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Introduction
The OECD member states passed through 
three fundamental development stages during 
the last century: from an industrial society in the 
fi rst half of the 20th century to a post-industrial 
society and on to the developmental stage 
of the so-called new economy, which can be 
considered to involve the relatively long historical 
period of economic growth in the 1990s. The 
effects of the knowledge economy manifested 
themselves positively in the last decade of the 
20th century and the signifi cance of human 
capital as an essential factor for long-term 
economic growth was unequivocally confi rmed 
(Kruss et al., 2015). The knowledge economy 
corresponds both to the theories of endogenic 
growth and especially to the alternative 
directions for contemporary socio-economic 
approaches to the theory of growth. Theories 
incorporating the knowledge economy place 
an emphasis on the importance of knowledge, 
information and technical skills, i.e. know-how, 
as the basic resource for the development of 
the economy (Lilles & Rõigas, 2015). This 
is the precondition for a so-called resource 
approach to the creation of a competitive 
advantage where know-how is considered to 
be the most signifi cant of the production factors 
(Kislingerová, 2011). Talented young people, 
high quality institutions within the framework 
of the entire system, the appropriate funding of 
organizations, a strong infrastructure, including 
the e-Science infrastructure and the existence of 
scientifi c leaders are considered to be important 
components in the knowledge economy, while 
the key abilities are considered to be an appetite 
for risk and the ability to utilize international 
cooperation with the aim of strengthening the 
original initiative (Chidambaran, 2014).

It is possible to view the knowledge economy 
as a collective term for the current distinctly 
positive supply shock, at the core of which 

lies the rapid development of information and 
communication technology (Kruss et al., 2015; 
Nečadová, Soukup, & Breňová, 2007). Its wide 
use brings with it ever increasing requirements 
when searching for and processing information 
and an emphasis on knowledge and its 
application in practice (Kloudová, 2012). The 
key source of success is no longer information 
as such, but the right knowledge which is 
associated with a specifi c bearer – employee 
who must constantly develop this in a currently 
highly competitive environment.

The active use of knowledge is therefore 
unquestionably a competitive tool for individual 
organizations. An organization is part of the 
system from which it draws its resources. 
The conditions set up in it and the way they 
are infl uenced by the state have a substantial 
infl uence on the options of using knowledge 
as a communication tool in a given branch and 
in a given organization. Macroeconomic, but 
also microeconomic, policies therefore have 
a substantial impact on innovative development.

The correctly adjusted knowledge 
economy must endeavor to achieve a cutting 
edge level of basic research and applied 
research. According to Chidambaram (2014), 
it is currently necessary to emphasize not only 
the strengthening of academic and practical 
interaction, but also excellent results in the 
area of research and development based 
on innovation. However, this must also be 
supported with fi rst rate knowledge, skills and 
experience (Arvanitis et al., 2015; Levy, 2011). 
The results of the Hansen, Winther and Hansen 
(2014) research have showed that human 
capital has a positive impact on economic 
growth in the branch in which the organization is 
located. It is the private sector which designates 
the innovative capacity of the economy to 
a critical extent. Suitable economic policies 
applied for the purpose of the internalization 
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of existing externalities and the setting of 
suitable framework conditions for the creation 
of innovation may support important innovation 
for this sector, the individual branches and the 
organization itself (Hobza, 2009). The research 
undertaken by Chidambaram (2014), Levy 
(2011) or Hansen, Winther and Hansen (2014) 
has looked into the standing of organizations 
in the knowledge economy, primarily in the 
tertiary sector. However, knowledge stands at 
the forefront of the interests of all the types of 
organizations in all the branches. Its effective 
use leads to the prosperity of the organization, 
the branch and the entire economy and this 
will unquestionably continue to be the case 
for a long time to come (Tosici, 2014). The 
knowledge economy currently presupposes 
that each organization manages its knowledge 
and in doing so intentionally endeavors to 
achieve a long-term competitive advantage. 

The goal of this article is to identify and 
evaluate the conditions for the use of the 
resource approach focused on the management 
of knowledge in the current knowledge economy 
across all economic branches. The article’s 
secondary goals are:
 to provide a summary of the viewpoints 

(standpoints) of individual authors who 
have concerned themselves with the area 
of the knowledge economy, knowledge 
management, competitive advantage and 
the infl uence of the state on the creation of 
market conditions,

 to present the results of primary research 
into the area of knowledge transfer within 
organizations in the Czech Republic,

 to propose measures in the area of improving 
the effectiveness of the knowledge 
management process in organizations.
The structure of the paper is as follows: the 

theoretical background of the work is presented 
fi rst; this is followed by the paper’s methodology 
which describes the paper’s preparation. 
Furthermore, the results have been evaluated 
and we have proposed recommendations for 
the use of knowledge transfer in knowledge-
based organizations. Finally, the paper also 
presents the theoretical and practical benefi ts 
and limitations which apply to it.

1. Theoretical Background
According to Matula (2011), the concept of the 
knowledge economy is becoming a daily part 
of the routine life of all the citizens of advanced 

economies throughout the world. For this to be 
so, however, it is necessary for each individual 
organization in each member state to concern 
itself with effective knowledge transfer, to 
support the personal development of their 
employees and in doing so to increase the 
organization’s knowledge base. Based on Levy 
(2011), it is possible to support a knowledge 
approach to the creation of the competitive 
advantage using effective knowledge transfer 
and thus to create a relatively permanent 
competitive advantage for the organization and 
the economy as a whole. An economy based 
on knowledge should be the current and future 
goal for everybody. The fi rst step in support 
of the knowledge economy is a focus on 
effective knowledge transfer within an individual 
organization and how this knowledge transfer 
system is set up inside the organization. 

Learning is individually driven and 
once individuals have learned some skills 
the next question is how the organization 
should incorporate its procedures and 
assets. In other words, individual learning 
needs to be transformed into organizational 
learning (Kumaraswamy & Chitale, 2012). 
Organizational learning takes place when the 
organization concerned addresses a particular 
problem which the organization needs to solve. 
As such, the problems are confronted during 
the learning of lessons and the assimilation of 
competences which represent the collective 
learning of the present, past and future 
employees. Organizational learning is described 
as the way organizations build, supplement and 
organize their knowledge and routines around 
their business activities and business cultures, 
as well as the way they adopt and develop 
organizational effi ciency by improving the use 
of the broad skills of their workforces (Fiol & 
Lyles, 1985).

Organizational learning theories provide rich 
perspectives on the processes that generate 
and change organizational knowledge. Learning 
provides the skills, insights and competence 
to perform well at work. It enables people 
to adapt and grow in their workplaces and to 
become better problem solvers, more creative 
and innovative thinkers and more confi dent 
and profi cient workers. Organizational learning 
can be considered to constitute the systematic 
behavior required to acquire the capacities 
for dealing with the needs and challenges of 
organizations in competitive environments.
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The essential key elements of knowledge 
sharing are a climate of trust and openness 
in the working environment where continuous 
learning and experimentation are well supported 
(Kumaraswamy & Chitale, 2012). The overall 
benefi ts of learning in an organization focused on 
its employees fall into two main categories; career 
advancement and psychosocial support (Beech 
& Brockbank, 1999; Gannon & Maher, 2012). 
These professional and personal advantages 
are evident via more promotions, higher salaries, 
more job satisfaction and reduced levels of 
worker turnover (Allen et al., 2004). Learning 
and education also have an impact on social 
capital and social networks (Bozionelos, 2006; 
Hezlett & Gibson, 2007; Singh et al., 2009). The 
recognition of social capital as offering valuable 
insights into organizational learning is built 
upon the premise that access to intellectual and 
economic capital is now more available than 
ever before (Hezlett & Gibson, 2007). Therefore 
the social capital perspective of employees 
and their organizations can be seen in the 
understanding, developing and leveraging of 
relations with others which can further develop 
their careers and competitive success (Singh 
et al., 2009).

Employees who are being educated and 
developed are usually highly interested in 
working towards organizational goals and 
following the organizational strategy; they 
are communicative, cooperative, proactive, 
respectful, customer-friendly, willing and 
able to constantly learn (Li et al., 2009; 
Vnoučková, 2013). As Mazouch and Fischer 
(2011) and Gururajan and Fink (2010) have 
stated, measuring the level of education in 
organizations is necessary for predicting future 
developments.

De Luis Carnicer et al. (2004), Pearce and 
Randel (2004), Branham (2009), Vnoučková 
(2013) and Zeman (2009) state that it is 
necessary to cater for employees’ needs in terms 
of their education and development; otherwise, 
there is a possibility that the organization 
in question will lose those employees. The 
necessity of retaining educated, trained and 
skilled employees has also been noted by the 
European Union. The key indicators of the 
Europe 2020 Strategy focuses primarily on the 
sustainability of employees and employment. 
Focusing on people and knowledge is the 
priority of all of Europe. The main priorities of 
the knowledge society up to 2020 are above 

all productivity, education and employment and 
their impact on the development of Europe.

Covey (2011) and Peters (2011) state 
that the use of sustainable values which lead 
to sustainable development is crucial for the 
future development of employees; these values 
specifi cally include: cooperation, ethics, integrity 
(relationships), quality and values for the next 
generation. The authors argue that the main 
decisions which have proved to be right and 
persistent (and the authors have supported this 
with many examples) do not often result from 
economic, fi nancial or other analyses (which 
according to Peters (2011) have caused the 
current crisis); on the contrary, they are based 
on the employees’ abilities, their character, 
relationships and common values (cooperation, 
sacrifi ce, adherence to and orientation towards 
goals, results and needs and a focus on the 
customer as a person and a citizen).

Based on Svatoš’s research (2005), it can be 
said that it is important to invest in the constant 
development of employees, because the growth 
in investments in human capital positively 
infl uences the growth in work productivity. 
This is based on the fact that the higher 
education (growth in the qualifi cation level) of 
the employees is a signifi cant factor (source) of 
economic growth on the one hand, but it also 
has a supportive effect on the effi ciency of other 
crucial factors affecting this growth, i.e. on the 
use of the effects of technological progress and 
production management and organization or 
the effects of the scope and specialization of 
production. All of these factors are essential to 
support the economy as a whole. Bureš & Hájek 
(2007) added that it is necessary to realize that 
the creation and realization of each knowledge 
economy (i.e. innovations and the application 
thereof) require an active approach, both at the 
level of the individual organizations and at the 
level of the individuals themselves. Without the 
personal development of individuals, it is not 
possible to achieve positive results at either the 
level of the organization or the entire economy, 
which has also been confi rmed by the research 
undertaken by Arvanitis et al. (2015).

With regard to the aforementioned 
information, this paper focuses on the current 
situation with regard to knowledge transfer in 
organizations in the Czech Republic which 
has been evaluated on the basis of long-term 
research undertaken within organizations in all 
sectors of the economy. The acquired data and 
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the evaluation thereof has been compared with 
the results of similar research realized abroad. 

2. Data and Methods
Analysis and the comparative method have 
been used to analyze the theoretical basis and 
terms. The analytical section of the paper has 
been based on deductions and the synthesis of 
the acquired knowledge. The recommendations 
are based on quantitative research realized 
using questionnaire data collection techniques 
across the economic branches (CZ-NACE). 
The research is descriptive and empirical by 
nature, because the primary data has been 
collected using the survey method, including 
fact-fi nding techniques such as questionnaires 
and interviews. The data for the evaluation of 
the current level of education and learning in 
Czech organizations has been collected in 
a primary quantitative survey by means of 
a questionnaire. Only one respondent per 
business was contacted. The questionnaire 
was completed on behalf of the organization by 
a respondent who held a managerial position 
(had at least one direct subordinate). The 
data collection respected the ethical aspects 
of research (Personal Data Protection Act 
no. 101/2000 Coll.).

2.1 Research Sample
Randomly selected organizations were 
contacted by e-mail, the electronic 
questionnaire was automatically recorded 
and the respondents’ answers were pre-
categorized (the CAWI method). The selected 
sample was chosen from the database of 
Czech organizations based on distribution of 
organizations in economy presented by Czech 
Statistical Offi ce; therefore the group was 
representative. The results were generalized 
on selected sample. In order to ensure the 
fi ndings are evaluable and generalizable with 
respect to the sample group the selection 
criteria for the survey have been set in a way to 
roughly refl ect the proportional representation 
of organizations according to the sector of 
economy (15% primarily, 15% secondary, 70% 
tertiary) and organizations’ size (65% small, 
20% middle, 15% large). In order to ensure the 
representativeness of the group of respondents 
the questionnaire survey was completed by 
a person who held a managerial position, 
mostly by the company manager or the human 
resources department manager.

The questionnaire consisted of four parts 
which included 15 questions in total. The fi rst 
section focused on knowledge transfer in 
organizations (11 questions) and the last section 
focused on classifi cation questions. Most of the 
questions were closed-ended. By 2014, a total 
of 278 organizations had participated in the 
questionnaire survey:
 by economic sector: 3.6% from the primary 

sector, 16.9% from the secondary sector 
and 79.5% from the tertiary sector

 by size of business according to the number 
of employees: 71.6% small, 14.4% medium-
sized and 14.0% large organizations.
The questionnaire focused on the areas 

of organizational support for knowledge, 
education and learning, employees’ attitudes 
toward knowledge, education and learning 
and the targets for education and learning 
and its outcomes – innovations, promotions, 
organizational growth.

2.2 Data Processing
The fi rst stage of processing the questionnaire 
results focused on the preparation of a data 
matrix. The data was described and then it 
was coded and sorted according to the type of 
variables (qualitative, quantitative). During this 
phase, the data was also cleaned and its quality 
was checked in order to uncover any extreme 
(eccentric) or deviating observations which 
could signifi cantly infl uence the results of some 
analyses. An integral part of this stage included 
an analysis of any missing values which was 
meant to identify and replace any such missing 
values. The last part of the data matrix involved 
the transformation of the variables which 
was necessary for several reasons. When 
processing a multidimensional data fi le, the 
reason for this is usually the requirement for the 
fulfi lment of the conditions of a certain statistical 
method.

The respondents’ answers were categorized 
according to the identifi cation questions which 
formed the fi rst part of the questionnaire. In the 
survey, the measurement was based on closed 
questions with one or more possible answer(s) 
which had been selected on the basis of a study 
of the literature, documents and other related 
surveys.

A semantic differential which permitted the 
identifi cation of nuances in the respondents’ 
attitudes throughout the questionnaire was 
also applied. The respondents’ reactions to 
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target statements and their attitudes to the 
given matter were restricted by offering a set of 
several statements. The extremes of the seven-
point scale represented bipolar concepts of the 
evaluation dimension. Using a scale of 1 to 7, 
respondents expressed their inclination towards 
one of the pre-set extreme statements or, if it 
was not possible to favor either of the sides, 
selected a median, neutral value (the median 
value was characterized by the number 4). The 
scale permitted not only the specifi cation of the 
respondents’ attitudes, but also their intensity.

The second stage focused on the actual 
processing of the results. The research analysis 
of the data realized in this stage focused on 
investigating the important properties and 
the typical features of the statistical fi le. The 
statistical evaluation of the data was undertaken 
on the basis of:
 a one-dimensional analysis based on the 

frequency distribution, the calculation of 
descriptors, point and interval estimates 
and the testing of hypotheses about the 
frequency of the categories of individual 
variable values.

 a multidimensional analysis based on 
an investigation into the dependence of 
two or more variables. The goal of the 
comprehensive analysis of several variables 
was to uncover any multidimensional latent 
data structures and to fi nd an interpretation 
for these structures. The retrieval of the 
information in the data fi le was realized 
using classic Pearson hypothesis testing, 
while the classifi cation of the higher levels 
was achieved using a factor analysis. 
Pearson´s Chi-square test and Cramer´s 
V were applied. If the p-value calculated 
by means of the χ2 test (Pearson Chi-
Square) was lower than the selected level 
of signifi cance α = 0.05, the null hypothesis 
was rejected. Factor analysis performed 
a verifi cation role in this paper. The Kaiser-
Guttman rule was also applied to select 
the group of signifi cant factors; based on 
the recommendations of Anderson (2009), 
only determinants with an absolute value 
of more than 0.3 were selected as being 
signifi cant for factor development.
The processing of the results of the research 

was undertaken using IBM SPSS Statistics, 
version 22. This software is a comprehensive 
tool for the resolution of statistical tasks and 
analytical problems. The SPSS software 

enables the transfer of results to all professional 
software packets and this also secures the 
subsequent transferability of the data. 

2.3 Tested Hypotheses
A correlation analysis was used to review the 
survey output based on the stated results. The 
following hypotheses were postulated in order 
to review the results:

The main hypothesis in this paper is H0: 
The organizations do not support knowledge 
transfer.

The tested work hypotheses are stated below.
H1: There is no dependence between the 

supportive process in the organization and the 
support for the employees with regard to their 
knowledge development initiatives (training, 
education and learning).

H2: There is no dependence between the 
availability of mentors in the organization and 
the support for the employees with regard to 
their knowledge development initiatives.

H3: There is no dependence between the 
availability of feedback and the support for 
the employees with regard to their knowledge 
development initiatives.

H4: There is no dependence between 
inspiring leaders in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.

H5: There is no dependence between the 
rewards for learning in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.

H6: There is no dependence between the 
requirement for learning in the organization and 
the support for the employees with regard to 
their knowledge development initiatives.

H7: There is no dependence between the 
time invested in learning in the organization 
and the support for the employees with regard 
to their knowledge development initiatives.

H8: There is no dependence between the 
clear learning goals in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.

H9: There is no dependence between the 
work-life balance in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.

H10: There is no dependence between 
the succession in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.
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H11: There is no dependence between 
the innovations in the organization and the 
support for the employees with regard to their 
knowledge development initiatives.

3. Research Results
The objective of this chapter is to evaluate the 
results obtained from the primary surveys. The 
results of the quantitative research have been 
statistically evaluated and recommendations 
have been formulated upon this basis.

3.1 Knowledge Transfer in Czech 
Organizations

On the basis of long-term research into 
education and knowledge sharing in 
organizations, it can be summarized that the 
absolute majority of organizations are aware 
of the fact that the permanent development of 
their employees is currently an essential part 
of the organization’s operations. Thanks to 
the constant increase in knowledge and the 
deepening thereof, it is possible to acquire key 
knowledge based on experience which secures 
a relatively long-term competitive advantage 
for the organization. Unlike general knowledge 
which wears out and loses its value over time, 
key knowledge is held by just a small number 
of individuals and the wear and tear of this 
knowledge actually increases its value.

The results which were acquired from the 
organizations whose representatives took part 
in the research can be summarized by saying 
that 82.37% of organizations place an emphasis 
on the education of employees and regularly 
invest in the development of their employees’ 
knowledge. In total, 14.29% of organizations 
in the Czech Republic do not put any money 
into training, 64.29% of them invest 1–5% of the 
amount of their annual staff salaries, 14.29% 
of organizations invest 6–10% of the amount 
of their annual salaries and 7.13% invest from 
11–20%. None of the observed organizations 
invested more than 20% of the amount of their 
annual salaries. 

Most organizations realize education 
and knowledge development as a planned 
activity which is planned for a certain period 
with tasks which must be undertaken in 
the period between the individual courses 
(21.58%). A total of 7.19% of organizations 
realize permanent education with an internal or 
external teacher active directly in the workplace, 
5.76% or organizations have education 

focused purely on the compulsory area of 
education (the laws, occupational safety and 
so on) and 21.22% of organizations realize the 
education and development of their employees 
unsystematically, once the need has been 
identifi ed. This involves small companies (up 
to 20 employees) which do not have suffi cient 
funds and at the same time do not consider the 
development of their employees to be critical. 
On the other hand, 26.62% of organizations 
realize planned education, during which 
a series of educational activities is planned for 
a certain period.

In the currently ongoing research (n = 387), 
the situation is even more positive, because 
299 (77.26%) organizations provide education 
for their employees. This involves a planned 
activity which is systematically realizable and 
evaluated by the management. This situation 
usually applies in medium-sized and large 
organizations which have created an HR 
Department and where the area of the education 
and development of the organization’s 
employees is looked after by the organization’s 
specialist employees who assist the individual 
employees.

Given the importance of preserving 
information within the organization and the 
continual support for the organization’s 
knowledge base, it is necessary to preserve the 
knowledge in a suitable manner and to do so 
using technical means, etc. In total, 20.50% 
of the organizations (n = 278) stated that they 
were trying to maintain everybody’s knowledge 
with regard to the competitive advantage 
they had achieved thanks to the knowledge, 
while 55.76% of organizations only stored key 
knowledge which provided the organization 
with a unique competitive advantage. These 
organizations most frequently make use of 
knowledge databases and information systems 
for the collection and sharing of knowledge 
in the organization. A total of 23.76% of 
organizations have not yet begun to store any 
such information as they have not yet had to 
resolve a crisis situation during a change of 
personnel (for example, the departure of a key 
employee to the competition).

The conclusiveness of the factors affecting 
employee willingness to knowledge sharing is 
shown in Tab. 1. A correlation analysis at the 
level of signifi cance of 0.01 indicates direct, 
strong dependence.
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Organisational causes of employees’ 
decision to share knowledge are interwoven 
with personal and informal aspects, as shown 
in Tab. 1. Positive relationships and their 
experiencing create favourable predispositions 
for the strengthening of motivation of 
employees to work well, perform better and 
share knowledge. Personal satisfaction is 
the main precondition of work satisfaction. 
Internally balanced employees perform better 
even despite worse conditions.

The organization must inform its individual 
employees with regard to the procedure which 
supports the creation of the organization’s 
competitive advantage. If this is a knowledge 
approach, the organization should acquaint 
its employees with a long-term systematic 
education and development plan, incorporate 
them in innovative teams, support them 
on internships abroad and enable them to 
participate at conferences etc., i.e. support 
research and development. The results have 
unequivocally shown that 44.24% of employees 
who identify with the organization’s culture and 
have been acquainted with the organization’s 
long-term goals are willing to share their 
knowledge with colleagues. They help their 
colleagues at work, because they believe 
in the positive effect achieved by spreading 
knowledge through the organization and they 
are aware of the impacts of the organization’s 
higher knowledge base in relation to the 
competition. A better fi nancial situation in the 
company based on the successes of individuals 
and teams brings a positive effect to all the 
participating parties (i.e. to the workers, the 
organization and the national economy). It can 
be summarized that support of cooperation 
forms between organizations, good and friendly 
communication between current employees and 
support of friendly relationships are the main 
areas which affect knowledge development in 
organizations nowadays.

3.2 The Parameters Pertaining 
to Knowledge Development 
in an Organization

According to the results of the quantitative 
research focused on education in Czech 
organizations, 66.5% of the surveyed 
organizations make use of some type of 
education or training at work. However, one third 
of Czech organizations still do not educate their 
employees and do not work with knowledge 
development and management in any way.

About the same percentage of organizations 
(73%) use some version of MBO (Management 
by Objectives). In consultation with their 
manager or supervisor, the employees set 
a specifi c goal which they want to achieve within 
a given time period and which is relevant to their 
area of learning and growth. Such a result gives 
the impression that organizational learning and 
development is a long-term process; 63% of 
the evaluated employees said they perceived 
their education and learning as a long-term 
process. Short-term goals and training or 
courses with a single purpose are used in 23% 
of organizations. One third of the organizations 
still do not set any specifi c goals and targets for 
education and knowledge development.

Similar results were obtained with regard to 
specifi c knowledge/skill training in organizations. 
Almost 66% of employees stated that their 
education and learning in the organization was 
focused on specifi c skills related to their work. 
Moreover, the surveyed organizations stated 
that they offered job positions with the option 
of growth (89%). But this option depended 
mainly on the employees themselves. 70% of 
organizations require their employees to invest 
additional time (to study at home in their free 
time). Therefore, employees are expected 
to be proactive and to work on their own 
development, otherwise they would have no 
possibility for future growth and development.

Relation between factors and willingness 
to knowledge sharing

Pearson’s coeffi cient

Culture 0.99072
Communication 0.88209
Relationships 0.92022

Source: data processed by the authors

Tab. 1: Relations between factors and employee willingness to knowledge sharing
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Only 37% of the organizations provide 
motivation for education and learning with 
long-term intangible rewards. As mentioned 
above, the main activity and initiative lies with 
the employees. Simultaneously, 44% of the 
organizations do not support or encourage 
their employees to undergo any education 
at all. Almost the same results were obtained 
when focusing on tangible rewards (money and 
benefi ts). Just 33% of organizations support 
education and learning in the aforementioned 
way; on the other hand, 56.5% of organizations 
do not reward their employees’ active parti-
cipation in education at all.

The hypotheses stated in Data and Methods 
were then tested further. All the hypotheses had 
two variables. Spearmen’s rank correlation 
coeffi cient (r) was thought to be the most 
appropriate way to test the hypotheses as 
these variables were measured on the ordinal 
scale. The parameters were tested at 5 per cent 
signifi cance (Tab. 2).

Table 2 clearly shows that all the parameters 
correlate with the support for the employees 
in their initiative pertaining to knowledge de-
velopment. It is, therefore, possible to evaluate 
the hypotheses.

Spearmen’s 
rank 

correlation

Acceptance Power 
dependence

H1
the support process in the organization – the 
employees’ initiatives pertaining to knowledge 
development 

0.48 Yes Moderate

H2 mentors in the organization – the employees’ 
initiatives pertaining to knowledge development 0.29 Yes Weak

H3 feedback in the organization – the employees’ 
initiatives pertaining to knowledge development 0.53 Yes Strong

H4 inspiring leaders – the employees’ initiatives 
pertaining to knowledge development 0.52 Yes Strong

H5
rewards for learning in the organization – the 
employees’ initiatives pertaining to knowledge 
development 

0.47 Yes Moderate

H6
required learning in the organization – the 
employees’ initiatives pertaining to knowledge 
development

0.43 Yes Moderate

H7
time invested in learning in the organization 
– the employees’ initiatives pertaining to 
knowledge development

0.53 Yes Strong

H8
clear learning goals in the organization – the 
employees’ initiatives pertaining to knowledge 
development

0.34 Yes Moderate

H9
work-life balance in the organization – the 
employees’ initiatives pertaining to knowledge 
development

0.21 Yes Weak

H10
advancement in the organization – the 
employees’ initiatives pertaining to knowledge 
development 

0.53 Yes Strong

H11 innovations in the organization – the employees’ 
initiatives pertaining to knowledge development 0.44 Yes Moderate

Source: data processed by the authors

Tab. 2: The parameters pertaining to knowledge development in the organization
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The fi rst parameter of H1 the support process 
in organization was positively correlated at a 5 
per cent level of signifi cance with the support 
of the employees in their initiative pertaining to 
knowledge development.

The same situation occurred in the testing 
of the rest of the hypotheses. The variables 
were associated, because their parameters 
were positively correlated at a 5 per cent 
signifi cance. Hypotheses H2–H11 have been 
rejected. Only hypotheses H2 and H9 have 
weak correlations. In the case of H2, this is 
due to the fact that mentors are not commonly 
used in Czech organizations (only one third of 
the organizations work with mentors). In the 
case of H9, it is possible to state that the fact 
that employees are also forced to study and 
develop themselves in their free time affects 
and does not correlate with their work-life 
balance. In summary, all of the tested variables 
are associated with knowledge development in 
Czech organizations.

4. Discussion
Based on the presented results of analysis it 
can be summarized that there is a relationship 
between knowledge support and knowledge 
development in organizations; organizations 
does support knowledge transfer (H0) but 
there are some promising areas of knowledge 
development in the organizations. The 
strongest and most signifi cant statistical 
areas which affect knowledge development 
in organizations are based on cooperation 
and communication, hence the organizational 
culture, as mentioned by Kumaraswamy 
and Chitale (2012), Stahl et al. (2012) 
and Senge (2006). Another important 
area supporting knowledge transfer in an 
organization is relationships. This area has 
also been mentioned in research undertaken 
by Bozionelos (2006), Hezlett and Gibson 
(2007) and Singh et al. (2009). Based on 
other similar research (Carter & Donohue, 
2012; Shen & Hall, 2009; van Dam, 2007), the 
authors have also suggested the necessity of 
working with coaches and mentors in order to 
work with knowledge and ensure its transfer. 
This area has not been utilized in most of the 
studied organizations. It is also necessary to 
educate and develop employees with regard 
to their work, social values and behavior – 
each employee is an individual with a different 
perception and personality (Loke et al., 2012).

According to the survey, on-the-job 
methods such as coaching, shadowing, 
succession planning etc. are not commonly 
used. Surprisingly, the surveyed organizations 
also have partial problems with goals, aims 
and planning the process. The process goal 
is the crucial part of successful knowledge 
development and transfer according to Badura 
(1997), Judge, Thoresen, Bono and Patton 
(2001). There are still some blind spots to be 
fi lled and upgraded.

The process of knowledge transfer also takes 
time; this has been validated by many different 
pieces of research, i.e. Lord, Diefendorff, 
Schmidt and Hall (2010). The primary survey 
conducted in Czech organizations also found 
that the time investment strongly correlated 
to the employees’ initiatives pertaining to 
knowledge development. Employees are 
bearers of knowledge, skills and abilities and 
their talent and willingness to provide these to 
an organization are key to the development and 
success of that organization (Claussen et al., 
2014; Vivas-López, 2014). Similar approaches 
have also been stated by Stahl et al. (2012) and 
Al Ariss et al. (2014).

The acquisition, retention and development 
of knowledgeable, high quality employees is 
a priority for every organization (Nahapiet & 
Ghoshal, 1998; Collings & Mellahi, 2009; Ahsan 
et al., 2013). 

The only thing that remains truly crucial in 
the effort to upgrade the organizations’ level 
and economy is human capital and knowledge 
(McDonnell et al., 2014; Gururajan & Fink, 
2010; Manning, 2010). Therefore, organizations 
should focus on each individual and his or her 
knowledge management.

Employees who are being educated and 
developed are usually highly interested in 
working towards organizational goals and 
following the organizational strategy; they 
are communicative, cooperative, proactive, 
respectful, customer-friendly, willing and 
able to learn constantly (Li et al., 2009; 
Vnoučková, 2013). As Mazouch and Fischer 
(2011) and Gururajan and Fink (2010) have 
stated, measuring the level of education in 
organizations is necessary for predicting future 
development.

Bureš and Hájek (2007) stated that the 
signifi cance of innovation is increasing for the 
national economy, which was also confi rmed 
by the managers of signifi cant corporations in 
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the Czech Republic (for example, Microsoft, 
IBM and so on). The 21st century represents 
a stage which has been marked by a radical 
increase in innovations, changes and shifts from 
information to knowledge and from knowledge 
to wisdom.

Knowledge has been and increasingly 
will be the basic building block for every 
organization and national economy as a whole. 
With regard to the emphasis on the creation 
of a competitive advantage using a resource 
approach, organizations can use an entire 
range of tools for both acquiring and deepening 
knowledge and the organization’s knowledge 
base. The organizations in the national economy 
can make use of the option of research and 
experimental development, the acquisition of 
intangible techniques and know-how, industrial 
design, training (the development of employees) 
or software development, etc.

Based on research by Levy (2011), the most 
problematic thing is not currently the creation or 
acquisition of knowledge, but the preservation 
of knowledge and its transfer to those who 
need it. The transfer of explicit knowledge is 
easier (Bocquillon et al. 2015; Massingham, 
2015), but the most valuable knowledge is the 
tacit knowledge which the workers have in their 
heads. This knowledge is the most valuable 
for organizations and for the entire economy: 
intellectual property creates valuable goods 
and services which bring positive effects for 
individuals, organizations and the economy as 
a whole.

The correlations found in the presented 
article show the main ways which are utilized 
by employees and organizations to use 
and transfer their knowledge and potential. 
These results can be taken into account in 
a further analysis of knowledge transfer and 
the willingness of employees to transfer their 
knowledge based on organizational support. 

There are also several other promising 
avenues of further research as well as this 
study. The impact of organizational relationships 
on knowledge transfer should be studied more 
deeply. Another interesting area is the analysis 
of the intrapersonal perception of knowledge 
transfer. This is another important and rarely 
studied area.

Conclusion
This paper has analyzed possible approaches 
to employee knowledge development in 

organizations nowadays. The results of the 
research have identifi ed individual attributes 
and practices in organizational learning. This 
paper and its results describe the main ways 
which are used by organizations in order to 
grow constantly and to utilize their potential 
talents and leaders.

The main areas which affect knowledge 
development in organizations are based on 
cooperation and communication. This refers 
to both the organizational culture and the 
climate. Those areas are crucial for employee 
and organizational knowledge transfer and 
development. Another important area which 
supports knowledge transfer in an organization is 
relationships. It is suggested that organizations 
should work on and manage their knowledge 
in compliance with the organizational strategy. 
The surveyed organizations have partial 
problems with the goals, aims and process 
plans. However, set goals are a crucial part 
of successful knowledge development and 
transfer.

The analysis has also revealed the 
necessity of working with coaches and mentors 
in order to work with knowledge and its 
transfer. On-the-job methods such as coaching, 
shadowing, succession planning etc. are not 
commonly used. It is necessary to constantly 
educate and develop employees with regard to 
their work, social values and behavior.

The process of knowledge transfer also 
takes time; this has been validated in many 
pieces of research, i.e. Lord, Diefendorff, 
Schmidt and Hall (2010). A primary survey 
conducted in Czech organizations also found 
that the time invested strongly correlates to the 
employees’ initiatives pertaining to knowledge 
development.

The following recommendations can be 
given based on the results of this paper: 
(1) identify and overcome the barriers to 
knowledge sharing through fostering effective 
relationships, (2) the employees’ willingness 
to participate in the learning process needs 
to be enhanced, (3) the organization’s 
management should introduce a refl ective 
process and a career development process 
leading to effective knowledge sharing and (4) 
the role of the mentor and coach is crucial in 
effi cient organizational learning. This paper 
has reviewed the approaches to employee and 
organizational learning practices in the Czech 
Republic. The results of the paper can be taken 
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into account in further analyses and in the 
organization of adult education.

The paper’s theoretical contribution lies 
in its general overview of the theoretical 
assumptions of knowledge transfer and support 
for the knowledge economy in organizations. 
On the other hand, the paper’s practical 
contribution lies in the presentation of the 
results obtained from Czech organizations in 
the area of knowledge transfer and employee 
development, including recommendations 
for those organizations which plan to support 
knowledge transfer.

This contribution is a follow-up to the 
project of University – wide internal grant 
agency (CIGA), number 20141002 – Human 
resource branding using of the new strategic 
trends in organizations in the Czech Republic 
and is a follow-up to the project of University of 
Economics and Management.
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Abstract

KNOWLEDGE TRANSFER IN A KNOWLEDGE-BASED ECONOMY

Hana Urbancová, Lucie Vnoučková, Šárka Laboutková

The knowledge economy currently presupposes that each organization manages its knowledge and 
in doing so intentionally endeavors to achieve a long-term competitive advantage. In other words the 
key source of success is no longer information as such, but the right knowledge which is associated 
with a specifi c bearer – employee who must constantly develop this in a currently highly competitive 
environment. The goal of this article is to identify and evaluate the conditions for the use of the 
resource approach focused on the management of knowledge in the current knowledge economy 
across all economic branches. The research is descriptive and empirical by nature, because the 
primary data has been collected using the survey method, including fact-fi nding techniques such 
as questionnaires and interviews. According to the results of the quantitative research focused on 
education in Czech organizations, 66.5% of the surveyed organizations make use of some type of 
education or training at work. However, one third of Czech organizations still do not educate their 
employees and do not work with knowledge development and management in any way. The following 
recommendations can be given to organizations nowadays: (1) identify and overcome the barriers 
to knowledge sharing through fostering effective relationships, (2) the employees’ willingness to 
participate in the learning process needs to be enhanced, (3) the organization’s management should 
introduce a refl ective process and a career development process leading to effective knowledge 
sharing and (4) the role of the mentor and coach is crucial in effi cient organizational learning. The 
main areas which affect knowledge development in organizations are based on cooperation and 
communication. This refers to both the organizational culture and the climate. Those areas are 
crucial for employee and organizational knowledge transfer and development.
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