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[bookmark: _1ci93xb][bookmark: _Toc165687164]Introduction

NHS HR needs effective and efficient knowledge management tools to stay up with the healthcare industry's rapid pace. Knowledge management (KM) is the systematic discovery, collection, storage, and distribution of information assets. It can improve an organisation's performance and decision-making. KM is knowledge management. In this assignment I will covers a wide range of concerns, including intellectual property rights, employee knowledge exchange, and data, information, and knowledge. In this assignment I will look at the relationship between data, information, and knowledge. I will also evaluate the actual and potential knowledge assets. My assignment will evaluate the knowledge requirements for my organisation and the framework for enabling knowledge sharing. 
[bookmark: _Toc165687165]Evaluation of Knowledge Management (KM) Concept and Importance

Knowledge management is a critical concept for organisations seeking to effectively leverage their intellectual assets. By ensuring that knowledge is preserved and accessible to all employees, organisations can better decisions and innovate more effectively. A knowledge management plan may help a company utilise its information assets more efficiently. Knowledge management is the most important part of NHS human resource management. Knowledge management (KM) involves discovering, collecting, organising, sharing, and using knowledge assets, including processes, policies, best practices, and expert knowledge. NHS HR's knowledge management approach emphasises informed decision-making. Knowledge management (KM) by human resources experts may benefit patients and employees. Information on human resource policies, procedures, and laws is structured and transmitted via knowledge management (KM). A healthcare KM framework improves information transmission. HR managers would benefit from rapid access to staffing requirements data during peak demand (Omotayo, 2015). The importance of KM lies in the fact that knowledge is a valuable resource that is often overlooked and underutilised. In todays rapidly changing business environment organisations must be able to adapt quickly and efficiently.  

Knowledge management supports innovation in NHS Human Resources in many ways. Making it easy to discuss and share excellent practices is one way. Knowledge management (KM), which facilitates information interchange and cooperation, allows HR processes and practices to evolve continuously (Ghorbani & Khanachah, 2020). Human resources professionals may learn from one another, try new things, and improve their abilities by making mistakes. Innovative cultures that boost employee engagement and satisfaction drive success and competition in the fast-paced healthcare environment (Omotayo, 2015). Knowledge management may help NHS employees promote education. Knowledge management fosters flexibility, curiosity, and resilience. This may be achieved by giving employees the chance to provide and receive feedback on their work and supporting it (Omotayo, 2015). 
[bookmark: _Toc165687166]Relationship between Data, Information, and Knowledge

Human Resources departments of the National Health Service must understand the relationship between data, information, and knowledge to make informed decisions and effectively manage resources. Data, information and knowledge are closely interconnected concepts that build upon each other in a hierarchical manner.

Data: Raw data is used in the majority of instances where information is being gathered. There is a possibility that the Human Resources Department of the National Health Service (NHS) will be interested in the number of employees as well as their ages, genders, and educational levels (Oktari et al., 2020). Some numerical variables that might be used are included in the following list. There are other performance criteria, such as the amount of produce from the organisation and the quality of attendance. The Human Resources department must have these separate data components in order to conduct analysis and make decisions. 

Information: when raw data is organised and processed, they become information. Data may be analysed if organised and presented in the right style. It gives basic facts, context, and meaning to make them more meaningful to the reader. HR documents in the NHS include staff manuals, HR information system reports, rules and procedures, and staff handbooks. Human resources regulations are another example. Integrating employment norms and legislation with demographic data may help HR professionals understand their team and achieve their legal obligations. 

Knowledge: knowledge is a higher level of information that is derived from experience, insight and expertise. Knowledge goes beyond information by incorporating interceptions, connections and implication of information. In addition to the data pieces themselves, the process of data analysis makes it possible to gather information, insights, and comprehension of the subject matter. It is vital for decisions to be taken on the basis of facts, and challenges must be handled, in order for the organisation to be successful in reaching its goals (Oktari et al., 2020).  Knowledge is the ability to apply information in a meaningful way to solve problems or make decisions. 

Wisdom The highest level of the DIKW hierarchy is wisdom, and in order to reach it, we must provide answers to issues like "why do something" and "what is best." Put differently, wisdom is the application of knowledge.  if data and information are like a look back to the past, knowledge and wisdom are associated with what we do now and what we want to achieve in the future. 

In essence, data are the building blocks from which information is constructed and information serves as the foundation for knowledge. Without data there would be no information, without information there would be no knowledge and without knowledge there would be no wisdom. Therefore, the relationship between them is one of progression and evolution where each concept builds upon the previous one to form a more sophisticated and valuable form of understanding. 
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(Ontotext Fundamentals, 2018)
[bookmark: _Toc165687167]Relationship between Individual knowledge and Organisational knowledge 

The relationship between individual knowledge and organisational knowledge is crucial to the efficiency and success of any business, including the NHS Human Resources department. Individual knowledge is also known as Tacit knowledge. Tacit knowledge is information gained from personal experiences, facts, intuition, insights, and talents. Because everyone's past, family, and social circle are different, information like this is very subjective and individual (Ode & Ayavoo, 2020). 

Organisational knowledge works oppositely. Organisational knowledge is the collective knowledge, information and capabilities within an organisation. This knowledge includes explicit and implicit information each employee possesses. Databases, rules, and procedures are explicit knowledge because they proclaim, record, and transmit information. 

The National Health Service (NHS) Human Resources department may employ individual skills to enhance the business's knowledge base by simplifying information transfer and integration. This goal may be achieved via many methods, including: 

Mentorship initiatives may help informalise tacit knowledge by providing training, coaching, and sharing experiences. These efforts aim to link experts and novices. Mentoring may help build professional skills, reinforce current capabilities, and share knowledge. (Antunes et al., 2020).

Digital platforms, intranet portals, and online collaboration tools allow employees to exchange information, ideas, and best practices with colleagues throughout the company. When the corporate culture encourages open communication, collaboration, and teamwork, employees are more inclined to share their tacit knowledge. Cross-functional teams, project groups, and communities of study help employees collaborate, exchange knowledge, and solve problems (Pugna & Boldeanu, 2014). 

Regarding the NHS The Human Resources department may help the company become more flexible, imaginative, and competitive by streamlining information flow and integrating it into its knowledge base. NHS Human Resources department uses the abilities and expertise of its employees to improve decision-making, streamline processes, and adapt faster to changing conditions. 

One of the key advantages of tacit knowledge is that it allows employees to bring unique prospectives and ideas to the table, however if the individual who carries the tacit knowledge leaves the organisation, then that knowledge is gone with them. To overcome this challenge, organisations should focus on transferring that knowledge into organisational knowledge via various means such as trainings and mentorships. 

[bookmark: _Toc165687168]Analysis and Modelling Techniques to Identify Knowledge Assets 

The NHS Human Resources department must identify knowledge assets to enhance organisational performance, make better decisions, and promote continual learning and progress. The many modelling and analytical techniques available allow rigorous asset identification and evaluation. 

 A knowledge audit may identify an organisation's knowledge assets, competencies, and deficiencies. Throughout this process, HR, policy, procedure, and training documentation are routinely reviewed. Interviews, focus groups, and surveys may reveal employee’s hidden knowledge, abilities, and experience (Lam et al., 2021). A knowledge audit may help the National Health Service Human Resources department assess its knowledge landscape, identify issues, and prioritise strategic solutions to knowledge shortages (Pugna & Boldeanu, 2014).

 Subject matter expert interviews are an effective way to tap into a company's HR management expertise. Subject matter experts may provide the NHS Human Resources department with best practices, insights, and lessons learned that would otherwise be unavailable through formal interviews or casual contacts (Lam et al., 2021). Information from industry veterans with a lot of experience may be shared via interviews with subject matter experts. Ideas that are codified, documented, and disseminated increase the organisation's collective knowledge (Zhan & Chong, 2021). 

 Any organisation may benefit from a knowledge map, which visualises the generation, capture, storage, sharing, and use of information across several activities and departments (Lam et al., 2021). This method makes it easier to identify critical sources, repositories, and bottlenecks in an organisation's information ecosystem. Knowledge maps highlight the relationships between various information assets, processes, and stakeholders—matrix, chart, or diagram, depending on the situation (Singla et al., 2022). The NHS Human Resources department may improve efficiency, transparency, and cooperation by visualising information flow. 

The National Health Service's human resources department may analyse employee feedback, consumer assessments, and industry reports to find new information. Human Resources at the NHS may learn about trends, best practices, and growth possibilities from the data (Zhan & Chong, 2021). 

Support network analysis maps communication patterns, cooperation networks, and information flows to identify influential knowledge brokers and communities of practice (Singla et al., 2022). The NHS Human Resources department may control which divisions have access to particular data categories and how information is delivered around the organisation in this manner. 















[bookmark: _Toc165687169]SWOT Analysis  

	Strengths
	Weaknesses 

	· Senior management has always supported knowledge management efforts. 
· When people are tech-savvy, they may collaborate and exchange knowledge more efficiently.
· Making organisation expertise documentation and collection easy to grasp.  

	· Information flows more slowly through an organisation's structure when groups don't collaborate. 
· Lack of formal training makes it hard to teach the right people.
· It was deemed that knowledge management programmes were underfunded.  


	Opportunities 
	Threats 

	· Cutting-edge technical tools help team members interact and share information. 
· Build deeper relationships with third parties to obtain untapped information resources.
· There are several ways to boost working spirit. One strategy is to help personnel develop and learn.  

	· Employees leaving or retiring may lose important expertise. This is feasible. 
· Concerns about the release and safety of identifying information are high.
· Data protection and IP litigation and regulations.  





[bookmark: _Toc165687170]Evaluation of Actual and Potential Knowledge Assets
Current and future knowledge resource assessments are essential to the NHS Human Resources department's knowledge management strategy. To acquire, administer, and use knowledge assets, their worth and relevance must be assessed. When knowledge assets can be used to achieve an organisation's goals, they are relevant and useful. Human Resources must determine whether the knowledge asset meets NHS long-term, short-term, and present priorities (Rahman & Selwyn, 2020). National Health Service Human Resources may benefit from recruiting and retention statistics when managing their talent pool. What differentiates knowledge assets from other assets, both internal and external to the company and even within the same industry? What distinguishes knowledge assets? Rahman and Selwyn (2020) propose that "uniqueness" refers to this level of differentiation. According to Serna et al. (2017), The NHS Human Resources department should assess whether the knowledge asset can provide new perspectives, capabilities, or answers to differentiate itself from competitors. According to Rahman and Selwyn (2020), Knowledge assets are strategically essential if they improve performance, reduce risk, or achieve goals. Human Resources must examine a knowledge asset to see whether it supports long-term National Health Service objectives, answers current problems, or supports vital initiative (Serna et al., 2017). For example, healthcare compliance knowledge assets are strategically important for legal compliance, risk reduction, and brand protection. Human Resources at the NHS determines the value of known assets. This is done by comparing prospective benefits to asset acquisition, maintenance, and usage costs and resources (Shahzad et al., 2020). Knowledge assets pay for themselves by improving decision-making, productivity, and corporate performance. Human Resources at the National Health Service must find current data sources to improve HR policies, techniques, and services. Knowledge of healthcare information technology or talent management may inspire inventive methods for human resource planning and product and service delivery (Rahman & Selwyn, 2020). NHS Human Resources should assess a knowledge asset's adaptability and transferability to other departments, teams, or individuals. Effective utilisation of the knowledge asset should be assessed. 
[bookmark: _Toc165687171]GDPR and Data Protection Act
The Data Protection Act (DPA) and the General Data Protection Regulation (GDPR) compel NHS HR to protect privacy and responsibly manage data. These policies protect personal data from unlawful usage. After its 2018 enactment, the General Data Protection Regulation (GDPR) applies to all international enterprises that process EU residents' personal data. 2018, this regulation was passed (Al-Hawari & Hasan, 2002). If one violates the strict personal data collecting, processing, storage, and transfer rules, harsh penalties may result. 
Organisations must inform individuals of their rights and explain how their data will be used before collecting personal data under the General Data Protection Regulation (GDPR). This is required before collecting personal data. To protect sensitive data, several steps should be taken, for example encrypting data, setting access controls, and auditing security. The General Data Protection Regulation (GDPR) gives individuals more control over their data, improves data transfer options, and grants the ability to object to processing (Mazorodze & Buckley, 2019). Allowing people to view, amend, and remove their personal data achieves this. A corporation should reply quickly and transparently to a client's request for personal information.
The National Health Service Human Resources department must have a Data Protection Officer (DPO), train employees on data protection principles and best practices, and regularly evaluate and audit data processing activities to comply with the Data Protection Act and GDPR. Human resources departments in healthcare must comply with the Data Protection Act (DPA) and the General Data Protection Regulation to demonstrate their commitment to privacy (Al-Hawari & Hasan, 2002). This measure will assist the company avoid legal issues and maintain stakeholder trust, including employees and patients.  
[bookmark: _Toc165687172]Creation, Storage, Application, and Integration of Knowledge
The National Health Service Human Resources department must ensure that its employees understand and use critical knowledge management methods to succeed in the growing healthcare business. 
Creation of Knowledge: Research, experimentation, and cooperation may lead to new ideas, solutions, and insights that advance human understanding. In this phase, the NHS Human Resources department polls employees, researches the best ways to manage them and assesses new HR initiatives. If you survey or focus group your team, you may discover a lot about their needs and ambitions (Al-Hawari & Hasan, 2002). The human resources department may find innovative solutions by encouraging cooperation and forming cross-functional teams.
Storage of Knowledge:  After making information useful, the next step is to store and arrange it properly. Human Resources at the healthcare company says knowledge assets may be stored in databases, intranets, document management systems, and knowledge repositories (Al-Hawari & Hasan, 2002). These sources are storage options. New technology should make it easier to access and share all of the firm's data. Human resources concepts, policies, and procedures may be included in an accessible knowledge base. Information confidentiality requires knowledge management systems. Version control, search, and user management are part of this system. 
Application of Knowledge:  Knowledge is needed to solve issues, make educated choices, and enhance an organisation's operations. The NHS Human Resources department leverages its knowledge of healthcare legislation, workforce trends, and HR best practices to solve staffing issues, provide training programmes, and promote employee engagement. This is all part of the process (Mazorodze & Buckley, 2019). Individualised training and development courses may help individuals build their careers and learn new skills based on their preferences and career goals.
 Integration of Knowledge: Knowledge is embedded in an organisation's business processes, policies, and procedures to assure its future value and effectiveness. Information must be integrated into NHS HR activities, including employee training, performance appraisals, onboarding, and recruitment (Mazorodze & Buckley, 2019). Performance feedback mechanisms in performance management systems and diversity and inclusion best practices in recruiting procedures demonstrate how organisational knowledge is utilised often and effectively (Mazorodze & Buckley, 2019). Both instances show organisational knowledge's efficacy. When staff are encouraged to engage in events and share their experiences, the company's knowledge base and drive to advance grow.
[bookmark: _Toc165687173]Importance of Intellectual Property Rights

The NHS Human Resources Department must maintain its intellectual property to secure its unique data assets and keep up with technology. The medical industry values marketing, proprietary software, training materials, and human resources rules and practices. Protecting intellectual property rights from unauthorised usage is crucial (Neves et al., 2021). Copyright rules prevent unauthorised use and reproduction of NHS Human teaching and training products. A corporation must safeguard its trademark to prevent others from using or reducing its brand identification. 
The National Health Service's Human Resources department keeps competitors from copying its ideas and practices, giving it a competitive edge. This is possible because of intellectual property laws (Pellegrini et al., 2020). The National Health Service Human Resources department may obtain a competitive advantage by patenting innovative HR, software, or process innovations. Intellectual property rights allow the National Health Service Human Resources department to profit from its creative assets (Neves et al., 2021). This is because the department may collaborate and sign licensing agreements. Intellectual property rights foster creativity and data development in the NHS. Businesses engage in Research and Development because of IP rights, which support innovation and creativity (El Khatib et al., 2021). Employees are more inclined to innovate when they believe their company will acknowledge and safeguard their ideas, thoughts, and approaches. This is because staff are more inventive. Thus, the company can better adapt to healthcare's ever-changing challenges and possibilities. 
[bookmark: _Toc165687174]Contribution of Knowledge Assets to the Organisation 
Several types of knowledge assets help the NHS's human resources department work well. Assets include skills, experiences, best practices, conventions, protocols, and intellectual property. These resources hold explicit and implicit data in various formats. In order for the NHS Human Resources department to develop a strong culture of knowledge management, employees must first understand the importance of the company's knowledge resources. 
Knowledge resources help National Health Service Human Resources make better decisions. They provide appropriate data, information, and insights to support strategy objectives. Historical analytics and workforce data help HR managers see trends, prepare for future employment needs, and allocate resources (El Khatib et al., 2021). Information assets on human resource rules, laws, and compliance demands help make ethical and legal decisions.
NHS information resources encourage experimentation, creativity, and personal growth, which advances human resources. Sharing experiences, ideas, and best practices may help people solve HR issues, enhance procedures, and boost service performance. Knowledge of talent management, diversity and inclusion, and employee engagement trends may help human resource practices and policies. This provides proof for the argument (Abu-AlSondos, 2023). 
Knowledge resources boost productivity and performance is by giving employees more educational options (Abu-AlSondos, 2023). Work aids, training tools, and instructional materials are included. When employees use the companies’ experience, they may advance their careers, learn new skills, and access mentoring and information-sharing platforms. Access to critical information and support makes it simpler to solve problems, make choices, and complete activities, which improves performance and work satisfaction. 
[bookmark: _Toc165687175]Evaluation of Knowledge Requirements

Human Resources' knowledge requirements are first determined by identifying the most important areas of expertise in connection to the NHS's strategic and operational objectives. Some organisation prefer to undertake a skill gap analysis before considering training their employees. To succeed, organisations must identify the areas where knowledge transfer is most likely to fail (Azeem et al., 2021). Employees who quit or retire may lose specialist skills, which is a risk factor. The National Health Service's human resources department must understand its data requirements to allocate budget for training and staff retention. 

[bookmark: _Toc165687176]Sharing Tacit Knowledge and Company Culture
In complicated, ever-changing workplaces like the NHS Human Resources department, efficiency and creativity can be increased. To do this, encourage tacit knowledge interchange. Manesh et al. (2020) claim access to "tacit knowledge" mean they have it. A trustworthy, collaborative, and ever-learning environment is needed to allow tacit information to flow freely. The healthcare HR department should prioritise creating a friendly and inclusive workplace to let staff exchange tacit knowledge. This goal cannot be achieved without a structure that allows employees to speak freely without fear of repercussions. 
Emphasising open communication is crucial to developing tacit knowledge. Employees must be able to discuss the company's successes and failures with their superiors and coworkers without repercussions. Team meetings, brainstorming sessions, and seminars allow employees to network and share tacit knowledge. Manesh et al. (2020) NHS Human Resources honours personnel for their knowledge-sharing events and dedication to team development through a range of acknowledgement systems. These programmes include governmental recognition, peer-to-peer awards, and performance rewards. 
To improve tacit knowledge transmission, organisations may use informal communication tactics and technologies. Online communities of practice and social media allow employees to cooperate on projects, share ideas, and learn from each other in real-time, making digital collaboration easier(Azeem et al., 2021). The NHS Human Resources department recommends communication and collaboration solutions for geographically dispersed teams.
[bookmark: _Toc165687177]SWOT Analysis based on sharing tacit knowledge
	Strengths
	Weaknesses 

	· This organisation emphasises teamwork and open communication. 
· Mentoring and communities of practice are well-established methods for informal knowledge sharing. These are ways to communicate knowledge.
· Information-sharing staff should receive incentives and ongoing support from their superiors.  

	· Many people are afraid of being demoted or punished for revealing their tacit knowledge. Therefore, individuals are reluctant to share their tacit knowledge. 
· Recording tacit knowledge should be improved for better results.
· Most departments and divisions don't communicate or share information. This excludes information sharing.  


	Opportunities 
	Threats 

	· Technology advances allow us to digitally connect teams around the world. 
· Staff members who share information should be rewarded. 
· We seek to facilitate the interchange of many ideas and areas of expertise by encouraging departmental collaboration and making the workplace more inclusive.  
	· Tacit knowledge may be lost if workers retire or leave. 
· Culture and organisational silos between departments hinder creativity and innovation.
· Before exposing confidential or proprietary information, ethical and legal issues must be considered.  




[bookmark: _Toc165687178]Recommendations for Improving the Current Framework

To improve the current framework I have listed below some of the recommendations which I believe would be beneficial. 
· Technology improves internal communication and information sharing. This will cover social networks, intranets, and other online partnerships.
· NHS HR staff should get information sharing training to foster transparency, honesty, and cooperation. Make this training obligatory. 
· Recognising and rewarding exceptional accomplishment may help change the overall performance of staff.  
· Several methods may increase knowledge-sharing project involvement. One strategy is rewarding new information submitters. It seems that inclusion will soon be effective and efficient. Public recognition and financial incentives are also possible. 
· The National Health Service's Human Resources section monitors information exchange effectiveness to improve operations. This iterative process simplifies communication and helps our business achieve its objectives. 
[bookmark: _Toc165687179]Conclusion 

[bookmark: _3whwml4][bookmark: _2bn6wsx][bookmark: _qsh70q][bookmark: _3as4poj][bookmark: _2p2csry][bookmark: _147n2zr][bookmark: _3o7alnk][bookmark: _23ckvvd][bookmark: _ihv636][bookmark: _32hioqz][bookmark: _1hmsyys]Corporate cultures that promote open communication and cooperation are the best way for businesses like NHS HR to leverage employee potential and knowledge. This maximises the organization's workforce's effectiveness. To achieve its long-term goals, the NHS Human Resources department must create a welcoming workplace, maximise its knowledge assets, and remove barriers to tacit knowledge flow.  
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