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Explain the relationship between data, information and knowledge.  
Data can be regarded as statistics or facts which have been collected and mainly used to record or measure business activities both internal and external to help with the business operation. For example, data can be used to collect customer interaction such as job availability, expenses incurred, customer satisfaction. (Simplilearn, 2021). 
Likewise, information would be regarded as the summarisation of the data. Information can be described as one or more statements or facts which are received by a human and have some form of relevance to the recipient. In a workplace, it is important to have information as this will enable communication amongst colleagues to help towards meeting company goals and maximising business productivity (Peacock, 2010). 
Knowledge can be defined as "the fact or condition of knowing something with familiarity gained through experience or association" (Denning, 2016). However, within a business organisation knowledge would be regarded as any information which the team or an individual can provide to help run the business more efficiently (Leybag, 2017). 
There are two types of knowledge which are explicit knowledge and tacit knowledge. Explicit knowledge would be knowledge that is written down and accessible and can be easily passed along and be stored in the knowledge management world, for example, training notes, reports. However, tacit knowledge on the other hand would be knowledge that has been learned over years of practice and experience which cannot be taught. Therefore, a platform would need to be created for employees to be able to access tacit knowledge such as mentoring, wiki, shadowing (Alexander, 2018). 
It is important within a workplace to create methods to balance the use of tacit and explicit knowledge and improve the understanding of such knowledges. Knowledge management would be the management technique people would use to share their tacit knowledge into explicit knowledge to help the business run efficiently and solve business problems (Kemp, 2013).
The relationship between data, information and knowledge are fundamental for knowledge management, organisational learning, and intellectual capital. To understand the complex relationship the source of the data and information would be required. The source would be based on the activities and situations which would generate information and this information would either be then transformed into data or become lost (Smith, 2001).
For example, within a workplace, activities such as sales transactions or advertising campaigns can be used to generate information and collect data to help with business production. Therefore, the key to understanding the relationship between data, information and knowledge does rely on knowing where the information resides (Liew, 2007, p14). 
[bookmark: _Hlk72685395]However, it can also be argued that information may not always be generated from activities and situations. Information can be stored in media such as video tapes in the form of data or in the human mind as knowledge which can lead to an overlap and therefore it has been perceived hat the relationship between data, information and knowledge can be regarded as interchangeable but the definition for each cannot be interchanged as this is distinct (Stewart, 2002, p.35-37). 
Explain the relationship between individual knowledge and organisational knowledge.  
The individual knowledge can be defined as information which is believed by an individual to be truthful and is stored in the memory through a cognitive process called learning. On the other hand, organisational knowledge can be defined as knowledge of the organisation which has been gathered from individual experience or collective experience of the person. This knowledge obtained in an explicit or implicit way can help to achieve the organisation’s objectives (Wics, 2019).
The individual knowledge can be regarded as the starting point to create the organisational knowledge. The individual knowledge would be created from a combination of information which goes through an internal process of interpretation, reflection and experience of a certain context. This new information is also then connected between the individual’s existing knowledge so that it can be applied within a new context or situation (Miura, 2021).
Furthermore, to create organisational knowledge, the individual knowledge needs to be expressed either in a tacit or explicit dimension. The individual knowledge must be transferred to other groups or individual to promote organisational knowledge which will result into generated knowledge followed by competent actions (Swanson & Kim, 2020, pp.88-90). 
However, individual knowledge and skills can be difficult to control and therefore the organisation must adjust to policies, strategies and actions with organisational goals. This will then lead to a suitable structure and supportive environment in a workplace and also lead to a favourable relationship for the development of necessary knowledge that is needed to achieve the organisational goals (Swanson & Kim, 2020, p.88-90). 
Individual knowledge in a way can be seen as an asset in an organisation and therefore, in a workplace it is very important for management to create an environment which encourages employees to share knowledge so that it can increase other employee knowledge and create organisational knowledge via individual interactions. Research has found that individual knowledge and organisational are different yet interdependent on each other (Bhatt, 2012, p.31-35).
For example, the report writer as a recruitment manager would provide any changes to the work process or policy including training notes on to the shared drive for employees to access which becomes organisational knowledge. Likewise, they will also encourage employees to provide any ideas, changes or concerns either in an email or in a team meeting so that the individual knowledge can be shared and kept within the organisation.
Apply analysis and modelling techniques to identify knowledge assets
Knowledge asset can be defined as the intellectual resources an organisation has accumulated or will accumulate regarding their products, technologies, markets so that the business can obtain profit and increase their value. To identify knowledge assets within a workplace, it does require a lot of time and effort including strategies, processes and tools of the organisation so that the correct link between knowledge management and business performance can be made (Kohn, 2020). 
The manager would need to make a strategic approach in understanding what knowledge assets the organisation holds already. They would need to map and structure the existing knowledge assets, motivate employees to share information, discover new knowledge and spread existing knowledge within the organisation in order to identify the knowledge assets of the organisation (Carlucci, 2016, p.28-32).
SWOT analysis is a great modelling technique that can be used to identify knowledge assets as this can find the internal strengths and weaknesses as well as external threats and opportunities (Maointosh, 2019). The company’s strengths can be used to provide relevant information and knowledge to employees to help with decisions or come up with creative solutions. However, concept of knowledge asset can be misunderstood  so to identify the weaknesses can be time consuming and somewhat subjective (Trees, 2020).
The purpose of using the SWOT analysis is so that the organisation can determine the appropriate knowledge management asset and be able to apply, disseminate or even manage widely these assets to benefit the company.  When the employees are provided with the correct tools to share their knowledge then this would result in them providing excellent customer services and increase company productivity (Smith, 2011, p.10-12). However, the appropriate and significant questions need to be asked using the organisations knowledge resources when designing SWOT analysis (Assetinsight, 2016). 
Another technique would be pestle analysis which is used to analyse the key factors including political, economic, socio-cultural, technological, legal, environmental which influence an organisation from the outside. The analysis is flexible so can be applied to a range of different scenarios by an organisation, and managers can also use the pestle analysis for strategic decision-making. By understanding the external factors, this will enable to maximise opportunities and minimise threats to the organisation (Weeks, 2020).
However, there are some disadvantages using the pestle analysis as some users may oversimplify the data used for decisions. The data can also be used based on assumptions which can later be found not appropriate. Also, for the pestle analysis to be effective the processes does need to be repeated on a regular basis (Weeks, 2020).
Another way to identify knowledge assets would be to use a process flow which represents a range of different ways of making a knowledge either in the form of action or things that need to be done in order  (Cope, 2020). For example, the report writer needs to follow a process order when doing the recruitment process, see appendix A. 
Evaluate actual and potential knowledge assets.  Provide a rationale for capturing and managing knowledge.  
A knowledge management system (KMS) holds information regarding procedures, people, software, databases and devices of the organisation and therefore, it is very important for the KMS to capture, store and share knowledge appropriately for this to happen (Bryce, 2021).
To capture knowledge, it is important to identify where the organisations knowledge is located, which can also be known as knowledge map. A knowledge map can be described as a visual aid which creates a map of where the knowledge of the organisation can be found. (Wexler, 2011, p.249-255). 
Using knowledge map, the organisation can find key sources, opportunities and restrictions of the knowledge and be able to re-use and prevent re-invention of the knowledge which will save search time and costs (Zins, 2017, p.526-527). The map will also help staff find information quickly and solutions for problems which in a way will help the company improve customer services and increase productivity (Young, 2012).
After identifying the location of the knowledge in the organisation whether via specific individuals or groups, this knowledge needs to be captured. Knowledge capture would be the process of converting tacit knowledge into explicit form through the sub-process of externalisation and internalisation. To capture knowledge, the relevant documents need to be collected and organised in a suitable manner (Virkus, 2011).
However, not all knowledge is recorded in formal documents and can be missed out. Therefore, to capture knowledge it may be useful to approach a proactive method such as doing interviews with certain groups or individuals. Sometimes, the knowledge captured can also reside outside the organisational boundaries including competitors, suppliers, and customers (Virkus, 2011).























2. Demonstrate an understanding of important knowledge management processes in the context of organisational development:
Explain what is required to create, store, apply and integrate knowledge.
To create knowledge, a knowledge base is required to organise information to facilitate collaboration across the business. It is important to have a well-maintained knowledge base as this would help provide employees and customers to find quick answers regarding products and services. Knowledge base can include guides, documents, FAQs, where most company websites have a help or support section for this (Bika, 2020). 
For example, the report writer uses the internal NHS homepage to search for any work related queries or information which is helpful to use especially if the manager is absent and no one has answer to the query.
When creating a knowledge base, it is very important for the base to be comprehensive and accessible and the information be well-written so that it can be easily understood by everyone even if it’s a technical concept. In addition to this, the knowledge also needs to be true and complete as people would be relying on this information. Therefore, when creating a knowledge, it is important to keep in mind certain characteristics so that employees and customers can make the most out of the knowledge available. (Bika, 2020).
When the knowledge has been created, it needs to stored in the in the form of a knowledge repository which includes reports, documents and databases. A knowledge repository is a computerised system which captures, organises and categorises an organisations knowledge in an effective and usable manner. Searches can be made on the repository and data can be found quickly which helps organisations connect people with information through discussion forums, online searchable libraries and other elements (Nonaka & Takeuchi, 2015, p.13).
The system has become an important part for knowledge storage as the knowledge held would be explicit and can be easily expressed and understood. The knowledge available on the repository can bridge communication gaps between employees and departments which will improve relationships. Moreover, new staff can use the repository for training purposes and learning contents such as learning modules, blogs can be uploaded (Sijwali, 2015). The repository also enables access control and permission to contents to protect the integrity and confidential rights of content owners and creators (Trainingindustry, 2013).
Repositories can also be advantageous for cost savings as the training cost can be reduced by making course materials accessible online and providing a flexible and informal learning platform. However, the main disadvantage of knowledge repository is that constant maintenance is required to avoid nonstandard documents and same mistakes occurring which can be time-consuming (Sijwali, 2015). 
However, when knowledge is being stored and applied in an organisation it does need to follow the General Data Protect Regulation (GDPR). This is a legal regulation which businesses need to have to protect personal data being gathered as well as for those people who use the information need to protect it from being misused and being exploited (Palmer, 2019). 
For example, when the report writer carries out recruitment process, they have to deal with confidential information such as candidates’ personal information, references and DBS disclosure. The report writer must always ensure the information is always kept confidential and secure. They would make sure their laptop is locked when not using it, store away any confidential paperwork out of anyone’s sight, destroy personal information in the confidential waste bin and also not to disclose any personal/confidential information to third parties or even discuss with staff members. 

Consider the importance of Intellectual Property rights.
Intellectual Property rights (IPR) is regarded as the creation of the mind such as design, symbols, names and images used for a company including data. Through IPR it is very important to protect the data management as owners will need to decide who can have access to the resource and how they can use this. It is crucial for the intellectual property rights of a business to be protected by law through copyright, trademark and patent so that the business creation can be protected and people can be recognised for their work and gain financial benefit (Wipo, 2021). 
Copyright protection is important for the business as this will enable the company data to be protected where others cannot copy or use it without the company permission. It also prevents the company data to be distributed and shown in public. Copyright protection is automatic and is shown with the copyright symbol (©) along with the originators name and year of creation (Thornton, 2021). 
The business names, logo, any products produced or services provided can all be protected through a trademark registration. This allows the prevention for other companies using the similar signs or products/services. When the business is trademark registered then the company has the right to take actions against parties who have tried to use the trademark items or even damage the business (Trademarkeagle, 2020).
Another important protection of intellectual property is called patent which helps safeguard the invention of the business and this must be granted by the government. The patent gives the right to the inventor to stop others from using or selling the invention without their permission. Patents can be regarded as territorial rights where UK patents can only give the holder rights in the UK and rights from others to stop importing the patented products into the UK (Malek, 2015). 
Furthermore, it is important also for the organisation’s confidential information to be protected so that it prevents it from being disclosed. The Data Protection (DPA) 2018 protects the privacy and truthfulness of the data held by the business. In a business, important information is stored such as employee records, customer details, transactions and therefore such information needs to be protected and prevented from being misused by third parties for fraud purposes (Carey, 2020, p.7).







3. Provide a framework for establishing a knowledge management culture:
Explain the contribution knowledge assets have on an organisation.
The main three primary components of contribution knowledge asset would be human, structural and market knowledge asset (Nickolas, 2021).
Human knowledge asset can be explained as the capabilities provided by the individuals also referred as human capital. Human capital is an important quality to the company as it involves the employees experience and skills. The knowledge asset contribution the human can bring would be from their education, training, intelligence, talent, and other employer value such as punctuality and loyalty (Despres & Chauvel, 2019, pp.110-112). 
Human capital is an important contribution asset to the organisation as it will increase productivity and profitability for the business. The more the company invests towards their employees such as training the more skilled and productive the employee would be for the company. It has been found that there is a strong correlation between human capital and economic growth as through expanding the knowledge and skills of the employees would help develop the economy. The skills provide economic value to the organisation as a knowledgeable workforce would lead to an increased productivity (Nickolas, 2021). 
However, even though the human capital is possessed by the individual it is not owned outright. This is because the human capital can disappear when an employee decides to leave but the organisation will create a quality workforce where it would focus on recruiting creative and innovative workers and create a work setting where information and intelligence can be taught and learned (Kenton, 2019).
Furthermore, structural knowledge asset can be explained as the capabilities provided by the organisation to meet business requirements, also referred as structural capital. Structural capital can be described as the structure which supports the human capital to function and includes the procedures, technologies, processes, information resources and intellectual property rights of the organisation. The structural capital is owned by an organisation and even if employees leave the structural capital will remain with an organisation including training materials and database structures (Rahim, Hanum et al, 2011, pp.745).
Structural capital arises from human capital and therefore is an important contribution towards knowledge assets as these are found from the processes within the organisation. If an organisation has a strong structural capital then this will provide a supportive culture for employees as they will be able to experience new things, learn and practice them (Carson, Ranzijn et al, 2014, pp. 453-454).
The knowledge that arises from structural capital is based on the information systems, policies, processes and patent of the organisation which has been developed over time. It represents the codified knowledge which does not exist in the minds of the employees and is therefore, a highly effective way to organise and integrate the existing knowledge and eliminate information that is not required. The main advantage of structural capital is that the knowledge can be owned and traded if needed unlike the human capital. The knowledge gained from the structural capital plays a vital contribution for the organisation as the knowledge would become the main source to enable the companies to proceed with their vision, values and goals (Gogan, 2015, pp 1141).
Another contribution towards the knowledge assets would be market knowledge, which is basically information regarding the market, the customers, competitors. The market knowledge would mainly focus on the customer needs and it is very important for the organisation to acquire the correct market knowledge for the success of the business productivity (Slater, 2018). 
Market knowledge is needed for the daily business decisions as through this the company will be able to establish what is and is not working for the competition. This will also enable the organisation to understand their key selling point. Understanding the business competition through market knowledge is very crucial for the business productivity and customer satisfaction.  It can be argued that an organisation can never have enough market knowledge due to constant changes so they should always stay up to date with the market information (Michaels, 2016). 




Evaluate the knowledge requirements for the organisation. 
Knowledge requirement is needed for an organisation as a successful knowledge management will help improve the organisation by ensuring the specialised knowledge is passed onto employees who require them and would benefit from that knowledge and provide a better decision-making ability for organisational improvement (Valamis, 2019). 
The marketplace has become very competitive and therefore for the business to keep up with their competitors it is important for the organisation to be built in an intelligent and flexible manner so that they can respond rapidly to new information and innovations. (Senge, 2014, p.15-16).
If an organisation builds a good knowledge management system, then this will help employees to easily find and reuse relevant information and resource available which will make it an efficient workplace for them and increase collaboration. Knowledge is also important for an organisation as it will increase profitability along with operational efficiency and staff productivity (NIbusinessinfo, 2021). 
Within an organisation constant knowledge requirement is needed so that the business can continuously learn and adapt to the changing environment.  When managers and employees learn new information, this knowledge needs to be shared within the organisation so that it can be put into practice (Roder, 2020).
It is not just important for the employees to learn new skills, but the organisation needs to learn knowledge for business success in the long term. Overall, knowledge requirement within an organisation can be seen as the comprehensive knowledge structure of the organisation (Roder, 2020). 
Evaluate the organisation’s framework for enabling knowledge sharing.  
Knowledge sharing is an important part for the success of knowledge management. It can be defined as the exchange of employee’s knowledge, skills and experiences or understanding between teams or individuals. The knowledge that is shared can be explicit such as procedures and document or tacit which is experience-based. Knowledge sharing has been found to be an important aspect for an organisation as it helps employees to use the knowledge whenever they need it which also helps the business to grow and survive (Hendricks, 2021). 
In the report writer’s workplace, there are different processes to the recruitment process which every employee may not have dealt with. For example, if an employee has retired and then decides to return to work then the whole recruitment process does not need to be carried out, however there are certain restrictions workers need to follow when recruiting the retired candidate. This would be that the retired employee can only return to work after 4 weeks of employment gap and they can work 16 hours to start off with and after one month change to the desired hours. Even though the department recruits minimal retired staff, if this knowledge is not shared to other employees then they will recruit the retired staff incorrectly. Therefore, knowledge sharing is vital within an organisation so that the correct process is being followed by everyone. 
There are three elements of knowledge sharing which are knowledge-sharing culture, information technology (IT) and employee motivation. Knowledge-sharing culture can be described as the organisation embodying a culture with core values to knowledge sharing. If the organisation culture does not involve sharing and collaboration, then a significant change of the culture would be needed. This is because through the culture of the organisation, you can understand how employees interact with each other and their behavioural styles, fundamental operating principles and code of conduct which is needed to build a knowledge management platform (Garfield, 2016).
In order to create a knowledge sharing culture it is very important to create a vision and understand how things should work in the organisation because a knowledge-sharing culture will result in the employees to be empowered which would benefit the organisation as whole. In addition, if an organisation has a strong knowledge sharing culture, they are more likely to learn from mistakes and be able to move forward with an improved strategy. Through knowledge sharing the organisation will be able to build upon what has worked and gain success for the business through a systematic approach. (Skrabanek, 2017). 
Furthermore, information technology plays a vital role in knowledge sharing by making knowledge sharing available amongst employees. It is important to have the correct knowledge sharing platform so that correct information can be accessed anytime. Therefore, through technology a knowledge sharing tool must be created to support the knowledge management cycle (Rakwadi, 2015). 
The basic requirements needed for a knowledge sharing technology would be a centralised repository which is needed to store and share knowledge and a dissemination method which is for communication and transporting knowledge to individuals. The cycle is needed to help build the processes for knowledge transfer within the organisation and therefore information technology is very important to support the knowledge management cycle development (Batra, 2020).
Through information technology, knowledge can be stored on electronic knowledge repositories where employees can share that knowledge. IT can help staff to locate each other and be able to communicate knowledge sharing through technologies that include computers, telephone, e-mail, video-conferencing and databases (Rakwadi, 2015).
Employee motivation would be the main concern when it comes to knowledge sharing as not everyone is willing to contribute, share and reuse knowledge. Therefore, it is very important to motivate staff to share knowledge and use it. To acquire this, it would be essential for managers to communicate and have a team bonding with the employees. Along with this, managers should offer real life rewards to employees for any knowledge sharing so that the employee can feel appreciated and would want to share knowledge regularly. Real like rewards can be anything such as gift cards, vouchers for online retailers, free lunch from management etc (Gurteen, 2019, p.2).

Recommend improvements to the current framework. (8 marks)
Within an organisation if a suitable knowledge sharing is put in place then the employee’s skills and experience can be used to improve the business and culture, therefore it is important to have a continuous improvement within an organisation regarding knowledge sharing. One of the main problem organisation face is that the employees believe that their knowledge is not worth sharing or if they have more knowledge in contrast to other employees then this gives them more power and gives them a sense of entitlement (Brown, 2020).
One improvement the organisation would need to do is encourage and educate employees that sharing knowledge is power and that they will infact gain more than lose. Managers need to communicate to employees that sharing knowledge helps not only them but everyone else to perform better in their work and the whole team would achieve success which will make the company stronger (Brown, 2020).
For example, a main problem the report writer has found in their workplace is that there is a lack of communication between managers and staff regarding changes to the workplace where especially staff who are on annual leave at the time or staff who work part-time miss out on this information are not always informed regarding this. Therefore, in the team some staffs would benefit from the knowledge of the new change’s than other staff and not everyone would share the knowledge. 
A recommendation the report writer feels the managers can do would be to hold a weekly staff meeting to keep the changes informed and write up the changes on a whiteboard so that everyone can view this information and also provide the update via email so that everyone in the team can benefit from the new information. It would also be beneficial for the manager to mention in the communication that any staff to share the knowledge to a staff who was not present so that everyone can benefit from this.
Therefore, within an organisation knowledge sharing amongst employees is crucial for the correct process and procedures to take place. Sharing knowledge will not only help the team connect and perform better but it will also make the employees become stronger as professional and increase productivity and reputation for the organisation (Starmind, 2020).
There are many recommendations for knowledge sharing to boost employee engagement. One recommendation would be to provide employees with different ways to share their knowledge such as via email, team events, team meeting’s, any work app they use regularly, on a whiteboard so that they can find the best method which suits them to share knowledge The managers should also try to set specific knowledge-sharing goals for employees and communicate regularly through different channels regarding knowledge sharing expectations, goals and rewards (Reid, 2013, p.43-44).
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Appendix A
Recruitment Process Flow
Stage 1:
Set up interview
When vacancy closed, move to shortlisting 
Advertise job vacancy




Stage 2:
Successful interview/offered role?

Yes – start recruitment process
No – re-advertise vacancy or ask vacancy manager for next process





Stage 3:
Check vacancy type

    Type of roleRequest references – needs to cover last 3 years his
Employment checks clear – email unconditional offer & issue clinical employment contract
Employment checks clear – email unconditional offer & issue admin employment contract

Candidate to complete Occupational Health portal & employment forms
Request references – needs to cover last 3 years
Candidate to complete Health form & employment forms

No DBS check required
Start the DBS check – check correct level
Check three forms of ID documents 

Check three forms of ID documents 
Email admin conditional offer letter to candidate

Email clinical conditional offer letter to candidate an
Admin based 
Clinical based
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