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1. EXECUTIVE SUMMARY
Effective management of knowledge within an organisation fosters higher performance among employees, but application of knowledge management (KM) remains a contemporary human resource management issue. This report investigates and aim to draw the attention of senior management of Ministry of Finance, Budget and National Planning in Nigeria to the importance of reviewing how knowledge management is practiced within the ministry. The issues identified are challenges in extraction and conversion of tacit knowledge that older employees possess to explicit knowledge. This is due to lack of expertise to anchor the proper implementation of knowledge management practices and its mechanisms which fosters knowledge exchange within the organisation. The root cause of the issue identified has so much to do with poor management of intergenerational workforce and lack of talent retention.
And based on this discoveries, it is recommended that human resource strategically review and implement certain mechanisms such as hiring a chief of knowledge, experienced IT Facilitators and establish an e-learning platform for employees. Furthermore, using different intergenerational Cohorts, documentation of job responsibilities and procedures should be carried out. And, adoption of blended working in teams which encourages mentorship and collaborations among knowledge workers is proposed. And finally, establishment of a proper knowledge management system and having continuous monitoring and evaluation of KM practice is suggested.
2. INTRODUCTION
The Federal Ministry of Finance, Budget and National Planning is responsible for formulation and implementation of medium and long term strategic plan for the Federal republic of Nigeria with an exclusive aim of changing Nigeria to develop into one of the world prominent economies (Ministry of Budget and National Planning, 2017). In order to achieve the set goal, the organisation has strategized and implemented ways of transforming the ministry into a knowledge based organisation, because, they acknowledge the fact that knowledge is an essential resources required to attain competitive advantage. But, how to properly introduce and implement knowledge processes remains a complex issue to the senior management of the organisation. Based on this premise, the researcher of this paper would like to draw the attention of the senior management to an important management tool known as knowledge management (KM) that can help them accomplish the set goal of the ministry.
Furthermore, tacit knowledge which is mainly possessed by the experienced workers most times does not get shared within the organisation. When older workers retire, they depart with their experiences without sharing and transferring the knowledge they possess to the younger workers. This happens as a result of improper implementation of KM and lack of expertise to anchor the process of implementation of knowledge mechanisms that fosters knowledge exchange within the organisation. 
This issue is further complicated by human resource (HR) department recruitment process of employees which is not based on merit. Lawmakers and senior management hijack the recruitment process and ensure that their candidates are the ones that gets employed. The inability of securing job based on merit makes the fewer experienced and talented employees resort to knowledge hoarding which negatively affects the performance of the whole organisation. Based on the issues identified a comprehensive analysis would be done in order to know the best strategy to adopt and resolve the problems within the Ministry. This report aims to highlight the complexity of applying knowledge management practice by senior management using the Federal Ministry of Finance, Budget and National Planning Nigeria as case study. Next a chronicle of the organisation will be carried out.
2.1. CHRONICLE OF THE MINISTRY
The Federal Ministry of Finance, Budget and National Planning was merged in 2019, because of the interrelated activities and responsibilities assigned to the three bodies. The first body is Ministry of Finance which was founded in 1957 by Sir James Robertson, who was then the Governor-General of the Federation of Nigeria (Ministry of budget and national planning, 2020). The management and control act was proclaimed in 1958 in the month of June and was implemented in the year 1958. The Ministry is assigned with the responsibility of managing and controlling the public finances of the confederation. Furthermore, they perform the role of conveying policies related to fiscal issues; articulates policies to curb deflation and inflation in the nation done with the help of central bank of Nigeria (ibid.). 
The second body which is the Budget Office of the Federation are responsible for preparing and implementation of budget that is the yearly estimations of expenditure and revenue for the federal government. In addition, they prepare and publish reports on the state of the economy, quarterly and annually.  They work with the finance body to manage, control and allocate government revenue to different government parastatals and agents (Budget Office of the Federation, 2017).  
The third and final body is National Planning, this institution was established initially as commission and due to its relevance and interconnected work with budgetary issues it was merged with the Budget Office forming the Ministry of Budget and National Planning. Then in 2019, it was further merged with the Federal Ministry of Finance and now known as Ministry of Finance, Budget and National Planning. National Planning is responsible for the management and control of national economic growth and development. They manage bilateral economic co-operation between Nigeria and the international communities. Also, they handle public policies and ensure that they are properly implemented for economic growth to be attained (Ministry of Budget and National Planning, 2020). 
Furthermore, “They handle issues that has to do with United Nations Economic Commission for Africa (UNECA) and Economic Community of West African States (ECOWAS) and ensure that plans and policies are properly implemented by all related agencies with the aim of making Nigeria become one of the leading economies in the world. (National Planning, 2019). But, we can still find that Nigeria is still among the list of developing countries not even an emerging nation. This could be as a result of certain factors not being properly handled and taken serious in national development” according to the write up done by Makama, (2019). Next the challenges encountered in knowledge management would be considered in order to draw more light on the complexity of managing knowledge within an organisation.
2.2. THE CHALLENGES IN KNOWLEDGE MANAGEMENT
Proper management of knowledge resources has been proven to be the most crucial and scarce resources for attaining competitive advantage within an organisation (Davison et. al., 2018; Figueiredo, et al., 2016; Dubrey, et al., 2011; Wiig, 2004). But Pinho et al., (2012) argue that organisations are faced with the challenge of how to establish, manage, advance and sustain knowledge as an esteemed intangible asset. Furthermore, Vahdati (2018) also identified that Knowledge of employee also hinders the attainment of green Human Resource Management (HRM). HRM is an organ in an organisation that oversees the process of selection and recruitment, training and development, and management of employees with sole aim of ensuring that the organisation achieve it set goals and objectives as asserted by Alkhazali, et al., (2019) and Dubey et al., (2011). 
And under HRM there exist an important management tool known as Knowledge Management (KM) which is commonly utilised by senior management specifically Human Resource (HR) department within an organisation to make employees more effective and efficient through establishment and implementation of training and development programmes.  Even though, trainings are organised in the bid of KM practices, it still remains a contemporary human resource issue. Next, a brief descriptive analysis of how HRM specifically how people management evolved would be done in order to identify the extent at which KM has been practiced and highlight the limitations.
2.3. DESCRIPTIVE ANALYSIS OF HRM HISTORY
According to Marciano, (1995) human resource (HR) is a term invented by Peter Drucker a management expert in 1954. He used the term to characterise workers, because, of the unique qualities that human resources possess such as the capability to organise, incorporate, evaluate and envision of which other resources do not possess. Then, in 1958, Wight Bakke expounded that management of human resource is a function of general management that it is also important to organisation success as financial and material resources are. 
The Scholars; Drucker and Bakke laid a good foundation to establishment of human resources management, but they failed to address the complexity of managing human resource within an organisation which is presently a contemporary issue to senior management. Furthermore, their works did not tackle, how to properly implement and manage the main quality that human resources possess which is knowledge. 
 HR continued to evolve and in 1964, Pigors and his colleagues; Malm and Myers edited a manuscript on management of human resource and they emphasised the importance of people management as an inclusive term and not just personnel administrative function but a function of general management. Furthermore, in 1965, Miles Raymond developed the human resource model which he claims managers prefer to use on their subordinates which is known as the human relations model of management (Marciano,1995).
Critically, looking at Pigors et al. and Miles works, it can be stated that they did emphasise the management of people as managers’ important function but its implementation process was not considered. In addition, the importance of managers’ leadership behaviour in supporting the workers they oversee was not considered. Presently, scholars such as Knies et al. (2020) emphasise on the importance of both leadership behaviours and management attributes and not just managerial aspect.
In addition, HRM became more popular in early 1970’s, when “Innovative Human Resource Management by R. L. Datnick was published by American Management Association” as stated by Maciano, (1995). This was used as manual by senior managers on how to harmonise corporate aims and objectives with employees’ wants and welfares. This was done to further popularise managers as personnel managers. At the end of the 1970’s the meaning of HRM changed as authors began to equate it with personnel management as Maciano, (1995) stated using Robbins (1978) and Peterson and Tracy (1979) works as examples. Then, in the 1980’s more work was done to theorise and broaden the works of Drucker and Bakke. During that period a theory was considered on one that integrates HRM with strategic planning, with a target of making HRM a core determinant of corporate effectiveness as Bakke earlier stated. 
Friedman, (2002) asserted that continuous improvement in the history of human resource management continued and in 1984, the relationship between employees and organisations was elaborated more. The focused shifted to establishment of HRM policy decisions rather than on strategy. The issues of employee reward systems, human resource flows throughout the organisation, influence mechanisms, and how work is being conducted in within an organisation was considered. This led to the development of an innovative stand to make strategic planning and HRM policies a cohesive unit. This creativity deviated from personnel management traditional viewpoint that focus on competitiveness and cost effectiveness. 
Then, in the late 1980’s HRM gained acceptance as management philosophy at all levels by British companies, although, there still exist disagreements and debates on the definitions of HRM among British scholars. The debates are justified, because explanations on HRM do not incorporate, implement and manage effectively the core element of human resource which is knowledge management. This would usher us in to the main discussion, next, an analysis of the issues that this report intends to address and proffer solutions for would be highlighted.














3. ANALYSIS OF THE ISSUES
Using the Foresight Framework as guide, a proper look at the issues would be done in order to understand what is happening before contextualising and interpreting the main root of the issue. This would be concluded by proffering innovative ways and development of an implementation plan with time line to solve the issues.
3.1. HRM: PEOPLE MANAGEMENT, KNOWLEDGE MANAGEMENT AND ORGANISATIONAL PERFORMANCE
Knies et al. (2020, p. 712) defined “People Management as line managers’ implementation of HR practices and their leadership behaviour in supporting the employees they supervise at work”. While Alkhazali, et al. (2019) elaborated on the importance of KM strategies to HRM; the process of knowledge creation, storage, retrieval and transfer which has been proven to have a positive effect on improving organisational performance. But, Andolsek (2014); and Brewer and Brewer, (2010) argue that it is the effective application of knowledge that leads to improvement and sustainability of organisational performance. 
Furthermore, Sarkindaji, et al (2014) in their journal on Information and knowledge management stated that “knowledge is one of the crucial vital assets that guaranteed the survival of firms in the fiercely competitive business environment. The emergence of knowledge-based economy has made it a strategic necessity for businesses to initiate ways to effectively acquire and manage varying organizational knowledge. Knowledge when produced and disseminated all over the organization has the capability to contribute to the firm’s value”.
Critically looking at these literatures it can be stated that both knowledge management strategies and its effective application are the main foundations for attaining competitive advantage within an organisation. And since, Nigeria remains among the developing countries in the world then a proper review of the management process has to be undertaken. This implies that HR department in the Ministry would have to review the whole process of knowledge acquisition, exchange, and application. In addition, the introduction of knowledge exchange as a culture among employees is paramount. Next, strategies to use would be considered.
3.2. KNOWLEDGE MANAGEMENT PRACTICE BY SENIOR MANAGEMENT
According to Janus, (2016) knowledge sharing corporations are not born but made and that leadership plays a major role in enabling an environment that encourages knowledge sharing. This has to do with creating a culture of knowledge exchange among workers. But in order for knowledge exchange to take place effectively it is imperative that senior management act as role models. A question to ponder on is how do the senior management practice knowledge sharing? There is need for senior staff to be involved and committed to the practice of mentoring and collaboration, because, this would go a long way in introducing the culture of knowledge sharing within the organisation. Leadership by example would also encourage older workers to allow younger workers to learn from them. This would lead us to the next section which is based on strategies to use and extract tacit knowledge.
3.3. STRATEGY TO EXTRACT TACIT KNOWLEDGE FROM OLDER EMPLOYEES 
Certain strategies have to be adopted in order to enable knowledge transfer from the experienced workers to the less experience ones. The intergenerational difference that exist between workers cannot be overlooked, because it is a determinant of effective KM practice within an organisation. According to Lester, et al. (2012) there are four generations currently working namely; The Builders, Baby Boomers, Generation X and The Millennials. The next section would be on identifying the unique qualities of each cohort to know which strategy is applicable to each intergenerational workforce.
3.3.1.  MANAGING INTERGENERATIONAL WORKFORCE
 Scholars; de Blois and Lagace (2017) acknowledge the fact that managing an intergenerational workforce is a challenge and based on this fact the need to look and assess each generation’s characteristics is paramount. This would help in identifying and knowing how to manage and extract knowledge from each category of employees. Kupperschmidt (2000) defined generation as recognisable collection of individuals that share important life events at different phase of life, have same birth years and age locations. But, Lester, et al. (2012) suggested that generational groups are socially constructed. 
Social context does have influence on how each generation behaviour and view things. But, values and personalities developed by each group could be as a result of their life experiences. When dealing with the Silent generation also known as Builders generation, born between 1925 and 1945, HR should bear in mind that they are the oldest workforce, well experienced, obedient and reliable cohort (Shen, 2019). They are key players and main source of tacit knowledge, involving them in creation and documentation of valuable information on job procedure and issues is vital. 
The next group to consider are known as the Baby Boomers, born between 1946 and 1964, which are known and popular for their innovations and perseverance (de Blois and Lagace, 2017). Senior management can use this cohort to chair the establishment of Mentorship within the organisation. Mentorship can be used as strategy to solve the issue of knowledge hoarding. But, the fact that people tend to weigh the cost and benefit of sharing knowledge cannot be over looked. This implies that incentives have to be introduced (Alavi and Leidner, 2001). Furthermore, the incentives have to be things that employees consider as motivation to share knowledge.
Generation X are those born between 1965 and 1980 (Enam and Konduri, 2018), they are known for their drive for value, fast learning ability and eccentricity (Maneval and Pike, 2016). Encouraging and managing knowledge within this cohort would be challenging, because of their eccentric nature and consideration for value. Reward system have to be in place to get this group to participate in knowledge sharing. The final cohort that would be considered are the Millennials.
Those born between 1981 and 2001 are known as the Millennials, they are the youngest generation among the current workforce and are inclined to technology and prefer an independent work options (Brandau, 2012). This group of people are inexperienced, talented and appreciate a work-life balance.  Retention of this group in the workforce is difficult, because they easily and are willing to change jobs if they are not satisfied or when they see greater opportunity. This leads to employees’ turnover which is not good for an organisation. So, engaging this group and getting the experienced ones to share knowledge with them is important.
3.3.2. DYNAMICS THAT SWAY KNOWLEDGE TRANSFER

According to de Blois and Lagace (2017) there are two main factors that determine or counter how knowledge transfer takes place. They assert that knowledge transfer depends on communication patterns and how employees perceive each other (generational group meta-stereotypes), especially the older workforce perception on how the younger employees view them greatly influence the rate and way knowledge would be exchanged. Burmeister and Deller (2016) also emphasised that priority should be on comprehending the relationship between older employees and younger workers. 
The researcher of this paper also concur that perception and communication also affect knowledge transfer process for instance an older worker who perceives a younger employee as threat to his position would not be willing to share their knowledge. This calls for HR intervention, certain workshops have to organised were employees are educated on the importance of valuing each other and development of good communication skills has to be encouraged especially among younger workforce. This would lead us to the next section which is strategy on talent retention.
3.4. STRATEGY FOR TALENT RETENTION
Talent retention strategy has to be tailored according to each worker segment. Older workers value job security and continuity while younger employees have different motivation to remain in an organisation. Anon. (2017) suggested the use of different types of power to retain employees. The author assert that, Utilitarian type of power can be used to control employee behaviour by giving extrinsic rewards such as pension funds, share options and through salary increments. Furthermore, the use of intrinsic rewards can be applied also known as normative power. 
Showing appreciation when challenging task is done is valuable to developing an engaged workforce. Another way of enforcing retention is through instilling fear to gain results. This is a common practice in the military, this is also known as coercive power. But, applying this power type can only yield a short term retention result, because the moment soldiers or officers gets opportunity to leave the job they will go for it. This would lead us to the issue of control that HR has to address if they want to improve talent retention within the organisation.
3.4.1. ADDRESSING THE ISSUE OF CONTROL	
Marciano (1995) claim “that HRM is a classical form of union avoidance and an inconspicuous way of managerial control”. Control cannot be used if an employer intends to retain their workforce, delegation and empowerment have to come into play for retention of employees to be effective. In addition, team work and decentralization has to be encouraged and practiced. Furthermore, giving employees opportunities to bring forward new ideas and utilising it builds employees commitment to work and finally emphasis on their work-life balance is important.
3.4.2. ADOPTION OF BLENDED WORKING
Federal Ministry of Finance, Budget and National Planning practice routine office work only. Remote working is not practice and with the new normal brought by the present pandemic of coronavirus blended working would be an excellent option to consider.  Jinyang, (2015) “stated that computer-generated societies present new ways of achieving knowledge exchange among workers”. And Dropkin (2016) argue that adoption of blended working provides autonomy, assurance and a balance between work and life especially for older workers. 
This is also applicable to younger workers, because with the current coronavirus pandemic crisis, blended working would reduce the rate of exposure to the virus, because travelling to place of work would be discouraged which is an agent of virus transmission. In addition, enabling a safe and secured working environment for employees would foster knowledge exchange among employees. Next an evaluation of the analysis made would be carried out.
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4.	EVALUATION
Knowing how to strategically manage intergenerational workforce (de Blois and Lagace, 2017) and talent retention (Anon., 2017) are keys to tackling the complexity of managing KM within the Ministry, furthermore, adoption of blended working is also paramount. Based on recent survey conducted and published in Harvard Business Review by Bernstein et al. (2020) workers adopted quickly during the pandemic to virtual working and their productivity did not deteriorate. Furthermore, employee stress, task related conflict and negative emotions decreased steadily by 10 percent. Although, the down side of blended working should not be overlooked.
Job satisfaction and engagement can be affected negatively through blended working. Also, decrease in spontaneous communications and trust caused by virtual working can lead to negative impact on innovation and collaboration. Then, in order not to decrease the rate of collaboration which is key to knowledge management, strategic and innovative plans have to be generated and implemented. Also talent management becomes more complex with blended working this aspect has to be given priority too. Next, a detailed recommendation and implementation plan would be done for the Ministry to use as a guide in bringing changes for improvement to be attained in KM practice.

5.	RECOMMENDATIONS 
Firstly, getting the right individuals on board, developing them to become valuable asset and upholding them as role models for others will go a long way in solving the issue (Dubey et al., 2011, p. 87). Recruiting a Chief of Knowledge (Janus, 2016; and Wiig, 2004) for example with Doctorate qualification in Business Administration and specialisation in Knowledge Management is recommended. In addition, an IT facilitator with experience in building and customizing knowledge management system to suit the organisation is paramount. Furthermore, talented persons have to be employed and based on merit using a reward system that attract talents known as Poaching or raiding. To address the improper mechanism used in recruitment, senior management should outsource the recruitment process and E-recruitment should be adopted too (Janus, 2016). Please, refer to the Implementation Plan, Table 1 on page 26 for an overview on this recommendation.
After recruitment, training and development has to be handled properly. HR should work with senior management, line supervisors or managers (Alkhazali, et al., 2019), employees in Silent, Generation X and Baby Boomers cohorts, and IT facilitators to design job descriptions and procedure. This strategy is necessary in order to extract the tacit knowledge that the older workers possess. This information should be properly documented in both hard and soft copies for employees to have access and use as reference when the need arises. Likewise, the culture of knowledge sharing should be introduced and trainings that promote sharing norms and illustrates effectual ways of sharing should be adopted in order to encourage a knowledge sharing behaviour among workers (Wang, et al. 2015). 
Likewise, HR should involve Generation X, the Millennials and IT facilitators in creating an innovative virtual environment and use knowledge management systems to implement knowledge exchange within the organisation. Employees made up of different intergenerational cohorts should be placed in different teams using Microsoft teams. Also, the grouping should be based on departments and work descriptions. This would help in creating an environment that encourages trust and interpersonal relationships which would ultimately make and foster knowledge exchange easier among employees. Please refer to page 27, Table 1 for a summary on the implementation plan.
Petersson, (2018, pp.88–123) asserted that “adapting human resources strategy to overall strategy is vital for survival in a changing environment”. Mentorship and collaborations has to be introduced as prerequisite for promotion to a certain higher management positions instead of having promotion examinations which has little benefit in fostering knowledge sharing. The “silent generation, Baby Boomers and Generation X” (Enam and Konduri, 2018) would be indirectly forced to sharing the tacit knowledge they possess with the Millennials which would eventually solve the issue of knowledge hoarding.
The strategy to adopt for talent retention should be done by using extrinsic and intrinsic rewards systems (Anon. 2017) that are appealing to each intergenerational cohort. When dealing with the Silent generation show and let them know that you value and appreciate their experience as an asset to the organisation and involve them in decision making. Empower Baby Boomers to chair innovative initiatives (de Blois and Lagace, 2017). Let workers in Generation X cohort know and understand the value of what they would gain when they collaborate with each other and appreciate them for being the cohort with the fast learning capability (Maneval and Pike, 2016). 
This would solve the challenges of encouraging and managing knowledge within the Generation X workers, because of their eccentric nature and consideration for value. And finally, to reward the millennials that is the youngest generation among the current workforce, technology training and facilities should be made available for them and an independent work options (Brandau, 2012) should be presented. This would lead us to recommendations on solving the issue of control.
To all employees an opportunity should be giving to bring forward innovative ideas and based on individual contribution to work and collaboration at work reward options should be assigned (Alavi and Leidner, 2001). For instance, worker’s willingness and participation in exchanging knowledge would determine how and where the person can work. If they engage in knowledge sharing they get rewarded with blended working option which enables a balance between work and life. This should be done to solve and reduce the rate of conflict when carrying out task and this also reduces absenteeism. Furthermore, blended working would help in keeping the workforce safe from exposure to corona virus infection which is today’s biggest challenge in management. 
The protection of intellectual knowledge and cybersecurity of the organisation has to be considered too. Sharing of crucial organisational knowledge has to be done with limited number of employees, back-ups of data and databases has to be continues, and application of solutions and tools that are adequately protected is paramount. IT should install various levels to knowledge access. Knowledge should be available to only workers who need such knowledge to perform assigned task.
Also, having legal arrangements, copyrights should be introduced to protect strategic knowledge assets. Likewise, continuous deletion and updating of redundant knowledge from organisation memory is important, also, codification and distribution is recommended (Durst and Zieba, 2019). And finally, the ministry is encouraged  to use key performance indicators to monitor and evaluate the practice of KM and also implement knowledge management solutions that integrates risk management for situations such as pandemic as supported by Janus, (2016); and Durst and Aisenberg Ferenhof, (2016) cited by Durst and Zieba, (2019) Please refer to page 28, table 1 for the implementation plan part. The recommendation section would be concluded with an Implementation Plan. 
6.  IMPLEMENTATION PLAN
The implementation plan would be drafted using a table with five subheadings. Please, refer to Tables 1 below for more insight.
Table 1: Implementation Plan to address knowledge management issues in the Ministry.  
	SECTIONS
	TIMEFRAME
	ACTION
	DEPARTMENT AND STAFF INVOLVED 
	TARGETED ISSUE

	Outsource HR for this project
	2020
	HR to seek approval from senior management to outsource HR function
	Senior management
	To address the  issue of bias in recruitment processes.

	Recruitment using E-recruitment
	2020
	Recruit the following specialists; Chief of Knowledge and IT facilitators with expertise in Knowledge Management Systems
	Outsourced HR
	To recruit the right talent and people on board which would go a long way in addressing the issue.

	Induction
	2020-2021
	Induct new specialists and brief them on the issue
	Ministry’s HR
	For the specialists to start brainstorming on how to address the issue.

	Brainstorming and designing KM 
	2021
	Set up committee made of HR, senior staff, chief of knowledge  and IT facilitator
	Senior management
	Strategies ways to introduce knowledge sharing culture



	SECTION
	TIMEFRAME
	ACTION
	DEPARTMENT AND STAFF INVOLVED
	TARGETED ISSUE

	Drafting of work schedule and procedure
	2021
	Set up committee made up Chief of Knowledge, IT facilitator, line supervisors, and delegates from Silent cohort, Generation X and Baby Boomers cohorts
	Chief of knowledge has to take charge and chair the whole process 
	Strategy for extracting and documenting tacit knowledge possessed by experienced cohorts.

	Create virtual environment
	2022
	Have IT facilities in place and networked within the whole organisation with easy accessibility to staff
	IT facilitator and senior management
	To solve the issue of poor knowledge management system implementation in the ministry

	Workshops and trainings 
	2022-2023
	Train all Employees on how to use IT facilities  
	HR, Chief of knowledge and IT facilitators
	Make employees familiar with advanced technology and importance of knowledge exchange

	Mentorship and collaboration
	2023
	Create virtual teams made of persons from different cohorts
	Chief of knowledge and IT facilitators
	Promote sharing norms among workers


	Decentralise the organisation
	2023-2024
	Involve employees in decision making, delegate and empower and encourage staff with innovative ideas 
	Senior management
	This could address the issue of control which has a negative effect on performance

	SECTION
	TIMEFRAME
	ACTION
	DEPARTMENT AND STAFF INVOLVED
	TARGETED ISSUE

	Establish reward systems
	2024
	Put in place both extrinsic and intrinsic reward systems based on each cohorts interest and motivation
	HR, chief of knowledge and senior management
	To address the issue of high employee turnover thereby encouraging talent retention

	Introduce Blended Working
	2024-2025
	Allow workers that participant effectively in knowledge sharing in virtual teams created to work remotely 
	HR and Senior Management
	To create a work-life balance and motivate employees to share knowledge to increase their productivity

	Cybersecurity 
	2025
	Protect intellectual knowledge of the organisation and make it available to workers that need it to perform their responsibilities
	IT facilitators should take charge 
	To protect the organisation from cyberattacks perpetrated by hackers

	Monitor and Evaluate Knowledge Management Practice
	2026
	Set up key performance indicators to use and monitor performance on knowledge exchange practice
	Chief of Knowledge
	To be able to assess the effect of implementing KM and to be able to identify areas that need improvement



The implementation plan would be supported by a Gantt chart (Figure 1 on the next page) outlining the timeframe for carrying out the whole strategy.
6.1.	TIMEFRAME USING GANTT CHART
Figure 1: Gantt Chart for Implementation Plan
[image: ]
Based on the timeframe as illustrated in figure 1 above, it would take six years to have knowledge management practice properly implemented and fully practiced in the Ministry. In order to maintain and sustain KM practice, continuous monitoring and evaluation of the plan implemented has to be done by Chief of knowledge using key performance indicators. Checks and improvements should also be a culture introduced and maintained too. The next and final section to be considered is the conclusion.

7.	CONCLUSION 
Attainment of a sustainable and proper knowledge management practice within an organisation requires hiring of the right people with the right expertise, and continuous training and development of employees. Furthermore, having technological infrastructure in place for documenting work procedures and making it accessible to workers is necessary. Also, drafting and storing of tacit knowledge extracted from older employees to explicit knowledge is important and likewise, building interpersonal relationship among workers through virtual team working and implementing certain reward system to motivate employees is necessary for knowledge sharing to take place. Furthermore, isolation and disengagement that remote working causes for employees has to be tackled and avoided as much as possible.
The researcher of this paper also concur that perception and communication also affect knowledge transfer process for instance an older worker who perceives a younger employee as threat to his position would not be willing to share their knowledge. This calls for HR intervention, certain workshops have to organised were employees are educated on the importance of valuing each other and development of good communication skills and building interpersonal relationship has to be encouraged especially among younger workforce.
Furthermore, protection of organisational intellectual property is important. Valuable information should only be available to workers that need it to perform certain task. Online mentoring of inexperienced workers is imperative. In addition, monitoring and evaluation of KM practice is important, for more improvements to be made through identification of key performance indicators that measure the practice of KM within the organisation. The proposed implementation plan is a medium term project and it would take approximately six years to fully implement knowledge management practices in an effective, efficient and productive fashion, that is if improvement is to be made within the organisation.











8.	REFERENCES
1. Alavi, M. and Leidner, D. E. (2001) “Knowledge Management and Knowledge Management System: Conceptual Foundations and Research Issues.” MIS Quarterly, 25(1): 107-136.
2. Akhavan, P., Ramezan, M. and Moghaddam, J. (2013) Examining the role of ethics in knowledge management process. Case study: an industrial organization. Journal of Knowledge-Based Innovation in China, 5(2), pp.129-145.
3. Al-Busaidi, K. and Olfman, L. (2017) Knowledge sharing through inter-organizational knowledge sharing systems: Very Informal Newsletter on Library Automation. VINE Journal of Information and Knowledge Management Systems, 47(1), pp. 110-136.
4. Alkhazali, Z., Aldabbagh, I. and Abu-Rumman, A. (2019) TQM Potential Moderating Role to the Relation between HRM Practices, KM Strategies and Organizational Performance: The Case of Jordanian Banks. Academy of Strategic Management Journal, 18(3), pp.1–16.
5. Andolšek, D.M. (2014) Knowledge management and human resource management: A strategic perspective. Journal of Process Management, 2(4), 93-101.
6. Anon, (2017) Retaining key workers. Human Resource Management International Digest, 25(7), pp.18–20.
7. Bernstein, E., Blunden, H., Brodsky, A., Shon, W., and Waber, B. (2020) The Implication of Working without an Office. Harvard Business Review.
8. Brandau, M. (2012) Millennials. Nation's Restaurant News, 46(9), p.n/a.
9. Brewer, P.D., and Brewer, K.L. (2010) Knowledge management, human resource management, and higher education: a theoretical model. Journal of Education for Business, 85(6), 330-335.
10. Budget Office of the Federation: Federal Republic of Nigeria (2020) Budget office of the federation.
https://www.budgetoffice.gov.ng/
11. Burmeister, A. and Deller, J. (2016) Knowledge retention from older and retiring workers: What do we know, and where do we go from here? Work, Aging and Retirement, 2(2), pp. 1–18
12. Davison, R.M., Ou, C.X.J. and Martinsons, M.G. (2018) Interpersonal knowledge exchange in China: The impact of guanxi and social media. Information & Management, 55(2), pp.224–234.
13. de Blois, S. and Lagace, M. (2017) Understanding Older Canadian Workers' Perspectives on Aging in the Context of Communication and Knowledge Transfer. Canadian Journal of Communication, 42(4), pp.631–644.
14. Dropkin, J., Moline, J., Kim, H., and Gold, J. E. (2016) Blended Work as a Bridge Between Traditional Workplace Employment and Retirement: A Conceptual Review, Work, Aging and Retirement, 2 (4), pp. 373–383.
15. Dubey, S., Saxena, R. and Soni, A. (2011) Contemporary issues in HRM: complexities, remedies and transforming role of HRM. Management Prudence, 2(1), pp.86–89.
16. Durst, S. and Zieba, M. (2019) Mapping knowledge risks: towards a better understanding of knowledge management. Knowledge Management Research and Amp; Practice, 17(1), pp.1–13.
17. Enam, A. and Konduri, K.C. (2018) Time Allocation Behavior of Twentieth-Century American Generations: GI Generation, Silent Generation, Baby Boomers, Generation X, and Millennials. Transportation Research Record, 2672(49), pp.69–80.
18. Federal Ministry Finance, Budget and National Planning (2020) Finance and National Planning.
https://www.finance.gov.ng/#/
19. Figueiredo, E. et al. (2016) Human resource management impact on knowledge management. Journal of Service Theory and Practice, 26(4), pp.497–528.
20. Friedman, H. (2002) Continuous improvement in the history of human resource management. Management Decision, 40(8), pp.782–787.
21. Janus, S. S. (2016) Becoming a knowledge-sharing organisation: A handbook for scaling up solutions through knowledge capturing and sharing. The World Bank: Washington, DC.
22. Jinyang, L (2015) Knowledge sharing in virtual communities: A social exchange theory perspective. Journal of industrial engineering and management, 8(1), pp.170–183
23. Knies, E. and Leisink, P. (2020) People management: developing and testing a measurement scale. The International Journal of Human Resource Management, 31(6), pp.705–737.
24. Kupperschmidt, B. R. (2000). Multigeneration employees: Strategies for effectivemanagement. Health Care Manager, 19(1), pp. 65-76.
25. Lester, S. W., Schultz, N. J., Standifer, R. L., and Windsor, J. M. (2012). Actual versus perceived generational differences at work: An empirical examination. Journal of Leadership and Organizational Studies, 19(3), pp. 341-354.
26. Maneval, N. and Pike, J. (2016) Generation X. Travel agent, 347(10), pp.8–13.
27. Marciano, V. (1995) The origins and development of human resource management. Academy of Management Journal, pp.223-227.
28.  Ministry of Budget and National Planning (2017) Macroeconomic Analysis.
http://www.nationalplanning.gov.ng/2017/index.php/resources/macroeconomic-analysis
29. Nonaka, I. and Takeuchi, H. (1995) The knowledge-creating company. Oxford University Press: New York (1995)
30. Petersson, N. (2018) Managing a "People Business" in Times of Uncertainty: Human Resources Strategy at Ocean Transport & Trading in the 1970s. Enterprise and Society, 19(1), pp.88–123.
31. Pietruszka-Ortyl, A. and Prorok, M. (2018) The specific nature of knowledge transfer in municipal organisations. Zarządzanie Publiczne, 46(4), pp.78–91.
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