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Abstract - This paper discusses the role of tacit 

knowledge. This kind of knowledge is often the 
key to the effective solution of many business 
problems. The importance of intellectual capital 
and the value of know-how to create profit and 
increase market share have been recognized. 
Accumulation, transmission, and management of 
knowledge, as well of innovations as their 
‘consequences’, are important and indispensable 
conditions for economic development. Knowledge 
management systems must be structured to 
capture the tacit knowledge. If management 
aspires to bring this task to completion, it needs 
to specifically focus on establishing quality 
communication base within the organizational 
system, as well as ‘involving’ innovators in the 
communication partnership process. 
 

Index Terms: Communication, Management, 
Intellectual capital, Tacit knowledge  

1. INTRODUCTION 

 
f we want to improve the economic systems, 
we have to accept the argument that the 

economy must be directed towards knowledge 
and investment in the intellectual capital. Modern 
organizations, when faced with competition, 
often apply the concept of intelligent 
organizations. This concept is based on the 
knowledge that is deposited in the minds of 
talented individuals. Such knowledge in theory is 
called ‘tacit knowledge’. The transfer of tacit 
knowledge requires a certain amount of 
confidence and contacts. Managers who 
organize the business process in intelligent 
organizations must have the necessary 
knowledge and skills, and they need, as well as 
to possess excellent communication proficiency. 

Tacit knowledge cannot easily be channeled 
as it requires a conscious and voluntary 
cooperation of individuals who have such 
knowledge. This kind of hidden capital is 
deposited in the minds of talented individuals 
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and can be viewed as a potential capital of the 
organization. In that knowledge lays the largest 
competitive power of the organization. However, 
such knowledge is extremely difficult to get, and 
tacit knowledge is a part of one’s inner world, 
belonging exclusively to an individual.  

This kind of knowledge is not visible to other 
people. The ‘Owner’ deposits inside the mind, 
the sum of attitudes, skills, various talents, and 
experiences. However, without the articulation of 
this content into the written form, the transfer to 
others is impossible. Transfers of knowledge 
from the virtual to the real world can’t be done 
without the goodwill and deliberate consent of 
the ‘owners’ of knowledge to make it available to 
others.  

Every person has some knowledge and 
creative potential. Some individuals are more 
inventive than others, but this difference is not 
absolute, it is relative. It can be said that there 
can be no distinction to those who are 'creative' 
and those who are not; it is just the matter of 
extent.  

However, daily work and life routine, poor 
organizational culture and incompetent 
managers, do not create an environment that 
inspires creativity. Even if people in their daily 
life and work do not show any signs of inventive 
behavior, the creativity still exists. 

Like the other types of intellectual capital, the 
value of this knowledge is achieved only through 
its application and display. Unused knowledge is 
futile; it remains self-contained and does not 
bring value. However, human knowledge, when 
in its hidden (tacit phase) is transformed an 
explicit knowledge (formal and system), it can 
consequently become a part of the intellectual 
capital of the business entity.  

The main instrument for acquiring knowledge 
and its transformation in organizational capital is 
communication. Communication and 
organizational cultures together are important for 
achieving the projected goals of the organization 
and adapting to change organizational culture, 
as they encourage adequate participation of 
workers and the achievement of organizational 
goals. Good communications stimulate ideas 
and creativity of employees. However, this can 
be achieved only in those collectives in whom 
the management is knowledgeable and applies 
communication skills that are necessary to 
establish a two-way communication. 
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2. REVIEW OF THE LITERATURE 

Learning and adapting to new communicative 
and business methods is imperative for the 
survival in a business environment. Successful 
management is reflected in the ability for 
creating knowledge management systems to 
harness intellectual capital and create value. 
Knowledge, information, skills, innovation, and 
revolutionary new ideas provide social and 
economic growth and development 
(Baltezarević, 2009). If organizations want to 
achieve significant growth and development 
(Malhotra, 2003) it is necessary to continuously 
invest in the knowledge of the individual and the 
organization to which they belong. The value of 
the organization is made of people, their 
knowledge, and the ability to use knowledge. 
The competitive advantage of the organization is 
achieved by the very ability to create and use 
knowledge. Knowledge has a strategic role in 
the management of modern organizations. 
Increased use of knowledge leads to a 
knowledge-based economy. Survival of 
organizations and individuals in an uncertain and 
changing environment depends primarily on their 
ability to learn. (Torrington et al, 2004). 

From the perspective of knowledge 
management, knowledge sharing is most 
important. Explicit knowledge is knowledge that 
can be expressed in a formal language and 
exchanged between individuals, while implicit 
knowledge is personal knowledge embodied in 
individual experience and involves intangible 
factors such as personal belief, perspective, and 
values.  
 
Figure 1 Explicit and tacit knowledge 

 
Source: 
http://www.cognitivedesignsolutions.com/KM/ExplicitTacit.htm 

 
For organizations it is a much bigger problem 

to manage implicit than explicit knowledge due 
to employee turnover. Solving the problem in the 
codification of tacit knowledge, and its transfer 
into the explicit form, depends on the 
organizational culture and good organizational 
communication. The organization must know first 
how to get an answer if knowledge currently 
exists and what kind of knowledge is missing. 

Knowledge management systems must be 
structured to capture the tacit knowledge. Tacit 
knowledge is a combination of cultural, 
emotional, and psychological background that is 
on the margins of human consciousness (Tuomi, 
1999-2000).  

The term ’tacit knowing’ or ‘tacit knowledge’ 
was first introduced into philosophy by Michael 
Polanyi (Polanyi, 1966). 

Tacit knowledge is a combination of cultural, 
emotional, and psychological background that is 
on the margins of human consciousness. 
(Tuomi, 2000), cannot be bought in the market in 
the form that would be appropriate for direct use. 
Even the individuals who have these hidden 
resources often are not aware of their 
capabilities (Leonard and Sensiper 1998).  

If managers want this knowledge to be 
transferred to other individuals they must be sure 
that there are good communication channels 
within the organization. This refers to such a 
communication approach in which all 
participants have a chance to be involved in the 
communication process and to share their 
knowledge and experience. 

We are now living in a time of global business 
activity and the knowledge economy. 
Knowledge-based resources include both tacit 
and organizational Know-how stored in 
personnel, organizational manufacturing 
processes, and relationships. Knowledge must 
be a system processes (Skyrme and Amidon, 
1997) because learning is the important 
mechanism in the organizational innovation 
process. The social interaction is the key factor 
in the learning process (Freeman, 1987; 
Howells, 1996).  

Tacit knowledge cannot be captured, 
translated or converted but only displayed and 
manifested, in what we do. New knowledge 
comes about not when the tacit becomes 
explicit, but when our skilled performance is 
punctuated in new ways through social 
interaction (Tsoukas, 2001).  

Tacit knowledge is based on the individual’s 
professional experience and knowledge base. 
Trust is examined as a relational concept an 
individual-related motivational force for sharing 
tacit knowledge in a project-based activity. 
Communication and relationships between 
individuals in a project group, and workplace 
climate characterized by open communication 

are basic requirements for the transfer of 
knowledge. 

Crucial element for tacit knowledge learning 
mechanism is social network relationship. The 
social interaction and information integration 
ability of the economic substructure is the crucial 
factor affecting the results of innovation 
community. Motivating is the management 
process of influencing behavior based on the 
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knowledge of what make people tick (Luthans, 
1998). 

3. INTELLECTUAL CAPITAL 

Intellectual capital is the most profitable area 
of each country, and the need for its cultural 
development. The creators bring their creations 
comparative advantage products, contributing to 
employment; strengthen the economic base and 
the best way to represent the state. Intellectual 
property, along with other intangible assets in 
developed countries accounts for more than half 
of the total investment.  

Increasing labor productivity is not only based 
on increasing the mass of the physical labor, but 
also on the amount of knowledge embedded in a 
product. Any economic activity starts with an 
idea (intellectual power) which is then converted 
into action. In the modern world, we are fully 
surrounded by various categories of intellectual 
property that often exceed the value of the thing 
in which they are contained. The concept of 
intellectual property is recognized internationally 
after the Convention on the establishment of the 
World Intellectual Property Organization came 
into force, in the seventies of the twentieth 
century. 

Intellectual property is a general, legal, and 
technical term for the various creations of the 
human mind, and commercial symbols that 
represent intangible assets that can be protected 
by various types of exclusive rights that are 
substantially similar to the actual law. They are 
suitable for commercialization and exploitation of 
the market. 

The theory of intellectual capital developed by 
Leif Edvinsson and Michael Malone is based on 
three components which are equally represented 
within the intellectual capital (Edvinsson and 
Malone, 1997). They are human, structural and 
consumer capital. These three components 
interact are integrated in the intellectual capital 
that provides the conditions for the promotion of 
sustainable competitive advantages of 
organizations and creates new value for 
businesses. This paper is specifically oriented to 
human capital with the intention to highlight the 
prerequisites for the development and 
implementation of hidden employee’s 
knowledge.  

Human capital combines different knowledge, 
skills, abilities, and experience of the employees 
that they have gained by performing certain 
business processes, their competencies, 
relationships, and values. Competencies are: 
professional skills of employees, social 
competence, and commercial competence. 
Relations imply economic cooperation category 
of employees with the ultimate goal to create 
value.  

The value is a result of the networking 
collective knowledge. Values are deeply rooted 

in the system of organizational culture. They 
exist in those organizations which have a 
management system that has built 
organizational values which employees 
recognize and accept as sincere commitment of 
management to react positively to their 
knowledge and commitment. That human capital 
can be adequately developed and contributes to 
the development of the organization and its 
competitiveness in the market, only when 
employees are motivated. 

4. TACIT KNOWLEDGE 

Tacit knowledge is mainly based on skills. It 
includes the knowledge that most people have, 
such as attention, recognition, retrieval of 
information, perception, and motor skills. These 
skills are known, but they cannot be easily 
explained. This is the knowledge which can be 
explained through a system, or a draft. Tacit 
knowledge cannot be easily channeled because 
it requires a conscious cooperation of individuals 
who possess this kind of knowledge.  

This knowledge is often the key that 
effectively solves many business problems. By 
studying this area, Davenport and Prusak stated 
that the organization “has access to the 
knowledge only when the ' owner ' wants to 
share it" (Davenport and Prusak, 1997). 
However, if an organization fails to create a 
favorable environment for the development of 
this segment, it will not be able to use the 
benefits it provides.  

The long economic crisis does not allow easy 
access to the international market. Access to a 
global market, even in times without a crisis, 
means competition. Being competitive means 
that organization recognized the importance of 
investment in technology and knowledge, which 
is very difficult at this point in a number of 
countries that ‘chewed’ the global economic 
crisis. However, by mastering the values of tacit 
knowledge, the most important is a good set of 
communication and motivation of owners of 
intellectual capital which is hidden in the mind, to 
make this knowledge available to other people. 
Effective transfer of tacit knowledge generally 
requires personal contact, regular interaction, 
and trust. On the tacit dimension of creative work 
identifies with the statement that ‘we know more 
than we can say’. It consists of beliefs, ideals, 
values, schemata, and mental models that are 
deeply rooted in us, and that we often take for 
granted. Although it is difficult to articulate, this 
cognitive dimension of tacit knowledge shapes 
the way we perceive the world. 

Ability to codify tacit to explicit knowledge in 
the organization can be achieved only if the tacit 
knowledge owners have sense of belonging to 
'their' collective. This implies that there has been 
a high level of motivation of employees and a 



  

sense of established partnership with the 
collective. 

5. WORK MOTIVATION 

Motivation is the essential question of the 
whole of human activity and the value system of 
personality, work activities, organizations, 
human labor, and society. The most important 
role the managers have in motivating employees 
is to be good diagnosticians, through getting to 
know their employees and strive to achieve the 
goals of the organization.  

Within the organization the employees are 
achieving their personal and professional goals. 
Human behavior is driven by different motives 
and managers should pay attention to the 
diversity of people and their individual needs. 
The duty of the manager is to motivate 
employees to contribute to achieving the 
projected goals of the organization. In order to 
be able to do that, they need to know what 
motivates employees to better perform the job. 
Employee motivation is a prerequisite for the 
organization to increase its competitive ability 
and value. 

The motivation for the work contributes to 
improving the efficiency, effectiveness, creativity, 
and quality of work and improves the quality of 
the working environment. Organization of human 
interest and motivation for the work should also 
include the culture of the company, changes in 
the environment and potential impacts from 
various centers of power. The main strategic 
goal is achieving a highly motivated workforce 
which can be reached with an optimum 
combination of material and non-material 
incentives. Human resources are the driving 
force and factor in gaining competitive 
advantage. An employee who is unmotivated to 
work is more noticeably absent from work, and 
far less loyal to the company in comparison to an 
employee who feels that his/her work belongs to 
the collective. 

Countries in transition can, as an example, 
use the European social model, based on high 
degree of social protection and education as well 
as a secure social dialogue, in order to improve 
the quality of work. Particularly worth mentioning 
are the efforts directed towards combating stress 
and harassment at work, complemented by the 
measures to change the organizational culture 
and acceptance of ethnic and cultural 
differences, all of which is underpinned by the 
continuous education, training and development 
of communicational skills of management and 
employees. 

The most important motivational incentives 
for employees enable genuine involvement in 
the business process, provide a sense of 
personal contribution, resulting in a significant 
impact on the operating results of the company 
and the interest of the management in the 

personal problems of employees. To achieve 
these objectives it is necessary to maintain a 
constant and open communication in both 
directions: vertical and horizontal, between 
employees and managers, and the employees 
themselves. Flexibility in terms of the specific 
needs of employees regarding working hours, or 
other conditions of the work, will allow each 
employee to fully realize their potential and to 
give the maximum contribution to the business. 

Active role of employees in the business 
processes, along with the taking of responsibility 
for business improvement, provides more power 
to employees, without excessive bureaucratic 
procedures in the decision making process, are 
highly effective motivational factors having a 
positive impact on the organization. 

6. THE ROLE OF COMMUNICATION 

The basic element of any system of work 
organization is management of people. Systems 
of work organization and management have 
always been linked to the group way of life, the 
functioning of which is based on mutual 
communication. The organizational environment 
that seeks quality must ensure that management 
is focused on people, relationships, and the 
importance of human resources in achieving the 
organization's objectives. 

The work environment is a place that is 
supposed to represent an environment free of 
violence and that the dialogue between 
employees is understood as a normal form of 
communication. Employees and managers are 
often faced with personal and professional 
conflicts, but the issues can be resolved through 
dialogue. If management does not have 
communication skills, conflicts escalate and 
create a hostile and harassing environment. 

The organization can have high-quality 
human resources in relation to their general and 
professional knowledge, but not adequate level 
of success in achieving strategic business goals. 
One reason may be inadequate communication 
potential of employees. Communication is an 
ongoing process which is dependent on the 
source and modalities of communication. 
Contemporary theories define communication as 
‘a symbolic process through which the human 
world creates, maintains, repairs and 
transforms’. Communication is a way of 
exchanging ideas, attitudes, values, opinions 
and facts, a process that requires a sender to 
initiate the process and receiver to complete the 
communication link. 

Communication does not flow easily, whether 
it takes place in the work process, or in any other 
area of life. The communication flow problems 
can arise due to the inability of the 
communicator to successfully achieve 
communication contact.  



  

The ability to communicate is a skill that 
cannot be easily mastered and perfected. There 
is an increasing need to analyze and devise 
ways of communication in the work processes.  

Organizational communication is the process 
of creating and exchanging messages within the 
organizational network of related people, in order 
to find the best way to communicate within an 
organizational context. 

Communication involves engaging people in 
the process of communication. Emotional 
intelligence is the ability to convince others of 
something or motivating them to do something, 
the ability to build a relationship of friendship, to 
build coalitions, to observe and analyze their 
own and others' behavior and to be familiar with 
business policy. "Emotional intelligence is a 
different way of being smart. It includes knowing 
what your feelings are and using your feelings to 
make good decisions in life. It is being able to 
manage distressing moods well and control 
impulses. It is being motivated and remaining 
hopeful and optimistic when you have setbacks 
in working toward goals. It is the empathy; 
knowing what people around you are feeling. 
And it is a social skill—getting along well with 
other people, managing emotions in 
relationships, being able to persuade or lead 
others" (O'Neil, 1996, p. 6). 

Only managers who can provide a two-way 
channel of communication with employees can 
improve communication to effective levels, when 
it comes to the implementation of existing 
knowledge and creative potential of employees 
in the work process. 

Organizational communication has to be 
adaptable, possessing the ability to flexibly 
respond to the dynamics of environmental 
change and ability to give a positive response to 
the environmental contextual demands. This 
means that the ones most responsible for the 
promotion of business communication, 
managers, should be able to provide fast and 
efficient use of all available data and information, 
as well as their distribution to the external and 
internal environment, i.e., management must be 
able to manage business information and 
achieve an active participation in communication 
with employees. 

Communication with other members of the 
organization ‘allows’ access to the accumulated 
knowledge and skills they have acquired by 
education and work in a particular segment of 
work. The organizational culture related to a 
longer time period is always transferred to new 
members trough communication, as a specific 
and unique behavior.  

It is an important factor in strategic decision 
making, because the quality of strategic 
decisions depends primarily on the impact of 
organizational culture and the ability to embrace 
change. Successful organizations build such an 
organizational culture where the priority is 

constantly adapting to changes. Effective 
communication in the organization is most 
responsible for the coordination and control of 
teamwork, individual socialization, and 
integration into the collective. 

7. THE SITUATION IN THE REPUBLIC  
OF SERBIA 

Last years in all the scientific, expert and 
political discussions on the topic of facing the 
challenges of the new age, innovation has been 
recognized as a unique answer. In this contest 
the Government of the Republic of Serbia 
adopted the Strategy of the intellectual property 
development for the period of 2011 to 2015, 
(“Official Gazette RS”, no 55/05). 

The strategy provides a crucial novelty in the 
domain of knowledge and its implementation in 
the form of new products, industrial processes, 
services, organization and management, new 
business models, new education models, etc. 

By adopting this Strategy, Serbia gets legality 
as a country which recognizes the role of 
development and the importance of intellectual 
property, in a way it has been done in the 
European Strategy for Intelligent, Sustainable 
and Inclusive Growth – EUROPA 2020 adopted 
by the European Council on June 17, 2010 
(Strategy of the intellectual property 
development for the period of 2011 to 2015, p.2.) 

Republic of Serbia is a country with a long 
tradition in the legal protection of intellectual 
property (it was one of the 11 founder states of 
the Paris Union for the protection of intellectual 
property in 1883). In the context of the process 
of the European integrations of Serbia, the 
harmonization of the domestic regulations with 
the European regulations has been intensified. 
The Republic of Serbia in 2010 became member 
of the European Patent Convention, and thus a 
full member of the European Patent 
Organization. There is a high quality legal 
ground for the approach of resident and foreign 
subjects to the protection of intellectual property. 

In the report of the European Commission 
about the progress of Serbia in the process of 
Euro-integrations, published on October 10th, 
2012, a very good evaluation of progress of the 
Republic of Serbia was given in the domain of 
intellectual property, and the efforts of the IPO 
(Intellectual property office), were specially 
emphasized for holding a great number of 
educative events for the representatives of the 
bodies for the enforcement of rights, as well as 
many seminars. But IPO is faced with great 
existential problems.  

The tasks of patent applications examination 
and the examination of other industrial property 
rights demand highly educated experts with 
knowledge and education on one side. On the 
other side restrictive policy of budget financing 
neither allows the Office to employ experts of the 



  

mentioned profile, nor enables the engagement 
of the sufficient number of them.  

There has been also misunderstanding in the 
business sector for a long period. The expense 
of the creation of new technologies and the 
benefit from its utilization were not integrated 
into the model of growth, because it was 
considered that they were the result of acting of 
non-economic factors. 

From the foregoing number of patent 
applications in the period of 2003 to 2012, an 
overlook can be seen. The highest number was 
recorded in 2004 - a total of 500, while in 2011 
and 2012 that number drops dramatically to 180, 
i.e. 191 (Intellectual property Office of the 
Republic of Serbia, p. 16.) 
 
Figure 2 Patent applications of domestic applicants 
2003-2012 

 
Source: Authors 
 

By analysis of the data given in the figure 3, 
there is a striking disproportion in patent 
applications submitted by individual persons 
(natural persons) in relation to the applications 
that come from scientific institutions - Institutes 
and faculties, as well as the business sector. 

In the year 2008, there were a total of 367 
applications submitted by individuals, 4 
applications submitted by institutes and faculties 
together, and the business sector had 15 
applications.  

In 2012 the number of applications of 

individuals decreased to 143 (a decrease of 224 
compared to 2008.). The number of entries by 
institutes and faculties was increased to 30 
(compared to 2008. this is an increase of 26 
applications). The business sector shows growth 
in 2009 and 2010, followed by a drastic decline 
in 2011, as a slight recovery in the 2012  

However, an overview of patent applications 
in relation to the kind of persons leads us to the 
conclusion that the importance of intellectual 
capital and its positive economic effects have not 
yet reached a satisfactory level of recognition. 
Obviously, in the Republic of Serbia, the 
implementation of intellectual capital in business 
is still recognized as an individual initiative and 
not a system solution. 

 

Figure 3 Patent applications according to kinds 
of persons in Serbia 2008-2012. 

 
Source: Authors 

8. CONCLUSION 

Knowledge management has long since 
become an imperative for economic growth and 
development. It is clear that the impact of 
knowledge is essential for creating competitive 
advantage, economic growth, and development. 
People determine the success of an 
organization. This must be a system process 
that incorporates an understanding of customer 
needs and business environment and the skills 
and experience of employees. 

Investment in technology is desirable 
because it improves operations and reduces the 
number of business processes. However, 
technology alone is not the answer to the 
sharing of knowledge - it must be done only with 
people. Each organization is unique - with their 
own stories about the achievements, culture, 
company reputation, products, and people, but 
they have to develop close relationships with 
colleagues and clients. Organizations which 
have good communication, sustain continual 
flow of information with their employees. 

The key to acquiring tacit knowledge is 
experience. Without a common experience, it is 
very difficult for people to share with each other 
their thinking processes. Employees over time 
acquire special skills that are based on learning 
and work experience and apply it in their daily 
work. The process of transforming tacit 
knowledge into explicit is known as codification. 
Tacit aspects of knowledge can be transmitted 
via training or gained through personal 
experience and only through well-placed 
communicational channel. Good communication 
provides two-way communication, and a 
partnership communicative relationship, with 

motivated employees who are the participants in 
communication. 

Employers gradually introduce new methods 
of doing business, but the economic crisis and 



  

lack of educated management result in the fact 
that the concept of knowledge-based 
organizations is still at the beginning. We have 
similar situation with the recognition of the value 
of intellectual property. These are the main 
reasons, while other complementing factors 
were not addressed in this study. Serbian 
economy has a lot of work ahead in order to 
become competitive. 
 

 
REFERENCES 

 
[1] Annual Report, “Intellectual property”, Office of the 

Republic of Serbia, p. 16. http://www.zis.gov.rs/ about-
us/annual-report.106.html. 02.01.2014. 

[2] Baltezarevic, V., “Law and intellect”, Megatrend 
University, Belgrade, Serbia, 2009. 

[3] Davenport, T. H. and Prusak, L., Working Knowledge: 
How Organizations Manage What They Know, Harvard 
Business School Press: Boston, MA, 1997. 

[4] Dickson, D., “Barriers to communication”, Interaction 
for practice in Community Nursing, Hampshire 1999. 

[5] Edvinsson, L., Malone, MS., “Intellectual Capital. 
Realizing your company’s true value by finding its 
hidden brainpower”, Harper Collins Publishers, New 
York, 1997. 

[6] Freeman, C., Technology Policy and Economic 
Performance: Lessons from Japan. London: Pinter, 
1987. 

[7] Howells, J., “Tacit Knowledge, Innovation and 
Technology Transfer”, Technology Analysis & Strategic 
Management, 1996, Vol. 8, No. 2. 

[8] Intellectual property, Office of the Republic of Serbia, 
p. 16. http://www.zis.gov.rs/about-us/annual-
report.106.html January, 31.2014. 

[9] Leonard, D., Sensiper, S., “The role of tacit knowledge 
in group innovation”, California Management Review, 
40/3/1998, 112-132. 

[10] Luthans, F., “Organizational Behavior”. 8th ed. Boston: 
Irwin McGraw-Hill, 1998. 

[11] Malhotra, Y, "Measuring Knowledge Assets of a 
Nation: Knowledge System for Development", United 
Nations, Advisory Meeting of the e Department of 
Economic and Social Affairs, New York City, 1-
47/2003, 1. 

[12] Official Gazette RS”, no 55/05, 71/05, amendment 
101/07, 65/08 and 16/11. 

[13] O'Neil, J., “On emotional intelligence: a conversation 
with Daniel Goleman”. Educational Leadership, 54 (1), 
6-11., 1996. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

[14] Polanyi, M. (1966): The Tacit Dimension, Routledge & 
Keagan Paul, London, 1966.  

[15] Skyrme, D., Amidon, D., “Business Intelligence”, 1997. 
http://www.skyrme.com/pubs/knwstrat.htm. 
29.01.2014. 

[16] Strategy of the intellectual property development for 
the period of 2011 to 2015, p.2. 
http://www.zis.gov.rs/upload/documents/pdf_en/pdf/Str
ategy%20of%20the%20intellectual%20property%20de
velopment%20in%20Serbia.pdf. 01.02.2014. 

[17] Torrington, D, Hall, L., Taylor, S., “Menadžment 
ljudskih resursa”, Data Status, Beograd 2004. 

[18] Tsoukas, H., “What is Organizational Knowledge?”, 
Journal of Management Studies, 2001, November. p. 
38 

[19] Tuomi, I., “Data is more than knowledge: implications 
of the reversed knowledge hierarchy for knowledge 
management and organizational memory”, Journal of 
Management Information Systems, 16, 3, 2000, pp. 
103-117.   

 
AUTHORS 

 
Vesna Baltezarević, PhD, is an assistant professor of 
Intellectual Property and Media Law at Megatrend University, 
Faculty of Culture and Media in Belgrade.  
She is elected Active Member of European Academy of 
Sciences and Arts- class V, Social Sciences, Law and 
Economics (2012), and a member of the Association of 
Journalists of Serbia. 
During her academic engagement she published seven books 
and more than seventy papers published in national and 
international journals and presented at scientific conferences.  
(E-mail: vesnabal@gmail.com) 
 
Radoslav Baltezarević, PhD in Communication Sciences is an 
assistant professor of Marketing at the Faculty of Business 
Economics and Entrepreneurship, Belgrade. After his 
dissertation completing, he continued his Media course in Oslo, 
Norway. He is the author of more than twenty papers that are 
partly published in reputable journals, and partly presented at 
scientific conferences at home and abroad. 
(E-mail: trilliongarden@yahoo.com) 
 
Dragana Jovanović, PhD, is an assistant professor of Media 
Analysis and Cultural Identity at Megatrend University, Faculty 
of Culture and Media in Belgrade.  
She is awarded journalist, PR consultant, lecturer, and member 
of several journalist, PR and marketing associations.   
(E-mail: djovanovic@megatrend.edu.rs) 

http://www.zis.gov.rs/ about-us/annual-report.106.html
http://www.zis.gov.rs/ about-us/annual-report.106.html
http://www.zis.gov.rs/about-us/annual-report.106.html
http://www.zis.gov.rs/about-us/annual-report.106.html
http://www.skyrme.com/pubs/knwstrat.htm. 29.01.2014
http://www.skyrme.com/pubs/knwstrat.htm. 29.01.2014
http://www.zis.gov.rs/upload/documents/pdf_en/pdf/Strategy of the intellectual property development in Serbia.pdf
http://www.zis.gov.rs/upload/documents/pdf_en/pdf/Strategy of the intellectual property development in Serbia.pdf
http://www.zis.gov.rs/upload/documents/pdf_en/pdf/Strategy of the intellectual property development in Serbia.pdf
mailto:vesnabal@gmail.com
mailto:trilliongarden@yahoo.com
mailto:djovanovic@megatrend.edu.rs

