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[bookmark: _1ci93xb][bookmark: _Toc197534351]Introduction
Knowledge is power. A strong, powerful phrase with a lot of truth, especially now. Azamfirei (2016) explains that this quote comes from Sir Francis Bacon’s Meditationes Sacrae, where he says, “knowledge itself is power.” Azamfirei suggests that Bacon likely meant that knowledge, and being willing to share it, is the foundation of reputation, influence, and power. 
Hislop (2018) says knowledge management is a broad term covering any intentional effort to manage an organisation’s knowledge. This could be through ICT tools, or more indirectly through social processes, organisational structure, or people and culture practices. Becerra-Fernandez and Sabherwal (2014) keep it simple and they say knowledge management is about using knowledge resources to get the most out of them.
This report looks at knowledge management, the link between personal and organisational knowledge, and a workplace framework covering storage, implementation, systems, assets, and KPIs.
[bookmark: _Toc197534352]Evaluating the Concept of Knowledge Management
[bookmark: _3whwml4][bookmark: _Toc197534353]The Relationship Between Data, Information, and Knowledge 
To understand the relationship between data, information, and knowledge. According to Rowley (2007), Russell Ackoff created the DKIW hierarchy in his article ‘From Data to Wisdom’, they state that Ackoff examines the progression from data to wisdom, defining each stage; information, knowledge, understanding, and intelligence, and the processes that connect them. While he starts by describing these as things that exist in the human mind, he mostly explains them from an information systems perspective. Within the article Ackoff (1989) breaks down the stages as:
· Data – symbols that represent objects, even and environments. These stem from observations.
· Information – descriptions, these begin to answer who, what, when, where.
· Knowledge – knowledge is then the know-how. Once the information is available, the key is to learn it and this will then be knowledge. 
· Understanding –  is the stage where the knowledge because more permanent
· Wisdom – the final stage, wisdom will add value to knowledge. To use knowledge efficiently and effectively, judgement must be used. Knowing when and how to apply knowledge.
While this is relatable and has been referenced and taught for many years since its publication, Dammann and Smart (2019) argue that there should be less emphasis on understanding and wisdom and insert evidence to the hierarchy instead. Evidence will test hypotheses and then that transforms into knowledge. The publication claims that there is too much pressure on the term wisdom and Ackoff provides a shallow definition to the term wisdom, wisdom comes from the use of judgement, however, Dammann and Smart believe that judgement is used in all levels of the hierarchy and therefore wisdom should be removed from the hierarchy altogether.
Evidence takes place within the hierarchy by comparing information and by continuously analysing it, then ‘actionable knowledge’ will be generated from coherent evidence from various independent sources. 
Another argument comes from Frické (2008), Ackoff’s list of questions for seeking information, ‘who,’ ‘what,’ ‘where,’ ‘when,’ and ‘how many, very obviously leaves out ‘why,’. There is a reason for this. To answer a 'why' question, you need to dive deeper, going beyond just the ‘data,’ and that is exactly what the DIKW hierarchy does not allow. And another point made is that The DIKW theory also seems to promote a passive approach to methodology. It suggests that collected data gets turned into information that answers questions. This leads to the mindless collection of data, hoping that eventually it will become useful information, essentially gathering data without a clear purpose.
Examples of data being transformed into knowledge within my organisation, an auditing company. The main example would be collecting data of sales, financial statements, invoices, debts, acquisitions and mergers and fraudulent activity of our clients. On their own these are simply numbers or words that would have no meaning but if you add context for which we are gathering this data, this will turn this data into information. Then we can gather this information, learn it, and understand it, this will then turn into knowledge and then we can collate it into an audit report which we will then provide to the client for a price. 
Another example of how data transforms into knowledge in my workplace is during training, when we follow a standard operating procedure (SOP). At first, the SOP might just look like a collection of words without much meaning. But once we understand the relevant information, such as what needs to be done, when it needs to be done, and who it is for, we can use the SOP to complete the task as intended. 
A simple example of this in everyday life is reading road signs. At first, they are just symbols and numbers that do not mean much on their own. However, once you study using explicit knowledge, such as the highway code and find out what the symbols represent and when they apply, they become useful information. With time and practice, this turns into knowledge, and you begin to understand how to respond to them while driving.
If we follow the DIKW model, wisdom would be present when you know how and when to apply that knowledge. For example, while driving through a familiar area, you instinctively adjust your speed and follow signs without needing reminders. This ability to respond without conscious thought is an example of tacit knowledge, where the knowledge becomes ingrained and automatic.
[bookmark: _Toc197534354]The Relationship Between Tacit and Explicit Knowledge 
There are different types of knowledge, and two of the most discussed are tacit and explicit knowledge. The connection between these two is important because they influence each other and how knowledge is shared, learned, and used within both individuals and organisations. Tacit knowledge is personal, experience-based, and hard to explain, while explicit knowledge is more formal and can be easily written down, taught, or shared. Although they are different in nature, tacit and explicit knowledge are connected, and together they form the foundation of how knowledge flows and develops in real life settings. 
According to Collins (2013), there are 3 stages of tacit knowledge:
1. Relational (RTK)
2. Somatic (STK)
3. Collective (CTK)
In Collins’ work, relational tacit knowledge (RTK) is discussed as one of the forms of tacit knowledge. RTK, sometimes referred to as the “weak” form of tacit knowledge, is knowledge that we acquire through social interaction but could, in principle, be made explicit. It is not deeply embodied or impossible to express; rather, it is often not expressed simply because it does not need to be. It is naturally picked up through social engagement. For example, knowing how to behave in a meeting or understanding when it is your turn to speak in a conversation usually does not require formal instruction. These are learned through participation and context rather than explicit teaching.
Somatic tacit knowledge (STK) involves bodily skill and physical learning, often through practice and embodiment. An example of this was used earlier in this report, learning to drive a car. While we may understand conceptually what driving involves, we do not automatically know how to operate a vehicle. It requires instruction, practice, and experience to internalise the actions until they become almost automatic. Collins suggests that this kind of knowledge becomes encoded in our neural pathways and muscle memory, resulting in a relatively permanent bodily competence.
Collective tacit knowledge (CTK) refers to knowledge that is embedded within social groups and communities. It cannot be acquired in isolation and depends on immersion in social practices. For example, when driving in traffic, understanding how other drivers are likely to behave and how to navigate shared road conventions relies on collective knowledge. Without this shared understanding, navigating traffic would be far more dangerous and unpredictable.
While CTK is similar to socialisation, they are not the same. They both rely heavily on the social aspect. 
[bookmark: _Toc197534355]Nonaka and Takeuchi SECI
Nonaka and Takeuchi (1995) describe socialisation as the process in which individuals share experiences, leading to the development of tacit knowledge such as shared mental models and technical skills. This type of knowledge can be acquired without the use of language, simply through observation and interaction. For example, a child may learn how to behave in specific settings by observing their parents. Similarly, Nonaka and Takeuchi illustrate this with the example of an apprentice who gains skills and understanding by watching, imitating, and practicing alongside an expert. 
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Figure 1 – Nonaka’s modes of knowledge conversion (SECI)
Externalisation is the stage of turning tacit knowledge into explicit materials. Described as representing the ideal form of knowledge creation. Simply, externalisation is the process of concept creation, resulting from the socialisation stage. 
Combination is the process which systemises concepts into a knowledge management system. Nonaka and Takeuchi explain that during this stage of the knowledge cycle, explicit knowledge will be combined with other bodies of explicit knowledge. By exchanging and combining knowledge through document, meetings, telephone communication or email. This stage is important in terms of keeping the knowledge cycle going. As combining knowledge can then create new knowledge, it also keeps our knowledge accurate and up to date. 
Internalisation is the step that turns explicit knowledge back into tacit knowledge. Once you have followed all the stages of the knowledge conversion. The knowledge will become internalised in an individual, this is at the point where technical know-how is gained, and within an organisation, this is when the employee becomes an asset. 
[bookmark: _Toc197534356]Defining Current Knowledge Assets in the Workplace 
In any organisation, especially consultancy firms, knowledge assets are key to shaping performance, delivering services, and creating long-term value. These include both tangible and intangible knowledge that can be used strategically. Edvinsson and Malone (1997) provide a useful framework for understanding intellectual capital, breaking it into human, structural, and relational capital.
Human capital refers to the skills, experience, and expertise employees bring. In consultancy, this includes specialist knowledge, analytical thinking, and hands-on problem-solving. Edvinsson and Malone (1997) describe it as the living, thinking part of an organisation’s value. Since this knowledge stays with individuals, creating a culture of learning and knowledge sharing is essential.
Structural capital covers the systems, tools, databases, and frameworks that help capture and share knowledge. These assets support consistency and scalability. Edvinsson and Malone (1997) explain that structural capital embeds knowledge into methods that remain within the business, even when staff move on.
Relational capital refers to the knowledge built through relationships with clients, partners, and stakeholders. In consultancy, this includes client histories, industry knowledge, and preferences. Edvinsson and Malone (1997) highlight that strong relationships build trust, loyalty, and reputation. Managing this well supports more tailored and effective service delivery.
As a first-year employee in a knowledge-driven consultancy, I have seen this framework in action. Human capital is reflected in the experienced professionals I work with, and I have already gained a lot through coaching, onboarding, and training that support my development.
Structural capital is visible in the established tools and processes that guide our work. Internal platforms provide access to frameworks for portfolio management, risk tracking, and governance, which are regularly updated and improved.
Relational capital is also clear in the way we work with clients and other teams. Even early in my role, I have contributed to client delivery and seen how we adapt our approach to suit different needs.
Together, these knowledge assets support consistent delivery, learning, and long-term value for our clients.
[bookmark: _Toc197534357]Developing a Framework for a Knowledge Management Culture
In today’s fast-paced working world, being able to gather and share knowledge effectively is not just a nice addition. It is essential. With constant changes in technology, staff turnover, and shifting business priorities, organisations that manage their knowledge well are much better prepared to adapt, grow, and avoid repeating the same mistakes.
However, many businesses still treat knowledge sharing as something informal or secondary. This often results in wasted time, duplicated work, and valuable expertise being lost when people leave. Building a strong business case for knowledge collection and distribution helps to show why it is worth investing time and resources into doing it properly.
This section explains the main reasons why knowledge management should be a priority. It explores how it can support better decision-making, improve onboarding, strengthen collaboration, and contribute to long-term success.
[bookmark: _Toc197534358]Framework
A strong knowledge management culture in an organisation is built on several key ideas:
· Promoting open, transparent, and constructive conversations - Encouraging this kind of dialogue helps employees feel comfortable voicing their opinions, ideas, and concerns. When everyone shares what they know, it creates opportunities to combine knowledge in new ways, which can lead to innovation and better decision-making.
· Encourage knowledge sharing at all levels - Every employee holds valuable knowledge, whether it relates to strategic decisions or the details of day-to-day operations. Managers may not be aware of the operational touches, while frontline staff may not fully understand the wider business impact of their work. Encouraging knowledge exchange across all levels helps bridge this gap and builds a more informed and aligned organisation.
· Being prepared for continuous improvement -  When things go wrong, the aim should be to learn from the experience rather than assign blame. This approach promotes honesty and openness. Employees are more likely to share challenges and mistakes, which can help others avoid similar problems and work together to find better solutions.
· Host knowledge sharing sessions – As highlighted above, everyone brings different knowledge and experiences to the table. By creating regular opportunities for people to share what they know, it becomes possible to uncover new ideas or solutions that might not emerge in isolation. When you have been working on something for a long time, a fresh perspective can often lead to breakthroughs or help overcome challenges more effectively.
· Debriefs or Retrospective (retro) meetings – These meetings allow teams to reflect on what went well and what could be improved. After a project, it is useful to hold a debrief with both the client and project team to discuss challenges, celebrate successes, and carry lessons forward. Internal retrospectives with just the consultants involved can also help identify barriers and improvements. To maintain their effectiveness, these meetings should not be too frequent. A fortnightly schedule works best to balance reflection and momentum.
· Collaboration tools – Investing in a few effective collaboration tools is crucial for knowledge sharing. When these tools are user-friendly and make collaboration simple, they become much more effective. However, if the tools are complicated or difficult to use, employees may choose to avoid them altogether.
· Training & Development – a great way to train new employees is by having them shadow a more experienced colleague. While they will have access to the Standard Operating Procedures, observing others can provide valuable insights into more effective processes, as well as tips and tricks that can help them work more efficiently.
· Recognition – It is important for the company to recognise and appreciate employees' efforts. Introducing a reward system or similar. A recognition approach can boost motivation and help employees feel valued. As a result, they are more likely to consistently put in their best work, feeling more invested in the success of a company that values their contributions.
In my experience at work, we practice these ideas and I have seen firsthand how effective they can be. However, challenges do arise as people have varying work styles and these differences do not always align smoothly.
[bookmark: _Toc197534359]Why is Knowledge Management Essential?
Knowledge management (KM) offers many benefits to businesses. Quast (2012) explains that KM plays a key role in a company’s success by turning information into a competitive advantage. It helps organisations make better decisions by making relevant information easy to access and share. For example, General Electric uses structured forums to share insights across leadership teams, ensuring alignment on best practices.
KM also fosters a culture of continuous learning. Quast highlights the U.S. Army’s “After Action Reviews,” where teams reflect on successes and failures to improve for next time. This approach encourages reflection and growth. Additionally, KM supports innovation and cultural change. By sharing knowledge freely across teams, companies can spark creativity and new ideas, as seen in General Electric’s Change Acceleration Process, which also aids leadership development and cultural alignment.
Quast notes that poor KM can be costly, with Fortune 500 companies losing an estimated $31.5 billion annually due to ineffective knowledge sharing. In summary, KM isn’t just about storing information, it’s about using knowledge to drive growth, adaptation, and long-term success.
[bookmark: _Toc197534360]Honda City
Nonaka and Takeuchi (1995) use the development of the Honda City to illustrate how tacit and explicit knowledge, along with knowledge sharing, can lead to innovation. In 1978, Honda launched a project to design a new compact car for city driving, which resulted in the Honda City. Senior executives wanted something fresh after the predictability of the Civic and Accord, leading to the slogan “Let’s gamble.”
The team, mostly young engineers with an average age of 27, was tasked with creating something completely new, affordable, and of good quality. Initially considering a smaller Civic, they realised that was not distinct enough. Project leader Hiroo Watanabe introduced the slogan “Automobile Evolution,” encouraging the team to think of cars as evolving, living entities. This sparked discussions, concluding with the idea of designing the car around people rather than technical features “man maximum, machine minimum.” The final design, the Honda City, was compact, light, and comfortable, earning its “Tall Boy” nickname.
However, some argue this example does not fully demonstrate the transformation of tacit knowledge into explicit knowledge. Ramirez (1995) notes that while Nonaka and Takeuchi use the Honda City project to show how vague ideas can become tangible outcomes, the example lacks clarity on how tacit knowledge was turned into actionable steps. The slogans are inspiring but vague, and the book does not provide enough detail on how middle managers, described as “knowledge engineers,” helped translate the vision into concrete actions.
While the Honda City case supports the idea of blending top-down vision with grassroots creativity, it falls short in showing how knowledge was externalised, making it an imperfect example of the process.
[bookmark: _Toc197534361]Storing, and Implementing Knowledge 
While data and information are easy to gather in this technology driven era. This can also include sensitive information. In my workplace, we have very confidential and sensitive information of our clients and it is extremely imperative that we store this securely. 
[bookmark: _Toc197534362]Knowledge Storage: digital vs. physical storage
Most organisations now rely on digital storage because it’s easier to manage, update, and share. Tools like SharePoint, Microsoft Teams, and Google Drive let teams upload documents, track decisions, and collaborate in real time. They also make it easier to search for specific information, which is useful for large or fast-moving projects.
Digital knowledge repositories keep information organised and accessible, helping people find what they need, share ideas, and avoid duplicating work. The choice between digital and physical storage depends on the organisation’s setup, the work involved, and users’ confidence with the tools.
In my workplace, we use a private, in-house cloud storage system shared with clients. It’s fully confidential, requiring a valid email and confirmation of independence to avoid conflicts of interest. We also use it to track tasks and deadlines.
[bookmark: _Toc197534363]Confidentiality
In consulting and auditing, confidentiality is critical to maintaining client trust and meeting regulatory requirements. Firms need to ensure that sensitive client data, financial records and strategic information are only accessible to those who genuinely need it. This is typically managed through strict access controls based on project roles or engagement teams. Encryption is also widely used to protect data when it is stored or shared digitally, especially through cloud platforms and email. Alongside this, clear data privacy policies help ensure that everyone understands their responsibility when handling confidential information, both internally and with clients.
[bookmark: _Toc197534364]Availability
In my work sector, it is really important that information is available when we need it. Clients rely on us to deliver work on time, and delays caused by system issues or lost data can have a big impact. To help prevent this, regular backups are used to protect important files, and disaster recovery plans are in place to keep things running if something goes wrong. Cybersecurity tools, like firewalls and multi-factor authentication, also help keep systems secure while making sure the right people can still access what they need.
[bookmark: _Toc197534365]Knowledge Implementation
As mentioned previously, I have had many training sessions on varied topics in my workplace. It’s important to keep employees' knowledge up to date, with ongoing training this will ensure everyone remains confident and capable, both in technical skills and softer skills. In consulting, for example, training on topics like risk management, client communication, and sector-specific regulations ensures we’re prepared for a range of different engagements.
Making training easily accessible is also crucial. Whether it's through live webinars, on-demand e-learning modules, or internal knowledge hubs, having flexible options allows employees to learn at their own pace and revisit important content when necessary.
In addition, integrating technology into learning processes supports continuous development in the flow of work. Tools like collaboration platforms, online learning portals, and curated knowledge feeds help make training resources easily accessible without interrupting the day-to-day tasks of consultants and auditors. This combination of flexibility, accessibility, and technology makes it much easier to keep skills and knowledge sharp.
[bookmark: _Toc197534366]Creating Key Performance Indicators for Knowledge Management 
To see how well knowledge management is working, it’s helpful to focus on three main areas: efficiency, adoption, and impact. These areas provide a well-rounded view of whether the KM system is actually making a difference or just sitting there unused.
· Efficiency Metrics look at how quickly and easily people can access the information they need to do their jobs.
· For example, retrieval time tracks how fast consultants or team members can find documents, templates, or past reports.
· Also, look at how KM tools help streamline everyday tasks, whether they make report writing, client communication, or onboarding new team members quicker and more straightforward. The smoother the process, the more valuable the system becomes.
· Adoption Metrics are all about how much the team is actually using the KM system. A great platform isn’t much good if no one touches it.
· System usage rates show how often employees are logging in, searching for documents, or accessing knowledge hubs.
· Employee engagement can be measured by looking at how actively people are contributing, whether they’re sharing updates, joining internal discussions, uploading resources, or attending training sessions. It’s about building habits around knowledge sharing.
· Impact Metrics focus on what the KM system is actually achieving. Is it helping the business move forward?
· Look at business performance, such as improvements in client feedback, quicker turnaround on deliverables, or higher-quality outputs.
· Innovation rates are another good indicator, tracking how many new ideas, improvements, or creative solutions are emerging thanks to better access to shared knowledge.
Together, these KPIs give a clear picture of how effective your KM efforts really are. They help highlight what’s working, what’s being underused, and where there’s room to improve. By regularly checking in on these areas, organisations can make sure their KM strategies continue to support both everyday work and long-term goals.
[bookmark: _Toc197534367]Conclusion
In conclusion, exploring the principles of knowledge management has helped me better understand just how important it is in today’s business world, especially in a knowledge-driven company like the one I work for. Models like the DIKW hierarchy and the SECI framework have provided useful ways to think about how data becomes information, how information turns into knowledge, and how that knowledge can be applied to create real value. Seeing how these ideas work in practice has made the theory much more relatable and relevant to my day-to-day experience.
While some critics argue that these models can be too simplistic or may not always translate perfectly to complex organisational settings, I’ve found them helpful in making sense of how we manage and share knowledge in my workplace. In an audit-focused environment, having clear systems and well-defined processes is essential, but equally important is fostering a culture that supports collaboration, continuous learning, and open knowledge sharing.
In my experience, effective knowledge management isn’t just about tools or documentation, it’s also about behaviours and mindsets. Encouraging people to share insights, reflect on lessons learned, and contribute to collective understanding helps improve communication across teams and strengthens decision-making.
Going forward, I believe it’s crucial for organisations like mine to continue investing in knowledge strategies that support long-term growth, adaptability, and innovation. As the business landscape becomes more complex and fast-paced, the ability to capture and apply knowledge effectively will be a key differentiator. From the above, I have learnt that when knowledge is used well, it becomes one of the most powerful assets a company can have.
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