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Purpose: The article is focused on presenting the main authors contributing to the development 

of knowledge management (KM) in organizations, evidence-based management (EBM) and 

Integrated Qualifications System (IQS) and exploring their different views. The aim of this 

article is a literature review to assess existing knowledge, identify gaps, and recognize areas 

requiring additional research. Based on the identified gaps and trends, the review provides  

a basis for formulating a theoretical framework for authors’ own research - distinguish the 

interrelations between Knowledge Management (KM) in organizations, Evidence-Based 

Management (EBM) and Integrated Qualifications System (IQS) in Poland. The article aims to 

explore how these three components can be integrated to enhance decision making processes, 

support competency development, and improve organizational performance - presenting 

authors’ conceptual model.  

Design/methodology/approach: The article aims to explore how these three components can 

be integrated to enhance decision making processes, support competency development,  

and improve organizational performance. It also seeks to identify opportunities and challenges 

in implementing evidence-based practices and national qualification frameworks as tools for 

knowledge management in organizations. 

Findings: The findings of this article highlight that knowledge alone is insufficient without 

mechanisms for its validation and application, just as qualifications without knowledge 

management risk becoming static and outdated. Evidence-based decision-making serves as the 

bridge between these two domains, ensuring that organizational strategies are grounded in 

empirical data, stakeholder insight, and real-world outcomes. 
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in organizations, Evidence-Based Management (EBM) and Integrated Qualifications System 
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1. Introduction 

Nowadays, organizational success is increasingly determined by the ability to manage 

knowledge effectively. Knowledge Management (KM) in organizations refers to the systematic 

processes of acquiring, creating, storing, sharing, and applying knowledge to achieve strategic 

goals, foster innovation, and maintain competitive advantage. This capability is particularly 

important in the context of globalization, digital transformation, and the growing complexity of 

business environments. As markets evolve rapidly and workforce requirements shift, 

organizations must develop adaptive systems to ensure that the skills and competencies of their 

employees remain aligned with strategic priorities. 

In contemporary practice, these processes are increasingly aligned with Evidence-Based 

Management (EBM) principles, which advocate for managerial decisions grounded in the best 

available evidence, including empirical research, organizational data, professional expertise, 

and stakeholder input. EBM promotes the use of the best available evidence from multiple 

sources — including scientific research, organizational data, stakeholder perspectives, and the 

professional expertise of managers — to support management practices. Within the human 

resources and learning development context, EBM ensures that talent management, training, 

and organizational change initiatives are not only based on tradition or intuition, but are 

supported by verifiable data and outcomes. By combining rigorous evidence with contextual 

judgement, EBM increases the likelihood of implementing policies and practices that deliver 

measurable results. 

In Poland, the Integrated Qualifications System (IQS) offers an innovative approach to 

aligning individual skills with labor market needs, thereby serving as a valuable tool for 

evidence-based decision-making in organizations. The IQS is a comprehensive framework for 

the description, validation, and certification of qualifications, incorporating both formal 

education and non-formal learning achievements. It is closely linked to the Polish 

Qualifications Framework (PQF), which, in turn, is aligned with the European Qualifications 

Framework (EQF). This equalization ensures transparency, comparability, and portability of 

qualifications across different sectors and European countries. 

The IQS enables employers, industry associations, and other stakeholders to participate 

directly in the creation and maintenance of qualification standards. By defining qualifications 

in terms of learning outcomes — what an individual knows, understands, and is able to do — 

the system provides a clear and measurable basis for assessing competencies. For organizations, 

this facilitates more accurate recruitment, targeted professional development, and the strategic 

deployment of human resources. It also enables the recognition of skills gained outside 

traditional educational pathways, thus expanding the talent pool available to employers. 
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Integrating the IQS into organizational knowledge management strategies enhances the 

ability to identify current competency gaps, forecast future skills requirements, and design 

training programs that are directly relevant to business objectives. Furthermore, the system 

supports the implementation of evidence-based HR policies by offering a robust framework for 

measuring and verifying qualifications, which can be used to assess the return on investment in 

learning and development initiatives. 

The synergy between KM, EBM, and the IQS offers significant potential for improving 

organizational adaptability and resilience. Knowledge management guarantees that critical 

information and expertise are effectively captured and disseminated within the organization; 

EBM ensures that decisions are informed by the best available evidence; and the IQS provides 

that employee skills are formally recognized and aligned with market demands. Together, these 

approaches create a comprehensive, data-driven framework for managing organizational 

capabilities in a rapidly changing environment. 

The article is focused on presenting the main authors contributing to the development of 

knowledge management (KM) in organizations, evidence-based management (EBM) and 

Integrated Qualifications System (IQS) and exploring their different views. The aim of this 

article is a literature review to assess existing knowledge, identify gaps, and recognize areas 

requiring additional research. Based on the identified gaps and trends, the review provides  

a basis for formulating a theoretical framework for authors’ own research - distinguish the 

interrelations between Knowledge Management (KM) in organizations, Evidence-Based 

Management (EBM) and Integrated Qualifications System (IQS) in Poland. The article aims to 

explore how these three components can be integrated to enhance decision making processes, 

support competency development, and improve organizational performance - presenting 

authors’ conceptual model. It also seeks to identify opportunities and challenges in 

implementing evidence-based practices and national qualification frameworks as tools for 

knowledge management in organizations. 

2. Knowledge Management in organizations– theoretical approach 

One of the most important organizational resources is knowledge. Every organization 

possesses this resource, but it is not always able to fully utilize it to increase the efficiency of 

other resources. 

In practice, every initiative or action aimed at modern solutions draws on the concept of 

effective knowledge management to some extent (Craciun, Dumitru, 2011). The pursuit of 

effective knowledge management as a key organizational resource leads to the creation and 

implementation of management methods that support the processes of acquiring, transferring, 

and utilizing knowledge within the organization. These methods are often well-known and 
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previously used, but their modern application requires modifications in terms of assumptions, 

procedures, and instrumentation. Therefore, it can be assumed that knowledge management is 

becoming a driver of change in organizational and management areas. 

The fundamental components of various definitions of knowledge include (Huseman, 

Goldman, 1999): 

 experience, which encompasses the historical perspective of knowledge, the cumulative 

intellectual resources gathered in the past, 

 truth, which represents the true state of affairs, 

 judgment, which is the ability to assess an unknown situation within the context of  

a chosen value system, 

 intuition, which provides the ability to make decisions in the absence of complete 

information, 

 a system of cultural and ethical values that influence behavior and explain established 

habits. 

Knowledge also has specific attributes that determine its importance to the organization.  

It acquires appropriate meaning in relation to specific tasks (it is relativized), is collectivized 

through the creation of networks of relationships, becomes accessible to others,  

and is externalized. 

Knowledge in contemporary organizations is increasingly less linked to knowledge 

acquired from the environment – valuable knowledge is received through participation in 

organizational processes. In this sense, organizational knowledge arises from the integration of 

information streams (including codified knowledge from the environment) with the reality in 

which the organization operates, as only such knowledge captures the essence and specificity 

of the value creation process. It is characterized by subjectivity and does not reflect objectively 

effective solutions, but rather appropriate to the context of value generation.  

Knowledge generated within the organization is particularly valuable, as it is highly specific, 

unique, tacit, and difficult to replicate – thus becoming a source of competitive advantage. 

External knowledge is more widespread – accessible to others – and abstract, as well as more 

expensive. Widely available external knowledge, combined with unique internal knowledge, 

can become a source of new solutions. 

From the perspective of the level of organizational knowledge, the following categories can 

be distinguished: 

 external knowledge, which determines the overall situation in the organization's 

environment and allows for the identification of opportunities and threats, influencing 

decisions regarding the future functioning of the organization, 

 at the organizational level – what the organization as a whole knows and how it can 

utilize it; it is a key factor in development and achieving competitive advantage, 
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 at the individual level – the knowledge of individual individuals, strongly based on 

experience; this knowledge is a fundamental element of the organization's knowledge, 

although sharing it can be difficult. 

For the purposes of identifying knowledge gaps and selecting the optimal knowledge 

management strategy, we can distinguish knowledge: knowledge possessed by the 

organization, knowledge not possessed by the organization's environment, and non-existent 

knowledge (knowledge that has not yet been created). An organization can develop existing 

knowledge, strive to create new knowledge, and, if gaps are identified, seek to obtain 

knowledge from market participants. 

Knowledge itself produces nothing—it becomes productive only when applied to a specific 

task. Knowledge becomes more valuable when applied, and its resources, supported by 

practical experience, naturally grow. Knowledge not translated into concrete action becomes 

useless, but taking action without specific knowledge is dangerous. 

Nowadays the importance of knowledge in creating an organization's competitive 

advantage is constantly increasing (Barua, 2021). This is the result of turbulent changes taking 

place in various spheres. I. Nonaka and H. Takeuchi argue that knowledge is the only resource 

that determines an organization's competitiveness and, therefore, its survival in the market 

(Nonaka, Takeuchi, 1995). Currently, in times of rapid growth in knowledge resources and deep 

specialization, it is not enough to utilize only one's own potential and knowledge base – 

knowledge from all available sources must be accumulated. Knowledge is a valuable resource 

due to its increasing growth rate (the value generated from utilized knowledge increases the 

more it is utilized), while the growth rate of tangible resources decreases. The development of 

the resource-based approach to management has changed the perception of strategic resources. 

Tangible resources have ceased to play a primary role in achieving sustainable competitive 

advantage – this role has been assumed by intangible resources, which are seen as a source of 

advantage and a source of increased organizational value. 

It's worth emphasizing that organizations learn by practically utilizing accumulated 

knowledge resources and providing employees with opportunities to draw conclusions from 

their actions and their outcomes (Obeso et al., 2020). This phenomenon is called sense-making, 

which involves developing coherent interpretations of past events, which can then influence 

changes in actions, understanding relationships, and adapting to the demands of the situation. 

Employee knowledge is widely recognized as one of the most important resources of any 

organization, enabling it to achieve a competitive advantage in the market (Argote, Ingram, 

2000). 

Towards the dynamic changes occurring in the environment, once developed, skills and 

competencies cannot be static – they must be subject to continuous evolution. For knowledge 

to become a key factor in an organization's competitive advantage (Al-Hakim, Hassan, 2016; 

Aldehayyat et al., 2021; Yap, Toh, 2020; Zain, Latief, 2020), the following conditions must be 

considered: 
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 competitive advantage must be consciously and carefully built, 

 organizations should focus their efforts on internal sources of competitive advantage, 

such as knowledge resources, skills, and core competencies, which enable effective 

competition in diverse environmental conditions, as well as enabling them to shape that 

environment in some way, 

 core competencies become not only a source of competitive advantage but also a factor 

determining its sustainability, 

 unique individuals and teams play a significant role in building competitive advantage 

and enable the activation of other sources of competitive advantage within the 

organization, 

 the development of core competencies and skills must anticipate market trends and 

competitor strategies. 

The concept of knowledge management, however, is ambiguous. Just as there is no 

universally accepted definition of knowledge, there is also no single definition of knowledge 

management. Knowledge management is interdisciplinary in nature, hence some treat it as  

an independent system, while others focus on its connections with the process of creating and 

implementing an organization's strategy (Wiig, 1997). 

Knowledge management is a multidimensional, controversial, and widely debated concept 

– it means different things to different professional groups: for IT specialists, it's the 

accumulation and codification of knowledge; for finance professionals, the measurement of 

intellectual capital; for human resources specialists, the development of knowledge resources; 

and for artificial intelligence specialists, the representation of knowledge. For strategists, 

knowledge is a fundamental resource in the process of building competitive advantage. 

Representatives of various disciplines therefore argue about what knowledge management is, 

what its determinants and characteristics are, and what conditions an organization must meet to 

implement this concept. However, there are many common areas among the trends and 

inspirations mentioned and discussed. 

When analyzing the presented definitions of knowledge management, it is important to 

emphasize certain common features: 

 it is most often perceived as a process leading to the identification, accumulation, 

creation, and utilization of knowledge, 

 it is focused on achieving organizational goals, particularly creating and maintaining  

a competitive advantage, 

 it involves motivating employees to share knowledge and creating an appropriate 

environment, procedures, and systems for knowledge transfer within the organization, 

 the usefulness of knowledge management is closely related to its application dimension. 
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Furthermore, the diverse approaches to knowledge management allow us to formulate the 

following conclusions (Krawczyk-Sołtys, 2013): 

 most authors attempt to capture the essence of knowledge management by 

distinguishing processes that impact knowledge resources – thus, the process approach 

dominates, 

 the systemic aspect of knowledge management processes is often emphasized, 

 an important element of knowledge management is the usefulness of the concept in 

achieving organizational goals – the usefulness of the concept is closely related to its 

application dimension. 

Knowledge management at the organizational level is primarily associated with the creation 

of a knowledge management strategy and an organizational culture focused on knowledge 

accumulation and sharing; at the group level – with activities related to the coordination of 

cooperation consisting in creating conditions for sharing existing knowledge and creating new 

knowledge through well-organized group cooperation; at the individual level it must take into 

account the processes of using accumulated knowledge, generating new knowledge during the 

implementation of a task and codifying knowledge at the end of its implementation (Vyas, 

Bhalla, Najneen, 2020). 

To sum up - it can be concluded that knowledge management should be utilitarian in nature, 

supporting the resolution of knowledge management problems to meet customer expectations 

in an increasingly competitive market. It should focus on the practical aspects of knowledge 

utilization in all processes that increase the organization's competitiveness. It should be  

an integral part of the entire organization's management, particularly human resources 

management, encompassing all management levels, taking into account the role of time and 

adapting intellectual assets to market conditions in advance (Romero-Hidalgo et al., 2021). 

Knowledge management, understood in this way, will enable the achievement of strategic 

goals by streamlining the organization's operations, more efficient use of resources, skills, 

abilities, experience, developed policies and procedures, and technological capabilities.  

A comprehensive approach to knowledge management, taking into account all its aspects, 

guarantees the organization's long-term, favorable competitive position in the market. 

3. The basic principles of Evidence-Based Management 

The basic idea of Evidence-Based Management is that sound quality decisions require both 

critical thinking and use of the best available evidence. Of course, all practitioners use evidence 

in their decisions. But few pay attention to the quality of the evidence and tend to base their 

decisions on only one source. The result is decisions that rely on unfounded beliefs, fads and 
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fashions, and the unsupported though popular ideas of management gurus. The bottom line is 

bad decisions, poor outcomes, and little understanding of why things go wrong. 

Evidence-Based Management seeks to improve the way decisions are made.  

It is an approach to decision-making and day-to-day work practice that helps practitioners to 

critically evaluate the extent to which they can trust the evidence they have at hand.  

It also helps practitioners identify and evaluate additional evidence relevant to their decisions. 

EMB is about making decisions through the conscientious, explicit, judicious use of the 

best available evidence from multiple sources by (Barends, Rousseau, Briner, 2014): 

 asking: translating a practical issue or problem into an answerable question, 

 acquiring: systematically searching for and retrieving the evidence, 

 appraising: critically judging the trustworthiness and relevance of the evidence, 

 aggregating: weighing and pulling together the evidence, 

 applying: incorporating the evidence into the decision-making process, 

 assessing: evaluating the outcome of the decision taken to increase the likelihood of  

a favorable outcome. 

Usually evidence mean information: facts or data supporting (or contradicting) a claim, 

assumption. It may be based on numbers, or it may be qualitative or descriptive. Evidence may 

come from scientific research suggesting some relatively generalizable facts about the world, 

people, or organizational practices. Evidence may also come from local organizational or 

business indicators, such as company metrics or observations of practice conditions.  

Even professional experience can be an important source of evidence, such as when  

an entrepreneur learns from having launched a variety of businesses that one particular 

approach seems more likely to pay off. 

Most management decisions are not based on the best available evidence. Instead, 

practitioners often prefer to base decisions solely on their judgment derived from personal 

experience. However, personal experience alone is not a reliable source of evidence because it 

is highly susceptible to systematic errors (Bazerman, 2009). 

Another heavily used source of evidence seems to be what other organizations are doing. 

Through benchmarking and so-called best practices, practitioners sometimes copy the methods 

and procedures of other organizations without critically evaluating whether those practices are 

actually effective and, if they are, whether they are also likely to work in a different context.  

At the same time, there are many barriers to evidence-based practice. Few practitioners have 

been trained in the skills required to critically evaluate the trustworthiness and relevance of the 

information they use. In addition, important organizational information may be difficult to 

access, and what is available can be of poor quality. Finally, practitioners are often unaware of 

the current scientific evidence available on key issues in the field (Kahneman, 2011). 
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According to the principles of evidence-based practice, evidence from four sources should 

be taken into account (Barends, Rousseau, and Briner, 2014): 

 evidence from the scientific literature - many practitioners learn about research findings 

in their education or professional courses, new research findings are produced regularly, 

and these findings can often change our understanding; 

 evidence from the organization - it can be financial data, such as cash flow or cost,  

or business outcomes, such as return on investment or market share. Also it can come 

from customers or clients in the form of customer satisfaction, repeat business,  

or customer recommendations or from employees through information about retention 

rates or levels of job satisfaction; 

 evidence from practitioners - this type of evidence is sometimes referred to as tacit 

knowledge. Professional experience differs from intuition and personal opinion because 

it reflects the specialized knowledge or expertise acquired by repeated experience and 

practice of technical activities. Thoughtful practitioners also use their experience to 

judge whether research findings apply in a particular situation or a proposed solution is 

likely to work in a particular context. If relevant and trustworthy, experiential evidence 

plays a key role in the decision-making process; 

 evidence from stakeholders - internal stakeholders include employees, managers,  

and board members. Stakeholders outside the organization, such as suppliers, 

customers, shareholders, the government, and the public at large, may also be affected. 

Stakeholder values and concerns are a reflection of what stakeholders believe to be 

important, which in turn affects how they tend to react to a decision’s possible 

consequences. 

A fundamental principle of evidence-based practice is that the quality of our decisions is 

likely to improve the more use we make of trustworthy evidence, meaning the best available 

evidence. 

But evidence is not answers, it does not speak for itself. Evidence comes with a large degree 

of uncertainty. Evidence-based practitioners therefore make decisions based not on conclusive, 

solid, up-to-date information but on probabilities, indications, and tentative conclusions. 

4. The Integrated Qualifications System in Poland – conceptual framework 

and implementation 

In the context of future skills, it is important to pay special attention to those involved in 

the key transversal competencies, including critical thinking and comprehensive problem-

solving skills, team work, the ability to adapt to new conditions, leadership skills and those 

relating to attitudes of openness and tolerance in an age of multiculturalism (Krawczyk-Sołtys, 

Wojtal, 2024, 2025). 
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The concept of lifelong learning is based on the recognition that the primary place of adult 

learning is no longer solely school or other educational institution, but also, and perhaps 

primarily, the workplace. In a knowledge-based economy, the learning culture developed within 

organizations becomes a factor in progress and social development. Investing in knowledge and 

qualifications supports the development of industries based on intellectual capital, which in turn 

contributes to increased earnings and a higher standard of living for citizens in the long term. 

Creating conditions that support individual enterprises in building and developing human 

capital adequate to their needs and achieving a knowledge-based competitive advantage,  

and thus in achieving economic success, is the responsibility of the state, local authorities,  

the enterprise itself, and intellectual and academic communities. 

Implementing activities related to the broadly understood development of citizens at all 

stages of their lives and in diverse contexts therefore requires the creation of a policy that 

encompasses all paths for developing competencies and achieving qualifications (formal,  

non-formal, and informal) and is focused on ensuring coherence between them. 

This directly points to the importance of systemic solutions for external validation of the 

competencies of labor market participants. If companies are not as good at evaluating employee 

competencies at the selection stage as is commonly believed, a transparent, reliable,  

and principled assessment of candidates' competencies and qualifications, conducted by 

professionally trained individuals, could become a significant alternative. This solution could 

be a national qualifications system, particularly the Polish Qualifications Framework and the 

National Qualifications Register (Sienkiewicz et al., 2013). 

In Poland, one of the solutions aimed at supporting the development of the lifelong learning 

concept is the Integrated Qualifications System. Its basic elements derive largely from the 

Recommendations of the European Parliament and the European Council on the establishment 

of a European Qualifications Framework for lifelong learning. Qualifications described in the 

language of learning outcomes are primarily intended to contribute to the modernization of 

education and training systems, provide clear information for employers and employees, 

increase employability, mobility, and social integration of employees and learners.  

They are also intended to enhance the coherence of informal, non-formal, and formal learning 

and support validation. They are crucial for individuals, providing them with the opportunity to 

demonstrate their actual competences" (Dybaś, Pieńkosz, 2019). 

In 2016, the Integrated Qualifications System (IQS) Act came into force, defining the 

system as a set of principles, standards, new functions and roles, and procedures governing the 

activities of various entities (individuals and institutions) involved in awarding qualifications 

and ensuring their quality. The Act provides information on which qualifications have been 

included in the IQS by law and which may be included at the request of an interested entity 

(Pieńkosz, Maj, 2024).  
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Equitable and inclusive access to educational and development services is also crucial 

(OECD, 2007). Considering the user of the Integrated Qualifications System (IQS),  

i.e., the individual wishing to identify and validate their knowledge, competencies and obtain  

a certificate, the following issues are important. 

The adopted regulations are intended to contribute increasing the credibility and ensuring 

the comparability of qualifications awarded both in Poland and abroad, as well as to better 

match employee knowledge competencies to the needs of the labor market (Trawińska-

Konador, 2020). 

The Polish Qualifications Framework (PQR), encompassing all types of qualifications 

awarded in Poland, is a tool that, thanks to a series of reforms implemented in the education 

system, can function at the national and international levels. The approach of creating 

qualifications based on learning outcomes, their transfer, validation, and quality assurance in 

accordance with European standards became part of the entire formal education system 

(general, vocational, and higher education) even before the development and adoption of the 

PQF (Cedefop, 2025). 

Learning outcomes are the reference point for all mechanisms and tools comprising the 

Integrated Qualifications Framework. The learning outcomes approach combines key European 

tools developed over the past decade, in particular the European Qualifications Framework and, 

at the national level, the qualifications frameworks developed in individual Member States. 

Learning outcomes are increasingly influencing the definition and description of qualifications 

and curricula, as well as the processes of assessment, teaching, and training. This approach was 

first explicitly formulated in European strategic documents in 2003 and has since been 

systematically promoted in the EU's policy agenda for education, training, and employment. 

The PQF, similarly to the EQF, distinguishes eight levels of qualifications. The PQF level 

descriptors refer to the full spectrum of learning outcomes required for qualifications,  

i.e., knowledge, skills, and social competences. The descriptors of subsequent PQF levels 

reflect increasingly higher requirements in these areas. The PQF, as part of the Integrated 

Qualifications System, provides a common frame of reference for qualifications awarded in 

Poland (Trawińska-Konador, 2020). 

Employee involvement is one of the most important factors contributing to the better use of 

their skills and higher productivity in the workplace. Increasing employee participation in the 

decision-making process on the organization of work and management can contribute to the 

better use of skills in the workplace (Heryanto, Aulawi, Munthe, 2020). 

The integration of IQS mechanisms into HR and recruitment practices has significantly 

improved the transparency of competency requirements. Surveys conducted among employers 

by the Polish Agency for Enterprise Development (PARP) in 2023 showed that 64% of large 

and medium-sized enterprises use IQS-aligned qualification standards when defining 

recruitment criteria or developing employee training plans. Furthermore, nearly 40% of 

employers indicated that the IQS framework facilitated cross-sector recruitment by providing 
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clear competency descriptors and levels compatible with the European Qualifications 

Framework (EQF) (PARP, 2024). 

From a professional development perspective, the IQS has also become a key reference for 

the design of upskilling and reskilling programs. Between 2020 and 2024, over 120,000 training 

participants in public and private education institutions received qualifications aligned with the 

IQS. Data from the National Training Fund (NTF) indicate that the share of funded courses 

based on IQS-referenced qualifications increased from 22% in 2019 to 57% in 2023, illustrating 

a structural shift toward competence-based development (Ministerstwo Rodziny i Polityki 

Społecznej, 2024). 

The Integrated Qualifications System also influences employee professional and spatial 

mobility. Linking the Integrated Qualifications System (IQS) levels to the European 

Qualifications Framework (EQF) promotes both vertical and horizontal professional mobility 

within the country and the European Union. According to Cedefop (Cedefop, 2023), Poland 

has recorded a 23% increase in intra-EU recognition of professional qualifications since 2018, 

largely due to the interoperability of IQS qualification levels. 68% of individuals obtaining 

market qualifications changed or advanced their professional role within a year after validation, 

while 27% transitioned to a different sector or region, confirming IQS’ role in enhancing 

employability and flexibility. Moreover, employers and training institutions report that the  

IQS framework has improved the efficiency of HR planning. In a 2024 74% of respondents 

from HR departments indicated that the standardization of qualifications under IQS simplified 

competency mapping and succession planning. At the same time, over 60% of training 

providers acknowledged that IQS increased the perceived credibility and transferability of their 

educational offer, encouraging employees to pursue structured qualification pathways rather 

than isolated short courses (Instytut Badań Edukacyjnych – Państwowy Instytut Badawczy, 

2024). 

To sum up, the IQS has shifted from a primarily regulatory framework to a data-driven tool 

supporting workforce development and mobility. Its measurable impact can be seen in 

recruitment practices, employee training, and the growing interoperability of qualifications 

across the EU. Quantitative evidence confirms that IQS not only strengthens the connection 

between education and the labor market but also contributes to building a culture of lifelong 

learning and competence-based employment in Poland. 

The position of a company operating in a knowledge-based economy increasingly depends 

on the quality of its intangible resources, i.e., human capital. Human capital plays a strategic 

role in the organization and is considered a potential source of competitive advantage.  

Modern organizations are therefore forced to seek tools that enable them to properly diagnose, 

assess, and develop employee competencies, as employee knowledge largely determines  

a company's success. 
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5. Conceptual model integrating Knowledge Management (KM), Evidence-

Based Management (EBM), and the Integrated Qualifications System 

(IQS) 

Knowledge enables people to make decisions, take action and solve problems, to allow the 

implementation of strategies and achievement of objectives (Mol et al., 2013). The focus of 

knowledge management on organizational performance is increasing. Open innovation is the 

key to improving knowledge management. Knowledge management is used to develop 

innovation and achieve sustainability. In this case, organizational performance plays a role in 

achieving the status of being a competitive company. 

There is still a lack of adequate knowledge (tacit and explicit) on how to combine social, 

environmental and business aspects into the core processes of the organization and how to 

overcome existing barriers to encourage companies in the pursuit of their goals.  

As a consequence, interdisciplinary knowledge processes need to be investigated in the context 

of various fields in an integrative manner.  

That’s why the dynamics of Knowledge Management within the context of Evidence-Based 

Management and the Integrated Qualifications System is significant. 

The literature was selected to ensure a comprehensive and multifaceted approach to the 

analyzed issue. Domestic and international publications were included to present diverse 

approaches. The criteria for selecting literature were its currency, credibility, and relevance to 

the topic. The most recent studies, reflecting the current state of research, were included,  

as well as classic works that provide the theoretical foundation for the area. 

Particular attention was given to scientific publications, institutional reports, and expert 

studies of recognized substantive and methodological value. This literature review enabled to 

understand the theoretical foundations of the problem and relate them to current trends. 

As a result of literature review it was founded that a specific model integrating Knowledge 

Management (KM), Evidence-Based Management (EBM), and the Integrated Qualifications 

System (IQS) isn't directly provided. Insomuch as authors created their own conceptual model 

(Figure 1) which is focused on using EBM to systematically capture, share, and apply 

organizational knowledge, ensuring this knowledge aligns with and develops the skills and 

competencies defined within the IQS to achieve strategic organizational goals. Key elements of 

this model include a supportive organizational culture, technological infrastructure for 

knowledge sharing, robust EBM processes to identify and use reliable data, and mechanisms to 

link this evidence to the development and certification of knowledge and skills outlined  

in the IQS: 

 Knowledge Management (KM) is the overarching process of identifying, capturing, 

structuring, and disseminating knowledge within an organization to improve its 

performance and foster innovation. 
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 Evidence-Based Management (EBM) is a decision-making framework that advocates 

for the use of the best available scientific evidence to inform management practices and 

policies, ensuring that decisions are based on reliable data rather than assumptions or 

gut feelings. 

 Integrated Qualifications System (IQS) is a framework for defining, recognizing,  

and certifying the skills and knowledge that individuals and organizations need to 

perform effectively in a given field or industry. 

 Organizational Culture - a supportive and cooperative environment that motivates 

personnel to share their expertise and innovate, which is crucial for the successful 

implementation of both KM and EBM.  

 Technology & Infrastructure - tools and systems that facilitate the storage, retrieval,  

and dissemination of explicit knowledge, ensuring accessibility and timely distribution. 

 

Figure 1. Conceptual model integrating Knowledge Management (KM), Evidence-Based Management 

(EBM), and the Integrated Qualifications System (IQS). 

Source: Own study. 

Authors’ in their model propose the following integrating connections (Figure 1): 

 KM as a foundation - KM practices provide the structure for knowledge creation, 

storage, and sharing. This knowledge then becomes the resource for EBM. 

 EBM guides knowledge application - EBM principles ensure that the knowledge 

captured through KM is evaluated for its validity and relevance, guiding its application 

in decision-making and strategic planning. 

 IQS as the target for skill development - the IQS sets the benchmark for the 

competencies and knowledge required. KM and EBM work together to identify 
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knowledge gaps and develop programs (like training or learning initiatives) that build 

the skills defined in the IQS. 

 Feedback loop for continuous improvement - the application of evidence-based 

knowledge within the context of the IQS creates a continuous feedback loop, where the 

performance of individuals and processes is evaluated, leading to further improvements 

in knowledge management and skills development. 

In essence, an integrated conceptual model would use the systematic processes of KM, 

guided by the rigor of EBM, to develop and apply knowledge that demonstrably meets the 

specific skills and knowledge requirements set forth in the IQS, ultimately driving 

organizational effectiveness and innovation. 

An identification the interrelations between Knowledge Management (KM) in 

organizations, Evidence-Based Management (EBM) and Integrated Qualifications System 

(IQS) presented in authors’ conceptual model form the basis for research aimed at empirically 

confirming the model's assumptions and identifying factors determining its effectiveness in 

practice: qualitative research (in-depth interviews and case studies), creation of diagnostic tools, 

validation of the model through quantitative research and formulate practical recommendations 

for implementing the model in organizations in Poland. 

6. Discussion  

The literature review presented in this article and authors’ conceptual model demonstrates 

that the integration of Knowledge Management (KM), Evidence-Based Management (EBM) 

and the Integrated Qualifications System (IQS) provides a robust, synergistic approach 

developing and sustaining organizational competitiveness in the modern economy. 

First, it is evident that KM is essential for capturing, structuring, and applying knowledge 

assets across organizational processes. Second, EBM offers a disciplined, data-driven approach 

to managerial decision-making. Third, the IQS serves as a powerful enabler for aligning 

workforce competencies with labor market demands. By defining qualifications in terms of 

explicit learning outcomes, the IQS offers a transparent and standardized structure for 

recognizing skills acquired through both formal education and informal or non-formal learning. 

The alignment of the IQS with the Polish Qualifications Framework (PQF) and, by extension, 

the European Qualifications Framework (EQF) ensures the comparability and portability of 

qualifications. This not only benefits individuals seeking mobility within the European labor 

market but also assists employers in benchmarking skill levels and qualifications across 

borders. 
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The findings of literature review highlight that knowledge alone is insufficient without 

mechanisms for its validation and application, just as qualifications without knowledge 

management risk becoming static and outdated. Evidence-based decision-making serves as the 

bridge between these two domains, ensuring that organizational strategies are grounded in 

empirical data, stakeholder insight, and practical outcomes. 

This article explores the intersection of these three domains, analyzing how the principles 

of KM and EBM can be operationalized through the application of the IQS in organizational 

contexts. Integrating these approaches can support strategic talent management, enhance 

innovation, and strengthen an organization’s position in the knowledge-based economy. 

The intersection of these three domains provides a model for building organizational 

resilience and adaptability: 

 KM ensures knowledge is captured, retained, and shared effectively. 

 EBM ensures decisions are informed by the best available evidence. 

 IQS ensures that skills and qualifications are clearly defined, measurable, and aligned 

with organizational needs. 

Together, they create an integrated framework that supports continuous learning, responsive 

talent management, and sustainable competitive advantage. 

However, the successful implementation of this integrated approach requires not only 

organizational commitment but also systemic collaboration between employers, educational 

institutions, industry bodies, and policymakers. Without such cooperation, the potential of the 

IQS to meet evolving labor market needs and support evidence-based talent strategies will be 

underutilized. 

Between 2018 and 2024, within the framework of EU-funded system projects co-financed 

by the European Social Fund (ESF), over 3,000 analyses of market qualifications were 

conducted, and approximately 280 new qualifications were entered into the IQS Register (IBE, 

2024). The validation process is based on empirical evidence, and decisions on the inclusion of 

qualifications are made using quality criteria and data on labor market demand for specific 

competencies across economic sectors. 

The practical application of Evidence-Based Management is also evident in the projects of 

the Polish Agency for Enterprise Development (PARP), which since 2016 has implemented 

programs based on sectoral data analysis. 34 sectoral competence maps were developed, 

identifying key qualifications in industries such as ICT, logistics, construction, automotive,  

and energy. Based on research results and consultations with industry organizations, more than 

200 sectoral qualifications aligned with labor market needs have been created (PARP, 2024). 

Empirical data are used not only to design new qualifications but also to monitor the 

effectiveness of training and programs financed from public funds. 
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Elements of EBM are increasingly being adopted by enterprises and educational institutions 

that use the IQS. Training providers, vocational universities, and labor market institutions apply 

data-driven approaches to analyze qualifications, validation results, and graduate employability 

indicators. 

In summary, Poland serves as a noteworthy example of a country that has consistently 

implemented the principles of EBM within its qualifications policy and competence 

management systems. The integration of EBM and IQS has contributed to greater transparency 

in educational and vocational training decision-making, more efficient investment in human 

capital, and stronger links between education, research, and the economy. This integrated, data-

driven approach enables the creation of a lifelong learning system based on verified evidence, 

reliable qualifications, and the actual needs of the labor market. 

Based on the findings above, the following recommendations can be proposed for 

organizations, policymakers, and HR practitioners seeking to leverage the synergies between 

KM, EBM, and the IQS: 

 embed IQS principles into organizational HR strategy, 

 strengthen collaboration between employers and qualification authorities, 

 integrate EBM practices into learning and development, 

 use Knowledge Management systems to capture and disseminate skills insights, 

 leverage IQS for talent mobility and career pathing, 

 promote the recognition of non-formal and informal learning, 

 develop cross-sector skills forecasting mechanisms, 

 foster a culture of continuous learning, 

 monitor and evaluate integration outcomes, 

 policy support for IQS uptake in organizations. 

7. Conclusions  

After literature review assessing existing knowledge, identifying gaps, and recognizing  

a basis for formulating a theoretical framework for authors’ own research areas the 

interrelations between Knowledge Management (KM) in organizations, Evidence-Based 

Management (EBM) and Integrated Qualifications System (IQS) was distinguished. 

The presented in article conceptual model represents an attempt to integrate three 

complementary approaches: Knowledge Management, Evidence-Based Management,  

and Integrated Qualifications System. The aim of this integration was to build a coherent 

framework that will allow for a better understanding of how knowledge—scientific, expert,  

and practical—can be effectively used in decision-making processes and in developing the 
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competencies of individuals and organizations. This model assumes that effective knowledge 

management cannot be limited to information collection but must encompass its critical 

verification, validation, and utilization based on empirical evidence, which is the essence of the 

evidence-based approach. 

The model expands existing approaches to knowledge management, which have often 

focused on technological or process-based aspects (Nonaka, Takeuchi, 1995; Davenport, 

Prusak, 1998). The proposed approach shifts the emphasis to the use of knowledge in decision-

making practice, invoking the principles of EBM—that is, decision-making based on the best 

available scientific evidence, organizational data, and professional experience. Thus, the model 

bridges the gap between knowledge management theory and practical management. 

The inclusion of the Integrated Qualifications System (IQS) in the model aims to emphasize 

the importance of knowledge validation and certification as an element consistent with the EBM 

concept. As a tool for organizing and certifying qualifications acquired through various forms 

of learning, the IQS represents a practical dimension of knowledge management on a macro 

scale, combining individual knowledge with institutional and systemic knowledge.  

In this sense, the IQS can be considered an instrument for implementing EBM in public policies 

related to education, the labor market, and competency development. 

Of course, this concept is not without its limitations. First, implementing the model requires 

organizational maturity in knowledge management and a culture of openness to data and 

scientific evidence. Second, the complexity of qualification systems and the diversity of 

knowledge sources can lead to difficulties in ensuring consistency across decision-making 

levels. Third, the lack of standardized tools for measuring "EBM maturity" can hinder objective 

assessment of implementation effectiveness. Despite these limitations, the model opens up 

broad prospects for further research. 

In summary, the presented model is conceptual in nature, but its practical importance is 

significant. Therefore, it seems necessary to conduct empirical research in this area, which will 

enrich scientific knowledge, rationalize the research methodology, as well as allow to formulate 

more recommendations for practice. 
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