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Abstract

In the article the importance of empowering environment in the process of successful competence development is analysed. This particular envi-
ronment fosters individual’s positive approach to lifelong learning. The literature study was carried out. In the first part of the article the notion of
competence, competence development and models are analysed. In the second part of the article main understandings of empowering environ-
ment are described and relation of this particular environment with competence development is revealed. Main conclusion that competence de-
velopment in empowering environment is successful was stated.
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Anotacija

Straipsnyje kalbama apie tai, kad sékminga kompetencijos kaupima, darbuotojy nusiteikima nuolat mokytis lemia skatinanti aplinka. Straipsnio
objektas — kompetencijai kaupti palanki aplinka. Taikytas mokslinés literatiiros analizés metodas. Pirmojoje straipsnio dalyje pateikiama kompe-
tencijos ir kompetencijos kaupimo sampratos bei modeliai. Antrojoje dalyje atskleidziama skatinancios aplinkos esme, Sios aplinkos sasaja su
kompetencijos kaupimo procesu. Pagrindiné i§vada pabrézia skatinancios aplinkos poveiki kompetencijos siekiantiems darbuotojams: skatinanti
aplinka didina Zzmoniy pasitikéjima savo jégomis, nuteikia nuolat kaupti kompetencija.

PAGRINDINIAI ZODZIAI: kompetencija, kompetencijos kaupimas, mokymosi aplinka, skatinimas.

Introduction his competence depends on the organisational structure
he is in, the tools that are at his disposition, the people
he works with and the networks he is a part of. Thus, the
importance of empowerment or, to be more specific, the
importance of empowering environment, becomes ex-
plicit.

Although the problems of empowerment and em-
o s powering environment have been investigated by many
as it is of acquiring new factual knowledge, the nature scientists (Bowen, Lawler, 1992; Carr, 1994; Compbell,

of demands on the individual are certainly changing. 2002; Congelosi, 2000; Conger, Kanungo, 1988; Corn-
Moreover, nature of demands changes if organisation ’Perlman 1’990. ’Crawforci 2002: D’urrant’ 2003:

changes its goals. Thus, if the organisation has changed Edwards, 1997; Fielding, 1997; Govinda, 2001; Hiem-
its goals, as Petersson (1992) suggests, what can be seen . 1966' H,y erle 20’03, K,irkman ,Rosen’ 2000

as highly competent one year can be altered the next Koberg, Bos, Senjem, 1999; Thorlakson, Murray, 1996;

year. M.oreover‘, the contgmporaq trer}d focuses on Fhe Zionts, 1996 and many others), the understanding of this
worker in learning organisation, in which team building concept remain vague, discursive and unclear. The re-

is of crucial importance. .Therefore,. the use of compe-  view of literature reveals that the empowerment has
tence-based techniques is emphasised. Organisations ... approached mainly from an end-state perspective
that develop competence as a systematic strategy canbe - focused on a single dimension. This may Limit
called competence-based. Competence based techniques >\ o ding of the environmental influences,

(developmentf of mulitlple 4 skills, W(,)rk m tearps or organisational factors, or social, cultural and political
groups, use of networks and co-operation, IMNOVAtion as ¢ nex. Moreover, analysis of the influence of em-

a conscious goa.ll, Comn;ltmerlit of the egnp 1‘?Y,er to Joib powering environment on competence development is
security, commitment of workers to productivity, qual- ¢o14om in scientific literature. As organisations have
ity apd profitability, continuous improvement of product 00 to become more com petitive, many have over-
qu ality and.work methods, organlsat'lonal p aFterr}s de- looked a critical element — the overall framework that
signed specially to promote the efficient application of could turn empowerment from a nice concept to a com-

new technologies, complex organisational and inter- petitive advantage. Therefore, a more comprehensive

organisatioqal arrangements) are not a recipe. Some of approach is required to implement empowerment suc-
these techniques are directed at building competence; cessfully. Author of this article is seeking to reveal the

others require competence throughout the wprk force for broader approach of the concepts of empowerment and
their successful application. Without flexible applica- competence by revealing their relation in terms of suc-

t10111, Fhe}l; are nothhke}lly t‘o (l;e ‘s(lllccle’ssfgh' handle h cess in the process of competence development.
t1s obvious that the individual's ability to handle the The object of this article is environment for suc-

demands is dependent on his skills, values, knowledge cessful competence development

and engagement. However, individual is not always The aim of this article is to reveal the environment

capable of creating this on his own. He needs the exter- in which successful competence development occurs
nal help. The possibility for individual of making use of P P ’

What competence is required from individual today,
in knowledge society? Every individual incorporates
knowledge. A good professional was always one who
did not only master his field intellectually, but linked his
professionalism to values and attitudes. If competence
in the future is as much as matter of changing attitudes
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For fulfilling the task, the literature study was carried
out.

In the first part of the article, the notion of compe-
tence and competence development is analysed. Main
understandings of this concept that were discovered in
literature are presented and structured. Then the main
understandings of empowering environment are de-
scribed in the second part and the importance of it for
successful competence development is highlighted.

1. The concept of competence and competence
development

Today most adults spend considerable time acquiring
information and learning new skills. The rapidity of
change, the continuous creation of knowledge and ever-
widening access to information make such acquisitions
necessary if individual strives to survive in such a turbu-
lent, changing environment. Thus, the individual is
faced with new demands of competence. Some of these
are of the same principal dignity as the changing de-
mands of any era, i.e. simply demands of mastering new
contents of knowledge. How the concept of competence
is defined in literature? Several approaches of under-
standing of this particular conception were found in
literature.

1.1. Competence as knowledge and skills

As literature study shows, there is a common agree-
ment (Bjurklo, Kardemark, 1999; Usher, Bryant, Johns-
ton, 1997; Noon, Blynton, 1997 and others), that com-
petence is all the forms of knowledge possessed by the
staff as well as their skills. With the changes in prod-
ucts, services and working practices has come a recon-
struction of the workplace (today workplace is seen as
site of learning) and the social definition of skills. From
this point of view, according to Usher, Bryant, Johnston
(1997), skills become as competencies in contemporary
world of organisations. Where skill resides? Is it part of
the person, the job or the setting? According to Noon,
Blyton (1997) opinion, all three aspects need to be taken
into account. There is the skill that resides in the indi-
vidual himself, accumulated over the time, each new
experience adding something to a total. In this approach,
skill generally is considered a possession of the individ-
ual. It can take numerous forms — knowledge, dexterity,
judgement, linguistic ability — but the assumption is that
individual accrues it as a product of accumulated educa-
tion, training and experience by the individual. Then,
there is the skill demanded by the job. This aspect of
skill usually is embedded in understanding of qualifica-
tion required by the job, which may or may not match
the skill in the worker.

Noon, Blyton (1997) suggest two different aspects of
skill: complexity and discretion. Authors argue that it is
reasonable to suppose that the more complex the tasks
required by the job, then the more skilled the job. Dis-
cretion, according to Noon, Blyton (1997), is about
choosing between alternative courses of action. The
greater the amount of decisions required by an activity,
then the greater the skill level. So the more an employee
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can exercise his or her judgement, and then the more
skilled a task is supposed to be. The common theme that
links the two notions of skill as complexity or discretion
is that both approaches emphasise skill as being princi-
pally about the requirements of the job.

Pippan quotes L. Hirschhorn’s (1981) discuss about
worker competence. He says that a worker skill is not
the skill of executing but the skill of problem solving
and the ability to learn. Thus it is important not only
what the workers does, but also rather how prepared he
is to do what he might have to do. This readiness to act
in new situations, as a responsibility, constitutes a com-
petence that is very important for learning and organisa-
tional performance (Pipan, 1989, p. 175).

The level of person’s readiness to act depends on his
abilities. Taking into consideration this, person’s abili-
ties in competent work performance are also important.
Moreover, some writers agree that competence is not
only knowledge that has individuals, but their personal
abilities as well.

1.2. Competence as abilities

Bowden (1997) discuss the concept of the compe-
tence as the ability of individual to put skills and knowl-
edge into action. Slenning quotes Leion (1992) who
writes: ‘Competence is a concept difficult to catch. It
could be defined as the ability to cope with the different
demands of a certain situation or in a certain enterprise
(Slenning, 1999, p. 73). Petersson (1992) defines com-
petence in working life as person's ability to reach the
certain results. These results often relate to parameters
like economy, quality, productivity, efficiency, absence,
etc. When results of a certain performance (individual
or group) coincide with goals that have been set forth
the competence is evaluated as high. Deviation in alter-
native directions lowers competence. Competence is
defined by the organisation in terms of parameters and
keys, for better or worse. Further, Leion sees compe-
tence not just a constant, personal quality, but as some-
thing manifested in operation: ‘the presence of compe-
tence can be stated when the work is efficiently and
correctly carried out’. Leion defines ‘production compe-
tence’ as the ability to create an increased value in one’s
work through raising the quality. He also focuses on the
ability to handle ‘unusual situations’, such as occurring
problems in the organisation, or rapid changes in it
(Slenning, 1999, p.74). According to Thomasson
(1999), competence is the ability to cope with different
situations at work and to use knowledge and other quali-
ties one has to achieve something in these situations.
According to Bjurklo, Kardemark (1999), Slenning
(1999), Pipan (1998) and others, new competence is not
only the managing of certain factual components or new
information, but also an ability to adapt to changing
values, changing circumstances, and the ability to learn
and re-learn.

So, most of the writers agree that concept of compe-
tence is connected to individual behaviour (success,
career), in other words, his abilities to use all forms of
knowledge and skills for job performance. The study of
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literature shows that competence focuses on the indi-
vidual as well as on qualification required for work.

According to Bjurklo, Kardemark (1999) competence
change is the result of competence development. How
the process of competence development is determined
in literature and how it occurs? Competence develop-
ment means giving staff the opportunity and motivation
to acquire, retain and develop the skills required to meet
varying situations and solve their tasks in the best pos-
sible way (Thomasson, 1999). Miller (1996) claims that
changing the competence occurs through staff training
(Bjurklo, Kardemark, 1999, p. 69). Thus, worker’s
learning can be a condition for competence develop-
ment. It involves analysing and planning the long-term
competence requirements of the unit, of the team and of
the individual.

According to Bjurklo, Kardemark (1999), this proc-
ess should be leaded by control (fig. 1).

4 ENVIRONMENT A
Resources | Competence Competence
development change
\ J

Fig. 1. Schematic model of the control over measures
to develop competence
(Bjurklo, Kardemark, 1999, p. 70)

The reason for controlling the development of com-
petence is to ensure that it is carried out in an economi-
cally manner. In order to control the development of
competence, it is necessary to determine where there are
deficiencies in the existing competence. In order to
identify deficiencies in the competence of the staff, it is
necessary to determine what kind of competence is re-
quired for the work, i.e. what qualification is needed,
and what competence the staff in fact has.

The importance of the determining of deficiencies in
existing competency and qualification needed for job
performance in the process of competence development
is emphasised in some of Thompson's (1999) works.
Author created model for competence development in
the frame of organisation, which consists of several
phases (fig. 2).

The starting point in this model is the competence re-
quirements of the unit in relation to the tasks it has to
perform. Phase 1 — the needs analysis — begins with a
survey of the overall competence requirements of the
unit both at present and in a longer perspective. Of
course, it is individual who possesses competence and
development potential but the needs analysis must begin
at the level of the unit. After that, the needs of the teams
are considered. During the process, according to
Thompsson’s (1999) opinion, it is essential to search for
possible new constellations within and between the
teams in order to make the best use of the competence.
The need to improve competence must be matched with

the qualities of the individual and their desire to raise
their level of competence. Next, the competence goals
form part of phase 1, where overall competence re-
quirements of the unit are determined and analysed.
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INVENTORY
*Individual level
*Team level
*Unit level

NEEDS ANALYSIS
*Needs of the unit
*Needs of the team

DEVELOPMENT NEEDS
The gap between the needs

A

analysis and the competence
inventory

v

DEVELOPMENT PLANS
*Unit

A

*Team
*Individual

y

IMPLEMENTATION

CAREER DEVELOPMENT DISCUSSION

27

A

HOow?
WHEN?

Fig. 2. The model for competence development
(Thomasson, 1999, p. 105)

In phase 2 an inventory is drawn up to provide a pic-
ture of the present level of competence and then in
phases 3 the competence goals are compared with the
actual capabilities of the staff. The purpose of phase 2 —
inventory of existing competence — is to provide a pic-
ture of the existing and potential competence in the unit,
in all teams and of each individual. Work with one team
at a time and map the team’s total competence by noting
the competence of each individual. A comparison be-
tween the outcome of the need analysis (phase 1) and
the inventory of existing and potential competence
(phase 2) reveals a gap that a need to raise the level of
competence within the unit. This occurs in phase 3.

The career development discussion in all phases of
the model except for phase 1 has the fundamental role in
this process. Engquist (1994) used the term career de-
velopment discussion and defines it as ‘a prepared,
regularly occurring discussion between a manager and a
member of their staff with the purpose of developing the
individual and the business, which takes place in an
atmosphere of reciprocity’ (Thomasson, 1999, p. 97).
One of the objectives of a career development discus-
sion is to determine the individual’s view of his own
competence but this should be complemented with the
experiences and observations of the unit manager.
Based on the career development discussions, the unit
manager can consider possible changes in the composi-
tion of the teams together with his staff (Thomasson,
1999). Therefore, during the course of discussion the
two parties should examine current situations and try to
reach a joint assessment of the capacity of the employee
to handle them.
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In phase 4 development plans can be designed. Here
the career development discussions are of particular
significance. As Thomasson (1999) suggests, the needs
of the unit should always steer skills improvement but
these needs in many cases may coincide with the wishes
of the individual provided time is taken to make com-
parisons and adjustments between units, teams and indi-
viduals. Development plans express what needs to be
altered.

The fifth phase involves determining when and how
the development plans will be concretised and imple-
mented. Development plans are timeless in that they
have no end. They do not always have a clear beginning
either, since some form of development is always in
progress. Both the employee and the manager may have
thought about development for some time (Thomasson,
1999).

Taking into consideration all discussed above, two
viewpoints of competence becomes explicit. First, com-
petence can be determined as knowledge and skills that
can be seen in two ways: as possession of individual and
as requirements of the job. Second, it can be considered
as persons abilities to use the knowledge and skills.
Moreover, bearing in mind the dynamic of information
as well as knowledge, the dynamic of competence be-
comes of crucial importance — it should change accord-
ing to changed requirements of environment, in other
words, it should be developed continuously.

If competence is all forms of knowledge and skills
that lead to person’s ability to do something, so compe-
tence development should be aimed to increasing of this
ability to do things better. Is it so? What conditions fos-
ter this increase? In other words, what conditions foster
competence development? One of such condition, as I
see it, can be empowerment or empowering environ-
ment. What is the role and importance of empowerment
in competence development? This will be analysed and
discussed in the next part of this article.

2. Competence development in the empowering
environment

Learning environment, in which learning and compe-
tence development occurs, is of great importance. Such
environment should empower every learner. Empower-
ment in the workplace has received increased attention
among scholars and practitioners and belief in the ad-
vantage of empowering workers appears to be shared by
the workers as well as managers. Through empower-
ment an organisation wants to maximise the possibility
that everyone can get work done. Managers in an entre-
preneurial organisation realise that they cannot be suc-
cessful unless their subordinates are motivated and suc-
cessful themselves. What do we mean by the concept of
empowerment?

According to Conger (1989), empowerment is the
process of having power given from the traditionally
powerful managers in an organisation and instilled in
everyone. Power is the ability to get tasks done (Corn-
wall, Perlman, 1990).

28

When talking about empowerment, we are talking
about everyone having the freedom and opportunity to
get the job done, to explore how the job could be done
differently and better, and to move well beyond a job
description to assist the organisation. This means that
everyone must have some means of obtaining resources
(material, human resources, informational, knowledge),
opportunities, support, and information. Wall (1986)
says, that ‘people need to be on their own but not alone’
(Cornwall, Perlman, 1990, p. 86).

Obviously, the importance of external conditions is
emphasised in the notion of empowerment as well.

In recent years, empowerment has been noted as an
important feature of successful management. Ripley and
his colleagues (1992) have observed that empowerment
is the key to successful total quality management, to
business competitiveness and success. Kottler (1995)
claimed that the major step in transforming an organisa-
tion in to empower employees to act on the vision. The
benefits that can be derived from empowerment include
employee commitment, quality products and services,
efficiency, responsiveness, synergy (Lashley, 1995).
Carr (1994) emphasises the importance of becoming a
learning organisation and the empowerment’s role in
this process. “Organisations must be successful at what
they do, and they must learn lessons from their actions
in order to stay successful. In other words, organisations
must be learning organisations as well as empowered
organisations (Carr, 1994, p. 43). Becoming learning
organisation and the changes concerning this process
requires empowering workers and teams of workers. A
learning organisation needs a clear view of its mission
and a high level of trust among its members.

This relates to competence development very tightly.
According to Jucevi¢iené¢ and Lipinskiené¢ (2001), em-
powering environment gives a learner learning power.
In such environment learner’s autonomy and responsi-
bility for the results of his activity allows to control his
learning process; the toleration of failure, emphasizing
of reflection, self-control and self-evaluation gives a
possibility to learn from mistakes, fosters the belief in
his power and keeps up the motivation of qualitative
learning. Thus, empowering environment has influence
on success of every learner’s competence development.

Juceviciené and Lipinskiené¢ (2001) examined the
functioning of empowering environment in university.
The aim of research was to prove if empowering envi-
ronment that was theoretically validated works while
studying modules of different scientific fields. Follow-
ing that aim the influence of conditions of empowering
environment on students’ motivation and approach on
learning was evaluated. Seven student groups from four
different scientific fields (humanities (groups E1 and
C1), physical (groups E2 and C2), technological (groups
E3 and C3) and social (group E4)) participated in the
experiment. Changes in students’ motivation and ap-
proach to learning were diagnosed in all groups under
the research. The results of empowering environment’s
influence on students’ motivation are presented in
figure 3.
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Fig. 3. The dynamics of motivation in experimental
(E) and control (C) groups

While analyzing the results, the increase of motiva-
tion in experimental groups and its decrease in control
groups was observed. This result allows claiming that
empowering environment has influence on individual’s
motivation.

Moreover, the study of literature allows distinguish
following advantages of empowering environment that
emphasize the importance of this particular environment
in competence development.

First, it increases total amount of power in organisa-
tion. Giving people more autonomy, participation in
decisions and access to resources increases, rather than
decreases, the total amount of power in an organisation.
It is not productive to control employees and mobilise
them to action if they, themselves, are helpless to ac-
complish anything. Absolute power (power at the top)
makes everyone else powerless. In this case competence
development can freeze. Empowerment decreases
domination and increases the capacity for effective, en-
trepreneurial action (Cornwall, Perlman, 1990). The
basic belief underlying the process of empowerment is
that power, if it is shared, can breed more power.

Second, the opportunity to exert own opinion, to
make decisions and the encouragement of creativity by
rewarding receptiveness to new ideas even they lead to
failure fosters innovation and the discovery of new ideas
flourish (Juceviciene, Lipinskiene, 2000).

Third, as people begin to get skilled and used to hav-
ing opportunities and acting on them, their confidence
and competence grow. (Cornwall, Perlman, 1990).
Thus, the belief in self-efficacy enhances. To the em-
ployees in the organisations which Cornwall, Perlman
(1990) studied, being empowered meant that they had
the ability to be effective, and believed in their sense of
effectiveness. Thus, competence development becomes
more successful.

An organisation becomes capable to respond to new
requirements of changing environment. Empowerment
is important in creating or maintaining an entrepreneu-
rial organisation capable of responding to new market
demands and changing technologies. As such, empow-
erment serves to stimulate and support innovation, en-
terprise, and people’s initiatives (Cornwall, Perlman,
1990). This relates with competence development
tightly.

Environment presented in the model of Bjurklo and
Kardeman (fig. 1) is supposed to be empowering be-
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cause of the specificity of career development discus-
sions, for instance, mutual evaluation, assessment of
current situation in respect of competence relevance to
requirement of workplace, it is possible to conclude that
here empowerment takes important place. Thus, one of
the elements of empowering environment, as I see it, is
stage “career development discussion”, which was dis-
cussed above.

Thus, in such a way the combined models form new
model which highlights the interplay of empowering
environment and competence development.

Conclusions

1. Two viewpoints of competence become explicit.
First, competence can be determined as knowledge and
skills that can be seen in two ways: as possession of
individual and as requirements of the job. Second, it can
be considered as persons abilities to use the knowledge
and skills. Moreover, bearing in mind the dynamic of
information as well as knowledge, the dynamic of com-
petence becomes of crucial importance — it should
change according to changed requirements of environ-
ment, in other words, it should be developed continu-
ously.

2. The core of the concept of empowerment could
be seen as the matter of conditions in working environ-
ment, which include the level of responsibility, delega-
tion, and autonomy as well as a set of various cognitions
shaped by environment. If these conditions are created
in organization the empowering environment in which
competence development is supposed to be successful is
established.

3. The most important advantage of empowering
environment is that in empowered organizations, people
at all levels, including leaders, are actively engaged in
managing themselves. As people begin to get skilled
and used to having opportunities and acting on them,
their confidence and competence grow. Thus, the belief
in self-efficacy enhances. So, it is very important for
successful competence development.
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KOMPETENCIJAI KAUPTI PALANKI
APLINKA

Diana Lipinskiené
Santrauka

Kadangi aplinka $iandien nuolat kei¢iasi, organizaci-
joms biitina vis nauja kompetencija. Savo ruoZtu jos to
reikalauja i§ savo darbuotojy. Akivaizdu, kad kiekvieno
individo gebé¢jimas reaguoti | kintancius reikalavimus
priklauso nuo jo jgudziy, moké&jimy, ziniy, vertybiy,
poziliriy, o jo aktyvumas ir iniciatyva iSnaudoti savo
potenciala — nuo organizacijos, kurioje dirba, sandaros,
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darbo salygu, vadovavimo stiliaus ir kt. Kitaip tariant,
darbuotojo noras siekti Siandien biitinos kompetencijos
priklauso nuo organizacijos aplinkos, nuo to, ar ji skati-
na §ia iniciatyva.

Nors kompetencijos ir jos kaupimo problemos nagri-
néjamos jvairiy uzsienio $aliy autoriy darbuose, vis dél-
to pasigendama kompetencijos kaupimui jtakos turin-
¢ios aplinkos analizés.

Straipsnyje aptariami sékminga kompetencijos kau-
pima lemiancios aplinkos ypatumai. Straipsnio objek-
tas — kompetencijos kaupimui palanki aplinka. Taikytas
mokslinés literatiiros analizés metodas.

Pirmojoje straipsnio dalyje aptariamos kompetencijos
ir kompetencijos kaupimo sampratos bei modeliai. Mok-
slingje literatiroje rasti keli kompetencijos apibtdini-
mai. Juos galima suskirstyti { dvi grupes. Vieni autoriai
kompetencija apibrézia kaip individo turimy Ziniy ir
igiidziy visumgq. Siuo pozitriu kai kurie autoriai i§skiria
du igtidziy aspektus: sudétingumas ir veiksmy laisvé. Ju
nuomone, kuo sudétingesnés uzduotys, tuo daugiau ir
ivairesniy igudziy reikia. Veiksmy laisvé susijusi su
veiksmy alternatyvomis. Kuo daugiau sprendimy,
sprendziant konkrecia uzduoti, reikia priimti, tuo turi
biiti aukstesnis uzduociai atlikti batiny igidziy lygis.
Kiti autoriai nagrinédami jgidziy savoka akcentuoja
gebéjima spresti problemas ir mokytis. Taip jie pabreé-
zia, kad svarbu ne tik tai, ka darbuotojai daro, bet la-
biau, kaip yra pasirengg iSnaudoti savo galias. Pasiren-
gimas veikti naujose situacijose, kaip atsakomybé, kom-
petencijos savokoje akcentuoja mokymosi svarba.

Kita grupé mokslininky kompetencija apibrézia kaip
ivairius gebéjimus: gebéjimas Zinias ir jgiidZius pritaiky-
ti veikloje, gebéjimas pasiekti rezultaty. Pastarasis gali
biiti veiklos kokybeé, produktyvumas, efektyvumas. Siuo
pozitriu auk$to lygio kompetencija rodo konkrecios
veiklos rezultaty ir iSkelty tiksly atitikimas. Kai kurie
mokslininkai, apibrézdami kompetencijos savoka, i§ski-
ria geb&jima mokytis, veikti nenumatytose situacijose ir
panaudoti turimas zinias bei kita, taip pat gebéjima pri-
sitaikyti prie kintanéiy vertybiy ir aplinkos.

Akivaizdu, kad kompetencija kaupiama igyjant nauju
ziniy, igidziy ir gebéjimy. Tai reiskia, kad darbuotojus
reikia skatinti igyti, iSlaikyti ir kaupti butinus jgiidZius.
Kitaip tariant, reikia kurti tam palankia organizacijos
aplinka.

Antrojoje straipsnio dalyje siekiama atsakyti i klau-
simg, kokia aplinka sudaro salygas sékmingai kaupti
kompetencija. Tai galéty biti vadinamoji skatinamoji
aplinka. Taigi Sioje straipsnio dalyje atskleidZziama
kompetencijos kaupimo skatinamojoje aplinkoje esmeg,
akcentuojant §ios aplinkos reikSmg.

Mokslinéje literatiiroje nurodoma, kad skatinamosios
aplinkos kiirimas yra svarbus sékmingo valdymo bruo-
zas. Kai kurie mokslininkai teigia, kad skatinamoji ap-
linka yra visuotinés kokybés vadybos, verslo konkuren-
cingumo ir sékmés raktas. Pagrindinis argumentas, lei-
dziantis tvirtinti, kad skatinamoji aplinka lemia sékmin-
ga kompetencijos kaupima, yra tas, jog minéta aplinka
skatina darbuotojy isipareigojima, efektyvuma, sinergija
bei suteikia laisvés priimant sprendimus, susijusius su
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atliekama veikla, leidzia eksperimentuoti ir ieSkoti nau-
ju darbo atlikimo biidy, siekiant geresniy rezultaty. Kar-
tu skatinamojoje aplinkoje Zmogus nepaliekamas ,,vie-
nas*, be pagalbos. Cia didziulis démesys skiriamas bi-
tiniems iStekliams (materialiniams, informaciniams,
zmogiskiesiems), galimybéms ir paramai. Kitas argu-
mentas: tyrimais irodyta, jog skatinamoji aplinka turi
itakos sékmingam mokymuisi, vadinasi, ir kompetenci-
jos kaupimui. Remiantis $iy tyrimy rezultatais galima
teigti, kad skatinamoji aplinka keicia individo pozitrj {
mokymasi ir didina mokymosi motyvacija.

Skatinamoji aplinka suteikia mokymosi galios, t.y.
sukuria salygas autonomijai ir atsakomybei uz moky-
mosi bei veiklos rezultatus, sudaro galimybg kontroliuo-
ti savo mokymosi procesa, toleruoja klaidas, akcentuo-
dama jas kaip pamokas ir galimybg i§ ju pasimokyti.

Kitas minétos aplinkos privalumas — ji ne tik turi jta-
kos individo motyvacijai, bet ir didina organizacijos
»galia“. Nuolat kontroliuojami darbuotojai jauciasi be-
jégiai, bijo reiksti savo nuomong ir taip padaryti klaidy,
todél kompetencijos kaupimas tarsi nevyksta.

Dar kitas privalumas — organizacijoje, kurioje dar-
buotojai gali laisvai priimti sprendimus, Sios baimés
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néra, todél gimsta naujos id¢jos, skatinamas individo
aktyvumas, samoningumas, inovatyvumas priimant
sprendimus. Naujos id¢jos ir galimybiy joms jgyvendin-
ti sudarymas leidzia individams igyti naujos patirties,
ziniy ir jgidziy. Todél jie labiau pasitiki savimi. Pasiti-
kéjimas savo jégomis yra svarbus kompetencijos kau-
pimo procese.

Dar vienas privalumas — tokia organizacija gali grei-
¢iau reaguoti { iSorinés aplinkos pokycius. Tai reiskia,
kad ji yra nuolatinio pasikeitimy buvio. Akivaizdu, kad
organizacijos nariai turi biiti pasirengg nuolat keistis,
igyti naujy igidziy, t.y. nuolat kaupti kompetencija.
Taigi skatinamaja aplinka kurianti organizacija nuolat
keiciasi pati ir sudaro salygas keistis savo darbuotojams.
Kitaip tariant, organizacija kaupia kompetencija ir suda-
ro salygas tai daryti savo darbuotojams.

Remiantis atlikta mokslinés literattiros analize, pada-
ryta iSvada, kuri pabrézia skatinamosios aplinkos povei-
ki kompetencijos siekiantiems darbuotojams: skatina-
moji aplinka didina Zmoniy pasitikéjima savo jégomis,
todel jie yra nusiteikg nuolat kaupti kompetencija. Taigi
skatinamoji aplinka gali uztikrinti sékminga kompeten-
cijos kaupima.
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