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ABSTRACT 

Recognizing the appropriate tasks for achieving a higher level of sustainable development 

needs the collaboration of various disciplines. The principles of sustainability are well known, 

but the goals are difficult to achieve. 

Education science and nowadays management science make efforts on defining and 

developing competences. Competence management tools may give a new approach for 

integrating environmental and social values into the corporate operation. This paper draws up 

the methodological frames of alloying competence management and sustainability efforts. 

 

 

INTRODUCTION 

Sustainable development is in research focus for 30 years. There are many technical results 

and social initiatives as well. Organizing the society is also a related and important topic. 

Achieving changes in mind seems to be more difficult than developing new materials or 

machines. 

Although the principle of sustainable development is generally accepted, the understanding of 

the way is missing. In addition, the economic pillar of sustainability can provide a loophole 

from the responsible behaviour both for individual people and companies as well. 

Friedman (1970) says that the only responsibility of a company is increasing the profit, i.e. 

that money issued for environmental/global problems shortens the owners of the company. In 

a wider approach environmental problem-solving can be the long-run source of profit. A 

company does not have conscience, only the people do. The level of corporate environmental 

consciousness (and activities) depends on the customers’ values. This is practically a game in 

which companies try to discover the limits between the necessary environmental activities and 

the profit. The difficulties of this game come from the distorted, incomplete and late 

information. The result is satisfactory decision making and partial problem-solving with 

generating new problems. E.g. based on biological analogies Karajz (2006) proposes genetic 

algorithms for analysing business strategies and their effects on environment. This way of 

modelling gives satisfactory results, but a comprehensive approach is still missing. 

There is a need for a widely acceptable change instead of narrow sectoral level of 

development. 

 

 

MATERIALS and METHODS 
 

Competence 
Spencer and Spencer (1993) defines ‘competency’ as an underlying characteristic of an 

individual that is causally related to criterion-referenced effective and/or superior 
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performance in a job or situation. Based on the literature competence can be generally defined 

as knowledge and ability for performing certain tasks or roles. 

Interpretation and categorization of the topic is too wide. The content of the definitions 

depend on the purpose of the researchers. In addition, some languages (such as English) 

distinguishes ‘competence’ and ‘competency’, but consensus on the content is missing. Some 

researchers use these expressions as synonymous; others differ expectations from owning the 

necessary abilities or general and special characteristics. The approach of Lóth (2007) is 

useful for isolating the requirements and the performance. He defines competence as capacity 

to perform his or her job functions and competency as the actual performance. This paper uses 

competence for simplicity. 

Awuah (2001) interprets organizational competence as the sum of personal and organizational 

abilities, knowledge and capacities. Of course organizational competence is more than the 

simple sum of personal ones, synergy effects can be expected. 

 

Enviromental competence 
Because of the difficulties of direct specification Varga (2009) interprets key competences of 

the European Reference Framework (2007) for environmental issues. Using the mother 

language both in written and oral form is necessary to be able to understand and communicate 

information. Recognizing the problems is only the first step on the way of becoming 

sustainable. Collecting appropriate background information, implementing action plans and 

discussing them need the adequate knowledge of the mother language and foreign languages 

as well. Digital competence allows data analysis and usage of modern information systems. 

Factual knowledge (mathematics, natural sciences, technology) shall be applied to the 

development actions. An environmental or social program shall consider each future effect of 

the activities in order to achieve desired objectives.  

Living in a sustainable way is a challenge for most people and organizations. New concepts, 

tools and solutions should be learned and accepted. This learning process is life-long and 

often in non-school form. Job can enforce atypical forms of behaviour even short term, but the 

goal is changing the attitudes. It also assumes that people shall re-learn how to learn. 

Social, civic and entrepreneurship competences cover two pillars of sustainable development. 

Furthermore, the existence of these competencies may enhance the acceptance of the 

development actions. Of course other requirements can be formed like accuracy, reliability, 

sparing, helpfulness, etc. that may include environmental or social expectations. 

 

It is the responsibility of the management to form and evaluate the competences and 

performances. Environmental and social values can be summarized in an ethical codex, but its 

usability may be limited if it is only “shop window decoration” (Szegedi 2012). Operating 

procedures and human resource management processes can indicate the topic. A general 

mistake is to force clearly separated expectations in connection with sustainability because 

these will be immediately neglected in case of any economic problem. In addition, sustaining 

the related management activities need unreasonable efforts. Management shall think about 

how to contribute to the sustainability with each task and formulate the competences 

appropriate. 

 

Barriers 
There are many (organizational) barriers of achieving a higher level of sustainability. 

Structural and cultural challenges can be highlighted from organizational point of view 

(Szegedi, 2001). The first structural factor is the division of labour and collaboration between 

staff and management. Furthermore the separation of decision makers and executives; and the 
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collective irresponsibility as a result of traditional command hierarchy can be mentioned as 

structural barriers. 

 

Strict behavioural expectations can be highlighted from the cultural challenges. New members 

usually try to learn the dominant norms. These norms may lead to other than the own 

behaviour patterns. The workplace has the possibility to integrate environmental 

consciousness into the norms. The other barriers come from cohesive communities, unclear 

priorities and retained information practice. 

 

RESULTS 
 

Personal and organizational competences shall be harmonized to increase the business 

competitiveness. Knowledge, readiness, preparedness of people as workers has a significant 

effect on the corporate performance. Elementary and higher education system shall prepare 

the knowledge of students for the successful work, but most of the requirements come from 

the employer. Some elements of knowledge, ability and skills are to learn only in the 

organization. 

 

Figure 1. Individual and organizational competences 

 
 

The framework of competence management cannot give the main goals and values related to 

sustainability; however it is ready to integrate them into the strategic and daily operation. 

There are competence-dictionaries which can help the management to build up the own 

system and structure and of course consulting is available. Managing and analysing 

competence are integral parts of human resource management in order to get to the 

appropriate workforce (see Kiss, 2012). The responsibility of the management is more than 

buying support. Management shall establish the complex system of individual and corporate 

competences. The model in Figure 1. shows the general business approach. Including the 

values of sustainable development means more than defining individual expectations. 

Competence requirements without harmonization with the organizational culture may be only 

the tool of personal checking. 

There are fundamental problems to be solved in order to integrate the values of sustainability 

into the organizational strategy and operation: 
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• the content of the values, 

• the process of integration. 

Defining the content of values of sustainable development is a difficult challenge because of 

the economic and cultural barriers and diversity. Global problems are common, but the local 

representation may significantly differ from each other by nations and geographical areas.  

Establishing the values and managing the related processes is much easier to implement. 

 

 

CONCLUSIONS 
 

Competences – including environmental competences – can be successfully managed if these 

are in harmony with the business and operation processes. Forcing the separately defined 

requirements and establishing various environmental/social procedures lead to unnecessary 

duplication. Management shall to translate the expectations of market (customers), 

competitors, legal regulation into requirements of processes and procedures. This 

supplementary approach allows the integration of values instead of parallel regulation.  

This challenge is theoretically simple, but the practical barriers of analysis and limited 

knowledge on long-run environmental effects of human activities make it difficult. 

Competence management does not give the complex solution for environmental and global 

problems, but it seems to be feasible to use as comprehensive tool for integrating the values. 
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