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ORGANISATIONAL LEARNING: 
THEORETICAL SHORTCOMINGS AND PRACTICAL CHALLENGES 

 
Jon Aarum Andersen 

 
Örebro University, Sweden 

jon.andersen@oru.se 
 
 
Abstract: This paper addresses two problems related to learning and the use of knowledge at work. 
The first problem is the theoretical shortcomings stemming from the controversy between three 
different concepts of ‘organisational learning.’ In order to enhance scholarship in this field the notion 
that organisations - as organisations - can learn need to be rejected for theoretical and empirical 
reasons. The metaphorical use of ‘organisational learning’ creates only confusion. Learning is a 
process and knowledge is the outcome of that process. It is argued that learning and knowledge is 
only related to individuals. Knowledge is thus the individual capability to draw distinctions, within a 
domain of action, based on an appreciation of context or theory. Consequently, knowledge becomes 
organisational when it is created, developed and transmitted to other individuals in the organisation. In 
a strict sense knowledge becomes organisational when employees use it and act based on 
generalisations due to the rules and procedures found in their organisation. The gravest problem is 
practical challenges due to the fact that the emphasis on learning, knowledge and competence of the 
working force do not materialize in the application of the knowledge acquired. It is evident that 
employees do not use their increased knowledge. However, we do not know why they do not use it. 
An enormous waste of money is spent on learning and knowledge in organisations which does not 
yield what is expected. How can managers act in order to enhance the application of increased 
knowledge possessed by the workforce? 
 
Keywords: Individual learning, organisational learning, knowledge, metaphor, anthropomorphism 
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A PRACTICE-ORIENTED APPROACH TO ORGANIZATIONAL 
LEARNING AND KNOWLEDGE MANAGEMENT 

 
Rudi Rozman 

 
Faculty of Economics, University of Ljubljana  

rudi.rozman@ef.uni-lj.si 
 
 
Abstract: Theoretically, in the opinion of the author, one major problem in organizational learning 
exists and another one does in knowledge management. The problem in organizational learning is 
how individual learning becomes organizational learning (i.e. the coordinated learning of individuals). 
The problem of knowledge management is that most theoreticians do not distinguish it from the 
process of organizational learning. Very few connect it to a developed management process applied to 
learning and knowledge. The unclear solutions to both problems cause additional problems in the 
implementation and use of organizational learning and knowledge management in practice. As a 
result, there is too little positive influence of the theory of organizational learning and knowledge 
management. In both practice and in theory, there is an additional problem that little attention is paid to 
the whole system of organizational learning and knowledge management and thus to relationships 
between different parts. In fact, different areas in both organizational learning and knowledge 
management are studied in great detail. An additional reason for such study is the complexity of 
organizational learning and knowledge management, as practically everybody is dynamically involved 
in both connected processes. Therefore, it is more imperative to have a robust and systematic 
approach than detailed solutions for some parts. In this paper, the author attempts to discuss the 
system of organizational learning by following the knowledge management process in practice. 
 
Keywords: knowledge management, management, organization, organizational learning 
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TOWARDS SUPERIOR ORGANIZATIONAL PERFORMANCE: 
INTERACTION BETWEEN HORIZONTAL INTEGRATION AND 

ORGANIZATIONAL LEARNING PRACTICES 
 

Tomislav Hernaus 1, Nataša Rupčić 2, Ana Aleksić Mirić 3 
 

1 University of Zagreb, Faculty of Economics and Business, Croatia, 
thernaus@efzg.hr  

2 University of Rijeka, Faculty of Economics, Croatia, nrupcic@efri.hr 
3 University of Belgrade, Faculty of Economics, Serbia, anaamiric@orion.rs 

 
 
Abstract: Hypercompetitive environment and ever-increasing technological development emphasize 
the importance of knowledge and learning in organizations. Learning occurs at different organizational 
levels, so multi-level learning practices are not only related but also essential for “keeping a company 
and its employees flexible and in turn competitive” (Garvin, 2000). Although a multi-level theory of 
organizational learning has already been proposed (e.g., Crossan, Maurer, & White, 2011; Schwab, 
2007; Škerlavaj, Dimovski, & Desouza, 2010), related empirical research is scarce. Thus, the purpose 
of this paper is to examine how intra-organizational learning mechanisms and work design options are 
related to performance outcomes. The research was conducted on a sample of 51 large-sized 
Croatian organizations and 1285 cross-occupational employees. Both individual- and organizational-
level data were collected. The results showed that high-performing organizations have significantly 
more developed learning and knowledge practices than low-performing organizations at both 
individual- and organizational level of analysis. Employees within more successful organizations have 
more knowledge-enriched jobs than their counterparts working in less successful organizations. 
However, job complexity is an exception from the rule. In addition, organizational learning practices 
(i.e., employee know-how, cross-functional training) and horizontal integrative mechanisms (i.e., 
process interdependence, horizontal integration) are more developed within high-performers likewise. 
Our theoretical assumptions and empirical findings offer significant contributions to cross-level studies 
of organizational learning, showing that good organizational learning practices, supplemented with 
horizontal integration ad interdependence, are translated to more challenging work design and 
behaviour. 
 
Keywords: organizational learning, horizontal integration, knowledge job characteristics, 
organizational performance, Croatia 
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CREATION OF DISTINCT ORGANIZATIONAL COMPETENCES  
 

Melita Balas Rant 
 

University of Ljubljana, Faculty of Economics, Slovenia 
melita.balas.rant@ef.uni-lj.si 

 
 
Abstract: The purpose of this paper is to twofold: (1) to identify specific and generic organizational 
competences that compose three different types of competitive advantages – product leadership, 
customer intimacy and operational excellence – and (2) to identify processes and approaches by 
which identified organizational competences are developed. The paper uses multi-case study of 
research design applied to three companies – Pipistrel with a distinct competitive advantage in product 
leadership, BiaSeparation with a distinct competitive advantage in customer intimacy and Optotek with 
a distinct competitive advantage in operational excellence – to come up with theory building attempt of 
three research hypotheses sets and some tentative research conclusions. The main conclusion is that 
the all three competitive advantages of product leadership, customer intimacy and operational 
excellence are the result of different combinations of only four distinct organizational competences – 
competence to innovate, competence to manage risks, operational competence and competence to 
influence stakeholders. More specifically, competitive advantage in product leadership is built of 
competence to influence stakeholders, competence to innovate and competence to manage risk. 
Competitive advantage in customer intimacy is built of competence to influence stakeholders, 
competence to manage risk and operational competence. Competitive advantage in operational 
excellence is built of competence to influence stakeholders, competence to innovate and operational 
competence. Second, all four organizational competences are developed through nine processes and 
approaches: bonding, attracting, showcasing, specialization, capitalization, internationalization, 
specialization, quality control, cost monitoring, and shielding. More precisely, processes of bonding, 
attracting and showcasing create organizational competence to innovate; processes of specialization, 
capitalization, and internationalization create organizational competence to manage (minimize) risk; 
processes of specialization, quality control, and cost monitoring result in organizational competence of 
operational efficiency; and finally, processes of bonding, specialization and shielding result in 
organizational competence to influence stakeholders. Nonetheless, due to case study research design 
the paper is severely constraint with limited generalizability of conclusions. 
 
Keywords: competitive advantage, value proposition, organizational competences, competence 
creation processes. 
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MOSAIC OF MANAGEMENT - ENTERPRISE MANAGEMENT 
ENGINEERING & INTEGRATION: A SYSTEMS APPROACH TO 

CREATING A UNIFYING THEORY OF MANAGEMENT 
 

Michael Stankosky 
 

 The George Washington University, School of Engineering and Applied Science, 
USA, mstanko@gwu.edu 

 
 
Abstract: We have witnessed, over the past several decades, numerous management fads, such as 
Strategic Management, Business Process Reengineering, Total Quality Management, Management 
by Objectives, Knowledge Management, CRM, ERP, etc. that had shown promise, but somehow 
failed to live up to their potential; and were either abandoned or melded into other management 
streams. (This is not to imply that these fads were of no value. They provided key insights into our 
overall understanding of what is important into the better running and managing of organizations.)  
Some critics claim failure due to cultural and structural issues. The author postulates that the principal 
reason why these failures occurred was the lack of an enterprise management framework for these 
ideas to function in. This framework is all the more vital given the transnational nature of management 
and the other environmental complexities introduced by the dynamics of the 21st century economy. 
The author has created an enterprise management framework which integrates not only these 
aforementioned fads, but also other disciplines, such as systems engineering and integrative 
management. This framework is independent of cultural factors, but does consider legacy structural 
factors. Another aspect of this framework is its focus on knowledge assets, which are the primary 
factors of production in a knowledge-based economy. This framework has been the subject of 
graduate research and education for several years, and employed over a variety of business, 
government, and not-for-profit organizational entities. Another proposal is to integrate this framework 
with The Enterprise of the Future Research.  

 
Keywords: Enterprise Management, Integrative Management, Systems Management, Systems 
Engineering, Knowledge Management, Unifying Theory of Management 
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CREATIVELY GENERATING NEW KNOWLEDGE: CULTURAL 
INTELLIGENCE AND KNOWLEDGE HIDING AS ANTECEDENTS TO 

INDIVIDUAL AND TEAM CREATIVITY 
 

Sabina Bogilović1, Matej Černe2, Miha Škerlavaj3 

 
1 The Centre of Excellence for Biosensors, Slovenia, Instrumentation and Process 

control – COBIK, sabina.bogilovic@cobik.si, 
2 Faculty of Economics University of Ljubljana, Slovenia, matej.cerne@uni-lj.si, 

3 BI Norwegian Business School, Norway, Miha.skerlavaj@bi.no 
 
 
Abstract: Culturally-diverse colleagues can be a valuable source for stimulating creativity at work, but 
only if they decide to share their knowledge. Drawing on social exchange theory, we propose that a 
culturally diverse social environment can act as a salient contingency in the relationship between 
knowledge hiding and creativity (individual and team). We further suggest, based on social 
categorization, that cultural intelligence enhances the likelihood of the social exchange between 
culturally diverse individuals and therefore has a positive moderating effect on the relationship 
between individual knowledge hiding and individual creativity. An experimental study of 104 
international undergraduate and graduate students revealed that knowledge hiding is negatively 
related to both individual and team creativity Further, moderation analyses have shown that individual 
creativity was high in the knowledge hiding condition only when individual cultural intelligence was 
high. We discuss the implications for practice and future research. 
 
Keywords: knowledge hiding, creativity, cultural intelligence, diversity 
 
 
 



8 

EPISTEMOLOGICAL BELIEFS AND THEIR EFFECT ON 
MOTIVATION AND ACTUAL PARTICIPATION IN WORKPLACE 

TRAINING 
 

Ingrid Molan, Eva Boštjančič 
 

Faculty of Arts, University of Ljubljana, Slovenia 
ingridmolan@gmail.com, eva.bostjancic@ff.uni-lj.si 

 
 
Abstract: Studies show that human resources development through workplace training is one of the 
major investments in the workforce in today’s globalized and challenging market. As training 
motivation influences employees’ preparation for the workplace training, their respond to the 
programme, their learning outcome, their performance levels, and use of acquired knowledge and 
skills in their workplace it seems logical to investigate and determine antecedents of training 
motivation. The aim of this study was to examine the relationship between the concepts of 
epistemological beliefs, training motivation and the actual participation in the workplace training. We 
predicted that epistemological beliefs would have an effect on training motivation and actual 
participation on the workplace training and that there would be a positive relationship between the 
concepts, meaning that the more sophisticated epistemological beliefs would lead to higher motivation 
and participation. To test the epistemological beliefs, the Epistemic Belief Inventory (Schraw, Bendixen 
& Dunkle, 2002) was used and adjusted to the workplace setting. Then the results were compared to 
employees’ training motivation, which was measured with a questionnaire made by authors of the 
present study, and employees’ actual number of training hours annually. The results confirmed the 
relationship between the concepts as well as a significant predicting value of epistemological beliefs on 
motivation and actual participation. Epistemic Belief Inventory did not yield expected results reported 
by the authors of the instrument therefore the limitations, possible other interpretations and suggested 
further exploration are discussed.   
 
Keywords: epistemological beliefs, motivation, workplace training 
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HUMAN CAPABILITY DEVELOPMENT THROUGH  EDUCATIONAL 
AND TRAINING PROCESSES 

– Case Study – 

 
Milena Sedovnik 

 
Milena.Sedovnik@gmail.com 

 
 
Key words: HR management, human capabilities, key personnels, competences, the connection 
between strategic business goals and strategies and HR goals and strategies, employees as 
competitive advantages 
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EXPERTISE, A NEW APPROACH IN HUMAN RESOURCE 
MANAGEMENT 

 
Eva Boštjančič, Mark Bračič, Nina Ivančič 

 
University of Ljubljana, Faculty of Arts, Slovenia 

eva.bostjancic@ff.uni-lj.si, mark.bracic@gmail.com, ivancicina@gmail.com 
 
 
Abstract: The aim of this article is to empirically clarify expertise and highlight its importance for 
organization’s human resource management. We translated and adapted two different questionnaires 
and applied them on a Slovene sample (N = 154, aged 23 – 64); a self-assessment Expertise 
Questionnaire (α = .83) that was used by Mieg (2009), and General Expertise Measure (α = .89), 
constructed by Germain and Tejeda (2012). The letter has been filled out by a co-worker, who 
assessed what kind of an expert his or her colleague is. Using factor analysis we verified the structure 
of expertise and confirmed Mieg’s results: expertise is constructed by excellence, defined by years of 
practice, someone being among the top 10 % in a given domain and being referred to as an ‘old hand’  
in a field of work, and professionalism which is shown as professional engagement. To some extend 
we also confirmed Germain and Tejeda’s objective and subjective expertise. Using both 
questionnaires we gathered a wide range of information that can be used for defining expert’s key 
competences, work-related and also personality-based features. We emphasized the importance of 
recognizing experts and making practical implications why and how an organization could manage 
human resources to enhance organizational success rate together with employee’s professional 
development. 
 
Keywords: expertise, key competences, questionnaire, human resource management 
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EXPLOITING KNOWLEDGE THROUGH R&D AND 
TECHNOLOGICAL CAPABILITY: A DYNAMIC CAPABILITIES 

PERSPECTIVE 
 

Lidija Breznik 
 

Faculty of Economics, Slovenia 
lidija.breznik@ef.uni-lj.si 

 
 
Abstract: The objective of this paper is to explore the notion of dynamic capabilities as a dominant 
source of competitive advantage, focusing on R&D capability and technological capability and 
exploitation of knowledge about them. Building on qualitative data from six representative IT firms, the 
results indicate that firms more strongly committed to deploying R&D capability and technological 
capability as a dynamic capability hold the potential for a sustained competitive advantage. The paper 
points out how important it is to understand that simply possessing and developing knowledge as a 
resource but without exploiting and adapting it in line with dynamic capabilities will not be enough to 
sustain a competitive advantage. To bolster our study, we provide insights into good practices that 
underpin R&D capability and technological capability as well as bad practices that represent rigidity in 
their deployment. Our paper highlights the importance of the dynamic capabilities perspective as a 
field of study in today's dynamic environment, and exposes the importance of ensuring a continuous 
commitment to the sense, seize and reconfigure capabilities as part of dynamic capabilities. From a 
practitioner’s point of view, we believe the results may encourage managers to contemplate and 
understand how this can be useful in practice.  
 
Keywords: dynamic capabilities view (DCV), R&D capability, technological capability, knowledge 
exploitation, information technology (IT) industry, case study 
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HI-TECH INNOVATION THROUGH CIRCUITS OF KNOWLEDGE 
 

Darija Aleksić 1, Matej Černe 2, Miha Škerlavaj 3 
 

1, 2 Faculty of Economics University of Ljubljana, Slovenia 
darija.aleksic@ef.uni-lj.si, matej.cerne@ef.uni-lj.si, 

3 BI Norwegian Business School, Oslo, Norway & Faculty of Economics University of 
Ljubljana, Slovenia, miha.skerlavaj@bi.no 

 
 
Abstract: Successful innovation requires understanding of both non-technological and technological 
aspects. Nevertheless, there are still many unanswered questions in innovation research, which 
require further investigation. The paper addresses the issue of better understanding the interplay 
between technological and non-technological innovations and thereby attempts to resolve conflicting 
research streams claiming that technological innovation precedes non-technological and vice versa. 
Applying grounded theory-building through an in-depth case study of a high-tech company, we provide 
further knowledge on the interplay and its boundary conditions. We show that in the hi-tech context, 
technological innovations spur the need for new non-technological solutions to enable superior 
innovation exploitation. 
 
Keywords: technological innovation, non-technological innovation, high-tech context, national 
innovation ecosystem   
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IDEAS, KNOWLEDGE MANAGEMENT, AND INNOVATION WALK 
INTO A BAR: AN INCOMPLETE THEORY OF INTRAPRENEURSHIP 

 
Kevin Desouza 

 
School of Public Affairs at Arizona State University, USA 

kevin.c.desouza@gmail.com 
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LEADING AND MOTIVATING STUDENTS TO ENGAGE IN 
PLANNED LEARNING ACTIVITIES: COMMUNICATION AND 

ORGANIZATIONAL LEARNING 
 

Vlado Dimovski, Judita Peterlin, Barbara Grah, Miha Uhan, Sandra Penger 
 

University of Ljubljana, Faculty of Economics, Slovenia 
vlado.dimovski@ef.uni-lj.si, judita.peterlin@ef.uni-lj.si, barbara.grah@ef.uni-lj.si, 

miha.uhan@ef.uni-lj.si, sandra.penger@ef.uni-lj.si 
 
 
Abstract: Academic staff is often confronted with the students’ lack of motivation for studying and their 
struggling with accommodation to the new environment. A pedagogical tool – appreciative inquiry – 
was therefore designed in order to awake intrinsic motivation for studying among peers at FELU. As 
first-year students need additional guidance, the appreciative inquiry can help with that through 
emphasizing the positive past successes that give opportunity for the future. The paper presents the 
findings of an empirical study of appreciative inquiry in the framework of the course Foundations of 
management and organization at the Faculty of Economics University of Ljubljana (FELU). Qualitative 
analysis of empirical data was carried out in the study years 2012/13 and 2013/14 on the sample of 
students who returned the structured questionnaire. The aim of the empirical study is to understand 
the key learning aims and motivation of first year students. The main goal is to recognize the main 
deep-rooted motivational drivers for studying and to recognize the main visions for their future, based 
upon their value system. The study is also intended to raise the interaction among senior and junior 
students at FELU. The study will be beneficial to the academic community of FELU and in general as 
the pedagogical staff will be better equipped with the in-depth understanding of students' values and 
motivational drivers. Empirical findings will be also beneficial to the participants in the study as they will 
have the opportunity to grow personally, better know themselves and their colleagues. 
 
Keywords: appreciative inquiry, motivation for studying, qualitative analysis, questionnaire, focus 
group 
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CREATIVITY BY LEARNING: EXAMINING THE RELATIONSHIPS 
BETWEEN INDIVIDUAL LEARNING STYLES AND CREATIVITY 

 
Aleša Saša Sitar, Katarina Katja Mihelič, Matej Černe, Darija Aleksić 

 
Faculty of Economics, University of Ljubljana, Slovenia 

alesa-sasa.sitar@ef.uni-lj.si, katja.mihelic@ef.uni-lj.si, matej.cerne@ef.uni-lj.si, 
darija.aleksic@ef.uni-lj.si 

 
 
Abstract: Continuous learning and creativity are key factors for maintaining long-term success and 
competitiveness of an organization. Therefore, organizations are looking for employees who are able 
to transform their knowledge into new, creative solutions. Yet, individuals differ in their preferred 
learning style, through which they gain new knowledge, which is one of the key components of 
creativity. Since preferred learning styles are shaped in the process of formal education, the 
relationship between learning styles and creativity has become an important topic in higher education. 
Research in pedagogy highlights the need to consider the individual learning style i.e. beliefs, 
preferences and behaviors used while learning, when predicting higher academic achievements and 
other educational outcomes. Nonetheless, research investigating the influence of preferable learning 
styles on creative behavior is limited. Further, there is sparse research regarding factors that mediate 
the learning style-creativity relationship. We examine the relationships between learning styles, self-
efficacy, enjoyment and creativity among business students. The findings suggest there are two ways 
to increase students’ creative behavior, encouraging independent learning and collaborative learning. 
The first one is mediated by self-efficacy, the individual’s belief in one’s own abilities and the second 
one is partially mediated by enjoyment of the learning process, while performing a group classroom 
activity. We discuss implications for business education and human resource development.  
 
Keywords: individual learning styles, creativity, self-efficacy, enjoyment, students 
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IMPORTANCE OF QUALITY IN OUR SCHOOLS AND BUSINESS 
 

Milena Alič 
 

ALZIT, d.o.o., Slovenia 
milena.alic@siol.net 

 
 
Abstract: Product and service quality, effective process management, continuous improvement and 
innovation are some essential conditions for making a successful business. They are often 
emphasised by managers of successful organizations, by authors of professional and scientific papers 
and even by politicians and journalists.  Quality management (QM) standards and models, such as 
ISO 9001 and EFQM model appeared in assistance to the needs of organisations to assure stable 
product and service quality, to improve it and to make the production process and its supporting 
processes effective. QM was proved to be an important approach to make organizations operate 
better and thus to contribute to well-being of the society. So it would be expected that it is somehow 
included in our regular school programmes on all the levels. We expect that learning and living quality 
approaches in childhood and youth would be the least costly way to improve the culture of quality in 
the society and to implement it in our organizations as well. This preliminary case study of Slovenia 
gives some insight in the situation by searching for QM business needs and QM related programmes 
and approaches in our primary, secondary and tertiary school programmes. It is based upon literature 
review and analysis of publicly available information on declared national quality targets and 
educational system. The purpose of this paper is only to highlight the issue of teaching for quality in 
our regular education programmes – just to become aware of it and to find some improvement 
opportunities. There should be still some more detailed research on this topic to give strong 
suggestions.   
 
Keywords: quality, quality management, ISO 9001, education, school programmes 
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IN THE EYE OF THE BEHOLDER: MISALIGNMENT OF DYADIC 
KNOWLEDGE TRANSFER PERCEPTIONS IN ORGANIZATIONS 

 
Robert Kaše 1, Eric Quintane 2 

 
1 University of Ljubljana, Faculty of Economics, Slovenia, robert.kase@ef.uni-lj.si 

2 The University of Los Andes, Colombia, e.quintane20@uniandes.edu.co 
 

 
Abstract: The paper explores determinants of alignment and misalignment of tacit knowledge transfer 
perceptions between individuals in organizations. We develop hypotheses about how strength of tie, 
salience of exchange partners and informal status differential affect (mis)alignment of perceptions of 
dyadic knowledge transfer. Based on a comprehensive sociometric study of a knowledge-intensive 
company from the ICT sector, we establish that misalignments in perceptions are much more frequent 
than alignments. Our result show that neither intensive work interactions nor mutual knowledge of 
partner’s knowledge, skills and abilities have an univocal effect on the alignment of perceptions. 
Mutual trust between exchange partners, on the other hand, significantly improves the alignment of 
knowledge transfer perceptions. We also show that salience of exchange partners decreases and 
differences in individuals’ informal statuses increase the misalignment of knowledge transfer 
perceptions. With this we highlight a perceptual process that importantly affects knowledge transfer 
dynamics in organizations and help to explain why knowledge transfer is inherently difficult. 
 
Keywords: knowledge transfer, perceptions, misalignment, knowledge management, ERGM. 
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ORGANIZATIONAL LEARNING: SOME BASIC QUESTIONS AND 
ANSWERS  

 
Miran Mihelčič 

 
University of Ljubljana, Faculty of Computer and Information Science 

miran.mihelcic@fri.uni-lj.si 
 
 

Abstract: The term “organizational learning” raises a broad range of questions, specifically with regard 
to its contents. Following the thoughts of eminent philosophers, such as Aristotle and Confucius, the 
contribution of scientists in any research field to the corpus of human knowledge should also be based 
on the proper governing of the use of language. Therefore it is, first, of serious importance to be aware 
that organizational learning is just one dimension or element of the learning organization and not vice 
versa; second, a good comprehension of basic categories related to the organizational side of (formal) 
social units’ functioning is an imperative part of organizational learning process. In writing this paper, 
the author started from his experiences acquired in his role as a lecturer on the subject “Theory of 
Organization”, in which the goal of lecturing was explained to students as gaining knowledge about 
cooperation and competition of people in the entities of rational production of goods. To generalize the 
presented questions and answers regarding the use of term “organization” in the field of management, 
certain similarities and comparisons were sought and found in other fields of science and, more 
generally, in life itself. After more detailed explanations of other relevant categories for the 
organizational learning process, the process itself is defined by its goals and steps where the 
overlapping of the learning process with the organizational change process and the process of 
increasing organizational capital is shown. Finally, it is also emphasized that the idea of improving 
internal relationships – as the substance of organization – between employees in a formal social unit 
through organizational learning could and should be exploited in external relationships between formal 
social units. 
 
Key words: formal social unit, organization, learning, organizational learning, relationships, 
connectivity. 
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VISION AND LEARNING 
 

Vojko Toman 
 

Business consulting 
vojko.toman@siol.net 

 
 
Abstract: The effectiveness of a company is largely dependent on the company itself, i.e., 
governance, management and implementation, as well as decision-making processes and 
coordination. Many authors believe that learning and knowledge are the most relevant aspects of 
company effectiveness. If a company wants to be effective it needs to create and realize a vision; to do 
this, it needs knowledge and creativity, which can be obtained or enhanced through learning. This 
essay defines vision, learning, creativity and management. It is explained that company vision 
influences the learning of employees in the company through the vision's content, through the vision 
creating process and through the vision enforcement process. Additionally, the influence of learning on 
company vision is explained. 
 
Keywords: vision, learning, organizational learning, vision creating, vision enforcement 
 
 
 



28 

ANALYSIS AS THE BASIC METHOD OF COGNITION AND ITS 
CONNECTION TO ORGANIZATIONAL LEARNING: THE CASE OF 

ABSENTEEISM OF EMPLOYEES IN THE UNIVERSITY 
PSYCHIATRIC HOSPITAL, LJUBLJANA 

 
 

Rudi Rozman 1, Jožica Peterka Novak 2, Srečko Devjak 3 
 

1 Faculty of Economics, University of Ljubljana, rudi.rozman@ef.uni-lj.si 
2 University Psychiatric Hospital, jozica.peterka@psih-kliknika.si  

3 MLC Management and Law College, s.devjak@gmail.com 
 
 
Abstract: In order to make sound decisions on a subject in order to achieve one’s goals and fully 
understand the subject, decision-makers have to perceive the subject properly. Cognition is the result 
of learning, cognitive process. Analysis is the most common way of obtaining knowledge about the 
subject and considering the purpose of the cognition. The authors have examined analysis as a logical 
cognitive process/method aiming at the analyzed subject’s cognition with the intention to enable the 
decision-maker to make a sound decision and thus achieving the goals of the subject. They discuss 
three basic elements of analysis: the subject, the method including its goal (i.e. cognition), and the 
purpose. To aid in understanding the analysis, they apply it to the business, the organization, and the 
environment. In the second part of the paper, they show an application of analysis in the case of the 
University Psychiatric Hospital in Ljubljana, by analyzing the problem of absenteeism. The impact is 
not so much on the aforementioned problem but on the application of analysis as a cognitive 
approach. 
 
Key-words: analysis, subject of analysis, purpose of analysis, method of analysis, observation, 
diagnosis, decision-making, absenteeism. 
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THE REAL CONTEXTUAL FEATURES OF PROJECT MARKETING 
 

Mihály Görög 

 
Corvinus University of Budapest, Hungary 

mihaly.gorog@uni-corvius.hu 
 
 

Abstract: Literature on project marketing mainly focuses on those project-based organisations that 
have the potential for supplying complex systems primarily for government agencies. In this way, 
project marketing literature emphasises the central role of the milieu in which both the constructivistic 
approach and the associated creative offer are of outstanding importance in project marketing. 
Although, this segment is a considerable part of the entire project business, typical project-based 
organisations generally operate in a different market situation. Consequently, those project marketing 
approaches and tools which are propagated for system seller/integrator organisations could not be 
utilised for the typical project-oriented organisations. This paper aims at highlighting those factors 
which shape project marketing and the perceived competitive position of the typical (e.g. operating in 
the construction industry, IT/IS implementation etc.) project-based organisations. These factors are 
primarily drawn from project management literature as an outcome of a library research, while a 
qualitative field research was initiated to provide empirical evidence for the findings of the library 
research. 
 
Keywords: characteristics of a typical project-based business interaction, competitive position, project 
marketing 
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Abstract: Assessing the success achieved by projects is a very famous topic among both the 
practitioners and the academic community. In this process the parties usually put more emphasis to 
evaluate the success focusing on the project triangle and the client satisfaction and less attention is 
given to stakeholder satisfaction. In this research the author prepares a multi-criteria project success 
evaluation based on the hierarchical approach and introduces the impications of understanding the 
attitude of the stakeholders toward the beneficiary changes achieved by an university development 
project. 
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