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Information
Information is very important and can be delivered to the right people, when the information is needed. This will enable well informed decision, however for this to take place it must be delivered at the right time. Previously due to the lack of technology or the very limited ways to gather information, individuals who make decisions didn’t really on up to date information. They normally often base their decision on experiences they have had, they use prior experience as a determinant in their decision making. They also often rely on past results; individuals based their current decision on past results. However, with the rise in technology, the innovation and improvement in storage, information can be gathered automatically. Information that is up-to-date can be easily accessed at any time, it is truly wonderful. This is the quality of information technology that Zuboff (1988) writes about. 
Within an organisation, we know that information is key, it can be both physical and electrical. You could say that it is a catalyst for a productive and efficient transactions within an organisation. As stated above, storing up-to-date information and being able to easily access such information can really improve productivity. Information management is the collection of information from one individual to another, form one source to another. it’s the way we communicate such information within and outside an organisation, leading to better decision making. However, it’s quite interesting to wonder on how we managed information in the early days. We organised our information by using typewriters, filing cabinets and government mail (1999, R. D. Galliers). Those were the information building blocks that was used in our organisations previously. Government mail service, carbon paper was also used. As you can imagine this creates a lot of challenges. The information will need to be under one roof, and it would have been a headache to efficiently arrange the information. New ways to cope and find a new way of storing information would have been demanded by managers with hierarchy. Manager wouldn’t be able to make adequate decisions, because it will be difficult to have up-to-date information, alternatively making decisions based on one’s experience and past results. Now we use advanced super computers to manage information. Information can now be easily accessed to the right people, which leads to efficient decisions being made. We can now access up-to-date information whenever we need( Zuboff 1988). However, there are still some challenges. 

Let us talk about the relationship between data, information and knowledge. Data is collection of facts, objects or things that are not connected to anything. These collections of data is unprocessed, it’s not used in anyway. When this data is processed, we call it information. The conclusion and the manipulation of such data is information. We must remember that data without conclusion is not information. Knowledge is the application of the information we have.
Let us look at a supermarket for example. If in the supermarket, people are storing information using an excel spreadsheet. Data can be the number of items that are sold. Information will be using the data and identifying which items are the most sold. Then knowledge will be having stock of that item, in order to increase revenue.

Another example with be is we have multiple teams who partake in a mathematics quiz. If we have five different teams. With team one scoring twenty one points, team two scoring twenty two points, team three scoring twenty three points, team four scoring twenty four point, and team five scoring twenty five points. In this example the information is the different score that the five teams have. The data is the numbers of points. The reason why data and information are different is because of the processing behind what you have. Data is unprocessed, so in the example the number of points mean nothing, they are just literally numbers. When you start to attach these numbers to different team, for example team five having twenty-five point, this is called information. Now for you to acquire knowledge from this information, you can decide which team won the quiz. In this case the team that won the quiz is team five.

Problem with information
One of the issues we will discuss is the way systems talk to each other. In our generation we today we are so blessed that we often overlook the ease of our social media platforms transferring and communicating information with each other. If we wanted to sign up for Linkedin for example, we can use Facebook to sign up. Linkeden can access all our information, which includes our friends and then use that information on linkeden to also access our friends. You see this kind of information sharing the social media platform a lot. However, it is quite different in the business world. 



A large amount of people, roughly seventy nine percent of people are finding it difficult to connect information form different systems. This is a big problem, and the answer to this problem is just to copy and paste. A copy and paste culture is developed. But it is not even all the systems that you can access to apply this copy and past culture. It is essentially difficult to access content and information compared to the social media platforms. 


Knowledge

Knowledge has become a major resource of the economy(Bell, 1973). It is normally known that those who have a good amount of knowledge always do well. It is said that knowledge is power. If you know when to buy or sell a stock or you have knowledge on a deal that is about to fall. You can easily act on it, knowledge on innovative and efficient ideas are also very important. So it’s no surprise that knowledge has become a major resource of the economy. With the intense competition within the environment, and organisation. Firms must employ individual who have diverse and unique knowledge in order to gain advantage over other firms. This will notably lead to better organisational knowledge, which enables the firm to adapt to the volatile market and meeting customer demands. This is why firms need to be efficient in managing knowledge. However, there are some difficulties in understanding the practicality of knowledge management (Davenport et al., 1996).
Weick (1978) and Simon (1976), who are researchers, conclude that organisations don’t have the ability to learn, rather individuals who are in the organization are the ones who learn. If you think about it, there is a point here. If you work for a consultant company, the company cannot gain knowledge, but it is the individuals within that consultant company that will learn and gain knowledge. Them the knowledge will flow within the organisation and eventually the individual knowledge will act like an organisation knowledge. Essentially individual knowledge leads to organisational knowledge; however, an organisation must find an effective way to transfer individual knowledge to organisational knowledge. If this knowledge isn’t transferred or shared it is basically useless. Within an organisation if most employees have knowledge that is vital for the growth but are not sharing it for selfish reasons, this could affect an organisation in a bad way. As individuals, fast decisions to be made to resolve problems, so knowledge sharing is vital. In an organisation there are certain rules in place to help employees make decisions, however when you cannot use rules and regulation, your individual knowledge will be required (Stalk, 1988). Moreover, when faced with complex decision that individuals can’t solve, in which case individual don’t possess the level of expertise needed. Organisational knowledge is required, employees are required to collaborate their knowledge. In a professional firm, where each individual is highly specialised, individual knowledge is required. As long the task is not difficult enough for the individual, the only individual knowledge is required. However, when the task is complicated requiring interaction from different expertise, interaction is needed.
However even after employing experts, firms may still find it difficult to reach its full potential in solving difficult problems. Knowledge can be difficult to share and how it is shared depends on the individual. Knowledge sharing is a choice, the nature of sharing depends on the individual. Because of meritocracy, individuals within an organisation might decide to be independent and not participate in team working activities. This individual might want all credit and be chasing a promotion. Knowledge sharing depends on expressions and personal expertise, knowledge and creativity. Based on this, employees decide who and how to interact(Cappelli 2000).

One of the methods used to store knowledge is to use process flow diagram. Process flow Diagrams( PFDs) is a graphical method to describe a process. It includes the task that is needed to be accomplished and the order at which the tasks will be completed. The level of detailing about each task is decided by the team, however more detailing requires more time. It is a great way to share information within the team.

Another way to share knowledge is to use a tubular presentation. To store a large amount of data, imagine writing it in a paragraph. It will be very difficult to read and understand data. However, with a Tabular representation, a large amount of data can be easily stored in a data table, making it easily readable. Using this data format also makes it easy to analyse data, statistical analysis can be done with ease. In addition, comparing data will be very easy, the advantage of using rows, columns, makes it very easy to compare. Overall it is very economical, it saves time and it is very easy to read.

Another very interesting way to share information within an organisation is to use Hierarchical Task Analysis. Using this type of analysis, we look at procedures on three levels, user level, application level, and platform level. 

We will start with the first level, user level. User level is at the top, here task procedures are basic descriptions, an example would be buying a car. It is considered as basic because you can buy a car, through many means, such as going to a car dealership, or buying the car online. 

Then there is a platform level, which is at the bottom level. Here if are buying a car, we will be using the internet and this would be using things like clicking, pointing, pull down menus, highlighting, scrolling. On the other hand, if we are going to the car dealership to buy a car, we will be applying different techniques, this includes driving a car, or taking any sort of transport, searching for the right car within the dealership, then paying the car dealership, whether by cheque or cash.

Application level is between the high and low level, it entails of task at the middle level. Here we have the greatest form of detailing; the greatest impact is achieved here. Here details on achieving the high level using the low level.

Imagine having a consulting company, with a lot of projects every year, let’s say five thousand projects. This is obviously a lot of project to have a close look on but having project managers supervising the project makes it easier. Let us create another situation where many of these managers are leaving and as an organisation we want to try and capture their experience and knowledge.  We will need a knowledge management system, here we will organise people, procedures, databases, and devices to create, store, share and integrate knowledge. 


Knowledge management and knowledge assets


Knowledge management (KM) involves different types of knowledge. One of which is tacit knowledge. Tacit knowledge is hard to measure and formalise. For example, if there are multiple projects that go over the budget, this knowledge does not indicate the reason for this to happen.

Knowledge assets are the key component that drive knowledge leading to an organisation success. There are two different types, tacit and explicit. Tacit knowledge is like key personnel, while explicit knowledge includes patents. It is quite normal to have the tendency to capture all the knowledge, but as we will discuss, it will be hard to capture all tacit knowledge.

Another type of knowledge is explicit knowledge, this type can be easily measured and recorded. For example, if we analyse the expenditure and budgets for different projects, we can easily see which projects will be over the budget.

Form the above, we can conclude that tacit knowledge is a problem for an organisation. Project managers normally say that things such as exchange rates, and other various communication challenges play a role to the difficulty. The problem is to try and make tacit knowledge into explicit knowledge, essentially formalising tacit knowledge.

Capture, store, and share knowledge

So, to capture, store and share knowledge, the first thing to do is to locate where the organisation knowledge is. This process is normally referred to as the knowledge map. To create a knowledge map, there needs to be an analysis of the workflow of the organisation and the decision-making processes. In order words, you need to identify the key knowledge workers, individuals who find out knowledge, use and share that knowledge. For example, in an organisation, people such as researchers, educators, engineers, and other individuals. However, some professionals who you wouldn’t identify as knowledge workers, such as experienced managers who have a great depth of experience, can also fall as a typical knowledge worker. 

Once this knowledge map has been identified, the knowledge needs to be captured. The easiest way to capture knowledge is to do so in a documented way. We simply collect all the relevant documents, and put them in a precise, easy to read order. But not all knowledge can be documented, in this case, proactive methods need to be implemented. Methods such as one-one supervision and interview. 

To share knowledge, we need to store that knowledge in a store, which is normally called a knowledge repository. Knowledge repository is a structure that captures, while analysing the knowledge the knowledge assets within the firm. The structure enables individual within the firm to query and browse both organised and unorganised information which enables and promote individual knowledge and organisational knowledge. There are two ways in which knowledge repository can be constructed. The first way is called structured repository, it is constructed by any RDBMS packages, these packages are stored in table forms. On the other hand, the unstructured knowledge focuses on storing explicit forms of knowledge, which we discussed earlier. Knowledge repository is a vital component within an organisation, the sharing of knowledge is essential for growth, however the repositories allows individual within the organisation to share and access files, while allowing managers to set controls and permission restriction in order to restrict what is accessible by users. 

Let us discuss the key features of knowledge repository. One of which is the way it can be centralised. A large amount if files and digital content can be retrieved from multiple sources and can be organised in one central location. It can now be accessed globally within one interface

The second key feature is content management. A variety of content can be stored, such as videos, modules, audio and visual files, blogs and much more. There isn’t any restriction with the content that can be stored, which promotes learning, additionally to access such content, we use key words and learning objectives.

Another feature of knowledge repository is the cost efficiency of the process. Instead on spending huge amount of money on training or educating employees, there are materials online that can be accessible.

With all of these said it is very important for organisation to maintain their competitive edge. Best practices are ideas that are very efficient, these ideas are what gives organisations a unique advantage over others. So, with the transparency and the knowledge sharing, it is very important for organisation to maintain that edge, and not give away their secret. An example would be Tesla who had a patent opened to its rivals. They decided to share that knowledge with rivals, however they didn’t give away the engineers that worked on the patent. It was an intelligent move, because technically they did give away some part of their knowledge, but their rivals cannot do much with it. Tesla had a map where they knew what information is structured or unstructured, Tesla can then diffuse it, and make a strategic decision.

To ensure this, stewards are normally used. Stewards are experts who will ensure the quality of information that is being shared, they take responsibility, moderating information that is being shared.

Knowledge repositories will protect intellectual property. They protect the integrity and relevance of IP. Organizations also have copyright compliance and DRM(digital rights management) into system.  However, this is not the case, repositories don’t really have DRM, this is a huge limitation that affects content creators and IP holders, resulting to a growth stunt.

With all being said, before we share any sort of knowledge, an organisation needs to first know what knowledge they have. So, they strategies, looking at what sort of knowledge they can share, and what kind of knowledge they need to gather from another organisation. 


Knowledge sharing

I want to talk about how organisation motivate their workers to share their knowledge within an organisation. Let look at Google for example, google is a perfect example of a company that motivate their workers to share knowledge. once a week they give their employees an opportunity to work on a project they want, however there is a clause, they must do so in a team. This is a perfect way to get employees to work together and feel comfortable sharing knowledge, making sure there is a sense of contribution to a common goal. The key is to think of ideas in which you can be rewarding individuals to share their knowledge, you need to find a way to make employees realise that there is a necessity of knowledge sharing for an organisation to go forward and prosper. 

It can get very political when deciding what knowledge should be shared. Different people have different goals and motivation in life. Some are more aligned to a meritocracy type of living, keeping knowledge for themselves and deciding nit to share it. So, it can be very difficult to motivate people to share that knowledge.

If we look at the paradox of value, here we see a problem. People who are structured and undiffuse wasn’t to maintain their value. It is kind of human nature to always want to look good, and not share that knowledge that you learnt from pain staking hard work. However, unless employees realise that the knowledge need to be shared, the organisation wouldn’t be able to move forward. So, having a map that shows where to get certain information and who to get it from, will be very helpful.



Explain the contribution knowledge assets have on an organisation.

We can conclude that the development of an organisation is affected by the knowledge of its employees, it doesn’t matter what position these employees are, all knowledge of employees is very vital. As we have discussed earlier, we know that the individual knowledge of employees has a direct effect on the organisation knowledge. Even with the very impressive individual knowledge, it is not compulsory that an organisation will be successful, without proper knowledge sharing techniques in place.

From a lot of research done on the relationship between knowledge and the organisation.  Based on the studies of larger organisation the most important factor which affects an organisation result is the organisation infrastructure and employees motivation (Davenport & Prusak, 1998). These factors are very important in a small sized organisation. The reason why the organisation infrastructure is important is because it has an impact on how knowledge can be communicated within an organisation, it has an effect on the collaboration within employees, it has an effect on how knowledge can be exploited , all these leading to productivity of a firm. Although Valmphammadi found in his research that education, trading and the importance of human resources to be important in achieving objectives within an organisation.

     

Knowledge requirement for an organisation.

There is some basic knowledge requirement that individuals in an organisation need to have, for example this could be factual and theoretical. Individual need to be able to possess these sorts of knowledge and have the skills to find and access such knowledge. Individuals need to be highly motivated and have effective communication skills. However, these sorts of skills are just the basics, for more advanced roles we would be using a knowledge skill map.

An example of a knowledge map for a consulting company will include that individuals have skills such as business planning skills and organisational skills. The individual will also need to possess people management skills, and team building skills. As well as problem solving, listening, negotiation, and maybe some IT skills such as programming software applications. 

Here are just examples of a knowledge skill map for a specific or specialised role. Depending on the knowledge management position, some skills will be needed more than others, some workers will need to rely on their communication skills more than their technical skills, and some will need to rely on their technical skills more than their communication skills. 

Evaluate the organisation’s framework for enabling knowledge sharing

As we have discussed many times that in an organisation it is sometimes very difficult to make information available. For example is can be hard to capture knowledge, to store and keep that knowledge. Organisations sometimes get confused on the best possible way to make the knowledge easily accessible and easily understandable. So a framework is needed, a framework that can be easily understandable by anyone. A good framework or model will need to include lots of various material, it needs to show relationships much more easily than writing can show.

To have such knowledge management framework, there need to be an identification of need. What does the organisation need? The needs need to be met using such framework.  There also need to be a recognition of knowledge assets, the framework will need to identify multiple knowledge resources and use it as an advantage to make a good knowledge management framework. Other things needed will be how to store the knowledge and to easily retrieve such knowledge and share the knowledge. All these processes can be affected by a lot of factors, and the processes are independent. So, if you look at multiple organisation knowledge framework, it will be different. Some organisational framework tends to simulate the things that occur within an organisation. However, it is difficult to have all the information within that framework, and it can often be very difficult to grasp when it is filled with a lot of information. So, they sometimes have very limited information, just to make it more easily understandable. A model can be very complicated, in a management framework all knowledge is not captured. So, what is normally done is that there is a focus on what the focus will be on the framework. A framework can often have this format. So, the organisation framework will choose what knowledge management processes that will be included and how. Often, they will have detailed explanation of the reason behind a method when chosen, also the timing of why each method is used is also explained. The why and when is normally more strategic, while the what is more about the understanding of the things available to managers.
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