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Abstract

The functioning of any organization, including business, is based on people thanks to whom you can shape the
competitiveness and competitive advantage. Managers and subordinates are to work together for the good of
the entire organization. Employees should be positive for other people and positively engaged in the
performance of their duties. Positivity of a person derives from positive psychology contributing to the positive
development of the knowledge manager and a positive subordinate. The aim of the study is to show the
humanistic — behavioral — cultural competitive advantage of the enterprises seen through the prism of a positive
knowledge manager and a positive subordinate. In the following study, two research hypotheses were taken:
Research hypothesis 1: Humanism, Behaviourism, and Organizational culture are the attributes of a person
enabling the achievement of competitive advantage; Research hypothesis 2: Knowledge manager and
subordinate let positivity guide shaping the competitive advantage of enterprises. Presented hypotheses are
developed using the method of interpretation of the available literature. The findings may be useful for science
theoreticians and practitioners of economic management, including managers at all levels of management and
executive employees (subordinates). In this study, conceptual models were presented.
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Introduction

Shaping the development of the organization (company) is the ability to meet the different requirements
generated by the environment. With a workforce, including managers and subordinates, one can achieve much,
guided by the quality of employees who, through their commitment and contribution of certain intellectual
contribution will contribute to the development of the organization. One of the ideas, concepts shaping the
competitiveness and competitive advantage are: positive knowledge manager, subordinate, and the positive
attributes of the human form: humanism, behaviourism and personal culture, including organizational culture.
These components fully fit in soft management achievements. Positive psychology has also contributed to a
positive knowledge manager and positive subordinates who work together to create benefits for themselves
and the whole organization. Examination of the manager and the subordinate in a positive context shows that
there must be a healthy relationship between the manager and the subordinate, they must have well-being,
which is a fundamental issue of positive psychology. The manager is also a person of substance or having
certain knowledge — knowledge manager. Subordinate also must have the knowledge, but from the point of
view of the management, decision-making is the job of the manager, not subordinate.

The aim of the study is to show the humanistic — behavioral — cultural competitive advantage of the
enterprises seen through the prism of a positive knowledge manager and a positive subordinate. In the
following study, two research hypotheses were taken: Research hypothesis 1: Humanism, Behaviourism,
and Organizational culture are the attributes of a person enabling the achievement of competitive

! (Lesniewski, 2018a, s. 123).
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advantage, Research hypothesis 2: Knowledge manager and subordinate let positivity guide shaping the
competitive advantage of enterprises. Presented hypotheses are developed using the method of interpretation
of the available literature, which included: logical assumption (logical thinking) and perception; it allows to
combine different aspects into one compact unit and giving the image of the analyzed reality surrounding the
author. This method makes it possible to present the viewpoint of the author's development. In this method,
inter alia, theoretical experience, practical experience and theoretical and practical experience (combining
theory and practice) are used. The logical reasoning — from the perspective of the author of the study — this
method can be called the queen of methods (Le$niewski, 2017: 78). In this study, conceptual models were
presented.

1. Positive knowledge manager in business development

Knowledge (Lesniewski, 2015: 171-187) is one of the resources that contribute to the development of a person
as a skilled worker and accompanies a single employee, staff groups and the entire organization in every aspect
of social and economic life. Knowledge is inseparable from the man or the man as the creator, the creator and
the recipient, an impersonator of knowledge (human — creator of knowledge, man — knowledge impersonator).
One of the features that characterizes the staff is that each of them has different levels of knowledge,
specialization and the possibility of its transferring. Managers and subordinates must act in concert to generate
a style of communication that contribute to mutual understanding. You must have this level of expertise, which,
together with conceptual thinking, enables executives to create a mechanism to generate new knowledge that
will contribute to the creation of new resources giving future development. Any organization (company) is
moving in the direction of being unique and not reproducible in a competitive market (have one’s
DNA). Knowledge is not only a manifestation of the substance of a manager and a subordinate but also partial
anticipation, sensing, feeling upcoming changes (manager’s intuition, subordinate’s intuition).

Considering the knowledge in the context of the manager from the point of view of the process management
(McKeen, Staples, 2003: 21-41) one can attempt to define the concept of positive knowledge manager. The
role of positive knowledge manager is to use his knowledge, which will lead the organization to achieve the
benefits of the market that is what the market will give positively to the organization. The welfare of an
organization is achieved by positive knowledge manager.

Positive knowledge manager (Asllani, Luthans, 2003: 53-66) would be responsible, inter alia, for the transfer
of knowledge in an enterprise on the line: enterprise — business incubator (technological parks, academic
incubators etc.). The manager would contribute to the closeting of Business to Science or Science to
Business. Both science and business have much to offer each other. Positive knowledge manager is not just a
person working in the company but also the person working at universities or other research organizations
(universities manager, manager research institute etc.). The manager can fully manage not only an economic
entity but also the institution of higher education. Positive manager of knowledge can be defined as a person
who is capable of substantive usage in different ways of the knowledge possessed by himself, he knows how
to think conceptually and has to think of the implementation efforts. The manager knows how to develop the
concept of the transfer of knowledge between different organizations. He has a positive attitude towards people
and changes in the environment. In the knowledge economy, it is reasonable to consider such a concept of
manager in the long-term development of the organization, in both companies and universities and other types
of organizations.

Positive knowledge manager (Romanczuk, 2003: 141) is to be characterized by a positive attitude to the people,
the pursuit of happiness and the manager has to have, as far as possible, attributes derived from positive
psychology. Changes should be seen through the prism of positive thinking. He must be consistent in his
actions. He has the ability to see ahead to solve each problem, he has to act proactively, to take various
initiatives. The behavior of positive knowledge manager has to come from the wider welfare and positive
perception of the changes. His behaviourism is to be directed by way of positive psychology and positive
potential of the organization. People with a positive attitude live better, easier and happier.

Below is a conceptual model of positive knowledge manager.
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Figure 1. Positive knowledge manager — conceptual model

Source: Own authoring based on: (Le$niewski, 2018: 91)

Positive knowledge manager is a person who wants to and is able to contribute to the effective and efficient
development of employees and the entire organization. To develop the concept of a positive manager of
knowledge shown in the figure above, you should first read the positive psychology. This is due to the fact that
every human being strives for happiness that is to be positive about the world. Answers to the question of what
to do to be a happy person are given by positive psychology, which highlights the strengths of individuals,
focuses on how to induce positive emotions, how to shape the advantages and virtues of a person as
improvement to positive institutions that favor the development of the individual — all in order to strengthen
human happiness and make it everlasting. The aim of positive psychology is to improve the welfare of every
human being, regardless of his age and health (Gulla, Tucholska, 2007: 134).

What is good, positive trends began to penetrate into different organizations. These units began to shape good
at home, which contributed to the emergence of the concept of Positive Potential of Organization (PPO)
(Zbierowski, 2012; Glinska-Newes, 2010: 37-52; Haffer, 2010: 159-213). The importance of positive trends
in the development of the organization's success stems from the fact that they promote the development of
employees' potential, enrich their individual opportunities, broaden the horizons of knowledge, create a feeling
of confidence and also allow you to create innovative solutions and achieve superior results (individually and
collectively). Creative processes in the organization are conditioned by workers experiencing positive
emotions that stimulate and motivate them to seek perfection, conducive to the pursuit of above-average results
and allow broadening the horizons of creative thinking and experimentation. Improving knowledge is a
positive attitude to the changes. The positive potential shapes the behavior of proactive staff. Achieving
superior results of work contributes to achieving personal goals and aspirations of employees while becoming
a catalyst for the development of the whole organization (Roberts, 2007: 29-45). As a result, the organization
creates the so-called “Positive spiral”: positive emotions favor the sense of positive energy by workers who
contribute to the commitment to improve the efficiency of the entire organization, and this, in turn, increases
the feeling of positive emotions by employees (Fredrickson, 2003: 163-173).

Thinking is an inherent attribute of a person. In this regard, the positive knowledge manager in order to be able
to pursue his mission to subordinates and organizations must develop conceptual thinking and
implementation thinking. It is very important to have an idea, a concept and the ability to implement the
concept of the organization. It can be argued that conceptual thinking and implementation thinking are of
complementary, mutually supportive nature.

Positive knowledge manager (Perechuda, 2005: 9-15) while capturing and exploiting knowledge derived from
the direction of positive psychology and positive potential of the organization has a strong base of knowledge
of being a manager stimulated by positives of positive knowledge manager. Positive knowledge manager is a

36



.4 ARMG PUBLISHING
“Thinking ahead” Business Ethics and Leadership, Volume 3, Issue 1, 2019

ISSN (online) — 2520-6311; ISSN (print) — 2520-6761
management team with a high level of not only the content but also a high level of responsibility for changes
in the business entity. This manager will be happy to take the initiative and willingly engages in a variety of
undertakings. This model is to be fully adapted to the conditions of operation of each company. Knowledge,
in order to bear fruit for the organization, must be added to the component in the form of the ability to use
knowledge (Krogh, 1998: 133-153). Knowledge and skill is a typical example of complementarily and
synergy. The organization manager must also pursue the process of synergy and complementarily and generate
a variety of resources that will enrich the value of the organization. The resource diversity can be seen —to use
a metaphor — as the so-called “Bottomless pit”, where you can meet with such resources, which currently does
not have and after some time these resources appear (conceptual thinking). Another positive feature of the
model of the knowledge manager is the quality and quantity of subordinates. Subordinates as employees of the
organization are presented in two categories: quality and quantity. Author of the model of positive knowledge
manager is a proponent of a qualitative look at subordinates, starting from the premise that not quantity but
quality is the value of the employee — subordinates. Given that the other side of the workers in the organization
is the amount, one should generate skillfully from the number of workers the quality of employees (keep in
mind that not always you can bring quality from the amount). Employee quality will give more of himself than
a gquantitative employee. The quality and quantity of employees shape relationships on the line: manager —
subordinate. You can, in the context of the quality and quantity of employees, create a qualitative and
guantitative picture of the man (employee). Human functioning in and outside the organization is based, inter
alia, on relationships, which in most cases should be a positive relationship. The relationship is all about
creating a positive attitude towards a person. The manager has to understand the subordinate and the
subordinate has to understand the manager. Both endogenous and exogenous relations should be based on
mutual understanding, respect for the welfare of each party. All the above factors are a model of the concept
of positive knowledge manager.

2. Humanism, Behaviourism and Organizational culture as the components of the competitive
advantage of the enterprises in the prism of soft management

A person is the primary resource of organizations, including enterprises (Le$niewski, 2014: 57-68) beginning
all the processes in the organization and beyond, contributing to the development and success of the
organization (the creator of man, man wizard). Keep in mind that a person is also a resource that could
contribute to failure and ultimate collapse of the organization (man destructor). Therefore, it is very important
to have quality employees who are in the category — the man-creator. By entering the building, shaping the
competitiveness of enterprises should have the quality employees (man creator), who are acting as the manager
and the subordinate will engage to make it possible to generate competitiveness or competitive advantage.
Concept faithfully typing in a relationship of a person with competitiveness is Competitiveness person
(Lesniewski, 2018a: 123-135). The concept of the Competitiveness person leads the organization (enterprise)
on the road of dynamics of competitiveness factors, and therefore of achieving competitive advantage.

Humanism

The main representatives of the School of humanistic (in other words: the concept of humanistic, humanistic
approach, humanistic trend) are A. Maslow and C. Rogers. A. Maslow led a reflection on the healthy and
creative individuals. He postulated that science moved away from the analysis of a sick person, dysfunctional,
and focused on what is good and what optimistic, what builds the capacity of units. Leading research of self-
fulfilling people to create a positive psychological portrait of the individual, having confidence in yourself and
others (Hall, Lindzey, 2001), he postulated the need for a holistic and dynamic approach to the units. Only
such approach provides an in-depth understanding and permanent removal of possible problems (Maslow,
2006). The focus on the individual (worker, student, patient) can prevent an unfair assignment of the label and
stigma to the role of fierce, daring, unpredictable people, which determines to a large extent their further
functioning. His proposal for a business A. Maslow formulated under the name eupsychic management,
involving the humanitarian approach to people (in the center there is a person with his individual needs, a
person and his perspective). In the longer term, such a philosophy of action can also bring financial benefits
(Cox, 2006). The latter of “the fathers” of humanistic approach, C. R. Rogers, is the creator of the concept of
non-directive therapy, client-centered. It is based on the empathic bond between the customer and a facilitating
person. Its principles are widely used in counseling, conducting meeting groups and conflict resolution group
(Hall, Lindzey, 2001). This therapy is based on a genuine relationship between a student and a teacher and is
widely used in the training of medical personnel, vocational guidance, training of personnel management,
training animators and local communities in different cultures (Rogers, 1991). With the humanistic concept in
business, you could look differently at the employee, seeing his individuality, creativity and the desire to
develop. The keynote of humanistic concept is that a man is a unit integrated into the unique environment in
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which he lives; human development is conditioned by factors stuck in himself and beyond; a man strives for
self-realization; a man is good by his nature of existence and positively disposed toward the world around
him; human behavior is conditioned by the present, by what he represents “here” and “now’’; a man who lives
in the past does not reach full development. The humanistic school puts the human in the spotlight as a unit
which has needs and perspectives in the development of oneself and others (eg. the organization). You can say
at this point that humanistic school has created humanistic management. Soft management is also originated
on this ground.

Behaviourism

A person is not only necessities, development or perspective but also behavior (behaviourism) resulting from
different conditionings. Behaviorist trend appeared officially in 1913 thanks to behaviorist manifesto delivered
by JB Watson's, however, it had its precursors in the form of i.e. Pavlov I. and E. Thorndike (Stachowski,
2000). J. Watson concentrated in his analysis on the factors that improve human functioning, and for the
purpose of science as experimental psychology, he took control of the behavior and the ability to predict. The
concept of J. Watson, extremely reductionist, is called the psychology of stimulus and response. According to
it, the body is affected by a lot of various stimuli, stimulating it and causing reactions in the form of
physiological arousal, motor, emotional, and even mental (Matusewicz, 2006). J. Watson claimed that
influence of the environment is so powerful, that regardless of the internal factors it can shape any expert even
if his skill would be based on the talent (eg. plastic, music) (Trojan, 2014). Another representative of the
behavioral school is Burrhus F. Skinner, who drew attention to the rewards and punishments that shape
individual behavior and stressed that deprivation of stimuli leads to pathology in the behaviors of the individual
(Zidtkowska, 2008). Such a state can be experienced by eg. a person mobbed, who among others things, is
not assigned tasks, has limited communications, is isolated from the same stimuli characteristic of the work
environment. On regularities related to the use of reinforcements you can lean also while creating incentive
systems, and meta-analysis of a number of American data research revealed dominance of the impact of
financial incentives (especially those dependent on the results) on work performance, reduction of absenteeism
and staff turnover over the non-financial factors (Tyszka, Zaleskiewicz, 2004). This proves that the employee
behaves in a certain way since he experienced many positive and negative reinforcement, which shaped his
attitude. Each behavior is conditioned, among other things, by reinforcements and attitudes towards the
problem. Another representative of the behavioral school, referring simultaneously to the cognitive approach,
was A. Bandura, creator of the theory of social learning. He believed that to understand human behavior, one
can not base only on theories of learning, but should also take into account the interaction of social
environment. People are shaped by the environment and actively create it. It is, next to the self, the source of
reinforcements. Depending on their abilities, they learn by watching other people interact with the environment
(Zidtkowska, 2008). The achievement of the behavioral school is widely used in psychological practice,
including in solving social problems and different types of organizations, and it is a particular form of
management of organizational behavior. Researchers of this trend showed that the use of behavioral procedures
have a positive impact on employee behavior and eliminate those which are undesirable (Suchowierska, 2008).
Behaviorism often allows keeping an effective therapy for behavioral pathologies (eg. the output of addiction
such as work holism, behavior modification dangerous from the point of view of corporate organization) and
is a method of exerting a beneficial effect in the educational process (and professional), and education. Training
methods based on behavioral knowledge (eg. Job training, modeling behavior) mean that the employee can
improve their professional competence, he becomes more restored to value for himself and his ability gives a
certain sense. In addition, research conducted in this trend, especially in combination with concepts of
cognitive, show how people value bonuses (including those received in the workplace), which leads them to
desirable, from the point of view of influencing person, decisions and what shapes their different economic
behavior (saving, risk-taking, insuring themselves). Behaviorism seeks to highlight the value of the human
environment in which he works.

Organizational culture

A person, apart from being humanistic, behavioral creature, is also a cultural creature, which has its own
cultural manners and is the giver, the co-author of organizational culture. The focus of this study is the
organizational culture and therefore a person will be considered in the context of organizational culture.

In the literature you can meet a number of definitions of organizational culture (Stanczyk, 2008), where the
concept of E. Schein sees organizational culture as a pattern of fundamental assumptions invented, discovered
or developed by the group in learning process of how to deal with its problems of adaptation of the outer and
inner integration (McKenna, Beech, 1999: 35). Shaping the organizational culture (Sutkowski, 2012) is based on
the deliberate modification of values, norms and the resulting patterns, which should lead to new, coherent and
more effective ones under certain conditions configurations of organizational culture (Sutkowski, 2001: 99-110).
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Among the techniques that can be used to shape the culture, including its fixation, correction, development,
and changes one can hame (Sutkowski, 2001: 101):

1) redefinition of organizational values,

2) creation of new normative rules,

3) changing the elements of culture (myths, stories, characters, patterns, symbols, rituals, taboos, language),
4) artifacts adaptation to the changing of the core,

5) the composition and the decomposition of the mission,

6) design of communication systems and power,

7) changing the job descriptions of work,

8) meetings, discussions, and training of employees,

9) shaping the roles of leaders in the organization (eg. as agents of change, role models, heroes, innovators),
10) development of incentive systems,

11) changing the selection criteria.

Organizational culture enables the improvement of the organization. It helps in creating conditions for the
basics of management. As a result of consciousness possessed, every employee is aware that the effects of the
work depend on the current state and potential businesses. The future management of the entity lies in the
economic development of the organizational culture, which is the foundation of the identity of the
organization. Certainly, it will lead to better management excellence and outstanding market results. Culture
influences the success of the organization. Organizational culture is a guide to the accepted patterns of
behavior, a determinant of norms and standards. It acts as an important factor in human resource management
— can be a destructive force or supporting the development of knowledge in the organization. Management
companies should focus on the development of such a culture that supports internal entrepreneurship, creative
approaches to new problems, accepts defeat and stumbling during innovative solutions and promotes the
exchange of information and internal communication. Company practice arose of organizational culture are
the property of the company and the source of its competitive advantage. The effectiveness of organizational
culture is dependent on the extent to which it is shared by the members of the organization. This is all the more
difficult, the greater the change in the organizational culture and the more privileged groups losing position.

3. Humanistic — behavioral — cultural competitive advantage of the enterprises — concept models

The humanist concept, behaviorist concept together with organizational culture (personal culture is a part of
the organizational culture) are the basis of human development and as a person at work (employee) which in
turn helps to build competitiveness of the organization (company). It can be argued that the creator of the broad
development, including the competitiveness of the organization, is the person. The person is the beginning and
the end of the organization. Each person has his or her distinctive attributes, which can be generalized or
refined. Considering the competitiveness of organizations in the context of the person, one can talk about
behavioral — humanistic — cultural competitiveness, which you can qualify to detailed competitiveness. The
following Figure 2 shows the three-level model of human organization — a conceptual model.

I level
The man - employee
1T level
Humanizm Behaviourizm Perzonal culture
ry
I level

Organizational culture

Figure 2. The three-level model of human organization — a conceptual model
Source: Own authoring
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The starting point of any organization is a person — a worker (level I), which is considered in terms of
gualitative and not quantitative. The quality of human (employee) is the degree of his commitment and ability
to offer a specific contribution to the development of the organization. A person is the first level from which
any activities aimed at the development of the organization start. In determining the quality of a person, his
attributes also help, which were included in a synthetic way (general) seen through the prism: humanism,
behaviourism and personal culture (level 11). These are the three attributes of being human in the organization.
The first attribute is humanism understood as a person with his needs to be needed, respected, recognized and
treated humanely. The second attribute is behaviourism understood as an interaction stimulus on human
behavior. The third attribute is a personal culture understood as the acquisition of certain human norms, values,
giving up socialization in the environment of human life. The person along with his attributes helps to create
an organizational culture (level Il1), which shapes competitiveness, and ultimately contributes to the
achievement of competitive advantage for organizations.

The three-level model of a person in the organization is perceived in a bi-directional way, i.e. a person by his
attributes give rise to any action in the organization, to shape organizational culture and the shaped
organizational culture affects the attributes of a person changing him as a person. It can be argued that in this
model one can see a human socializing organization and the organization socializing a human.

The importance of human organization is so important that it contributes to the development of competitiveness
and competitive advantage. From the point of view of process management (decision-making) in the
organization, the supervisor (manager) should be considered, who through cooperation with subordinates
manages competitiveness in order to achieve a competitive advantage. The manager makes decisions directly
in the organization. The following Figure 3 shows a positive knowledge manager and a positive subordinate
in shaping humanistic — behavioral — cultural competitive advantage of the enterprises — a concept model.

Positive knowledge manager cooperation Positive subordinate
—_— T

Manager's aftributes: Subordinats s aftrtbuiss:

Humanizm, Humanism,

Behaviourism, Behavicurism,

Perzonal culture, Perzonal culture.

Deacizion-maling.

Organizational culture of enterprises

Generating factors of competitiveness of enterprises
e.g. financial resources, physical resources, information resources, Inter-organizational relationships, products /

zervices efc.

Achieving humanistic — behavioral-cultural competitive advantage of enterprises

Figure 3. A positive knowledge manager and a positive subordinate in shaping humanistic — behavioral — cultural competitive
advantage of the enterprises — a concept model
Source: Own authoring
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The starting point in shaping humanistic — behavioral — cultural competitive advantage of enterprises is having
one’s own positive knowledge manager with positive subordinates. Both positive knowledge manager and
positive subordinate derive from positive psychology, which is involved in the formation of human
attributes. Between positive knowledge manager and positive subordinates logical, rational or fully understood
cooperation must occur, as a result of which the organization will thrive. Another positive attribute of
knowledge manager apart from humanism, behaviourism and personal culture is decision-making as a
consequence of the implementation of the management process in the organization. The positive subordinate
has the three attributes without the ability to make decisions because then he would not be a subordinate
(employee executive). Attributes and cooperation of a positive knowledge manager and a positive subordinate
contribute to shaping a favorable organizational culture for the entire organization, including competitive
factors. Organizational culture generates competitiveness when it has a quality staff with a positive attitude
who know how to look in a different way at everything that creates (internal environment) and surrounds the
organization (external environment). The resources held by the organization are the benefit of a human,
including the manager cooperating with subordinates. These resources such as financial resources, physical
resources, information resources, etc. make up competitiveness. It can be argued that each type of
organizational culture is good on the condition that it will contribute to creating competitiveness. Positive
knowledge manager with positive subordinates in a conducive organizational culture to gain competitiveness
create opportunities to achieve competitive advantage, which through human attributes is defined as
humanistic — behavioral — cultural competitive advantage of enterprises.

The model of positive knowledge manager and positive subordinate in shaping humanistic — behavioral —
cultural competitive advantage of enterprises is shown in terms of a bi-directional, which means that it can be
analyzed (direction: person—»competitive advantage) from positive knowledge manager and a positive
subordinate through a corporate culture, competitive factors to the achievement of humanistic — behavioral —
cultural competitive advantage of enterprises and (direction: competitive advantage —»person) from the
achievement of humanistic — behavioral — cultural competitive advantage of enterprises through
competitiveness, organizational culture and ending with a positive knowledge manager and a positive
subordinate. The direction of the analysis depends on the situation in which the organization (enterprise) is. It
can be argued that the person in the organization (employee) sets in motion what the organization creates to
achieve competitive advantage and competitive advantage contributes to any change in the organization which
means that internal environment mutually penetrates the external environment and the external environment
penetrates the internal environment (mutual interpenetration of environments).

Conclusion

Undeniable resource of an organization (enterprise) in shaping the development, including competitiveness
and competitive advantage, is the person — employee. It is he who gives the dynamics and direction of all
activities and changes in the organization. In the person, one should seek quality rather than quantity. We can
say that the quantity is a filler of people in the organization, and the quality is the core, substance, solid base
for further existence. Proactive knowledge as a factor, pro-development, stimulating further constructive
action must be a prominent factor in a manager. Knowledge manager with the subordinates are supposed to
work together for the common good. Together they should have a positive attitude towards other people or
have a positivity. Therefore, organizations should have positive knowledge managers and positive
subordinates. With positivity and mutual cooperation, a lot can be achieved in many organizations. The
involvement of human resource in the development of competitiveness and competitive advantage will be the
sign of humanistic — behavioral — cultural competitive advantage of enterprises.

Theoretical research carried out in the form of interpretation of the available literature are presented in the
form of conceptual models, representing the point of view of the author of this study. The interpretation of the
available literature on the subject has led to achieving the objective pursued by the author, who can say that
the purpose of development has been achieved in the form of a logical presentation of this report and two
hypotheses adopted have been proven positively and eventually have taken the form of theses: Thesis 1:
Humanism, Behaviourism, and Organizational culture are the attributes of a person enabling the achievement
of competitive advantage; Thesis 2: Knowledge manager and subordinate let positivity guide shaping the
competitive advantage of enterprises. The implicit argument is that every organization (enterprise) which
wants to stay in business tends to have employees being people-minded, reactive, forming relationships with
others, exhibiting a certain behavior, possessing manners written in the organizational culture, tending towards
the achievement of competitive advantage by the enterprise. Every person wants good rather than evil, he
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wants to be positive rather than negative, so the positivity is the essence in the shaping of competitive
advantage.

The author of this paper is convinced of the validity of the presented concept models, which can contribute to
the improvement of the human resource management in organizations (enterprises) which want to creatively
achieve a competitive advantage on the market.
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