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Abstract 
Background. The importance of learning in and by organizations has since long been 
recognized by academic and practitioner scientists for both business and public sector 
organizations. In particular in the last decades interest in organizational learning has 
been growing. There are important reasons for considering the acquisition of knowledge 
in public service organizations.  
Research aims. The paper reviews the state of research evidence in the field. The main 
question of this study is how important it is for employees in public sector to acquire the 
knowledge and use their full potential in the workplace and whether these organizations 

 
Methods. The main source of empirical data is carried out by the authors of the study in 
public sector organizations. 
Key findings. The study was conducted using a questionnaire survey. The research 
shows high expectations related to knowledge acquisition opportunities in the workplace 
and partial fulfilment of these expectations by the subject organizations. 
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INTRODUCTION 
The field of learning organizations (LO) has received attention in the 
academic and practitioner literature since the 1990s (Senge, 1990; Wat-
kins & n-
tinuously expand their capacity to create the results they truly desire, 
where new and expansive patterns of thinking are nurtured, where col-
lective aspiration is set free, and where people are continually learning 

(Watkins & Marsick, 1993). The main reason is the growth in the con-
tribution of knowledge workers in the growth of the knowledge econo-
my (Drucker, 1993; Jain & Moreno, 2015, p.15). Most of the recent 
studies demonstrate the relevance of knowledge management practic-
es and show the impact that organizational learning has on some 
fields of organizational performance, job satisfaction, employee com-
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., 2002; Chang & Lee, 
2007; Rai, 2011). The researches show the usefulness of the concept of 
learning organization, especially in the public sector. There are some 
characteristics that indicate differences between the public and private 
sectors (Euske, 2003). First of all, public sector organizations focus on 
enactment of public policies whereas profit, revenues and growth are 
the organizing principles of the private sector. Second, the degree of 
executive control among the employees of these two sectors is differ-
ent. Third, the economic efficiency of their operations is not a top pri-
ority for public organizations, the main aim public organizations is to 
provide services to the people. For these reasons, the goals in public 
organization are more difficult to measure (Amayah, 2013, p. 456). 
Therefore, knowledge management in a public organization is more 
challenging than in a private organization and has the potential to 
influence greatly and improve the processes in this sector (Edge, 2005, 
p. 45). However, the specific context of the public sector does not allow 
the implementation of tools and models from private companies without 
adaptation to the specific needs and requirements of this sector. Public 
sector practitioners must recognize that their work environment has  
a unique context in which their stakeholders and accountability differ 
from those of the private sector (Massaro et al., 2015). 

This paper presents a literature-based survey which focuses on pos-
sibility of the acquisition of knowledge by employees. This study investi-
gates the role of some factors to gain knowledge by employees in the 
public sector. The main question of the research was:  

1. How important is to acquire the knowledge and use full poten-
tial in the workplace for employees in public sector, and  

2. Whether these organizations create an environment for acquir-
ing knowledge . 

THEORETICAL BACKGROUND 
Learning is a phenomenon that can be investigated at various levels 
and from different dimensions. Most researchers study the learning in 
organization as taking place at three levels  at the individual, team, 
and organization level. Peter Senge, who popularized the concept of 
three levels (1997). Individual learning is defined as a continuous cycle 

ght 
about by the on-going (Sessa & London, 2006). People learn in a cycli-
cal fashion, passing between action and reflection, activity and response 
and organizations learn only through individuals who learn (Senge, 
1990, p. 182-183). Knowledge is closely tied to the person who created it. 
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You cannot separate the knowledge from the knower. Consequently, 
firms should be able to manage the process of organizational learning 
effectively and to encourage employees to create, share and exploit 
knowledge. People management play a critical role in learning organiza-
tion practices and among other factors, leaders have an important im-
pact in developing human capital in organisations (Mayo, 2001).  
and should be managed (Dodgson, 2000, p. 37). Learning in organiza-
tion should develop knowledge resources and capabilities to achieve 
sustainable competitive advantage (Njuguna, 2009). The crucial ele-
ment of acquisition of knowledge at an individual level is the intention 
to use the knowledge. Employees have to comprehend the knowledge 
and decide to use it to make effective use of this source (Dixon, 2002). 
Knowledge is created by individual employees, but it is also created 
through social interaction and is embedded in the social structure of 
organisational members (Narasimha, 2000). Employees are motivated 
to learn in an organization for various reasons. Motivation to learn can 
be intrinsic or extrinsic. While, extrinsic motivation comes from our 
engaging in activities so as to attain a challenging target or goal, and 
intrinsic motivation comes from our engaging in activities because of 
job satisfaction (Porter et al., 2003). However, the distinction between 
intrinsic and extrinsic motivations to learn is not so simple. An organi-
zation has a great impact on the intrinsic motivations their employees. 
influence learning behaviors of individuals in the organization (Schein, 
1996; Chang & Lee, 2007; Balthazard et al., 2006; Lai & Lee, 2007) and 
a positive learning climate reduces job stress, had a direct impact on job 
satisfaction and employee commitment (Mikkelsen et al., 2000).  

However, the learning process of employees in an organization is 
quite complicated and can be done in many ways. One way organiza-

l-
opment is training. Trainings are perceived as an integral part of in-
vestments carried out by the organizations that see competent em-
ployees as the source of company goals' achievement. The aim of train-
ings is to provide an organization with employees who hold such skills 
and qualifications that are needed for its efficient functioning and ef-
fective performance of tasks and achievement of good results. Train-
ings cover a wide variety of activities and forms of skill improvement, 
raising knowledge and qualifications in diverse fields related to a work 
performed. Training employees is a prerequisite of further develop-
ment, the need to keep pace with dynamic advance of technology and 
knowledge development, as well as the need to modify already held 
professional qualifications. Trainings are an essential element of edu-
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cation; they enable individual employees to grow their potential and 
meet the needs changing at a workplace. They help to increase flexibil-
ity of employees, foster their integration with a company, improve com-
munication and develop positive attitudes to work, company and cus-
tomers, which results in creating value for a company. The growing 
importance of trainings at contemporary organizations is mainly relat-
ed to the increased importance of qualifications and the need to ac-
quire or raise them on a regular basis. Employee trainings may be 
conducted by a wide range of methods, which, in addition to building 
an employee's capital, are an alternative to recruitment of new em-
ployees, they prepare employees for job promotion and they are a mo-
tivational tool and support for professional development programmes. 
Nonetheless, employers hold different views on trainings, which is 
underlined by the fact that they are not convinced of their measurable 
impact on the improvement of work effects. The knowledge, skills and 
attitudes acquired during a training do not add any value to an organ-
ization until they are implemented at a workstation. It is estimated 
that only between 10 and 20 per cent of the information that is learned 
during training is applied in the workplace (Kirwan & Birchall, 2006). 
For an employer, the value of training should be primarily expressed 
in a positive change of employees' attitudes  greater efficiency, better 
work quality, better customer service, greater satisfaction, which will 
deliver specific benefits to a company as a consequence. The subject 
literature studies show that a company has a greater impact on im-
plementing trainings' effects to an organization's environment than 
the skills of employees themselves (Yamnill & McLean, 2005). The 
activities taken by companies may give a workplace either a highly 
supportive character or the one that impedes using trainings' effects.  

RESEARCH METHODOLOGY 
Sample  
The survey was conducted in six large public organizations in Poland 
from Podlasie district over a period of three months, from November 
2014 to January 2015. A senior executive from each organization 
helped to identify and distribute the survey to respondents. The final 
sample consisted of 74 employees. In total, 67 per cent of those com-
pleting the questionnaire and answering this question were female 
and 33 per cent were male. Two thirds of respondents have higher 
education and the other respondents have secondary education. Major-
ity of the respondents (66%) includes middle aged people between 30-
45 years; 16% are the people aged between 20-30 years, and 18% - aged 
over 45 years. People with many years of professional experience, i.e. 
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over 20 years, account for a significant number of the respondents 
(64%). The other respondents have shorter professional experience. All 
the respondents are employed under employment contracts for indefi-
nite period of time. 
Questionnaire Design 
The research was conducted in the form of a questionnaire. Survey 
questionnaires consisted of 21 items about the factors of 
satisfaction according to the existing literature. Some of items were 
related to the acquisition of knowledge and these ones are presented 
below. Therefore they do not cover all aspects of the problem of acquir-
ing knowledge by employees, yet they only highlight some of its as-
pects. All items were rated on a five-point Likert scale ranging from  
1 
about perception of support from the company in acquiring the 
knowledge and use of their potential.  

RESULTS AND DISCUSSION 
At the beginning of the research, the respondents were asked how 
important the sense of using their full potential (knowledge, skills and 
experience) is for them at a workplace. An employee who can pursue 
his/her goals at work and who is able to prove himself/herself might be 
more involved. Today, a workplace is not only a place for performing 
tasks and earning, but it is, first and foremost, the place of fulfilment 
and satisfaction. It affects favourably integration and identification of 
employees with their workplaces. Figure 1 reports the results of re-
search. 

 
 
 

 
 

Figure 1. The Importance of Using Full Potential by Employees at a 
Workplace in Public Sector 
Source: own study. 
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The results of the research show that the possibility to use their 

competencies at a workplace is very important for employees. It ena-
bles creation of work conditions and a work atmosphere that should 
provide the opportunity to prove oneself and enhance involvement. It 
is not easy, though, since employees become more aware of the role 
they play in an organization, and they also become more demanding. 
Nonetheless, instead of compulsion, organizations should care about 
making full use of employee potential by means of persuasion, agree-
ment and increasing employees' interest in satisfying customers' needs 
(Penc, 2002, p.38), as it is a foundation of public organizations' activity.  
A number of recent researches shows a positive correlation between 
employee involvement and a company's success (Bakker at al., 2011; 
Crawford at al., 2010). Involved employees "go beyond" customers and 
superiors' expectations and they take actions that invoke positive sur-
prise (Cook, 2008, p.13). An involved employee is "immersed" in his/her 
work, he/she experiences the state described as "flow" (Csikszent-
mihalyi, 2003)  the state of deep concentration on what he/she is do-
ing. Experiencing this state should bring intrinsic satisfaction (Robert-
son at al., 2012, p.225). Therefore, some respondents were asked to 
assess how much potential they use at their workplaces. The Table 1 
shows this factor's relevance as assessed by the respondents ("signifi-
cance") and the degree of relevance at the analysed companies ("de-
gree"). The presented results show substantially lower use of employee 
potential at their organizations, which reaches the average of 4.00. 
Other statistical parameters confirm underuse of employees' compe-
tencies at public organizations. 
Table 1. Importance of Using Full Potential of Employees in Public 
Sector: Comparisons Between Perception Of Significance and Degree 

Statistical measures Significance Degree 
mean 4,83 4,00 
median 5 4 
dominant 5 4 
max value 5 5 
min value 4 3 

Source: own study.  
Subsequently, the respondents were asked about the possibilities and 
ways of acquiring knowledge at their organizations. The Figure 2 be-
low compiles the respondents' expectations ("importance") and the 
level of their fulfilment at the analysed company ("degree").  
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Figure 2. The Respondents' Expectations ("Importance") and the Level 
of Their Fulfilment at t  
Source: own study.  

As the research results show, according to public organizations' 
employees, the opportunities to acquire new knowledge are important 
(mean 4,00). As regards the ways of knowledge acquisition, the oppor-
tunity to cooperate with co-workers ranked high (mean 4,83). The op-
portunity to perform diverse tasks (mean 4,33), self-reliance in making 
decisions regarding the ways of work performance (mean 4,17) and 
participation in trainings reached a subsequent position (mean 4,00). 
Nevertheless, the research results show essential differences existing 
between employees' expectations with regard to the means of knowledge 
acquisition and the possibilities of their fulfilment at a workplace. Ex-
cept for self-reliance in making decisions about the way of work perfor-
mance, almost all factors were ranked lower in the respondents' opin-
ions. The greatest discrepancies concern learning through cooperation 
within an organization, which may also signify a weak knowledge flow 
and no possibilities to share knowledge, which is the foundation of the 
concept of learning organizations.  

CONCLUSIONS 
The concept of learning organizations has gained a unique importance 
in the public sector organizations and its nature has changed signifi-
cantly. The growing complexity of public affairs and the related need to 
search for more effective ways of managing them are the reasons. 
Therefore, it is important to become acquainted with sources and the 
ways of learning and determine how the acquired knowledge may im-
prove quality of decision-making processes and contribute to more 
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effective resolution of public issues. The practices of a learning organi-
zation are used to eliminate its inefficiency, on one hand, and raise the 
administration capacity to fulfil its function in relation to social and 
market areas, on the other hand.  

The major purpose of this study was to examine the possibilities 
and ways of acquiring knowledge at a workplace in public organiza-
tions. The research conducted among public institutions' employees 
shows high expectations related to knowledge acquisition opportuni-
ties at a workplace and partial fulfilment of these expectations by the 
subject organizations. It means that public organizations should un-
dertake measures that aim to fulfil their employees' needs in the scope 
of learning in a better way, which will also contribute to more effective 
functioning of these organizations. 

This study was conducted in a public sector organisation in an 
Polish work context; therefore, the ability to generalise the results is 
limited to other similar contexts. Future research could be conducted 
in other, dissimilar contexts in order to compare these results.  

REFERENCES 
Amayah, A.T. (2013). Determinants of knowledge sharing in a public sector organization. 

, pp. 454 471. 
Bakker A.B., Albrecht S.L., & Leiter M.P. (2011). Key questions regarding work engage-

ment. , pp. 4-28.  
Balthazard, P.A., Cooke, R.A., & Potter, R.E. (2006). Dysfunctional culture, dysfunctional 

organization: capturing the behavioral norms that form organizational culture 
and drive performance. , pp. 709-732. 

Berends, H., Boersma, K., & Weggeman, M. (2003). The Structuration of Organizational 
Leaning. , 56(9), pp.1035 1056. 

Bontis, N., Crossan, M., & Hulland, J. (2002). Managing An Organizational Learning 
System By Aligning Stocks And Flows. , 
pp. 437-469. 

Chang, S.C., & Lee, M.S. (2007). A study on relationship among leadership, organiza-
s-

faction. , pp. 155-185. 
Cook, S. (2008). , Kogan Page, London-

Philadelphia. 
Crawford E.R., LePine J.A., & Rich B.L. (2010). Linking job demands and resources to 

employee engagement and burnout - a theoretical extension and meta-analytic 
test. , pp. 834-848. 

Csikszentmihalyi M. (2003). 
, Penguin, New York. 

Dixon, N.M. (2002). The neglected receiver of knowledge sharing. 
, pp. 35-40. 

Dodgson, M. (2000). , Oxford University 
Press, Oxford. 

Easterby-Smith, M., & Lyles, M.A. (2011). 
, 2nd ed., John Wiley and Sons. 

Edge, K. (2005). Powerful public sector knowledge management: A school district exam-
ple. , pp. 42 52.  



31 
 

Euske, K.J. (2003). Public, private, not-for-profit: everybody is unique? 
, pp. 5-11. 

Jain A.K., & Moreno A. (2015). Organizational learning, knowledge management prac-
India. , pp. 14-39. 

Lai, M.F., & Lee, G.G. (2007). Relationships of organizational culture toward knowledge 
activities. , pp. 306-22. 

Marquardt, M. (2002). 
, Davies-Black, Palo Alto, CA. 

Massaro M., Dumay J., & Garlatti A., (2015). Public sector knowledge management:  
A structured literature review. , . 

Mayo, A. (2001). 
, Managing, Nicholas Brealey, London. 

Narasimha, S. (2000). Organisational knowledge, human resource management, and 
sustained competitive advantage: toward a framework. 

, pp. 123-35. 
Njuguna, J.I. (2009). Strategic positioning for sustainable competitive advantage: an 

organizational learning approach.  2(1), 
pp. 32-43. 

Nonaka, I., & Takeuchi, H. (1995). 
, Oxford University Press, New 

York, NY. 
Penc J. (2002). Kierowanie w organizacji  

, Publis-
hing House University of Bialystok, Bialystok. 

Porter, L.W., Bigley, G.A., & Steers, R.M. (2003). , 7th ed., 
McGraw Hill, New York, NY. 

Rai, R.K. (2011). Knowledge Management And Organizational Culture: An Integrative 
Framework, , pp. 779-801. 

Robertson, I.T., Birch, A.J., & Cooper, C.L. (2012). Job and work attitudes, engagement 
and employee performance. Where does psychological well-being fit in? 

, pp. 224-232. 
Schein, E.H. (1996). Three cultures of management: the key to organizational learning.

 38(1), pp. 9-20. 
Senge, P. (1990). 

, Doubleday, New York, NY. 
Senge, P.M. (1997). The Fifth Discipline: The Art and Practice of the Learning Organiza-

tion, Century Business, London. 
Sessa, V., & London, M. (2006). 

, Lawrence Erlbaum Associates, Mahwah, NJ. 
Watkins, K.E., & Marsick, V.J. (1993). 

, Jossy-Bass, San Francisco, CA. 
Yamnill, S., & McLean, G.N. (2005). Factors affecting transfer of training In Thailand

, pp. 323-344.  
      



32  
 

NABYCIE WIEDZY W ORGANIZACJACH 
PUBLICZNY  

Abstrakt 
. a-

z-
uc

 
. 

licznym jest 
j-
y-

 
Metodyka. 
ankietowych. 
Kluczowe wnioski. i-
badane organizacje. 

 
 , wiedza, , szkolenia, 

sektor publiczny 


