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[bookmark: _Toc8522771]Introduction
The concept ‘knowledge management’ in an organization is a unique organizational capability by which an organization initially acquire required knowledge, then retaining or storing this knowledge, and finally integrating and implementing the knowledge as per the organizational requirement. The study has selected, Tesco, UK, as the case company. According to Tesco (2019), the company has more than 3400 store, and around 330000 employees. In addition, Tesco is the leading retail giant in the UK. However, initially, the study will show the relationship between data, information, and knowledge. Then, it will demonstrate the similarities and differences between organizational knowledge, and individual knowledge. The study will also evaluate modeling and techniques that are required to identify organizational knowledge assets. Further, it will evaluate actual and potential knowledge assets in an organization. Moreover, the study will show the requirement for creating, storing, applying and integrating the organizational knowledge assets, and the importance of intellectual property right. In addition, it will illustrate the key contribution of organizational knowledge on Tesco, the key knowledge requirement of Tesco and the knowledge sharing organizational framework of Tesco. Finally, the study will give some suitable, acceptable, and feasible suggestion for the management of Tesco so that they can improve their current organizational framework in relation to the fast changing business environment. 

[bookmark: _Toc8522772]LO1
[bookmark: _Toc8522773]a. Data, information, and knowledge. 
In the mainstream communication and management literature, scholars and researchers (e.g. Aven, 2013; Kanehisa et al., 2013; and Allee, 2012) illustrate that data, information, and knowledge are interrelated concept. The fact is that data is the raw form of information, and information maximizes the knowledge level for individual as well as organization. According to Allee (2012), data is the raw form of information that means data may be any kinds of facts, events, text, videos, and so on, which is collected in a formal or informal way. On the other hand, information is the process form of data that is directly used to take decision as a references, because information has explored meaning that means information is the meaningful form of data (Aven, 2013). In addition, Kanehisa et al., (2013) depict knowledge is the final stage of data and information, because when we learn something form the result of data and information, it is called knowledge. However, the study shows the key relationship between data, information, and knowledge in the below table. 
	Data
	Information
	Knowledge

	Data is the raw form of information, which requires to filter and refine for using as a meaningful source or information (Kanehisa et al., 2013). 
According to Matney et al., (2011), data must require to organized and processed to be present as information. 


For example; the retail giant, Tesco collect data from the customers through market survey, which consider as the raw form or raw data, which has no particular meaning and need to process. 


	According to Kettinger & Li (2010), information is the processed form of data, which is used as a meaning source of form to take any strategic or managerial decision. 
Kanehisa et al., (2013) claimed, information need to be put and analyze to present as knowledge. 

For example; when Tesco processed the collected data and turn into meaningful source, it is called information. 


	Knowledge is the actual learning from the result of processing data or information, which consider experience and skills of an individual or organization (Kanehisa et al., 2013). 
Knowledge is the key learning outcome of the processed, analyzed, and organized data, and information that requires to apply in an organization for developing organizational strategy (Aven, 2013).
For example; when Tesco gathers learning after processing collected data and use this learning in term of decision making that is called knowledge.  




However, the study states that data, information, and knowledge are the interconnected terms or concepts that generates from other that means knowledge is the outcome of information, and information is the outcome or result of data. So, data is the based form of information and knowledge. Therefore, the study defines, data is the unrefined, unorganized, and unprocessed form of information, whereas when data is processed, organized, and refined that is called information. Knowledge is the actual outcome of information and data that is gathered by an individual or a group of individual and applied in an organizational context. 

[bookmark: _Toc8522774]b. Individual knowledge and organizational knowledge 
The extent literature Ramirez et al., (2011) illustrate that it is complex and challenges to define knowledge in a single framework, due to is fuzzy and intangible nature. Therefore, the authors defines knowledge as the structure, organized, and disciplined information, process, rules, concept, and ideas which is gathered by the individual or the organization after collecting and analyzing a set of data and information. The previous studies (Maier & Hadrich, 2011; and Mills & Smith, 2011) found two types of knowledge, including individual knowledge, and organizational knowledge. Therefore, the study identifies the key relationship between individual knowledge and organizational knowledge. 
According to Paulin & Suneson (2012), individual knowledge refers to the key skills, capabilities, and competencies of an individual, which is acquired by an individual with an aim to develop own skilled and experience. On the other hand, organizational knowledge refers to the learning outcomes that is acquired by the employees with an aim to resolve the particular organizational problem or issue. For example; when an individual wants to develop his or her numerical skills and to do when a person individually learns from different sources this is called individual knowledge. On the other hand, when Tesco arranges training program for their newly recruited employees, this is called organizational knowledge. In the mainstream organizational behavior literature, scholars (Ramirez et al., 2011; Mills and Smith, 2012; and Paulin & Suneson, 2012) depict that organization does not has learning capabilities, because individual in an organization is learned, and therefore individual is the key leaner for both organizational and individual knowledge . The previous studies (Maier & Hadrich, 2011; and Bratianu, 2013) identifies four particular process for both individual and organizational knowledge conversion, including socialization, capture, dissemination, and internalization. In terms of socialization individual share their knowledge with their peers, colleagues, friends and family through different events and program (Bratianu, 2013). In order to capture, individual recorded what they learn from different events and programs. In contrast, in terms of dissemination, individuals are explored their knowledge, and the internalization process individuals are compare their current knowledge and previous knowledge by own-self (Maier & Hadrich, 2011).
The extent literature Bratianu (2013), argues that individual knowledge acquired by an individual by his/her own interest, whereas organizational knowledge is learned by the employees for the interest of the organization. For example, Tesco arranges training program for their newly joint employees with an aim to learn them about their organizational culture and behavior, and therefore employees are eagerly attended the training program for gaining and developing their organizational knowledge. In order to identify the relationship between the individual knowledge and organizational knowledge, Mulls and Smith (2011) stated that both organizational knowledge and individual knowledge are interdependent, because both knowledge is acquired the individual or employee. Similarly, Ramirez et al., (2011) argue, though the individual knowledge and organizational knowledge are interdependent, they have different interest and philosophy. The authors illustrated that in individual learning acquired by an individual from his own interest, whereas organizational knowledge acquired by an employee from the organizational interest. 
However, the study assumes that though the individual knowledge and organizational knowledge are acquired by the individual, they have different purpose. The fact is that individual knowledge highly focused on developing key skills, capabilities and experienced of an individual, whereas organizational knowledge focused on addressing specific organizational goals and objectives.  
[bookmark: _Toc8522775]c. Analysis and modeling techniques: knowledge assets at Tesco 
In the mainstream knowledge management literature, scholars and researchers (e.g. Holsapple, 2013; and Dalkir, 2013) illustrate that intangible and tangible are the two part of the organizational assets, in which organizational atmosphere, supportive elements, equipment, furniture, and other tangible assets are consider as tangible assets, and business model, structure, strategies, employees capabilities, skills, and experiences are consider as the intangible assets in an organization. According to Hislop et al., (2018), knowledge assets refers those organizational assets which are consider as the intangible assets such as business model and strategies, employees capabilities, skills, and experiences, and other intellectual properties. Further study by Mills and Smith (2011) found that experimental, systematic, routine, and conceptual knowledge assets are four different types of organizational knowledge assets. 
[image: http://wiki-nkm.iaea.org/wiki/images/thumb/9/92/Assets.png/400px-Assets.png]
Figure 1 knowledge assets in an organization (Source: Mills and Smith, 2011)
However, as a retail giant, Tesco apply most suitable and up to date techniques to identify their knowledge assets. Therefore, the study demonstrates the key analysis and modeling techniques that are used by the Tesco to identify their knowledge assets. 
Maier & Hadrich (2011) depict that intellectual capital or intangible assets are consider the key knowledge assets of an organization. However, the study used most cited intellectual capital management tools Skandia Navigator (Lazzolino & Laise, 2013; and Gogan & Draghici, 2013) as the key intellectual property management tool at Tesco.  
[image: Image result for skandia navigator intellectual capital]
Figure 2 intellectual capital management tool of Skandia Navigator (Source: Gogan, 2014)
Financial focus- in term of financial focus, Tesco focus on their financial department so that they can set their financial goals and objectives for the long period. 
Customer focus- the customer focus tool helps Tesco to measure their customer satisfaction. To ensure 100% customer satisfaction, the customer focus tool emphasis on the customer preferences, and their actual needs and demands (Gogan & Draghici, 2013). 
Human focus- in the Skandia Navigator intellectual capital management process, the human focus emphasis on the key skills, knowledge, and experiences of organizational employees (Lazzolino & Laise, 2013). For example; as a customer focus, Tesco focus on the training and development program so that the knowledge and skills level of their employees are increased and complied with the organizational policy. 
Process focus- the process focus tools enables organization to develop organizational strategies, model and culture in relation to the organizational capabilities and competencies (Gogan, 2014). For example; Tesco develop customer centric organizational culture that highly focused on customer satisfaction. 
Renewal and development focus- this tool focus on organizational sustainability in the future. Gogan & Draghici, 2013) illustrated that most of the fast growing organization, like Tesco are more likely to set their organizational goals and objectives so that they can gain long term sustainability in the competitive market place. 
[bookmark: _Toc8522776]d. Actual versus potential knowledge assets 
According to Mills & Smith (2011), knowledge assets can be defined as the cumulative intellectual resources of an organization that add value for the organizational success. Further research by Hislop et al., (2018) found that actual knowledge assets and potential knowledge assets are the two important form of knowledge assets, which is used by the organization to take present their strategic decision and future development. 
Paci & Marrocu (2013) illustrate that organizational actual knowledge assets are those types of intellectual assets which used by the organization to formulate their present strategies and policy. In the mainstream knowledge management literature, Maier & Hadrich (2011) argue that actual knowledge assets of an organization consider those organizational intellectual capital, which already applied by the organization to operate their business function and develop their business plan and decision. Similarly, Dalkir (2013) illustrate that highly skilled employees, unique organizational model, up to date technology, and other intellectual properties such as brand value are consider as the actual knowledge assets of an organization. Therefore, the study shows the actual knowledge assets at Tesco. 
Highly skilled human capital- according to Tesco (2019), the company has 300000 highly skilled employees who are committed to successfully done organizational activities. Holsapple (2013) claimed that highly skilled employees are one of the important knowledge in an organization. 
Organizational culture- according to Paci & Marrocu (2013), unique organizational culture are the key successive factor of an organization that act as the organizational knowledge assets. Tesco has developed centric organizational culture (Tesco, 2019). 
Unique business model- Mukerjee (2013) claimed that Tesco has unique organizational business model that allows high flexibility for their employees.
Brand image- Tesco has unique brand image that creates differentiate the company from the key competitors. 
In contrast, Holsapple (2013) depict potential knowledge assets refers to those organizational intellectual capital, which applied by the organization to develop their future business model and strategies. The potential knowledge assets of Tesco as follows.
Marketing automation- the R&D department of Tesco invests huge efforts and capital to use marketing automation in their business in the future that are the potential knowledge assets at Tesco (Tesco, 2019). 
Exiting executive employees- Tesco assumes the continuous development program allows to create their executive level employees as the potential knowledge assets for the future needs.  
Newly joint employees- Tesco arranges several training and development programs for their newly joint employees so that they can cope up with the organizational culture and policy and it enables them to become skilled human resource in future (Tesco, 2019). 





[bookmark: _Toc8522777]LO2
[bookmark: _Toc8522778]a. Requirement : creating, storing, applying and integrating organizational knowledge 
In terms of creating, storing, applying and integrating organizational knowledge assets organizations are more likely to apply knowledge management life cycle (Maier & Hadrich, 2011). Similarly, Paulin & Suneson (2012) argue that knowledge management life cycle, including acquire knowledge, retention this knowledge, and transfer this knowledge which enables organization to acquire, identify and transfer the key knowledge assets into organizational competencies and apply this knowledge for developing organizational strategies. 
[image: ]
Figure 3 Knowledge management life cycle (Source: Maier & Hadrich, 2011)
In order to create knowledge, organization used different tools, and techniques so that they can acquire actual knowledge. For example; Tesco conducted customer survey for understanding their customer needs and demand. To do this Tesco used survey questionnaire, which is consider as the tools of creating knowledge. On the other hand, Mills & Smith (2011) depict that knowledge storing is a multidiscipline process or techniques by which organization stores or retention their acquired knowledge for using future development. Similarly, storing knowledge refers to knowledge retention that is the second step of knowledge management cycle that enables organization to store their actual knowledge for using as potential knowledge (Dalkir, 2013). For example; Tesco store customer information into their customer relationship management database, and employee information into employees data base, inventory information into inventory management data base. 
In addition, Hislop et al., (2018) claimed that organization are more likely to use their collected information for developing business model or developing new products that is known as applying knowledge. For example; Tesco apply survey information to develop their new products as per the customer requirements. On the other hand, Tesco use customer information such customer income, age, lifestyle and so on from their customer databased that allows the company to set price for the new products. Besides, integrating knowledge refers to accumulate all organizational knowledge and information in order to develop strategic business model or process (Holsapple, 2013). For example; Tesco requires to integrate all information such as customer information, sales information, inventory management information, and so on for developing strategic business process, and therefore it is consider integrating knowledge. 
[bookmark: _Toc8522779]b. Intellectual property right 
Intellectual property right means to give exclusive right for a person or company of own ideas, plans, model, theory, and others intellectual assets (Kim et al., 2012). The extent literature, Scholars and researchers (Acemoglu & Akcigit, 2012; Autio & Acs, 2010; and Drahos, 2016) illustrate that patents, trademarks, and copy right are the most common intellectual property right. Autio & Acs (2010) depict that copy right provides for contribution literacy, artistic, and dramatic works. Patent is a form of intellectual assets right which provide to the owner for generating, using, making, selling unique ideas (Acemoglu & Akcigit, 2012). Design patents, plant patents, and utility patents are the major form of patents (Drahos, 2016). On the other hand, trademark refers to recognizable design, logo, or sign of a company that make differentiation its products and services from the competitors (Acemoglu & Akcigit, 2012). There are several valid reason behind the importance of property right that are as follows. 
· Every company has a unique brand image that creates unique position in the customers mind. In order to retention this brand image intellectual property right is importance so that no third party cannot use this brand image (Acemoglu & Akcigit, 2012). For example; Tesco has a unique brand image, and therefore intellectual property right is importance to protect the brand image of Tesco. 
· According to Candelin-Palmgvist et al., (2012), intellectual property right protect the right on behalf of the owner and it dose not allows to use this property by any other. For example; the unique name and logo cannot use by any company or institution, because it is the intellectual property of Tesco and the intellectual property right is important to protect this right. 
· Intellectual property right is important to create distinct position in the customers mind so that customer can easily differentiate the company’s products and services (Mukerjee, 2013).
· Intellectual property pays an important role in the mind of customers as well as employees because it act as a value creation tool that generate value for both organization and customers (Kim et al., 2012). 


[bookmark: _Toc8522780]LO3
[bookmark: _Toc8522781]a. Knowledge assets on Tesco: Contribution
Knowledge asset is the accumulated result of the intangible capital of an organization (Cheng & Li, 2015). The extent literature Majchrzak et al., (2013) illustrate that the efficiency and productivity of an organization depends on the volume of knowledge assets. Therefore, the majority of the retail business like Tesco largely focused on maximizing their knowledge assets. The fact is that the knowledge assets enables the firm to obtain distinct position in the market place and customer mind, which enables the business to gain competitive advantage and sustainability. For example; the highly skilled human capital and unique business model enable Tesco to gain strong brand position in the customer mind. However, the study illustrates the key contribution of knowledge assets on the performance of Tesco. 
· According to Al-Busaidi et al., (2010), knowledge assets allows the business firm to develop high quality and unique product design that differentiates their product and services. For example; Tesco continuously focused on new product development as per the requirements of the customers, and it can be possible for their highly skilled and experiences human capital. In addition, Knowledge assets contribute to add value for both the customer and organization (Chang & Li, 2015). For example; by using large volume of knowledge assets, Tesco enables to maintain the demand and supply that enables them to deliver their customer within short time. 
· In terms of innovation, knowledge assets plays a vital role, because it requires high invest and efforts to introduce innovation in the current product and service line (Zheng et al., 2010). According to Tesco (2019), the company has launched around 2500 new products in their current product line, which prove that the company has large volume of knowledge assets that allows to introduce new products for their stylish customers. 
· Further research by Majchrzak et al., (2013) depict that organization requires to retain their bran value, and it can be possible continuous, when organization largely focused on maximizing their knowledge assets. For example; Tesco has successfully run their business since 1919, which can be possible due to largely focused on retaining and improving their knowledge assets (Tesco, 2019). 
· In addition, Zheng et al., (2010) found that knowledge assets such as new technology, and unique business strategy has contributed to increase business productivity and overall performance. For example; the use of new inventory management software and POS (point of sale) technology enable Tesco to maintain balance current demand and supply, and fast delivery as well as it reduces customer waiting time also. 
· As Tesco largely focused on maximizing knowledge assets, it arranges several training and development program for their newly recruited employees and current employees that increases employee creativity and innovative power and experiences. 
· Besides, Change & Li (2015) illustrate that knowledge assets contribute to develop unique marketing and promotional strategies of an organization that enables the firm to create unique brand value and strong distribution channel. For example; Tesco has distinct marketing and promotional strategies such as awareness building campaign, environment safety campaigning and so on that add value to their brand. 
However, Tesco has a large volume of knowledge assets such as highly skilled and experienced human capital, new technology, strong brand value, distinct business strategy, unique business model, and strong R&D department that have positive contribution to successfully run their business. 
[bookmark: _Toc8522782]b. Knowledge requirement 
The retail giant, Tesco has required experimental knowledge, systematic knowledge (Dalkir, 2013), routine knowledge (Change & Li, 2015), tactical knowledge (Zheng et al., 2010), and strategic knowledge and conceptual knowledge (Holsapple, 2013) to successfully run the business activities. According to Zheng et al., (2010), the knowledge requirement of an organization depends on the size and nature. Therefore, the following knowledge requires for the Tesco in order to operate their day to day business functions. 
Experimental knowledge- the organizational gained excremental knowledge through different excrement process with their employees, customers and other stakeholders (Hislop et al., 2018). According to Bratianu (2013), know-how, trust, gestures, employee skills, and care are the measurement of excremental knowledge. For example; Tesco conducts customer survey in order to understand about the customer satisfaction and to do this the employees of Tesco conduct on-site interview with their customers and gained excremental knowledge that enables them to develop products and services as per the requirements of their customers. 
Routine knowledge- according to Sun (2010), routine knowledge are those knowledge assets that are required to perform organizational day to day activities. For example; organizational culture, employees’ day to day performance, managing customers, maintain demand and supply balance are the routine knowledge of Tesco. 
Systematic knowledge- the extent knowledge management literature Dalkir (2013) illustrate that systematic knowledge consider those organizational knowledge that are acquired and applied in a systematic and organized process. For example; operating organizational pant, running different technologies, repointing and recording organizational documents, and product development are the systematic knowledge of Tesco. 
Tactical knowledge- according to Paulin & Suneson (2012), the tactical knowledge of an organization depends on the quality and tactic of the leaders. In order to acquire tactical knowledge, organization requires to focus on leadership training and development program (Maier & Hadrich, 2011). The authors also illustrate that thought the leadership training and development program incurred organizational cost, it maximizes the leadership quality and tactics of the organization. Therefore, Tesco should focused on leadership building training program that enhances the quality of their leader. 
Strategic knowledge and conceptual knowledge- in the mainstream management literature (Zheng et al., 2010; and Ramirez et al., 2011) claimed that strategic knowledge and conceptual knowledge are those types organizational knowledge that enables the organization to take right decision in the right time. Ramirez et al., (2011) depict that the strategic and conceptual knowledge depends on the strategic thinking power of the organizational manager, and therefore, organization required to focus on the continuous development program that improves the strategic and conceptual knowledge of their managers. Therefore, Tesco should focus on continuous development for there executive level of employees. Through it increases Tesco’s internal cost, it enables the company to develop a strategic and conceptual knowledge management team to develop unique business model and strategy for the future development. 
However, the study states that Tesco should requires the above mention knowledge for successfully ran their business in the future more competitive business environment. In addition, these knowledge enables Tesco to gain competitive advantages and sustainability in the competitive market place. 
[bookmark: _Toc8522783]c. Organization’s framework: knowledge sharing at Tesco
According to Majchrzak et al., (2013), organizational framework refers to the structure of the organizational corporate strategy and corporate culture. Similarly, Cheng and Li (2015) illustrate knowledge sharing within an organization depends of how the corporate culture are developed. The authors also depict that the knowledge sharing practices are more in those organization corporate culture are more flexible. Therefore, in the mainstream organizational behavior literature, scholars and academicians (Zheng et al., 2010; Sun, 2010; and Hislop et al., 2018) illustrate that organizational culture, organizational design, good relationship among employees, technical strength, leader’s quality and tactics are the key variables of organization’s framework that enabling knowledge sharing practices among the employees. However, in this section, the study describes the key organization’s framework of Tesco that enabling knowledge sharing among the employees. 
Organizational design and culture- According to Tesco (2019), the company has design oriented organizational culture that allows more flexible for their employees. According to Argyris (2010), the design oriented organizational culture is more effective organizational framework that enables employees to share their employees with each other. On the other hand, hucznski et al., (2013) depict that the design oriented organizational culture motivates employees to work together for achieving organizational common goals and objectives. So, it is stated that the organizational culture of Tesco is more suitable for sharing organizational knowledge among the employees. 
Good relationship among the employees- According to Tesco (2019), the retail giant has around 3,30,0000 highly skilled and committed employees, who are committed to gain organizational goals, and they believe that the organization success means their own success because Tesco treats them as their partner rather that employees. Griffin and Moorhead (2011) claimed that strong relationship among employees indicates that the organization’s framework are more likely to share knowledge among their employees. 
Technological strength- the extent literature Miner (2015) argue that the organizational framework is more established and strong, which has strong technological strength, because it reduces the operation time and increases organizational productivity. In addition, Colquitt et al., (2011) depict that the technological strength of an organization increase commitment among the employees and they are more likely to work those organization that implement up to date technology. Therefore, Tesco has a strong technological support in the organizational framework that motivate their employees, to work and share their knowledge. 
Training and development- according to Griffin and Moorhead (2011), training and development programs of an organization creates opportunities of their employees to develop their individual as well as organizational knowledge.  Therefore, the organizational framework of Tesco highly focus on arranging training and development program for their employees that enables them to develop their knowledge level and motivate to share knowledge among them. 
In summary, it state that Tesco has good organizational framework with design oriented corporate culture, good leadership team, strong technological support, career development opportunities, and good relation among the employees that motivate their employees to share their knowledge among the employees. 

[bookmark: _Toc8522784]d. Recommendation 
Though the current organizational framework of Tesco is suitable for sharing knowledge, it requires to improve their organizational framework in line with the fast changing world’s business environment. Therefore, Tesco requires to following guideline to improve their current organizational framework so that the company can cope up with the fast changing business environment. 
· According to Miner (2015), organization requires to implement 360 degree performance appraisal system for improving skills, quality, and experiences of their employees. Therefore, Tesco should implement 360 degree performance appraisal for their current employees that enables the company to increase employees’ skills and knowledge in relation with organizational mission and vision. 
· The extent literature Griffin & Moorhead (2011) depict that continuous improvement and training and development program allows business firm to keep up to date their employee knowledge and skills with their organizational framework. Therefore, Tesco should more focus on training and development programs for their employees more than the current program training and development program. 
· Colquitt et al., (2011) illustrate that the research and development department is the key strength of an organizational framework that enables organization to continuously development organization’s model, strategy, and products and services. Though, Tesco has strong research and development department, it requires more investment to cope up with competitive business environment. 
· In addition, Tesco should increase their monitoring on the business function and customers satisfaction, because today’s customers are more intelligent and informative.  
· According to Luthans & Doh (2012), business innovation is the key successive factor to gain long term sustainability in the competitive market. Therefore, Tesco should focus on products and services innovation in relation to the customer requirements. 

In conclusion, it can be stated that in spite of having established organization’s framework, Tesco should focus on employees’ performance appraisal, monitoring business function, products and services innovation, contentious development for both business and employees, and more investment in research and development that enable the company to gain competitiveness and business sustainability. 


[bookmark: _Toc8522785]Conclusion 
The assignment is largely focus on knowledge and information management in an organization. Knowledge management refers to manage the organizational intellectual capital and acquire organization intangible assets so that business can develop unique and strong business model and strategy. The study was revealed that Tesco should maintain organizational data, information, and knowledge. In addition, it was illustrated the relationship pf individual knowledge and organizational knowledge in a workplace. The study also evaluated knowledge requirement of Tesco and the knowledge sharing organizational framework of Tesco. Finally, the study was provided several feasible and acceptable recommendations for the management team of Tesco that was helped them to develop and improve their current business framework. 
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