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[bookmark: _Toc427765944]Introduction:
Many people often wonder if knowledge and information management is meant only for big organizations. This paper throws light in the fact that when there is surplus knowledge all around us and in this era of growing economy why should small and medium scale organizations restrict themselves from knowing more and managing knowledge. There is a huge opportunity with respect to knowledge management and SMEs must also consider the opportunity. 

[bookmark: _Toc427765945]Relationship between data, information and knowledge
The researchers have worked on various KM assignments in association with Asian Productivity organization, which is a firm wherein workforce comes from small and medium organizations from various countries. Its members are from Japan and about 70 percent of them are working with small and medium enterprises. This working experience made the researchers realize that even small businesses are facing some challenges that are quite similar to those face by large firms. And the solution to this issue is that they need to adopt knowledge management so that they can survive and witness growth in this every changing global economy.

The KM method exhibits the procedure that explains the schematic actions to various big and small managements to construct, divest and increase the asset of the company with respect to knowledge (Venkatraman & Venkatraman, 2018). This model lays stress on the strategies with respect to ‘whys’ and ‘whens.’ The core of this model is that it is based on the strategic actions that make context of the implementation more important than anything else for any management. The model also includes the concept of divestment which is normally not present in other KM models. 

Knowledge management endeavors are the outcome of the reactions to strategic and schematic transitions and requirements (Ibidunni, Ogunnaike & Abiodun, 2017). It throws light on the overview of all the planning that goes behind KM. However, it does not talk about in depth about what plan would be apt for different situations at a given point in time. 
The said model of KM gives a typical theoretical structure and particular guidelines mandatory for execution. 

The process involving KM can be broken down into four levels (Wibowo & Waluyo, 2015). The first level calls for identifying the sources with respect to knowledge by the management of any organization. The knowledge thus acquired must be analyzed and organized in such a way as to ascertain the weak points and the strong points of the company. And then it must be assessed regarding its relevance to the company and whether or not they are reusable. 

Next step involves socialization. In this different methods are employed to aid sharing with others and disseminating it and making it reach to whoever requires the knowledge in the first place and the most in any organization (Nonaka & Toyama, 2015). Eventually, the knowledge is channelized within it. 

In all these schematic segregation of levels, actions are not actually taken but they give a general and an effective idea about the key roles of any KM in-charge or manager. This model has one limitation and that is the focus of the whole process. The primary among them is that the overall planning does not have the roles laid forward by Bukowitz along with Williams (Hamidi et al., 2016). Then there is also the fact that KM’s job is restricted to knowledge sharing, discounting the procedure of acquiring knowledge or its formation and divestment. This approach is somewhat fair to KM as the centre of the whole initiative is the sharing of the knowledge and also its retrieval. However, it does not touch upon the scope of the KM as per its definition. 
[bookmark: _Toc427765946]Individual knowledge and Organizational Knowledge
Knowledge has over a period of time rendered itself mandatory and should be in the possession of various big and small organizations, and SMEs are no exemption. SMEs are required to administer knowledge for the very conditions as bigger firms. This enables SMEs to acquire competitive benefit with the help of their capability to administer and extract knowledge. To stay relevant, SMEs should first of all learn what kinds of knowledge assets do they have, later should know the means to administer and employ of the identified possessions to gain maximum benefits (Perez-Luno, Saparito & Gopalakrishnan, 2016). Knowledge management is nothing less than a strategic tool for small businesses and can enable them to construct more durable and better enterprising practices, rendering them not as much of vulnerable and prone to the malefic effect of the whole economic cycles with respect to their industry. Knowledge is the only livelihood of all SMEs. There is an SME instance in this paper that recognizes the fact that knowledge is mandatory for it. 
Take for instance the organized fish industry which is in fact the knowledge-hub industry (Ramachandran & Gangopadhyay, 2018). Hence, organizing knowledge and increasing its sustainability in running the business forever is important. 

It must also be checked that the knowledge and learning acquired over a period of time should stay with an organisation irrespective of its staff’s turnover. 
[bookmark: _Toc427765947]Identification of knowledge assest
Another example is that of any consulting like AIC. Small enterprises have hub of knowledge which is engraved in its employees head, work culture and the working system. So what is all this hype behind KM about? Researcher Davenport along with researcher Prusak provides a live description of learning with respect to organizations. Knowing is an assortment of fixed exercise, good virtues, related info, and excellent insight which offers a structure for assessing and implementing fresh experiences and learnings (Meys & Segoe, 2018). 
It takes birth in the mid of a person and is applied there as well. 

In firms, it seldom is ingrained not just on papers/documents, as well as  in firms’ daily chores, complete procedure, good initiatives, strong alliances and basic belief.

Various SMEs learnt that mix types and shapes of information assessts: in any finance based firm, the prized possession was the proficiency of higher-ranking staff and associates, alliance-style rapport with patrons, and critical details obtained via work culture on particular projects. 

For any firm involved in only manufacturing, its product knowledge and innovative methods of productions are the best possessions as it enabled the firms to consistently probe and create fresh products and manufacturing techniques. In reality, these firms aimed at having a unique rather than a fixed idea of knowledge, which was witnessed at par the information that can be employed for actual work. 

It ought to be present in a wasy that is easily reachable, most up to date, and always available in time of use. For SME, it is generally strategic knowledge retained in the people’s mind that is the possession of highest degree of the organization. 

SMEs are dependent on the schematic know-how of a restricted number of important individuals must acknowledge how prone to loss they can be in case they lose such persons. 

SMEs are at the highest risk of losing out in a competitive world if they lose such persons when they quit the firm. Important aspect concerning various SMEs refers to the conversion of personal know-how retained with important executives with respect to firm’s knowledge. SMEs typically have problems in luring high-caliber, expert employees, since skilled people generally aim at joining bigger firms that provide higher compensation. 

SMEs have to put up with the issue of keeping specialized employees as they are able to offer restricted career advances. For such skilled employees the SME businesses are a steppingstone to bigger opportunities. 
The moving away of extremely skilled workers is a big risk to SMEs, until the time they realize that the knowledge owned by those employees should be retained and shifted in the entire organization. Small companies are required to supervise the important information possessions at par with the bigger organizations do. However, the methods and tools employed and the aim of their initiatives may need a different approach and lay stress on different focus which is drastically different than the bigger organizations. 
[bookmark: _Toc427765948]Company Overview 
Keppie Design figures in the county’s pioneering architectural units. The company has the external recognition in nurturing creation as well as imparting knowledge (User, 2019). The key personnels are very fond about the best firm’s more than a century old information and being, including also the good partnership along with the globally appreciated Charles R Mackintosh. During that good history the big firm has very much gained a noble reputation with respect to its good value strong creations that definitely function extremely sound with and at an instant mechanical best level and also in terms of aesthetics. For seeing an example, let’s consider some of old hospitals from Glasgow very much led with respect to the exercise of employing best ac provided quite ahead in terms of the period. Of later, the architects have been leading in the role of setting the good standards with respect to minimum and low-carbon emitting office structure and design. The very company planned and invested in the area of knowledge retaining and management in order to encourage and support the skill, talent and professional advancement and development of its entire staff, particularly in question were the extremely fresh and young good trainees, and in order to better and improve external as well as internal basic communication with respect to complete project knowledge. The action taken and the initiative later resulted giving rise to enhanced extremely social as well as extremely professional rapport and cohesion within the members and also among staff persons with respect to all levels of the big firm, strictly allowing planned and greater perfect project associations and collaboration with other firms and offices. It also enabled and allowed various directors working in the firm to recognize as well as identify those workable areas with respect to the better corporate and business knowledge legal base which the company along with them most desired for and aimed to develop, for instance durable and sustainable all constructive and building novel technology along with creative design. 


[bookmark: _Toc427765949]Background to the KM Initiative 

Keppie design witnessed a timeline of quick expansion in the latest years due to huge public investment with respect to health and academic provisions, in a public-private based financial association. Based in Glasgow which is also its operations headquarter, the company opened launched its base in four other cities in Scotland. It penetrated in the Northern side of Ireland. It also entered North side of England.  Its employees increased twice in just a matter of two years. 
Some specific elements of the employee profiling brought forth the importance of having a perfect knowledge and learning management in place. 

It is a general practice in UK that the architects are trained once in the college education and second in the actual environment wherein the gain practical knowledge. These two methods are alternated at a fixed period. The student complete four years of study then these trainee architect get involved in practical training for a year before returning to study further at the university for a year. They then take second year of practical trainee before finally appearing for the exams in order to graduate to be an architect. 
The profession is based on the continuous supply of skilled trainees every year and the firms further invest in training and mentoring the qualified trainees (Rosenman, Fernandez & Grand, 2018). 

Architectural studies in the United Kingdom have witnessed a drift that has happened against the technical sides of forming construction inclined towards a tremendously aesthetic or creation focused. This also has benefits with respect to quality of mass realm, but it also tends to create rooms and large gaps with respect to knowledge and information management.

Directors and management at Keppie Design were really worried about the absence of technical credentials of architectural fresh recruits that made way into the organization straightaway after the practice at university. These elements clubbed to bring about the relevance  of knowledge and information management present at any given company. The instant expansion gave rise to impossible anxiety on the convetional methods of knowledge and information sending and training. The company development depended on enhanced workforce of trainees who did not have the desired technical know-how that was the foundation of the organization’s reputation. This said growth and development in the mentioned business did also place fresh pressures on development procedures. The company created some general promotional study material that were produced in-house, and created remarkable investment with respect to good quality bid papers meant for individual projects. 

These materials were created by a two-female memeber team who compliled information gather though the thorough research within the company and produced good branded information meant for bidding. When the market grew and expanded, there felt a quick and clear desire for a distribution of the methods created to the regional offices. 
The biggest challenge in doing so was to keep the quality of the document intact while delegating responsibility. 

A skilled Knowledge and Information Manager was hired and appointed considering a wide remit to enhance the process of training and bring about a professional development in the realm of the company. There was also the need to retain the skills and expertise enhanced and developed while working on the development of the project. The female was under the managing director directly and she reported to him. Thus instantly forming a driving group of personals from various managerial stages to pick priority and execute necessary action in order to benefit in terms of broad-spectrum endorsement and encouragement for the program. 

[bookmark: _Toc427765950]What Specific Programs Were Undertaken? 
Although it is believed that various heads and directors at the architectural firm had learnt about the importance of knowledge and information management and were working in sync with the prospective ideas behind and beneath; 
They also shied away from taking pain to acquire or have a crystal clear understanding and idea about what all of them desired achieve by the means of it. 
They all were definitely knew of a dire need for higher and greater in office coordination regarding training, and the need for enhanced and better knowledge as well as learning from various project work experience, but have had no crystal clear action or plan for how anything of that stature and caliber should be made to happen. 

When the skilled Knowledge administrator and Manager was very first hired and appointed in the year 2006, she planned and conducted a most widespread and prevalent consultation with as well as among all of its staff in order to recognize identify and acknowledge the vital key spheres and areas of quick concern and consideration for the company workforce. 

Informal quick talking, prolonged discussion in big groups, and pursuit of information methods and systems very quickly produced outcomes and revealed the best two important key spheres and areas of quick concern. First of all was the company's trained information and technology systems had enormously been enhanced to cater to the desires of regional working offices in their domain as well as project work, but they failed to offer a fixed standard workable portal for sending basic information to and from the entire business. Staff desired a basic simple method of global communicating standard enforced throughout the levels of company. A few number of various other objectives followed and cropped on from that concept, that included the formation and establishment of a good directory of talented, skilled and experienced professionals, an exhaustive database of fixed standard meant for drawing information and details, need to have a library and hub of technical as well as creation details and information, and a reservoir of fixed standard all company details with the aim of need for inclusion in all bid papers and documents. The next concern was to enhance personal conversation among various staff, specifically and particularly concerning sharing practical experience. It was also clear that the said architects along with technicians desired and yearned for being able to converse with fellow workers and each other and discuss recurring issues. The learning administrator worked in tandem with the very top skilled designers in that company to enhance processes with respect to design management as well as analytical practice. Teams were instantly set up to improve and develop methods and tools of post-project analysis, following the finishing of a building, and also the post-occupancy analysis, post the building occupation. Training was recognized as the important objective of an effective KM program, and a good program with respect to training conference and learning seminars was formed within the initial few months. 

[bookmark: _Toc427765951]How Was It Implemented?

The KM scheme would require active involvement from differ level of staff in the organization, so it was important to form dedication from the start. Knowledge Manager was hired and had been actually appointed by the working Managing Director, it was crystal clear that some junior managers were made part of the process. A driving group was formed to direct the plan for the program and to make sure that personal communiqué among all management levels was effectively carried out. Because the objectives would require an altogether fresh skill set, therefore technical executive groups were formed with the help of Knowledge Manager. For instance, a group of IT aspirants and experts met to create the technical succinct for an exhibited intranet. All Technical Managers that had all architects and skilled architectural technologists formed a great internal skilled team with different responsibility meant for the creation and development of strong technical skills and capability of the members and staff. They all worked with basic supervision of the Knowledge Manager focused on the enhancement and development of an exhaustive database meant for fixed extracting information’s. 

[bookmark: _Toc427765952]What Are Some of the Challenges? 

The basic issue with respect to KM method is the involvement of senior and expert staff. It is observed that the KM system benefits the junior staff more than the senior staffs. Trainees also get benefitted, although senior staff is the main driver of growth due to their strategic and analytical thinking and expertise.
So it became an issue to involve senior staff which was critical to development. There are various reasons behind this some are subjective to the organization while others are generic and valid across organizations. It is a typical scenario wherein the most learned people are constrained with respect to time because they are highly in demand and globally recognized. All these skilled, experienced and expert people are always in demand and as a result under mounting pressure created by the probable clients, existing clients and also some contractors. They live a very stressful and strained life with less time for researching or spending in front of computers or interacting with other people. In many cases they are also old and less open to using new and innovative technology as compared to the younger counterparts. 
 
Around 2006, there was prevalent a vast disparity with respect to getting acquainted with the internet technology throughout the company. Fresh staff was completely engaged in Internet forums and social networking platforms, on the other hand a few of the high level directors refrained from using even emails. 

This gives rise to the preferred conversational modes. Architects as we all know are more into drawings and pictorial representations and discussions than reading or writing too many pages of text.

An important aspect of retaining knowledge was the conversion of actual experience into apt realms of media for general and large scale communication. 

Later with specified studies and observational analysis a younger executive was given the reins of technical manager or directorial level positions and soon the problem was resolved. The two worked in sync the older man gave his high level understanding and great experience to the younger person who suitably converted the learning into pictorial expression and suitable drawings with lots of information depicted with respect to the project they were working on together. 

This gave birth to the concept of giving space to the strategic communication and the need for sharing knowledge. Although it could not be fully successful as the knowledge failed to completely be expressed in the form of drawings. 


[bookmark: _Toc427765953]What Were Some of the Key Results? 

The KM project in Keppie Design was primarily driven by the need to more rapidly raise the productivity of trainee architectural staff. In this it was entirely successful. New recruits to the company were the most vigorous users of the system, which provided instant access to a range of corporate and technical information. The staff time for induction of new recruits was reduced, as information on internal procedures and processes was available for browsing during lunch-hours. 


[bookmark: _Toc427765954]What Are the Key Lessons Learned?
Never make the mistake of underestimating the total time devotion required. The major success of any KM project was reliant on the analytical propagation and engagement of members and staff present throughout the entire organization. 

This did include efficient technical staff and IT people, well trained managers, skilled professionals having expertise, all internal working and functional good supportive specialists, like HR or development professionals and staff, managers and administrators, and supportive junior staff and production employees. All of these major people have had full-time regular jobs with having major priorities apart from this, so it is important as well as vital to strategize and plan for adequate and sufficient involvement of human developmental resources present in the entire business office. In the above mentioned case, a tremendous deal was attained with the help of individual engagement, extra working hours, and loads of enthusiasm. Personal recognition was the major rewarding method. 

Any KM method must provide clear benefits to those workers and employees who are needed to contribute. Junior staff is interested to offer news and relevant social information content. For them, the Endeavour offers them a fast social integration within the firm. Business leaders use the media to share achievements or vision about the company. 
Special interest teams can share the transition with respect to safety regulations. The worth of personal recognition is critical. 
Some internal experts can feel that their worth is insufficiently acknowledged. A KM program has the scope to identify the worth of every worker, employee and colleagues. 

The most important element related to success of the enterprise development aspect of the method was the basis and role of recognizing the worth of an earlier ignored member of key staff. 

[bookmark: _Toc427765955]What Next? 
The near future of knowledge and learning management within the abovementioned Keppie Design is not known now. There is still a room for remarkable productivity benefits with the means of enhanced business methods, but all management financial investment is restricted during the present recession. There is also an objective has not been completely actualized and that is the creation of integrated methods of employing a reflective practice. 

Currently methods are subject to frequent technical analysis and creation analysis, but there are a few organized managements with respect to these processes. Such analysis just form part of the bigger wider process of planned reflective exercise and practice commencing at the initial levels of tendering and sustaining post the finishing of post-occupancy analysis. At each level there are various prospective knowledge and learning resources offering room for more analysis and improvement. The other features were

· A coherent and good strategy in place will definitely recognize those levels which are likely to beneficial of new productive ideas, and form methods for various knowledge captures. 
· The HR methods with respect to staff appraisals as well as resource delegation are not aptly integrated with the needs of professional enhancement. 
· All trainee staff was inducted in a jiffy into the business, minimizing the period to productivity
· Technical details were instantly accessible in the supervision of skilled technical managers 
· The present of staff contact directory enabled enhanced collaboration that increased rapidly within the various groups of architects 
· The productivity of bid groundwork was remarkably improved. 
· Various other chances remain to enhance productivity with the help of better and effective communication within the internal groups, but this particular case study displays the initial gains that can be attained with extra little cost.
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