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Abstract: The contemporary way of doing business does not only require of the organization to 
adjust but also of the employees as well. The organization is adjusting to constant and more rapid 
changes in the environment, and the employees are adjusting to often changes required by a 
certain post and the working conditions. The period of use of knowledge is decreasing bit by bit, 
which mostly makes the schooling and university education one of the conditions to get a job and 
one of the conditions for life long learning. In such a way, education and capacity building of 
employees become one of the key and the most efficient factors of human resource development, 
organizational flexibility and competitive advantage. It is believed that knowledge management 
and organizational learning are vital for the success and that have positive influence on the 
organizational performance. Contemporary companies are becoming learning organizations not 
because their managers and employees like learning new things, but because it is the only way to 
survive in the modern environment. In this paper we will discuss the need of permanent education 
and employee development and the need to innovate knowledge and management competences. 
The research which was conducted in the public enterprise on the territory of the Republic of 
Serbia was focused on organizational learning, knowledge management and human resources 
and also on the methods of the organization directed towards better efficiency.  
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1. INTRODUCTION 

 
 Knowledge is a basic business resource. The imperative of continuous 
improvement of productivity as a precondition of growth and development of a market 
oriented organization, required permanent improvement of knowledge productivity. The 
success of a company can be achieved only by improving the productivity of all key 
resources and the level of innovations.  
 Education is of a strategic importance for the economic and social development, 
that is, for developing the society based on knowledge. Various researches from the 
economic or social perspective, show that the higher level and quality of education in a 
society as a whole, influence the productivity, innovation, democracy and social 
cohesion. Education and creation of human resources, is one of the most important 
instruments in creating the strategy and policy of economic development. In modern 
organization, employees are required to be efficient, productive, have high quality of 
work and be creative for which they need to possess certain knowledge, traits, 
competences and motivation. In a modern organization, learning is not only and 
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organizational function, but also it is intersecting with all other processes, the very 
structure and the organization management. 
Education is a live and complex system with its own dynamics, where all elements are 
mutually connected and which depends on the influences from the social environment. 
Today, life long learning and the knowledge dissemination are the main objectives of the 
employees. In developed countries, the human resource development system envisages 
the schooling of the young and the adults, also the non-formal education of the adults, and 
more and more attention is paid to self-education. Education is now considered to be the 
condition for survival and development of modern societies.  
 Implementing the educational function in an organization is a complex activity 
and task which is being done through human resource management and it represents one 
of its main sub functions. Today, it is a fact that managers and employees have to take 
care about knowledge becoming outdated. Maybe the knowledge once satisfied the 
organizational needs, but today they are not enough. Continuous life long learning 
(school, seminars, lectures, self-study) is the best means for keeping up with the 
technological knowledge [7]. Thus, one should intensively invest in learning and 
development, invest in knowledge which is now the main and only source of competitive 
advantage and the newly created value. Education is becoming the most important 
investment in one’s own future and development, and the organizations are becoming a 
place where learning, education and development are always present.  
 
2. LEVELS AND TYPES OF ORGANIZATIONAL NEEDS 
 
 There are four categories of educational needs. Each category, that is, each level 
corresponds to certain educational contents and methods. Each level of educational needs 
is related to certain characteristics which describe it. 
 The first level of educational needs is directed towards making the employees 
suitable for performing the ongoing tasks and eliminating the void between the expected 
and the current result.  
 The second level of educational needs is related to increasing the individual 
knowledge and competences and constant education for performing complex and more 
responsible tasks. Apart from this, the second level envisages a person to do different 
tasks of the same organizational level. 
 The third level of educational needs is connected to the individual career 
development and the preparation of the employees to perform complex and more 
responsible tasks.  
 The fourth level of educational needs is related to the future. It envisages 
educational programmes and development based on the education and competence needs 
in the future, as well as the ability to track and constantly adapt to changes, for new field 
and development of individual potentials. Each level of educational need sets different 
requirements in relation to educational programmes and contents. They also determine 
whether one will turn towards the existing educational programmes such as, for example, 
specialist and postgraduate studies at a certain university or other education programmes 
[1]. 
 While the levels of educational needs refer to the depths and the intensity of 
required knowledge, the types refer to their contents, that is, knowledge and competences 
on which one should focus. When analyzing and systematizing the general criteria of 
educational needs, there are usually four types of educational needs in modern 
organizations, such as: 
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1. Basic knowledge and competences, 
2. Technical and specific competences, 
3. Interpersonal competences and 
4. Strategic competences. 

 
 Basic knowledge and competences are necessary to almost every member of the 
organization having in mind that contemporary tasks require higher levels of certain 
knowledge and competences, which employees often actually lack. For example, there are 
lots of employees who lack basic mathematical knowledge, who do not know how to read 
and write, who lack basic knowledge of culture and manners, etc. Numerous managers, 
for example, feel the need to develop the fast reading technique and that is why numerous 
organizations developed special programmes for increasing the level of general 
knowledge and competences of their employees.  
 Technical and specific competences envisage knowledge, techniques, methods 
and procedures for successful performance of specific tasks. They are related to a certain 
job and profession. There is also the need of their development and continuous 
improvement. Computer literacy, for example belongs here.     
 Interpersonal competences envisage knowledge and competences required for 
successful communication, keeping good interpersonal relations, adequate and functional 
working conditions and success in almost all fields, especially in the managerial field. 
 Strategic competences are wider integration competences, such as the strategic 
and operative planning, shaping the organization and its structure, determining the 
ongoing and development policy, adjusting to changes, etc. Top and middle management 
usually require these competences, but also other manages and employees are starting to 
require this knowledge as well.  
   
3. EDUCATION AND KNOWLEDGE INNOVATION OF EMPLOYEES  

 
  Knowledge innovation of employees makes them more independent and results in 

a better business success. Knowledge is a piece of information which changes something 
or makes somebody able to do something differently or more productively. Having in 
mind that new knowledge requires time before it turns into technology and finds 
application, it cannot be limited to acquiring it in schools. Successful businessmen in 
developed countries learnt this, especially in Japan and USA where they invest in the 
employee education the same amount of money with the support of their governments as 
all of the schools and universities altogether [2]. 
 None of the investments into the modern economy can payback so quickly as 
investing in knowledge. EU International Commission for Education suggests that at least 
6% of GDP of the member states should be allocated for educational needs. Also, it 
suggests that apart from that amount, the respective ministries should allocate some 
resources for education employees. Moreover, each development programme should 
involve the learning component and that all of the expenses related to educating 
employees should be treated as investing into productivity and business.  
 Contemporary companies more and more of their resources (money, time, 
information, energy, etc.) use in the function of education and constant education of 
employees. Management is beginning to understand that continuous education and 
development of employees is one of the most efficient ways of acquiring a competitive 
advantage, which guaranteed the entry into the market and competing for the trust of the 
consumers. It is becoming conditio sine qua non, not only of the further development but 
also of the survival of the company in general. The knowledge is a result of big and fast 
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changes in the external and internal environment of modern companies which consider 
knowledge, continuous innovation and learning as the base for economic development. 
This applies to both organizations and the society as a whole [1].  
 There is almost nobody today who questions the fact that education and trainings 
are one of the most important factors, if not the most important one, for the success and 
development. The need to transfer knowledge and the need to educate employees is 
becoming greater. However, it does not mean that any education and train will result in 
maximum results. On the contrary, such a result is achievable only if all of the 
preconditions for the successful realization of the educational programme and 
development have been secured. The basic preconditions for high quality and successful 
education and development are: 
 

1. Wide basic education directed towards the key organizational competences which 
would differ it and make it unique (successful companies in the field of trade, for 
example, train their employees to have competences which would result in the 
increased politeness, servility, communicativity and professionalism unlike the 
standard training related to managing the treasury); 

2. All employees should be treated as people with careers (also if the tasks are not 
challenging, where there is traditionally low loyalty and high fluctuation, the 
training should be directed towards career development and development of 
positive attitudes to people because all of the employees should be prepared for 
development and constantly be developed); 

3. The basic rule is continuous learning, upgrading in education and development 
(successful companies urge their employees each year without exception to get 
educated because it is imperative for the time we live and work in; continuous 
learning, broadening of one’s knowledge and competences and constant 
development have to become a goal of every individual; financial support for 
acquiring knowledge is an important and very often an undermined incentive 
which has to be an integrated part of the rewarding system); 

4. Education at work is becoming more common (in numerous companies there is 
high quality education of employees even though there is little going on in the 
»classroom«; there, a »live« classroom is being created, where trainers are 
managers who are constantly at hand and in which everybody is instructed to act 
as a trainer and transfer his knowledge; the success of one's knowledge transfer is 
considered as a standard part of that person's evaluation); 

5. Education is an important segment and assumption of strategic changes and the 
realization of the projected strategy (successful companies use education for 
introducing and securing strategic changes; before big strategic changes there is 
intensive education of employees, especially of managers and experts; education 
of employees should be an integral part of the strategic planning process and 
strategy implementation); 

6. The need for education should be especially stressed in the time of crisis (at the 
time of crisis organizations should not decrease but increase the resources 
allocated for education and development of employees, because in such a way the 
precondition are being created and the chances go up for overcoming the crisis 
faster and smoother; at the time of technological changes and severe crises, a lot 
of companies reasonably support extensive and long education of employees in 
order to get prepared for sustaining the drop in the competitive position, 
conquering new markets and new challenges); 
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7. The educational system of employees envisages the human resource managers 
active involvement (for the successful education of employees the involvement of 
line managers into its foundations and realization is essential, without the active 
involvement of operational managers when founding, creating, organizing and 
realizing the education and development programmes, the foreseen goals are 
harder to be achieved); 

8.  Education is being used for transferring the vision and values (the management of 
the future will involve the strengthening of the vision and common values; the 
best educational programmes at all levels should be considered as a good 
opportunity and suitable way for stressing those values and promoting them; 
leading managers should also be involved in this process in order to transfer the 
vision which makes the organization more solid and compact in turbulent times) 
etc [4]. 

 
 Investing in education and development of employees is common in all developed 
countries and it is becoming a trend and the most important investment into one's future 
and development, and the contemporary organizations are becoming a place of 
continuous education and development. Numerous organizations are establishing their 
education centers and workshops, series of temporary and permanent seminars, courses 
and other forms of education at the workplace and out of it [6]. 
 
4. NEED FOR PERMANENT EDUCATION OF MANAGERS  
 
 Successful managers need to have excellent formal education which means that 
they should have finished certain universities, specialist, postgraduate and even 
postdoctoral studies.  However, this kind of education loses its application over a certain 
period of time since the managerial practice is being exercises in the turbulent 
environment; business flows are fast and unpredictable, so the knowledge managers have 
should be constantly innovated, their experience should be enriched by various 
experiences. Just a half a century ago, people thought that formal education combined 
with respective working experience was sufficient for somebody to become a manager. 
Experience and intuition were sufficient for somebody to manage the company 
successfully. The development of science and technology during 50s spontaneously 
formed the opinion that permanent education of managers is needed, especially in the 
production. There is less and less time for managers to adjust to new accomplishments 
and self-study. 
 
The goals of the programme intended for quick development of managers are: 
 

• Development of managers from lower levels into managers of upper levels; 
• Strengthening the competitive advantage of the organization when attracting and 

recruiting talented managers, and 
• Retaining talented managers in the organization. 

 
 The development of managers with high potentials is being implemented in three 
phases [3]. In the first phase, a lot of managers with high potentials are encompassed, but 
such a number is decreasing over time because of the fluctuation, weak results or personal 
decisions to decline the post at a higher level. For selecting those who are extraordinary, 
apart from their excellent results, highly rated academic programmes, one can use 
psychological tests at evaluation centers. In the second phase, those who carry on with the 
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good results and are ready to make sacrifice to the organization are considered successful. 
They have to have good communication skills, both oral and written, good interpersonal 
relations and to have the talent for leadership. Those who are considered by the top 
management to be in line with the organizational culture and have characteristic for 
successful presentation of the company are stepping into phase three. In this phase top 
management is actively involved in developing these managers and presents them to key 
staff and enables them to better understand the organizational culture. These managers 
have the potential to get the highest positions in the organization. The development of 
managers with high potentials is a slow process, and the time required for achieving the 
third phase can last from 15 to 20 years.  
 Managers who cannot work in a team, who are aggressive, arrogant, incapable to 
adapt to changes and manage conflicts, will have hard time motivating subordinates and 
will have slim chances to advance in the future. Those are managers with dysfunctional 
behavior. In relation to this, the organization should recognize them and provide adequate 
assistance. This assistance is usually the combination of evaluation, education and 
counseling [3]. The first step is to collect information about people, skills and managers’ 
interests. For evaluating whether a manager can really change their behavior collected 
information and results of psychological testing are being used. If the results show that a 
manager can alter his behavior, then special development goals are being drafted in line 
with his needs. The second step involves the manager to take part in the education for 
behavior change. The third step is psychological counseling in order to get him truly to 
take up the required behavior. While conducting these activities there should be constant 
feedback information about the progress. 
In order for somebody to be a good and successful manager, he should have different 
kinds of knowledge and skills from various fields. All of this can be learnt through 
educational system as by acquiring experience, but the question is whether there is 
something which cannot be learnt, something with is integral part of somebody, which 
determines somebody as capable of being efficient and effective manager. Learning for 
managers has the following implications [8]: 
  

1. the process is powerful and it can lead to positive results (increase in 
competences, understanding, self-respect, moral) but also to negative results 
(learning about how to dodge work or express negative behavior), 

2. individuals who like learning are becoming more flexible in time of constant 
changes and that is why they are more likely to accept organizational changes, 

3. awareness about the fact that the culture of learning can influence the 
efficiency of the organization is being increased.  

 Analysis of Research Findings - Importance of Education and Knowledge 
Innovation of Employees for Increasing the Organizational Performances 
The research conducted in a public enterprise aims at portraying organizational, social, 
managerial factors which can influence organizational learning of employees, and also 
point out the need for education and knowledge innovation of employees and managers in 
order to increase the organizational performances. As an instrument the questionnaire was 
used. The success rate of the questionnaire is 85.71% because 66 employees out of 77 
employees in that public enterprise filled it in. Data processing was done in SPSS 18.0. 
The results show that there are more men 69.7%, while there are 30.3% of women which 
can be assigned to the type of work which required male workforce. The second question 
about demographic structure shows that most of the employees are in their mature years 
who can contribute to the organization becoming successful having in mind their 
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extensive practice and work. Most of the employees work in production (74.2%) while 
the other 25.8% work in the finances/administration. When the level of education is 
concerned, most of the employees have secondary education which amounts up to 54.5%. 
The lack of university education employees can significantly slow down the growth and 
development of the organization because there is nobody to guide them and organize 
them in teams in the most efficient way. 
 The first quest from this group of question is related to the existence of the method 
for transferring organizational knowledge to individuals in order to achieve more efficient 
organization. Most of the questionees agree with this fact (34.8%), which makes more 
that one third of the questionees. This confirms the fact that each and every employee, 
individual, is being acknowledged in the organization. The smallest percentage is of those 
who completely disagree 6.1%, and those who completely agree amount up to 13.6%. 
Evaluating individuals within groups can inspire additional confidence to an employee 
when conducting certain tasks which will increase the efficiency of the organization.  
  

Organization has methods for transferring organizational knowledge to individuals  
  

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 
Valid 

 
I completely disagree  

 
4 

 
6.1 

 
6.1 

 
6.1 

I partially agree 17 25.8 25.8 31.8 

I agree  23 34.8 34.8 66.7 
I pretty much agree  13 19.7 19.7 86.4 

I completely agree 9 13.6 13.6 100.0 

Total 66 100.0 100.0  

 
 The next question is whether an individual is considered important as the 
important link in the organization, and whether one can learn something from every 
individual and apply it in the organization. Here, also most of the questionees agree with 
this sentence (31.8%) which makes almost one third of all of the equestinees, while 9.1% 
do not agree. High percentage of those who agree confirms the fact that organizational 
knowledge is being transferred to individuals and that knowledge of individuals is being 
transferred to the organization.   

There are methods for incorporation knowledge of individuals in the organization  

  Frequenc
y Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  6 9.1 9.1 9.1 

I partially agree 11 16.7 16.7 25.8 
I agree  21 31.8 31.8 57.6 

I pretty much agree  19 28.8 28.8 86.4 
I completely agree 9 13.6 13.6 100.0 

Total 66 100.0 100.0  
 

 The next question is related to the business partners and application of knowledge 
acquired from them. The fewest of the questionees disagree (6.1%), and 34.8% of 
questionees agree which makes more than one third of the total number of questionees.   
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There are methods for incorporating knowledge of business partners in the organization  
  

Frequency Percent 
Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  4 6.1 6.1 6.1 

I partially agree 15 22.7 22.7 28.8 
I agree  23 34.8 34.8 63.6 

I pretty much agree  15 22.7 22.7 86.4 
I completely agree 9 13.6 13.6 100.0 

Total 66 100.0 100.0  

 
 The question related to implementation of acquired knowledge in the organization 
in order to improve its efficiency and competitiveness had the fewest of questioned 6.1% 
who completely disagreed, while most of them agreed (31.8%). One can conclude that 
acquired knowledge is being applied in this organization in order to improve its 
efficiency.  

There are certain procedures used in order to integrate different sources and types of 
knowledge 

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  4 6.1 6.1 6.1 
I partially agree 17 25.8 25.8 31.8 

I agree  21 31.8 31.8 63.6 
I pretty much agree  14 21.2 21.2 84.8 

I completely agree 10 15.2 15.2 100.0 
Total 66 100.0 100.0  

 
 The next question addresses the replacement of old technologies which are very 
often one of the reasons for bottleneck situations in production. Regular replacement of 
technologies decrease bottleneck situations, and, thus increase the quality of the product 
and services, which increase the efficiency of the organization. One can conclude that this 
organization does not replace the technology very often in order to increase the quality of 
the products, in our case the quality or running water.  

 
There is regular replacement of outdated technology  

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  17 25.8 25.8 25.8 

I partially agree 18 27.3 27.3 53.0 
I agree  16 24.2 24.2 77.3 

I pretty much agree  8 12.1 12.1 89.4 
I completely agree 7 10.6 10.6 100.0 

Total 66 100.0 100.0  

 
 The next question involves innovation which is very important for the 
success of an organization. Most of the questionees agree that there is innovation 
(31.8%), and there are 13.6% of those who completely disagree. One of the forms of 
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organizational learning is through the application of innovation and one can conclude 
clearly that innovation is present in this organization to the acceptable extent.  

 
Innovation is present in your company (organization) 

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  9 13.6 13.6 13.6 

I partially agree 13 19.7 19.7 33.3 
I agree  21 31.8 31.8 65.2 

I pretty much agree  10 15.2 15.2 80.3 
I completely agree 13 19.7 19.7 100.0 

Total 66 100.0 100.0  

 
 The first question in this second set of questions is related to the application of 
knowledge acquired from the errors. There are 16.7% who completely disagree, but most 
of the questionees agree with this sentence 34.8% and there 19.7% of those who 
completely agree. When errors occur it is very important that something can be learn 
from them and applied in practice. In this organization there are methods for applying the 
knowledge learnt from errors and experience.  

 
One can apply the knowledge learnt from errors and experience 

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  11 16.7 16.7 16.7 
I partially agree 10 15.2 15.2 31.8 

I agree  23 34.8 34.8 66.7 
I pretty much agree  9 13.6 13.6 80.3 

I completely agree 13 19.7 19.7 100.0 
Total 66 100.0 100.0  

 
 The next question addresses the application of knowledge related to new products 
and services. This question is very important because it shows upgrading of the 
organization and whether it is contemporary. Most of the questionees (33.3%), as in the 
previous case, agree with this, while 10.6% completely disagree. One can conclude that 
this organization applies the newly acquired knowledge related to new products/services.  

One can apply knowledge related to new products/services  
  

Frequency Percent 
Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  7 10.6 10.6 10.6 
I partially agree 13 19.7 19.7 30.3 

I agree  22 33.3 33.3 63.6 
I pretty much agree  15 22.7 22.7 86.4 

I completely agree 9 13.6 13.6 100.0 
Total 66 100.0 100.0  

 



                             ECONOMICS MANAGEMENT INFORMATION TECHNOLOGY  
 

Vol.2/No.4/2014                                                             191 
 

  The next question is related to applying knowledge in order to increase the 
efficiency of the company. Most of the questionees completely agree 25.8%, which 
makes 17 questionees of the total number, and the smallest percent 12.1%, or 8 
questionees, completely disagree. One can conclude that efficiency in this organization is 
sufficient and due to knowledge application.  

 
One can apply knowledge in order to improve the efficiency  

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  8 12.1 12.1 12.1 

I partially agree 9 13.6 13.6 25.8 
I agree  16 24.2 24.2 50.0 

I pretty much agree  16 24.2 24.2 74.2 
I completely agree 17 25.8 25.8 100.0 

   Total 66 100.0 100.0  

   
 To the question related to sustaining the competitive advantage by applying 
knowledge most of the questionees agree that they use knowledge in order to improve the 
efficiency and competitive advantage of the organization, while there are 9.1 % of those 
who completely disagree.  

One is able to locate and apply knowledge in order to sustain the competitive advantage  

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  6 9.1 9.1 9.1 
I partially agree 13 19.7 19.7 28.8 

I agree  24 36.4 36.4 65.2 
I pretty much agree  15 22.7 22.7 87.9 

I completely agree 8 12.1 12.1 100.0 
     Total 66 100.0 100.0  

 
 To the question related to education of employees who need it, most of the 
questionees agree with this (30.3%) and 13.6% completely disagree. One can conclude 
that there is additional training for employees who need it in order to improve the 
efficiency of the organization.  

Employees who need training are being educated  
  

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid I completely disagree  9 13.6 13.6 13.6 
I partially agree 15 22.7 22.7 36.4 

I agree  20 30.3 30.3 66.7 
I pretty much agree  10 15.2 15.2 81.8 

I completely agree 12 18.2 18.2 100.0 
Total 66 100.0 100.0  

  
 The questionees had to answer the question related to the use of knowledge in new 
problems. Most of the qustionees completely agree with this (37.9%), while it is a tie 
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between those who disagree and who partially agree (13.6%). One can conclude that 
knowledge is used to a great extent for solving new problems.  
  

Knowledge is used for solving new problems 

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  9 13.6 13.6 13.6 

I partially agree 9 13.6 13.6 27.3 
I agree  14 21.2 21.2 48.5 

I pretty much agree  9 13.6 13.6 62.1 
I completely agree 25 37.9 37.9 100.0 

Total 66 100.0 100.0  

 
 To the question whether management considers learning as the key factor for the 
organization being successful 20 questionees agreed (30.3%), while only three 
questionees completely disagreed (4.5%). Growth and development of the organization 
can only be achieved through the growth and development of individuals, that is, 
employees and most of the questionees agree with this and that this is the case in their 
organization.  

 
Learning of employees is considered a key factor for the company being successful 

  
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid I completely disagree  3 4.5 4.5 4.5 
I partially agree 19 28.8 28.8 33.3 

I agree  20 30.3 30.3 63.6 
I pretty much agree  11 16.7 16.7 80.3 

I completely agree 13 19.7 19.7 100.0 
Total 66 100.0 100.0  

 
5. CONCLUSION 
    
 The accelerated economic development required new knowledge which has to be 
in line with innovation from the environment, because that is one of the important 
conditions for survival on today’s instable global market. The competitive advantage of 
every business system in such an environment depends on its flexibility, creativity, 
innovation, inventivity and focus on quality of the employees. An organization which 
aims at becoming the learning organization and considers its employees as “knowledge 
employees”, supports their innovative and creative behavior”. It is very important that all 
employees know that management is interested in education employees and that it 
recognizes the link between the personal efficiency and the organizational efficiency.  
 The theory of organizations and management stresses that education and 
development of employees is becoming the most important competitive advantage of the 
organization and the continuous learning and broadening of knowledge and competences 
is the most important obligation of employees. The concept of continuous learning and 
development is an important potential and the key of the future success of the 
organization. The adoption and development of the concept of continuous learning is the 
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source of the competitive advantage of the company, investing into the quality and the 
support to realizing a company’s mission and vision. One of the most important 
determinants of a company’s success is the development of knowledge and competences 
of employees, and especially the permanent innovation of managers’ knowledge.  
 Organizations which will really progress in the future will be those which find out 
how to actuate people to be dedicated and able to learn at all levels in an organization. 
Changes in the environment (new requests from buyers, new competition, new legal 
opportunities or limitations) require the organizational management to constantly handle 
those changes and knowledge in order to transform them into business opportunities.  
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