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Abstract: The paper focuses on the internal knowledge sharing, namely on the
methods and practices used in the case of tacit knowledge exchange among the
individuals within an enterprise. Therefore, the first aim of the paper is to present
the methods and practices that are recommended by knowledge management’s
experts in the process of tacit knowledge sharing. The second research purpose is
to determine which of those methods and practices are most frequently used by
surveyed enterprises and how employees evaluate their utility in tacit knowledge
sharing. In order to achieve the second purpose of the research, a survey was car-
ried out in 153 enterprises located in the region of Wielkopolska in Poland, operat-
ing on domestic and foreign market.

The first section of the work provides a brief summary of guidelines on tacit
knowledge sharing within an enterprise highlighted in the relevant literature and
a set of methods and practices that are used in tacit knowledge sharing which are
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recommended by the specialists in the field of knowledge management. Then the
paper presents the results of own study on the surveyed group of enterprises. In the
concluding remarks possible implications for the development of tacit knowledge
sharing are suggested.

The research results allow the conclusion that according to what is reported in
the literature, tacit knowledge sharing is associated with broad defined staff train-
ing system. So exchange of tacit knowledge mainly takes two forms in surveyed
enterprises: collective learning and transmission of accumulated previously
knowledge to other employees within a company. However, as the research results
suggest, the degree of using methods and practices for tacit knowledge sharing
could be higher. Rather small level of tacit knowledge sharing in surveyed enter-
prises may be caused by insufficient activities focused on developing a strong or-
ganizational culture based on trust and cooperation.

Introduction

Employees should share knowledge with each other within the knowledge
management system to gain maximum performance in business activity.
The methods and practices by which knowledge is shared within different
kinds of organizations belong to the core issues in knowledge management.
Our study on knowledge sharing is indeed performed from a perspective of
knowledge management methods and practices that can facilitate this pro-
cess. Therefore, in this paper knowledge management system is considered
as a set of proper methods and practices of sharing knowledge in an enter-
prise.

Knowledge sharing, as define this phenomena for example D. Hong, E.
Suh and CH. Koo (2011), is the process by which knowledge held by an
individual is converted into a form that can be understood, absorbed and
used by other individuals through channels or networks between knowledge
providers and seekers. Researchers who are training to explain the term
knowledge sharing usually emphasize the collective character of this pro-
cess and that it takes place in direct knowledge exchange among people.
Thus it is important to create and shape relationships among co-workers,
and various social networks that facilitate knowledge sharing within an
enterprise (see Fan, Ku, 2010; Hong et al., 2011; Renzl, 2008; Szulczynska,
2009).

The paper focuses on the internal knowledge sharing, namely on the
methods and practices used in the case of tacit knowledge exchange among
the individuals within an enterprise. It has to be stressed that the typical
characteristics of knowledge is essential in the selection of appropriate
methods or practices to share effectively a specific type of knowledge (see
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Majewska, Szulczynska, 2012). Therefore, the first aim of the paper is to
present the methods and practices that are recommended by KM experts in
the process of tacit knowledge sharing. The second research purpose is to
determine which of these methods and practices are most frequently ap-
plied in surveyed enterprises and how employees evaluate their utility in
tacit knowledge sharing. In order to achieve the second purpose of the re-
search, a survey was carried out in 153 enterprises located in the region of
Wielkopolska in Poland, operating on domestic and foreign market.

This paper is organized as follows: the first section of the work provides
a brief summary of guidelines on tacit knowledge sharing within an enter-
prise highlighted in the relevant literature, and a set of methods and practic-
es that are used in tacit knowledge sharing which are recommended by the
specialists in the field of KM. Then, the paper presents the results of own
study on the surveyed group of enterprises. Finally, in the concluding re-
marks, possible implications for the development of tacit knowledge shar-
ing within an enterprise are suggested.

Tacit knowledge sharing among workers within an enterprise

It is much more difficult for an enterprise to capture, share, and store tacit
knowledge than explicit knowledge. Successfully enterprises effectively
develop and accumulate tacit knowledge through various methods and
practices of knowledge sharing among employees that is vital in gaining
a competitive advantage. Then, the intensifying tacit knowledge sharing
gives a chance, such crucial for sustaining a competitive advantage, to de-
velop tangible assets as an intellectual capital (see Leonardi, Treem, 2012;
Majewska-Bator, Bator, 2009; Fay, Furu, 2008; Majewska, Bator, 2006;
Szulczynska, 2005).

Tacit or explicit knowledge is sharing with other employees directly by
personal contacts, or indirectly through information and communication
technology (ICT). However, compared to explicit knowledge exchange, the
tacit knowledge is primary shared through direct interaction among indi-
viduals and groups at various levels within an enterprise. To a large extent
it depends on the kind of organizational culture which should promote so-
cial networks development (e.g. integration meetings and trips; initiation
meetings among employees who need to cooperate, circles of interest), trust
and collective work, solidarity and egalitarianism in order to obtain an in-
crease in the sense of unity and greater social cohesion among members of
an enterprise. Such a culture should also include a system of rewards that
facilitates collective action and learning. In other words, this type of culture
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is the collaborative environment for knowledge sharing among its mem-
bers. So the main obstacle in spreading knowledge sharing behaviors within
an enterprise is a bureaucratic and hierarchical culture base on the cult of
the individual and promoting elite thinking.

Information and communication technology (ICT), in turn, enables cre-
ating an organization memory through which an enterprise can capture tacit
and explicit knowledge resources and share them within an organization.
Information and communication technology facilitates sharing of tacit
knowledge (like expert systems, extranets and intranets, databases, vide-
oconferences, virtual bulletin boards or collaboration software like group-
ware), but is not able to replace direct contact and mutual relations among
employees. So that in this case information and communication technology
is primary intended to facilitate collaboration and foster the ability of peo-
ple to work together without personal contact. Therefore, information and
communication technology is very useful in the situation when employees
are physically separated from one another in their workplace and cannot
communicate directly (Leonardi, Treem, 2012; Hong et al., 2011; Majew-
ska-Bator, Bator, 2009; King, Marks, 2008; Majewska, 2006; Majewska,
Bator, 2006).

The main purposes of knowledge sharing tools and practices are to ex-
change existing personal knowledge in order to create new knowledge, and
that knowledge does not go away from the company with a worker who has
it. Effective knowledge sharing methods and practices allow individuals
also to reuse and regenerate existing knowledge, and can leverage the level
of cooperation among workers within an enterprise. Enterprises should
select methods and develop routines due to knowledge sharing process
among their employees. Once such system of sharing knowledge is devel-
oped, knowledge belonging to one person, usually called an expert, moves
to another employee, which results in an increase of organizational tacit
knowledge resources, and thus the productivity achieved by an enterprise.

In the knowledge management literature experts are very often treated
as individuals who are seen by employees having more tacit knowledge
about a particular domain than other people. It is worth stressing that the
methods and practices of tacit knowledge sharing are especially useful in
developing new products and processes, which is the key to sustaining
a competitive advantage on a market. Thus new product and process devel-
opment should also take place among various experts working together in
atask team. Then teams members can share their cross-disciplinary
knowledge during collective action (e.g. product design, product analysis,
simulation testing) (see Leonardi, Treem, 2012; Zhen et al., 2012; Hong et
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al.,, 2011; Fan, Ku, 2010; Majewska-Bator, Bator, 2009; Szulczynska,
2007).

In the literature of the subject various methods and practices of tacit
knowledge sharing are described. Among them, the most frequently men-
tioned seem to be just those taken into account in the empirical investiga-
tion presented in this paper. They include the following methods and prac-
tices recommended for tacit knowledge sharing, not only in an enterprise:

— Employees and management meetings, where current problems and
ways of solving them are discussed.

— Reports from projects that failed and presenting them to the board meet-
ings or other employee groups.

— Pursuit of training a successor.

— Different types of mentoring and coaching.

— Developing and providing best practices databases to employees.

— Participation in task teams.

— Rotation of staff in various workstations.

— Visits by employees in other departments in order to learn.

— Education system of managerial staff by the practice in various compa-
ny units.

— Teams of individual learning managers.

— Sharing of knowledge accumulated on previous work stations.

— Transfer of knowledge by employees who took part in training other
staff members.

— Analysis of the reports prepared by the sellers and the people involved
in client services.

— Organizing knowledge fairs.

— Boxes of submitting rationalization projects and ideas of employees.

Material, methodology and research results

In this research the authors decided to include a set of methods and practic-
es usually used in sharing of tacit knowledge in an enterprise, which has
been presented above. The study covered 153 enterprises whose structure
according to selected segmentation criteria is shown in Table 1. In the sur-
veyed sample small enterprises with Polish capital and operating on the
domestic market are dominant. So the research results can be primarily
related to such group of enterprises. It should also be emphasized that our
research is not a representative survey due to the insufficient sample size.
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However, on the basis of research results some conclusions of general na-

ture about the preferences of using certain tacit knowledge sharing methods
and techniques, and their utility in this process can be drawn.

Table 1. Structure of surveyed enterprises according to segmentation criteria in %

Size of enterprises

according to the number Capital Scope of market
of workers
—~ ~ Q

5| E3 g, 5 | 3 5 2 g

< 5 o = = 5} o 15}

g L 3 S < 9 ) = = =) =

a = =5 =& = = i g e
47.68 25.83 26.49 63.82 18.42 17.76 63.40 36.60

Source: own calculation.

At the beginning, the frequency of using 15 methods and practices con-
sidered in the study was calculated as their percentages in the total sample
of enterprises and according to the adopted segmentation criteria of re-
searched companies (see Table 3). The most frequently applied methods
and practices of tacit knowledge sharing in surveyed enterprises were: em-
ployees and management meetings where current problems and ways of
solving them are discussed; transfer of knowledge by employees who took
part in training other staff members; and sharing of knowledge accumulated
on previous work stations. Among the least used methods and practices
there were boxes of submitting rationalization projects and ideas of em-
ployees, education system of managerial staff by the practice in various
company units, and organizing knowledge fairs.

In all considered groups of enterprises in the first place there were em-
ployees and management meetings, where current problems and ways of
solving them are discussed. The frequency of applying certain methods and
practices increases with the growth in the size of an enterprise and the share
of foreign capital. This type of tendency has also appeared in the scope of
market, but only in the case of 6 methods and practices. However, Spear-
man’s rang correlation analysis has confirmed statistically significant rela-
tionship on the level 0.05 only for the dependency between the percentage
frequency values of using considered methods and practices and the share
of foreign capital. The value of Spearman's rank correlation coefficient for
this relationship was 0.39. But this difference in favor of foreign capital
decreases over time, which shows a comparison of the results of current
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research with previous studies on the issue of knowledge sharing in enter-
prises (see Majewska-Bator, Bator, 2009).

The application levels of considered tacit knowledge sharing methods
and practices were calculated for enterprises in total as well as for their
groups (Table 2). A low application level means that an enterprise uses 1-5
considered methods and practices, medium 6-10, and 11-15 high. The re-
sults have shown that up to 66.67% of surveyed enterprises used less than 6
of considered methods and practices. This situation points to a rather small
level of tacit knowledge sharing by the employees of surveyed enterprises.
The largest percentage of enterprises with mixed capital was characterized
by high application levels of researched methods and practices. In turn, the
largest number of medium-sized enterprises reached the lowest application
levels.

Table 2. Application levels of considered tacit knowledge sharing methods and
practices in surveyed enterprises in total and by their groups in %

Size of enterprises Capital Scope of market
=
£
i3 g
=2 £ = < =
o — =] = @ = = o0 5 o0
< g E 2 2 Z = = g 2
S g g S S = S 3 15
= 2 = — ~ = = = =
Low 66.67 | 66.67 74.36 60.00 | 4742 | 48.15 57.14 47.42 67.01
Medium | 2745 | 26.39 23.08 32.50 | 43.30 | 40.74 35.71 43.30 28.87
High 5.88 6.94 2.56 7.50 9.28 11.11 7.14 9.28 4.12

Source: own calculation.

Then the following procedure of determining the ranking of considered
methods and practices according to their degree of utility in the opinion of
employees working in researched enterprises was applied. First, the utility
of these methods and practices was determined basing on the grades given
by respondents. Respondents evaluated their utility on a scale from 1 (little
utility) to 5 (large utility). Secondly, we calculated arithmetic means and
standard deviations of scores granted by employees to rank particular
methods and practices by these statistical measures. The obtained results
allowed us to assign a successive position from 1 to 15 to a given method
or practice (see Table 4).



‘uomnenaed umo :32Inog

6L°9C 9681 1L°6¢ 8%l 6561 0s'CC 8¢SI 19°¢C 61°1C uIed] 0} sjudtredap 1oyjo ur saakojdwe £q SySIA
ev'1c 89'CC 00°SsT £6'S¢ 79°0C 0s'Cc S6'L1 00°SsT (444 swied) ysey ur uonedonied
evIT 8C6 443 (%44 619 0s'CC 901 |11 16°¢€l saakodwd jo seapt pue spoafoxd uonezijeuoner SumMIqns Jo soxog
. . . . . . . . . SAOIAIAS JUSI[O UT PIAJOAUT
0S°LE YL'YC 00°0S £6'ST YLYC 0sce 1s°0¢ y6'1¢ y1'6¢ ordoad oy pue s1a70s oy Aq paredaxd spodar 2y o sis[euy
. . . . . . . . . SIoqUIAW Jje)s
0S°LE yoiy [34°14 y0°LE 81°6¢ 000t S1'9% 0s'LE 0¥ ov 190 Sururen ut red §003 oM saakojdud £q 3FPapMOUY JO JASULIL
67°6¢ 1oy 98¢y YL 0v 81°6C 0s'LE $9'6¢ 00'08 0¥ oy SUONE)S YI0M sNo1AdId uo paje[nuINDIE FPIMOUY JO SULIRYS
L091 €01 ev'Ic |11 101 00°S 8Tl 8CSI [a! SITeJ 95PI[MOWY SUIZIUESIQ
¥9°61 89'CC 4543 S8l 6561 0s'Ce 8¢S1 90°81 61'1¢C SIoSURW SUIUIEA] [ENPIAIPUL JO SWEI],
. . . . . . . . . syun Auedwod
98°LI eIl 98°'L1 e €0l 00°0¢ (ANY 8CSI 16°¢€l snowea ur sonoerd oy £q s [erSeUrRW jo WolsKs uoneonpy
oc0c | ¥I8c | 6T6e | 8IS | o066T | o0sLe | o06se | TLve | 9Lse Suryoeod pue Sunojudw Jo sadK) Juatepriq
6C°6¢ L8'8C 98'CY ¥0'LE L8'8C 00°Sv LL'OE 8L'LT 1ree SUONE)SHIOM SNOLIBA UL Jje)s JO UONRIOY
98cr | 961e | LSS | wPvy | L88T | 000% | 1T8T | 0SLE | 9LSE s0okordwid 03 saseqelep seonoeid 15aq Sutpiaoid pue Surdofpasg
£6'¢E LL'ST 00°s¢ SI'8¥ YL'¥C 0s'LT 9¥'8¢ 00°s¢ ¥1°6¢ J10$$900NS & Fururen) Jo nsing
. . . . . . . . . sdnoi3 9aLodws 19yjo 10 sFunow
LS'8C 1rLe £v'or y0'LE 06'6¢ 00°0% 9Y'8¢ 6£'9¢ 1ree pIe0q oy 03 woyy Sunuasaid pue payrey jeyy syafoxd wouy spoday
. . . . . . . . . way) SUIA[OS Jo sKem pue swa[qoid
9849 0r0L 00°SL 8v'18 w9 00°sL £C69 8C'S9 L8'89 JULIND PISSNISIP I8 AIYM STUNoW judwaseuew pue soakojdwyg

= &, = M e, @ m._ % = E g
g e 2 LE o m sddnoead pue SpoyRIA

(<]
ende) sastadaIdud Jo IZI§

(%

ur) sdnoi3 11oy) Aq pue [e10) Ul sas1IdIo)ue pakoAins ur seonoeld pue spoyjowr JuLreys a3pajmouy 31oe) Suisn jo sorouanbai] “¢ d[qel,




‘uonended umo :32Inog

€20 88°C ures[ 03 1opio ul syjusuntedap 1oyio ur saakordwd £q SISTA SI
€0 60°¢ swe9) yse) ur uonedionred vl
00 61°¢ sdoko1dwa Jo seapr pue s3oafold uonezifeuonel SumMIUQnNS Jo saxog €1
61°0 ST€ SQOIAIAS JUAID Ul paajoaul 9[doad ayy pue sia[[as ayy £q paredard syiodar oy jo sisAeuy 71
91°0 62’ sIaquiow Jjels Joyjo Jururer ur 3red yoo) oym sadko[dwd £q 93pa[mouy| Jo I9Jsuel], 11
ST0 0¢'€ SUOIe)S YIom snoiadld uo paje[nundde 93pa[mouy] Jo SuLleyS 01
LT°0 ev'e sarey oFpormouy SuiziuesiQ 6
61°0 St'¢ sIoSeuBW FUIULILI[ [BNPIAIPUL JO SWIEBI], 8
91°0 L€ syun Auedwod snotrea ur 9onoe1d oy) Aq Jjels [RLIdZRUBW JO WI)SAS UOneINp L
91°0 8L'¢ Sumyoeod pue Juniojudw Jo sadK) JuarayIg 9
€ro e8¢ SUOIIBISYIOM SNOLIBA UI JJRIS JO UONRIOY S
[4X0) 8¢ saokodwa 03 saseqejep saonoeid 3saq Suipiaoid pue Surdojoasag v
(450 L8'€ 10$$900NS © JuIUIe} JO JINSIng 15
. . sdnoi3 aakojdwa
91'0 68'¢ 39110 10 s3uneaw preoq ) 0) WAy Sunuasaid pue pafrey ey s19afoxd woiy spoday C
. . woy) JUIA[OS JO
oro Iy sAem pue swa[qoid JuUaLIMd PISSNISIP A1k IYM SFUNIW JuAWIFeuRW pue soakojduyg 1
Honeisop ot sdonoead pue SpOYRIA uonisoq
plepuels | onduwpLIy ) o

UOTJBIAQD PIEPUE)S PUEB UBIW OIJOWYILIE Y}
:syjuapuodsar oy Jo uorurdo ay) ur sastidrojuo pekeains ur saonoeld pue spoyew Surreys aSpapmouy| 3108} Suisn Jo seni() p dqel



44  Maria Majewska, Urszula Szulczynska

Thanks to this procedure the ranking of analyzed methods and practices
according to their degree of relevance in the process of tacit knowledge
sharing was prepared. The first three places in this ranking were occupied
by employees and management meetings, where current problems and
ways of solving them are discussed, reports from projects that failed and
presenting them to the board meetings or other employee groups, and pur-
suit of training a successor. The last position was held by visits by employ-
ees in other departments in order to learn.

Additionally, the analysis of researched methods and practices utility
given by respondents shows that all but one obtained arithmetic means
higher than 3 on the five-point scale. That is why a rather small variation of
the utility evaluations, measured arithmetic means occurred, as all of them
were in the range from 2.88 to 4.11.

It was also decided to check the extent to which surveyed companies
supported the development of knowledge sharing among their employees
through information and communication technology and practices that
promote social networks development (see Table 5). Respondents were
asked first about the use of certain tools of ICT in order to share
knowledge. The second question concerned the presence of the three meth-
ods which facilitate the development of trust and cooperation among em-
ployees in their companies. Therefore, the frequency of use these tools of
ICT and practices aimed to facilitate the process of knowledge sharing
within an enterprise was identified:

— Integration meetings and trips.

— Initiation meetings among employees who need to cooperate.
— Circles of interest.

— E-mail.

— Databases.

— Teleconferences.

— Videoconferences.

— Real or virtual bulletin boards

— Intranet.

— Collaboration software like groupware.

The most frequently used tools or practices aimed to facilitate the pro-
cess of knowledge sharing in the total sample of surveyed enterprises were:
e-mail, integration meetings and trips, real or virtual bulletin boards. The
percentages of applying were the smallest for circles of interest, videocon-
ferences, and collaboration software like groupware. In all considered
groups of enterprises the first three places were also taken by the same tools
or practices as in the total sample of surveyed enterprises.
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Only in the case of intranet, collaboration software like groupware, and
real or virtual bulletin boards, the percentage of using them increased with
the growth in the size of an enterprise. The frequency of applying such
tools and practices like circles of interest, e-mail, databases, real or virtual
bulletin boards, and collaboration software did not grow with the growth in
the share of foreign capital. However, the percentage of using all the tools
and practices was higher for foreign-owned enterprises compared to re-
searched companies with Polish capital only. This advantage of foreign-
owned enterprises was also confirmed by the calculated average use for all
considered groups of enterprises in the empirical research (see Table 5).
The scope of market turned out, as might have been expected, to be the
more significant factor affecting the frequency of using considered tools
and practices by researched enterprises for tools of ICT than for practices
that promote social networks development.

Conclusions

The research results allow for the conclusion that, according to what is
reported in the literature, tacit knowledge sharing is associated with broadly
defined staff training system. So exchange of tacit knowledge mainly takes
two forms in surveyed enterprises: collective learning and transmission of
accumulated previously knowledge to other employees within a company.

However, as the research results suggest, the degree of applying meth-
ods and practices for tacit knowledge sharing could be higher. The tacit
knowledge sharing means primary direct exchange of knowledge among
employees, and it requires different kinds of support in order to develop
trust and reduces the resistance against transfer of knowledge to others.
This is due to the fact that without trust there is no effective knowledge
sharing within an organization. Thus the insufficient level of tacit
knowledge sharing in surveyed enterprises, which indicates that the results
of the studies presented above may be caused by insufficient activities
which are focused on developing a strong organizational culture based on
trust and cooperation. Therefore, managers should care more about the
development of favorable knowledge sharing environment and be them-
selves more involved in various initiatives enhancing a culture based on
trust and cooperation. This is desirable, since such an attitude of managers
also shows employees which values and practices are preferred in an enter-
prise.
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