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Abstract: Continuous learning and 
acquisition of knowledge is a condition for the 
progress of any organizational system. 
Knowledge and achievements based on it 
provide a competitive advantage in the market. 
Knowledge-oriented organizations as the most 
important resource are positioned as smart 
organizations. However, the process of 
knowledge accumulation within the 
organizational system implies cooperation with 
management capable of understanding the 
processes of knowledge acquisition and 
accumulation. In order for an organization to be 
able to form its own know-how and to 
continuously upgrade it, it is necessary for 
management to be able to implement 
techniques and methods that ensure 
cooperation of employees, especially when it 
comes to the accumulation of tacit knowledge. 
New technologies significantly facilitate access 
to knowledge and its constant exchange. 

Index Terms: learning, market, knowledge, 
exchange, new technologies 
 

1. INTRODUCTION 

The modern age constantly brings new 
challenges that organizations are facing. 
Management and employees are expected to 
constantly learn and adapt to new 
communication and business methods. A new 
category of business entities is being formed, 
the so-called Smart Organizations, which base 
their resources primarily on human resources 
that are constantly educated in order to create 
the Know How as a competitive advantage. The 
Know-how implies the set of knowledge and 
experience which is deposed as a part of 
intellectual property and helps the organization 
to archive better position than the competition. 
“Knowledge management and innovation 
management need to be drawn closer. It means 
that common strategic issues have to be 
integrated, with the managers who are able to 
organize such a set of business processes and 
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to adequately meet the challenges of new forms 
of business” (Baltezarević, V., et al., 2015, p. 
25). 

What is especially important for the 
accumulation of knowledge is the formation of 
support groups within the organization because 
“people who know each other converse more 
intensively than strangers” (Ibid, p. 26). 

In order to promote groups of employees 
into support and knowledge exchange groups, 
it is necessary to establish “social dialogue, 
since the effort to further improve the quality of 
work must be directed to the properly set 
strategy” (Radovic et al., 2014, p. 108). 

Involving the organization in the process 
of transformation, which should be the 
transition to the organization of knowledge, 
implies defining the starting position, because 
“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 tacit knowledge.” (Radovic et al., 2014, 
p. 108). 

 

2. THE ROLE OF NEW TECHNOLOGIES  
 

Communication technology, improve-
ments and continued globalization, moved the 
business environment away from working with 
people who are in our visual proximity to 
working with people around the globe (Johnson 
et al., 2001). The modern world is directed 
towards knowledge and latest technologies. 
The same is with the concept of working 
organization which has been orienting towards 
knowledge organization. 

New forms of organization use new 
technologies to create exchange and deposit 
new knowledge as they are aware that 
knowledge creates value, but also leads to new 
knowledge. The role of new technologies and 
the Internet is inevitable. Communication 
supported by virtual tools show an inherent 
connection between technology and society. 
New types of organizations lead to a new 
organizational social environment which is 
determined by forms of businesses. Classical 
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organization, faced with the technological 
progress, have to change their rules and their 
working methods. Classical methods of 
communication in the work environment are in 
constant change. Organizations are 
increasingly focused on online communication, 
creating virtual teams and depositing 
documents and data within virtual files. 

New technologies require new skills that 
employees need, but also new communication 
methods that are necessary for the creation and 
transfer of knowledge. 

 

3. KNOWLEDGE NETWORK 
 

Codification of knowledge enables 
individuals and organizations to preserve 
knowledge and reuse it. The transfer of 
knowledge itself implies the transfer of 
knowledge from one place to another and its 
acquisition. Knowledge is a resource that 
enables organizations to improve their 
productivity and add value to groups and 
individuals. 

Modern technologies, especially the use 
of the Internet, facilitate the exchange of 
knowledge and the communication process 
itself. The advent of new online databases 
provides storage spaces for knowledge that is 
seamlessly exchanged within interest groups. 
The increasingly present communication 
supported by a computer indicates that the 
modern business environment is characterized 
by a close connection between modern 
technology and society. This leads to the fact 
that the modern business environment requires 
new skills from both management and 
employees. “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” (Baltezarević, V., 
et al., 2014, p.42).  

A functional knowledge network is neither 
simple nor easy to set up. This network implies 
“multidimensional structure consisting of a set 
of knowledge elements and the linkages 
between them Information benefits are related 
to the distribution of knowledge within a 
community, the latest developments and trends 
among employees, and interactions among 
employees” (Wang et al., 2014).  

A well-established knowledge network 
serves as an expanded knowledge base and 
“the relational features of an individual’s 
knowledge network will influence his or her 
ability to search for potentially innovative 
knowledge combinations” (Fleming, 2001). 

“The recipient’s ability to add new knowledge to 
existing knowledge” is the primary factor in 
knowledge creation and innovation (Grant, 
1996, p. 111).  

However, no matter how advanced the 
technology, the human factor still retains a key 
role. Creating good social relations and forming 
a network of employees who know each other 
well and communicate freely “provide benefits 
in acquiring information” (Rodan & Galunic, 
2004), and thus a faster and more successful 
exchange of existing and creation of new 
knowledge is achieved. 

The quality of networking is conditioned 
by the abilities and quality of knowledge 
management which should provide a process 
that gives optimal results when collecting 
information and data that are transformed into 
knowledge. Communities of professionals and 
others who share knowledge and resources are 
often referred as ‘communities of practice’ 
(Wenger, 1998). 

“Communication is a way of exchanging 
ideas, attitudes, values, opinions and facts, a 
process that requires the sender which initiates 
the process and the recipient, which completes 
the communication link” (Baltezarevic, V. & 
Baltezarevic, R., 2013, p. 433).  

Without well-established communication 
channels within the organizational system, it 
usually happens that employees do not 
participate in the exchange of ideas and 
knowledge. This happens especially when 
employees are dissatisfied with their position 
within the organization and do not want to share 
their innovative ideas with other participants in 
the communication process, because 
“employees must generate knowledge-related 
interactions if they want to generate true 
innovation (Nahapiet & Ghoshal, 1998).  

In contrast, when well-connected social 
networks are established in the organization, 
the exchange of ideas and knowledge is 
facilitated, and it is possible to combine different 
levels of knowledge and ideas. These positive 
experiences help employees understand the 
elements of knowledge present and see their 
combinatorial potential (Levitt & March, 1988). 

The knowledge embedded in social 
networks is the result of constant social 
interaction and work practice and depends on 
the social and cultural context (Cook & Brown, 
1999). 
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4. TACIT KNOWLEDGE  
 
Knowledge management envisages 

three phases: generation, codification and 
transfer. Generating knowledge means all 
activities that transfer new knowledge to an 
individual, group, or organization.  

Codification of knowledge allows 
individuals and organizations to use it again. 
Knowledge transfer means all kinds of transfer 
of knowledge and its absorption.  

 
Table 1. Explicit and Tacit Knowledge 

 

Source: Theintactone.com 

Tacit knowledge is not appropriate for 
direct use (Zack, 1999. p.128). This type of 
knowledge is deposited in the minds of 
individuals and it solely depends on the person 
whether it will be shared with others or kept to 
oneself, until decided otherwise.  In fact, it is 
more about knowing the work process as a 
result of many years of experience.  

Managers must have in mind that 
“technology alone isn't the answer to sharing 
knowledge – it needs to be done only with 
people” (Baltezarevic, V. et al., 2013, p. 265), 
which is especially evident when organization 
wants to target tacit knowledge.  

The transfer of tacit knowledge is 
conditioned by good business atmosphere and 
good organizational culture that the owner of 
tacit knowledge accepts and identifies with.  

Unlike explicit knowledge that is available 
to stakeholders within the organization, tacit 
knowledge is a challenge that is not easy to 
achieve. “Tacit knowledge is a combination of 
cultural, emotional and psychological 
background that is on the margins of human 
consciousness” (Tuomi, 1999-2000). Tacit 
knowledge is, as we have already stated, the 
experience of an individual, but that experience 
also contains some emotional components 

such as beliefs and accepted values that are 
integral factors of person's culture. Like the 
other types of intellectual capital, the value of 
this knowledge is realized only through use and 
presentation. Unused knowledge is destroyed, 
remains entrenched and brings no value. 
However, human knowledge that is 
transformed from a hidden (tacit phase) into 
explicit knowledge (formal and systematized) 
becomes a part of the intellectual capital of a 
business entity. Therefore, transversal Tacit 
knowledge into Explicit knowledge is precisely 
the most difficult challenge for Knowledge 
management. 

According to Nonaka's model, we see 
that the transfer of knowledge from the hidden 
to the public sphere primarily implies 
socialization, i.e., the establishment of strong 
communication networks among employees. 
Externalization means that hidden knowledge 
needs to be expressed through creative forms 
of explanation. Communication also enables 
the reverse process, the transfer of the explicit 
to Tacit knowledge, which is thus upgraded. 
Knowledge exchange and availability of all 
information and data related to deposited 
knowledge enable various combinations of 
existing knowledge, exchange of ideas and all 
that in the end, if a successful communication 
channel is present and if the process is 
managed by well-trained management, leads to 
new strategic values. 

 
Table 2. How to make tacit knowledge explicit.  

 

Source: http://www.methodsandtools.com/archive 
/knowledge.html 

Table 2. shows Nonaka’s model of 
conversion between tacit and explicit 
knowledge. 
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5. KNOWLEDGE SHARE 

Knowledge sharing is important for the 
creation of new knowledge by combining 
existing knowledge. It means “activities of 
transferring or disseminating knowledge from 
one person, group or organization to another” 
(Lee, 2001) for a better implementation of 
existing knowledge. Nonaka & Takeuchi 
pointed out that knowledge must be viewed as 
explicit and tacit knowledge (Nonaka & 
Takeuchi, 1995). Explicit knowledge is 
codified knowledge that is written down and 
usually shared in the form of electronic 
documents. 

Explicit knowledge is characterized by 
the possibility of formulation using symbols and 
can be digitized. This knowledge can be 
transferred to others through the use of 
information technology, as formalized 
knowledge, and is transmitted as information. 
The problem arises when it comes to tacit 
knowledge because this type of knowledge is 
personalized knowledge that is not formally 
articulated in written form and is usually shared 
in the form of personal advice. 

Tacit knowledge cannot be transmitted 
by e-mail, internet or intranet and cannot be 
numbered. Polanyi (1966) argues that tacit 
knowledge belongs to the personal domain, 
and points out that this type of knowledge is the 
result of the encounter of the individual and the 
culture to which he belongs. The role of IT is 
quite limited in the transfer of this category of 
knowledge. In order to access the resources 
contained in personal knowledge, another 
intermediate step in the exchange of knowledge 
is necessary, the first must be the transfer of 
tacit to explicit knowledge, and only after that it 
can be shared using IT. 

In order for tacit knowledge to be 
transformed into explicit and shared within 
teams, it is necessary to achieve a high level of 
team learning (Polanyi, 1966). This means that 
team members are motivated to learn and 
share knowledge. The action of the team on the 
principle of flexibility with a high level of 
interaction leads to full creative potential and is 
a prerequisite for transforming the tacit into 
explicit knowledge. However, the explicit 
knowledge, thus formed within a particular 
team, made up of employees, who share the 
same cultural and organizational values, 
retains its tacit component of all outside the 
team. 

The common identity created within a 
specific organizational system allows for an 
easier exchange of knowledge, because these 
individuals understand each other better than 

people outside the group. Here, the successful 
operation of the concept of joint practice as a 
tool for improving the exchange of knowledge is 
recognized. 

Organizational learning, knowledge 
processes and the use of IT, in addition to all 
the specifics associated with a particular 
organization, have one common purpose in the 
context of the company, and that is to create 
sustainable competitive advantages. Here, tacit 
knowledge shows that it is not fully compatible 
with globalization and rapid change. Tacit 
knowledge presupposes a long-term learning 
process in a particular environment, and 
therefore functions as a conservative element 
in relation to innovation. 

New technologies are increasingly 
directing the exchange of knowledge through 
social networks. However, if the network is new 
and if people with insufficient knowledge are 
involved in the communication, the exchange of 
knowledge is difficult due to the feeling that 
knowledge should be shared with people whom 
the knowledge holder perceived as unknown 
persons. Trust that is built with famous people 
is a prerequisite for sharing knowledge.  

There is a need to include a combined 
method of knowledge sharing: personally and 
through new IT that leads to problem-solving in 
online communities. Only when employees 
meet and get to know each other can a positive 
effect is expected on networks and forums 
where network communities are formed that are 
people who know each other. 
 

6. CONCLUSION 

In this paper, we have shown the 
importance of continuous learning, acquisition 
and exchange of knowledge. The modern age 
is characterized by the application of new 
communication technologies, which facilitate 
the exchange and storage of knowledge. 
However, this does not imply that human face-
to-face interaction is excluded. Its significance 
is especially evident when it comes to tacit 
knowledge and its transformation into the public 
sphere, i.e., into explicit knowledge. 

Intellectual capital does not support an 
idea without realization. Such is the situation 
with tacit knowledge. If it remains deposited 
only in the consciousness of an individual, it 
remains worthless. Knowledge represents 
value only if shared and applied. 

In order for tacit knowledge to enter into 
the communication channels of an 
organizational system, management needs to 
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develop communication techniques and 
capacity to be able to include employees in the 
social structure within the organization. If trust 
is established on the network, there is a 
stronger connection between the actors and the 
identification of common values, which 
facilitates the exchange of knowledge. 
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