour market
and social relations between different groups of professions, shape organizational structures
and processes in which the company’s overall knowledge is built. Education systems and
training systems determine to what extent knowledge is necessary as basic qualifications
or for certain positions and progress (Pokrajac & Tomi¢, 2011)

Types of the labour market and socially popular professions determine the learning
focus and encourage the development of different types of knowledge, at the same time
defining the boundaries and social frameworks within which individual learning inter-
acts with collective learning. The company’s knowledge is configured and generated, and
it develops by specific social characteristics of the community in which they exist. The
organizational structure is a reflection of national patterns.

Different methods and levels of workers’ qualifications reflect coordination and work
patterns in the countries in which these organizations are incorporated. The countries like
Great Britain, France and Germany have built levels of “professionalism” necessary for
achieving goals by different categories of workforce, which emphasizes the importance of
formal education and training as key social factors for shaping the criteria of knowledge
and professionalism (Jaksi¢, 2010).

The importance of knowledge in industry can be emphasized by listing the definitions
of the following concepts:

o Culture of knowledge sharing, which is defined as a “set of important understand-
ings shared by members of the community”, while understandings include norms,
values, behaviour, beliefs and “paradigms” Another, basic definition of culture
is that culture is “an adopted form of human behaviour that includes thoughts,
speech, action, and affects and depends on man’s capacity for acquiring knowledge
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and passing it on to future generations” This definition shows the basic goal of
knowledge management (Jaksi¢, 2010).

The concept of a paradigm is important for understanding culture and it constitutes
a way of thinking, understanding, communication, worldview or frame of mind.
A paradigm is a state of subconscience and people are not aware of their paradigms.
A paradigm is commonly used in a wrong context and it is misunderstood.
Organizational culture, which is usually considered a relatively rigid tacit infra-
structure of ideas that shape the opinion, behaviour and perception of the business
environment. It establishes a set of instructions according to which members of
an organization work and according to which the structure of an organization is
formed. It is rigid mostly as a result of paradigms.

Knowledge management is defined as a “collection of processes leading towards the
creation, expansion and graduation of knowledge levels for the purpose of achieving
organizational goals”. It is a business philosophy that represents a set of principles,
processes, organizational structure and technological applications that help people
to share and grade their knowledge in order to achieve their business goals. The
above-mentioned emphasizes individuals and their responsibility and points to
the holistic nature of knowledge management, which fundamentally represents the
expansion of knowledge and its use in practice.

Knowledge and information, whose relationship derives from the fact that knowledge
is usually viewed as a rich form of information, while essentially being defined as
“know-how” and “know-why”.

Hierarchy of knowledge includes these concepts by the following order: data — infor-
mation - knowledge — wisdom.? Written or explicit knowledge is the knowledge that gives
information as to how to do a certain task. An inexperienced worker will not perform the
task even with the received instructions. Tacit knowledge is the knowledge possessed by the
person with relevant expertise, experience and skills, who will almost certainly do the task
according to the received instructions. We need information for productive knowledge. It
is not sufficient only to know how to do a task, but also to have information about what,
i.e. what data it should include. The manner in which the task will be performed largely
depends on the person who assigns that task. If we are unable to use the task to process
what was necessary to include, it is necessary to know the purpose of the task and find an
alternative. It is also important to know why. “Know-why” is usually much more important
than “know-how” because it allows creativity and independent innovativeness in defining
the method of resolving the task.

2 Data - usually not too useful, a list of components; Information — more useful, giving a context to

data; Complex information gives knowledge that can be explicit or tacit. Knowledge includes flexible
and adaptable skills, personal abilities to understand and apply information. Frequency of change is
what distinguishes information from knowledge.
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DIFFERENT APPROACHES IN THE ANALYSIS
AND TYPES OF KNOWLEDGE

The analysis of an organization’s knowledge, which is rather complex and dynamic,
can be epistemological® (explicit and tacit knowledge) and ontological* (individual and
collective knowledge). These two dimensions of knowledge lead to the development of
four forms of organizational knowledge (Lam, 1998). Apart from this one, there are other
divisions of knowledge that define the distinction between private and public knowledge,
as well as between component and architectural knowledge.

The epistemological analysis gives the most important dimension to knowledge and
it distinguishes between explicit and tacit knowledge. The difference between these two
types of knowledge lies in:

o Transfer coding and mechanisms

Explicit knowledge is formalized, coded knowledge that can be determined or trans-
ferred through verbal communication or in the form of symbols such as written documents
(procedures, reports, manuals, books, and rulebooks), drafts or computer programs. Its most
important characteristic is simplicity of communication and transfer. Tacit knowledge is
intuitive, subjective, inarticulate knowledge that is not easy to formalize and transfer. The
concept of tacit knowledge was first presented by Polanyi (1962). This type of knowledge is
directed towards operational skills acquired through practical experience with the passage
of time. Tacit knowledge refers to a specific task and is marked by personal features, while
it depends on the level of education, expertise and experience, which makes it specific and
rather difficult to formalize (transfer into written form) and share. Unlike explicit knowl-
edge that is transferred independently of who, when and where, tacit knowledge transfer
requires close interaction and building of trust and understanding between the one sharing
knowledge and the one accepting it (Nonaka & Takeuchi, 1995).

o Manner of acquiring knowledge

Explicit knowledge is generated through logical deduction and is acquired with for-
mal education. Tacit knowledge, being founded on experience and body gestures, can be
acquired only by experience in a relevant context, through examples or observation (e.g.
from a master to an accomplice). Diversity of experience, individual commitment and
individual participation are key factors in acquiring tacit knowledge.

o Creation and forms of adopting knowledge

Explicit knowledge is coded, can be collected in one place, stored in objective forms
and it is independent of the subject adopting it. Tacit knowledge is personal and contextual,
and can be adopted only through direct application. Realization the full potential of this

> Epistemology - the area of philosophy that examines possibilities, roots of creation and ultimate

ranges of human knowledge; it answers the questions regarding the nature, comprehensiveness,
sources and correctness of knowledge.

* Ontology - a discipline of philosophy that discusses the being as existing, its general, fundamental
and constitutive determinations.
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knowledge requires close inclusion and cooperation of those who transfer knowledge and
those who knowledge is transferred to.

A great portion of man’s knowledge is represented exactly by tacit knowledge, which
speaks of the natural limitation for its definition. Huge efforts are invested in defining and
formalizing any tacit knowledge, but part of it still remains in thoughts of individuals.
Organizational knowledge can be determined by the degree of explicitness that represents
how immeasurable knowledge is in terms of coding, easiness of learning and complexity.
Knowledge complexity is greater if learning and knowledge formalization are more dif-
ficult. The greater knowledge complexity is, it the more difficult it is for a competitor to
imitate that knowledge, thus the larger competitive advantage of an organization is created.
Polanyi (1962) thinks that the root of human knowledge is in individual intuition. In his
opinion, science is a process of explaining tacit intuitive understanding that lies under
subconscious knowledge of scientists. Nonaka & Takeuchi (1995) claim that the key to the
creation of organizational knowledge lies in the mobilization and conversion of individual
tacit knowledge into collective knowledge.

Learning and innovative ability of an organization depend on its capacity to collect
tacit knowledge and encourage its interaction with explicit knowledge. Although it is
possible to make a conceptual distinction between explicit and tacit knowledge, in prac-
tice these two types of knowledge cannot be separated. New knowledge is generated by
dynamic interaction and combination of these two types of knowledge and it determines
the competence of a company and the superiority of its performances.

The ontological analysis starts from the assumption that knowledge within an organ-
ization must be at the level of an individual (individual knowledge) or it is extended to the
members of that organization as a collective (collective knowledge). Individual knowledge
is organizational knowledge possessed by individuals and acquired through formal edu-
cation and practical experience of an individual. This knowledge is independently applied
to certain problems and tasks. The key characteristic of this knowledge is autonomy in its
application. Cognitive limits of individuals in adopting and processing information determine
individual knowledge. It is transferrable and moves along with an individual, which leads
to potential problems in maintaining and accumulating knowledge of an organization. If an
individual who has acquired certain knowledge through new and unique experiences leaves
the company, he/she takes that knowledge along. Such knowledge is useful to individuals,
enabling them to achieve work goals and advancement in career. Collective knowledge
is accumulated knowledge of an organization stored in its rules, documents, procedures,
routines and norms that determine behaviour, manners of problem resolution, and a pat-
tern of interaction among members of that organization. It is the “collective mind” of the
organization, stored and available for use by its members. It can be centralized or spread
within an organization. In addition, it can constitute summed knowledge of individuals,
depending on mechanisms that convert individual knowledge into collective knowledge.
Collective knowledge is more important within an organization; it is much more secure
and unaffected by the fluctuation of employees. Collective knowledge that is generated
vertically, from top to bottom, within a company, is superficial and partial. It leads to the
loss of tacit knowledge at an operational level, which limits the company’s capacities for
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innovation. Collective knowledge that is formed through interaction and collective learning
is transferred and adopted more easily, and it strengthens the meaning of individual learning.

The following division we will point to is the division into public and private knowl-
edge. Public knowledge is not related to any specific company or industry, but it is gener-
ally known in all fields of business operations such as lean, quality management or other
general practices, regulations or strategies. An organization must have public knowledge
in order to stay in the market. Unlike public knowledge, private knowledge is unique to
an organization. It gives a company a competitive advantage with valuable, rare sources
that are impossible to be fully copied. This knowledge is developed with time and can be
related to processes, strategy or practice. It is important to note that if private knowledge
is not developed or spread among employees, it is impossible to achieve any competitive
advantage and progress of an organization.

Private and public knowledge can further be viewed as component, referring to
sub-programs or discrete segments of business such as the development of a new product
or strategy, and architectural knowledge, which constitutes the habits of an organization
necessary for ensuring synchronized components of that organization. Such knowledge is
specific for an organization (Tangient LLC, 2011).

According to the epistemological and ontological analysis of knowledge, organizational
knowledge has been categorized into several forms as shown in Table 1.

“Embrained knowledge” or knowledge acquired through learning (individual-explicit)
is knowledge that depends on the skills and intellect of an individual. It refers to theoretical
knowledge acquired within formal education and training. It is general and transferrable
because it can be used for different situations and a wide range of fields of application. In
addition, it can be easily and logically standardized and applied.

“Embodied knowledge” or knowledge acquired through experience (tacit-individual)
is knowledge acquired through practice and oriented towards activity (work). Such knowl-
edge is possessed by a man for performing his own and activities of others in specific work
situations. It is practical and individual and involves learning while working. It is more of
a social character, about how individuals communicate and interpret their environment.
This knowledge is acquired slowly and gradually through the socialization process and
constitutes one form of Polanyi’s tacit knowledge. It refers to a specific content, practical
knowledge that is relevant in practice only when there is a concrete problem, and it is
specific to a person.

“Embedded knowledge” is tacit knowledge acquired through routines and practice.
Those are skills, knowledge and abilities of individuals enabling them to perform a task
automatically. It is founded on beliefs and understanding that rule within an organization,
which ensures effective communication. This knowledge is social and dynamic, and it is used
when there are no written rules. It is a link between technology, formal procedures, routine
and tasks that need to be performed by individuals. It enables coordinated functioning of
an organization and it is limited by adopted organizational principles and social relations.

“Encoded” or coded, formalized knowledge (collective-explicit) is documented knowl-
edge contained in writing. It is public knowledge available in an organization, which can be
used and understood by everyone. It refers to information that is transferred in the form
of symbols and signs (books, manuals, data bases, codes of practice, strategic documents,
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textbooks etc.). It is more oriented towards transferring, storing and examining knowl-
edge. Moreover, it constitutes mechanical knowledge that creates a unique and predictable
pattern of behaviour within an organization and does not depend on an individual. It can
be described as simple, selective and partial knowledge. Centralized management and
control within an organization are facilitated by the conversion of individual knowledge
and experience into coded, formalized knowledge.

“Encultured knowledge” or knowledge acquired through acculturation comes from
the beliefs adopted in an organization, values and rituals of organizational culture (“the
manner in which things function here”). This cultural knowledge is a type of tacit knowledge
that is acquired through socialization and familiarization with culture of an organization
or community.

KNOWLEDGE SHARING

Knowledge sharing is a very important activity that increases an individual ability
to understand and adopt new data for the purpose of acquiring new knowledge, problem
resolution and self-improvement. Successful knowledge sharing is reflected both through
technological development and through the behaviour of individuals within an organiza-
tion. Knowledge sharing skills directly depend on organizational performances and play
a significant role in the success of an organization. Without efficient knowledge sharing,
organizations are unable to integrate expert, critical opinion, skills and abilities in order to
achieve complex and innovative work. Organizations are those that need to create open and
interactive reward systems to motivate their employees to share their knowledge voluntarily
and enthusiastically (Sajeva, 2014).

Knowledge management is a process of adoption, sharing, development and efficient
use of knowledge.

Knowledge management can be defined as (Findikli et al., 2015):

« the work of a complex system that improves the degree of knowledge of an organization;

« an integrated system approach containing databases, documents, policies and pro-
cedures that include current expertise and experience and take part in determining,
managing and sharing all information values of an enterprise;

» management of knowledge formation, knowledge transfer and knowledge flow
within an organization, effective and efficient use of knowledge for the purpose of
achieving long-term benefit of an organization

Knowledge sharing as an important segment of the knowledge management system
implies that an individual, team or organization share knowledge with other members in
the form of activities in different manners. By sharing knowledge, individual knowledge is
transformed into organizational and thus improves the company’s performances. Knowledge
is transient, short-living and, unless used, it loses its value rather quickly.

Knowledge sharing efficiency is reflected in an organization’s ability to manage its
employees0 adopted, shared and applied knowledge. Acquiring knowledge implies taking
over relevant information from the surroundings (clients, competitors, suppliers and others
with an impact of the company’s performances) or from knowledge management within
which knowledge is acquired through research and experimenting. New knowledge is
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acquired by combining adopted knowledge from the market and employees” knowledge.
Knowledge sharing encourages the importance of individuals within an organization,
formation of collective opinion and making gains for that organization. Knowledge appli-
cation enables the reduction of mistakes or improvement of employees” work efficiency
and potential reduction of redundancies within an organization.

The process of knowledge sharing should include:

1. Identification of knowledge carriers, experts within an organization;

2. Motivating experts to share knowledge;

3. Formation of sharing mechanisms in order to facilitate knowledge sharing;

41. Implementation of knowledge sharing;

5. Measurement in order to ensure transfer;

6. Use, i.e. application of shared knowledge.

Competitiveness of a company derives from non-material resources, human factor,
mostly from knowledge and knowledge sharing. Basic competences of available human
resources are improved by introducing organizational culture and by training, knowledge
management. Nowadays employees constitute the most important property of an organ-
ization and it is the main goal of any business to accomplish their mutual cooperation, to
enable them to function like a community and contribute equally to the achievement of an
organization’s goals. Interpersonal relations and knowledge sharing determine whether an
individual’s performances will favourably affect business operations (Kuzui Ozilhan, 2014)
Readiness to share knowledge determines social capital and that is why manners of encour-
aging employees to share knowledge are an important segment of knowledge management.
Values promoted by an organization are the most important component of organizational
culture that affects knowledge sharing. There are numerous potential barriers in knowledge
sharing, such as costs, uncoordinated incentive systems etc. (Michailova & Minbaeva, 2012)

Interpersonal relations of employees include: working environment, conditions
in which appreciation is accomplished, conditions in which support is accomplished,
perception of justice, relations with superiors and self-satisfaction and self-learning. For
an organization it is equally important to fulfil requirements of customers and suppliers
(external relations), as well as expectations and requirements of its employees (internal
relations). Management of internal relations depends both on organizational structure and
on human resources management within an organization. An organizations efficiency is
improved by well-designed activities of human resources that encourage the development
of employees’ trust (Kuzu & Ozilhan, 2014)

The feeling of belonging to a team or an organization encourages self-respect and a
positive attitude towards knowledge sharing. This type of knowledge sharing is affected
by some elements of culture, such as personal responsibility, internal motivation, trust of
top management in employees and performance-based orientation. An individual incli-
nation towards knowledge sharing and experiences in teams and the organization on the
whole is the function of observed personal benefits and damage an individual may have.
The above-listed factors depend on harmonization with the team and organization, job
satisfaction, the professional field and community to which an individual belongs.

Setting up teams for working on a task, which is usually composed of members of
different departments, is a very good way of sharing knowledge within an organization,
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developing interpersonal relations and the feeling of belonging. Within a project team,
knowledge sharing is of great importance because it is a link between its members aimed
at reducing costs and improving performances. By coordinating work, every member of the
team is enabled to improve his/her own competences. Multinational teams are a source of
new knowledge. In modern organizations, founded on knowledge, a great amount of data
becomes part of joint resources, while team play an important role in their improvement.
Team members learn how to help one another, i.e. how to help other team members to
understand their potential and create an environment in which everyone can go beyond
their boundaries. Knowledge within a team is shared only when there is mutual trust and
feeling of belonging, which depends on communication frequency, commitment to a pro-
ject, similar view of project values and necessary expertise. Knowledge sharing between
project teams is usually not promoted by the management in practice, but it is achieved by
replacing team members and direct interaction (Mueller, 2014)

It is of great significance to help people to understand that knowledge sharing is their
personal interest. Instead of the old paradigm “knowledge is power”, today it is necessary
to understand and accept that “knowing how to share knowledge is power”. Knowledge
sharing helps people to do their job more effectively, to keep it, to develop personally and
to improve their career, to be rewarded for completing and to receive recognition. If this
is understood, knowledge sharing becomes reality.

Individuals’ performances are most affected by job satisfaction, working environment,
motivation and stress. Job satisfaction reduces the intention of experts to leave their jobs.
Different cultural affiliation, different ethnic groups, gender, national culture, language etc.
can have a negative effect on knowledge sharing due to the feeling of negative stereotyping.
If a new team member is warmly welcomed as an appreciated associate on a joint task,
he/she will be motivated to share knowledge. Close relations between co-workers, strong
social connections, perception of associates, selflessness, individual motivation, as well
as social abilities increase an inclination towards knowledge sharing. The leader’s style of
management and authority do not determine whether employees will share knowledge
within teams. Knowledge sharing is positively affected by the use of reward and punishment
system by the team leader, as well as when it is professionally and interpersonally oriented.
Many experts think that rewarding must exist in order to promote knowledge sharing.
Motivation is also achieved by the reward system. People can be motivated in other ways,
and not only by money. There are two reward systems (Grubi¢-Nesi¢, 2005):

1. Material rewards, including fees, bonuses, salary raises, different benefits, as well

as improvement in the working environment, and

2. Non-material psychological rewards received by employees immediately after com-

pleted tasks, satisfaction because of the achieved success, exchanged knowledge,
recognition, promotion, possibility of participating in a prestigious project, job
security, opportunity of becoming an expert in a certain field - education.

The material reward system is definitely not sufficient to motivate employees because
it has only a short-term effect. It is important to work on improving non-material rewards.
Rewarding can be individual and collective, and it depends on knowledge that is shared.
Some authors believe that individual rewarding is more effective, but that collective reward-
ing is relevant for the development of team work and feeling of belonging (Sajeva, 2014)
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An attitude to the process of knowledge sharing within a company and community
is proved to be much more important than subjective norms in determining an inclination
towards knowledge sharing. That is why it is essential that a positive attitude is embedded
in the values of a company. Collectivism has a positive effect on the attitude, subjective
norms and the intent of knowledge sharing (Arpaci & Baloglu, 2016)

Information technologies have a positive effect on sharing and application of knowl-
edge and team performances. It is not enough only to share knowledge, but also to apply it
for the purpose of improving team performances. Within virtual organizations, knowledge
sharing depends on socio-cultural factors such as trust, same goals/visions, same language
and cooperation. Trust is increased if visualization, i.e. face-to-face communication is
ensured (Navimipour & Charband, 2016)

An important role in knowledge promotion, sharing, application and adoption is
played by team leaders, as well as the management, i.e. their abilities to develop a joint
vision, to promote respect, trust and equality and make an environment for a positive
cooperation of team members and the organization. They should promote information
sharing and social interaction of employees. Creativity and pedagogical strategies may
help in knowledge management. Knowledge sharing is definitely affected by the size of an
organization, honesty, innovativeness, quality of communication, awareness of how worthy
is an employee as an individual, experience and some other factors (Kuzu & Ozilhan, 2014)

Importance of knowledge sharing

Nowadays, sharp, fast and dynamic business is required in order to make a company
innovative, while it takes plenty of investment in different forms of innovations to develop
its competence and survival in the market. An organization’s innovativeness depends on a
company’s performances, established strategic goals, productivity and organizational culture.
Knowledge is a concept, skill, experience and vision giving a framework to the creation,
evaluation and use of information. Knowledge management is a cognitive operation of
organization and work identification through researching knowledge. Recent research is
based on innovations at an individual level, unlike earlier research, at the level of organi-
zations, and it emphasizes the significant and unique impact of knowledge management
capacities on organizational innovativeness (Findikli et al., 2015).

Knowledge sharing itself does not guarantee the improvement of a company’s per-
formances. Key drivers of improvement are innovations and intellectual capital that also
determine the impact of knowledge sharing. Intellectual capital covers overall knowledge
possessed by a company for running business operations and achieving a competitive ad-
vantage. Intellectual capital includes three types of capital: human (capacity, knowledge,
skills, expertise, innovativeness, behaviour, attitudes, commitment, wisdom and experience
of employees, collectively constituting a company’s overall knowledge), structural (knowl-
edge embedded in organizational culture, routine, procedures, information system, data
base, hardware, software, a company’s overall image, rules, features etc.) and rational capital
(referring to the capacities and learning that exist in the relations between an organization
and other sides). Knowledge sharing encourages intellectual capital through development
of individual knowledge, improvement of organizational capacities and strengthening
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professional connections. In this procedure, the most important role is played by experts,
individuals with exceptional knowledge, skills and experience in resolving problems. The
improvement of organizational capacities leads to better quality of work and fewer costs.
Professional relations enable optimization of business by learning from experience and les-
sons of others. Innovations involve the adoption or creation of a new product, service, work
process or management procedures with the aim of achieving an organization’s competitive
competence. With innovations, of relevance are the speed and rate of their progress from
the conceptual beginning to final commercialization, as well as their quality, processes and
the final result. Knowledge sharing affects the quality and speed of innovations because
the decision-making process is more efficient and effective due to the built foundations
for coordination and cooperation of knowledge. A company’s performances can be oper-
ational (a combination of customer satisfaction, quality development, cost management,
responsibility and productivity) and financial (how well a company uses funds for income
generation, which is seen in financial statements) (Wang et al., 2016).

Today, the creation and application of new knowledge are essential for surviving in
all jobs and in all markets because we have: the development of intangible products (ideas,
processes, information), frequent changes of staff (people no longer find employment for
life and when someone leaves a company, their knowledge leaves with them), development
of sustainable competitive advantages, acceleration of changes (technological, business
and social).

To create knowledge sharing culture means to define knowledge sharing as a norm.
In order to create knowledge sharing culture, it is necessary to encourage people to work
together more efficiently, to coordinate and share ultimately so that organizational knowl-
edge is more productive. It is very important to share both information and knowledge.
The purpose of knowledge sharing is to help an organization to fulfil its business goals, and
not one’s own goals. Learning how to make knowledge productive is more important than
knowledge sharing. It should not be forgotten that it is difficult to achieve a change in culture.

The advantages of knowledge sharing are multiple, while the most important ones are
(Navimipour & Charband, 2016): knowledge sharing within teams increases productivity
and performances of employees; knowledge sharing between organizations creates a sus-
tainable competitive advantage; managers and team leaders learn that knowledge sharing
between project teams improves efficiency in project implementation and organizational
learning; tasks are accomplished more quickly; knowledge sharing is widely recognized as
a key factor of success, promotion of innovations, development of organizational agility
and creation of organizational values; knowledge sharing between members of an organi-
zation, an organization and its customers, suppliers and foreign partners largely facilitate
the process of improving the quality of services, reduction of production cycles, increased
cooperation between departments, consolidation of relations with foreign partners, and
thus increases an organization’s competitive advantage.

Although their number is negligible, there are several disadvantages to knowledge
sharing (Navimipour & Charband, 2016): knowledge sharing sometimes goes to the benefit
of a competitor; there is a fear that employees will lose their jobs; traditional opinions and
attitudes prevent knowledge sharing within project teams; insufficient time and excessive
quality of work prevent or reduce knowledge sharing.
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CONCLUSION

The knowledge management program is not possible to survive independently at the
group level within an organization. Appropriate cooperation and communication perme-
ating the entire structure of a company gives grounds for the development of knowledge
management. Change and adaptation begin individually; every employee has a certain
sphere of influence in relation to his/her own knowledge and that is where knowledge
sharing culture begins. Acquiring knowledge and promotion of basic concepts of knowledge
sheering should also be accomplished within educational institutions as part of a course,
but such culture should also be pursued by employees in these institutions, thus setting
an example to schoolchildren and students. An individual’s early familiarization with this
culture would advance many other things apart from knowledge sharing. Organizations
would then employ fully educated staff as a foundation for accomplishing success.

Modern technologies, business and markets dictate trends of investments in non-ma-
terial competences of every organization. By improving organizational culture, interpersonal
relations and by developing knowledge sharing culture, organizations will achieve a com-
petitive advantage. Progress of technologies will facilitate goals of organizations, but human
factor will still play the most important role. It is extremely important that organizations
in our country work on the improvement of interpersonal relations, change structure and
attitudes, and care for their employees because in that way they ensure their survival and
future. The development of human resources, systems of incentive and reward based on
non-material things is a challenge to every organization that wants to achieve a competitive
advantage and stay in the market.
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APPENDIX / ITPVIJIOT

Tabena 1. Kaitieiopuje opianu3ayuoHoi 3nara Ha 6a3u educiiieMuonouxe u
ontnonouike iogene suarva | Table 1. Categories of organizational knowledge
according to epistemological and ontological division of knowledge

3Harbe / Knowledge WHgmeuayanHo / Individual KonektusHo / Collective
OppeheHo (ekcnAnUMTHO) | 3Hatbe CTEUEHO yuerem / KoanpaHo, bopmanusoBaHo
/ Specific (explicit) Embrained knowledge 3Hatbe / Encoded knowledge
MpehyTHo / Tacit 3Harbe CTeYeHO NCKYCTBOM / YrpaheHo 3Hame / Embedded
Embodied knowledge knowledge
3Hatbe CTEUEHO aKyNTypaLmjom
/ Encultured knowledge

VsBop: ITpukas ayropa Ha ocHOBy: / Source: The author’s review according to: Blackler, 1995.
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