KNOWLEDGE UBIQUITY THROUGH THE TRANSFER OF

TACIT KNOWLEDGE IN AUSTRALIAN UNIVERSITIES

Ritesh Chugh
(GCTertEd, GradDipInfSys, MInfSys, MACS, SMIEEE)
College of Engineering and Science

Victoria University

Submitted in fulfillment of the requirements for the degree of Doctor of Philosophy

February 2014

VICTORIA
UNIVERSITY

MELBOURNE AUSTRALIA




Copyright Information

Copyright © by Ritesh Chugh 2014

All Rights Reserved

This work is subject to copyright and the copyright is owned by the author of this thesis.
The thesis may not be reproduced in any manner elsewhere without the written
permission of the author. Permission is provided for a copy to be downloaded by an
individual for the purpose of research and private study only, with acknowledgements

as appropriate.




Abstract

Knowledge management is a process through which organisational intellectual capital
and information can be managed. In order to be successful, both large and small
organisations rely on their acquired information and intellectual capital. Sharing of tacit
knowledge in organisations can contribute to improvements in organisational processes
and is a key element in creating and sustaining competitive advantage. Universities are
knowledge organisations, with knowledge embedded in people and processes, where the
transfer of tacit knowledge is necessary for continual improvement and responding to
the external changing environment. This research explores six dimensions (workplace,
behavioural, workplace expectations, technology, learning, and culture, age and gender
as a group) that have an impact on the transfer of tacit knowledge in four Australian
universities. The research also identifies the enablers, inhibitors and processes that will

aid in capturing, managing and distributing tacit knowledge.

The empirical findings for this study were drawn from surveys and interviews. A survey
instrument was used to explore the perceptions and opinions of university academics in
six dimensions of tacit knowledge transfer. Subsequent interviews provided an in-depth
opportunity to ask a series of open-ended questions that revealed potential enablers and
barriers to tacit knowledge transfer in an unconstrained environment. Primary data was
collected from a sample of 141 questionnaire respondents and interviews of eight

university academics.




The findings have revealed a positive consensus that the surveyed universities are
generally very favourable to tacit knowledge transfer. The results indicate a high level
of commitment from the universities towards the transfer of tacit knowledge. However,
the findings also indicate that from a systematic perspective, changes need to be made
to encourage and facilitate the transfer of tacit knowledge in both formal and informal
settings. Largely the respondents revealed a feeling of discontent towards tacit
knowledge transfer efforts from an organisational perspective, however from an
individualistic perspective the picture was not so gloomy. Universities need to provide
information technology that facilitates tacit knowledge transfer. It is also evident that
senior management’s commitment to enable the transfer of tacit knowledge is
important. From a learning perspective, the analysis revealed that academics are open to
lifelong learning. This will help to take universities in the right direction as tacit

knowledge sharing evolves.

This study provides theoretical contribution regarding the nature of tacit knowledge
transfer by university academics. It also provides a contribution relevant to practitioners
by providing key processes that can aid in the transfer of tacit knowledge transfer,

which can be used as a guideline not just in universities but other organisations too.

It is hoped that such a study would benefit research in tacit knowledge management and
also eliminate confusion as to where universities should focus their knowledge
management efforts for optimising performance and making tacit knowledge transfer

possible. The findings are neither an endorsement nor a criticism of the academics or




the universities but simply a way of exploring how effectively tacit knowledge transfer

can take place moving forward.
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Chapter One Introduction

In an economy where the only certainty is uncertainty, the one sure source of lasting

competitive advantage is knowledge - Nonaka, 1991, pg. 96

CHAPTER 1 INTRODUCTION

1.1 INTRODUCTION

This chapter provides an overview of the research by drawing a comprehensive picture
of the study and sets the foundation for the following chapters. It begins with an
overview of the research background and identifies the importance of tacit knowledge
outlining key reasons for the retention of tacit knowledge in organisations. The second
section highlights the importance of this study, outlines the research background and the
broad research gaps are identified. It also elucidates why universities need to focus on

tacit knowledge retention and transfer.

The third section identifies the significance and aims of the research. The fourth section

outlines the overarching research aim and the specific research questions. The fourth

——
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Chapter One Introduction

section also maps the questions from the questionnaire and the interview to fit into the
specific research questions. The fifth section then follows by providing an outline of the
structure of the thesis. The outline of the first chapter is illustrated in figure 1.1 below.

The sixth section provides a conclusion of this chapter.

¢ Introduction

» Research Background

* The Significance and Aims of the Research

e Research Aim and Questions

M ¢ Research Aim }

e Research Questions ]
¢ QOutline of the Thesis J
e Conclusion J

Figure 1.1 — Chapter one outline

1.2 RESEARCH BACKGROUND

Over the last decade organisations have taken a keen interest in retaining tacit
knowledge as it is a very important asset for organisations. This has led to the adoption
of knowledge management practices that provide innovation in decision making,
product and process efficiency. However as organisational knowledge is greatly

dependant on the tacit knowledge that its employees possess, it is important to pursue




Chapter One Introduction

strategies that encourage sharing of employees’ knowledge and also possibly enhance
employee retention. Sharing of information between employees creates a more
knowledgeable workforce (Peariasamy & Mansor 2008) hence an organisation that
learns and encourages learning amongst its employees is called a learning organisation.
In the pursuit of becoming learning organisations, most organisations are investing in
knowledge management (Bogner & Bansal 2007). Knowledge management is a
discipline to manage information and intellectual capital that is considered to be a
valuable resource by all organisations small or large because of the reliance of
organisational processes on information. A growing number of companies have started
realizing the importance of knowledge management and are taking steps towards its

adoption and implementation (Chong 2005).

Van der Spek and Spijkervet (1997) define knowledge as ‘a whole set of insights,
experiences and procedures which therefore, guide the thoughts, behaviours and
communication of people’. Tacit knowledge is repeatedly acknowledged as an
intangible resource (Jacobson 1990), which implies that it does not have a physical
presence whereas on the other end explicit knowledge is tangible and has a physical
presence. Knowledge exists in both explicit (tangible) and tacit (intangible) forms. The
use of knowledge in organisations can attribute to improvements in organisational
processes and is a key element in creating and sustaining competitive advantage.
Nonaka and Takeuchi (1995) suggest that collecting, storing and disseminating
knowledge to the right people at the right time in the right place and in the right format
is the key to effective knowledge management. Thus the importance of knowledge

management in improving business processes cannot be over emphasised since it

——
w
—



Chapter One Introduction

creates value. Majchrzak, Cooper and Neece (2004) identify that it is evident from
research conducted by academia and industry that a lot of knowledge is created during
every process but the question is whether the knowledge is used any further or not. So
an important question is why companies do not try to capture, retain and transfer tacit
knowledge? Polanyi (1966), an influential philosopher of epistemology, put the
importance of tacit knowledge through this quote ‘we can know more than we can tell
and we can know nothing without upon those things which we may not be able to tell’
(p. 4). The focus of this research is to analyse transfer of tacit knowledge; tacit
knowledge is knowledge that people have in their minds and is, therefore, difficult to
access. Tacit knowledge is difficult to access and transfer (Syed-lkhsan & Rowland
2004) but it is possible to convert tacit knowledge into explicit (Nonaka 1994). Explicit
knowledge is knowledge that has been documented and found in books, databases,
memos, documents and so forth (Botha, Kourie & Snyman 2008). Since tacit
knowledge is intuitive and practice-based, it is both valuable and difficult to transfer
(Stover 2004). It is crucial that organisations identify where tacit and explicit
knowledge is located so that it can be easily transferred. Universities are knowledge
institutions with knowledge embedded in people and processes. In universities, most
important knowledge is often tacit in the mind of academics thus difficult to spread
through the university and its internal stakeholders, not limited to students and other
academics, because of time and resource constraints. The role of academics is to convey
and transfer their tacit knowledge into more explicit forms so that it is available for
further reuse by the stakeholders. Hence universities and more importantly its
academics form the primary source of data for this research. Businesses today are not

only dealing with baby boomers or generation ‘X’ but also with generation Y’ which
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Chapter One Introduction

may be high in talent but whose commitment to a single job isn’t always for longer time
periods (Hutley & Solomons 2004). It has been noted that human resources (HR)
activities are critical in enhancing learning and sharing of knowledge in organisations
(Argote, McEvily & Reagans 2003; Jackson, Hitt & DeNisi 2003) but retaining
experienced and older employees for longer periods is only a short term solution for
companies. However retaining the ‘talent’ of these experienced and older employees is
essential for businesses. The skills of experienced employees are an incredibly valuable
resource to any organisation however organisations can gain competitive advantage
only if these skills are retained. According to Pasternack and Viscio (1998), knowledge
and skills of experienced employees if not retained in the form of policies or structures
within organisational memory will imply that knowledge will walk away with the

employees when they leave the organisation.

A report prepared by PhillipsKPA for the Department of Education, Science and Training
(DEST) in 2006 demonstrated that universities are expending a lot of effort in knowledge
transfer through commercialisation of research but little emphasis is placed on knowledge
transfer efforts made by universities in passing their tacit knowledge to internal
stakeholders who could be students and academic peers. Housel and Bell (2001) refer to
the loss of knowledge as the death of knowledge because either existing knowledge is not
exercised or emphasis is placed on new knowledge ignoring the old. A study by Lin, Yeh
and Tseng (2005) found that gaps have existed in the knowledge management of
organisations and these gaps need to be resolved to improve organisational performance.
Filling these gaps will make organisational knowledge, especially knowledge that is

created during various business processes, available for reuse in the future. Literature has
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Chapter One Introduction

provided few specific solutions to specific knowledge transfer problems that are based on
empirical findings (Gupta & Govindarajan 2001; Martin & Salomon 2003). Gupta and
Govindarajan (2000) have called for further research on organisational mechanisms and
initiatives that can facilitate better knowledge transfer. Likewise, Connelly and Kelloway
(2003) also call for further research to examine the relationship between processes and
inhibitors of knowledge sharing and the impact of performance with improved knowledge
transfer. In response to the DEST report (2006), Julie Bishop, ex- Minister for Education,
Science and Training pointed out in a forum that there is a need to identify the gaps
within the current system so that a case for additional funding on knowledge transfer can
be made. Bishop (2006) also stated that ‘at a later stage we may wish to consider the
transfer of knowledge relating to scholarship and teaching’ (pg.1) — thus becoming one of
the main reasons for choosing Australian universities as the target audience for this

research.

Universities are the epitome of learning and exhibit many characteristics of learning
organisations. Universities are, also, an integral part of society and play a key role in
knowledge transfer. Tacit knowledge can be defined as skills, ideas and experiences that
people have in their minds and is, therefore, difficult to access because it is often not
codified and not necessarily able to be easily expressed e.g. putting together pieces of a
complex jigsaw puzzle, interpreting a complex statistical equation. What academics do
to transfer their personal knowledge and make it available for reuse is an issue of
contention. It can be argued that universities would enhance their status as learning
organisations by facilitating internal tacit knowledge transfer. Sharing knowledge is the

raison d’étre of universities and Kidwell et al (2000) concluded that universities have
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significant opportunities to apply knowledge management practices to support every
part of their mission. According to Lim and Klobas (2000), organisations need to have
processes and systems in place that will promote knowledge acquisition, sharing, and
creation. A study conducted by Foos, Schum and Rothenberg (2006), has revealed that
the subject of tacit knowledge transfer, content, and process is poorly understood. One
of the limitations of their study was that knowledge management efforts can be
consistently different amongst different industries and thus no focus was prevalent when
determining the knowledge management efforts. The collective, situated and tacit nature
of organisational knowledge makes it complicated to transfer and duplicate and thus is a
sustainable source of competitive advantage (Kogut & Zander 1996; Winter 1987).
Knowledge reuse and sharing should be encouraged by developing adequate processes
that allow tacit knowledge reuse. There needs to be a systematic model to identify and
transfer knowledge from one person to another or from one process to another. It needs
to be captured, retained and indexed so that employees can use it for future application
(Weiser & Morrison 1998). A study of Australian software development companies, by
Aurum, Daneshgar, and Ward (2007), reported that a uniform model of knowledge
management process did not exist and there were inadequate processes to address

effective management of knowledge in the companies.

Karlsen and Gottschalk (2004) have identified that knowledge management efforts
should not be restricted to the IT discipline only, thus it is important to explore how
knowledge management efforts can be integrated into universities There are diverse
views on the inherent nature of knowledge management (Goh 2002; Jasimuddin 2007,

Riege 2007) and a lack of frameworks that provides the inhibitors and enablers along
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with the impact. Riege (2007) has stressed the importance of overcoming diverse
knowledge transfer barriers and then identified the effectiveness of those actions in
order to assist executives and middle management in creating a systematically driven
collaborative environment. Structured work processes exist in most organisations but
little effort is made to capture tacit knowledge. These answers, if captured, will lead to
the development of structured knowledge and a collaborative environment. Riege
(2007) has also called for further research to examine the impact of knowledge transfer
efforts on performance by analysing diverse managerial actions/efforts towards

knowledge transfer.

Garavelli, Gorgoglione, and Scozzi (2002) have called for further action to analyse the
context under which knowledge transfer takes place as the limitations are dependent on
the context of knowledge usage in the organisation. Goh (2002) conducted a survey to
assess the presence of five key learning attributes of a learning organisation and one of
these attributes was the ability to transfer knowledge internally. In every organisation
that was surveyed by Goh (ibid), the attribute that scored the lowest was the ability to
transfer knowledge. This suggests that knowledge transfer is a continuing problem in
organisations and the factors that affect it need to be researched, understood and a
relevant model be established to resolve issues from both a social and technological

perspective.

Knowledge acquired in one process or project is not transferred and reused in other

contexts. In most instances, the tendency is to reinvent the process rather than learning
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from past projects (Prusak, 1997). This shows that little efforts to transfer knowledge
have been made in organisations thus the knowledge gained in the past is not utilised.

This shows that little efforts have been made in organisations thus the knowledge
gained in the past is not utilised. Key findings of a paper by Owen, Burstein and
Mitchell (2004) have indicated that there exists a link between knowledge practices and
existing work processes but the lack of knowledge reuse may contribute to failure. Sun
and Scott (2005) also like Jasimuddin (2007) have reported that most information in
organisations has been viewed as disorganised information and knowledge management
practices aim to provide a systematic approach. Collectively, they identified the need to
conduct further research for identifying individual characteristics that will help in the
study of knowledge transfer barriers. There is a lack of empirical studies in knowledge
management (Leech & Sutton, 2002) as the majority of studies reported in the literature
do not adopt a mixed method approach. Also, various researchers (Baumard 1999; Blair
2002; Laupase 2003) have identified barriers to tacit knowledge transfer but with no
focus on university academics. Rigorous identification of tacit knowledge transfer in
universities is warranted, especially if it leads to improvements in organisational

performance.

1.3 THE SIGNIFICANCE AND AIMS OF THE RESEARCH

Universities are an integral part of our growing society and play a key role in
knowledge transfer thus necessitating calls to explore tacit knowledge transfer. There
are negligible existing studies that focus on tacit knowledge transfer in Australian

universities. There is little knowledge and information concerning tacit knowledge
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transfer at Australian universities. Studies of other organisations (Aurum, Daneshgar &
Ward 2008; Foos, Schum & Rothenberg 2006; Riege 2007) and the ministerial view
(Bishop 2006) on universities reveal that there exists a research gap in understanding
the enablers and inhibitors of tacit knowledge transfer. The lack of a particular
mechanism for knowledge transfer, both explicit and tacit, has prompted the author to
identify ways of tacit knowledge transfer by analysing knowledge management
enablers, inhibitors and processes that will aid in the creation, retention and distribution
of tacit knowledge. This research will explore tacit knowledge transfer characteristics
through surveys of academics in four Australian universities. It will explore and expand
issues of knowledge management adoption towards improving organisational processes
in different universities as previous papers have limited themselves to a marginal
sample and thus provide neither a comparison nor a single model for its adoption. The
research will also explore how knowledge management can be helpful in support of the
sharing and creation of knowledge and how it can act as a catalyst for improved
organisational processes. From both a research and applied perspective, there are
negligible studies that focus on this topic especially ones that focus on tacit knowledge
transfer within a university. Such a study would benefit research in tacit knowledge
management and also help to eliminate confusion as to where universities should focus
their knowledge management efforts for optimising performance and making tacit

knowledge available for reuse.

Four Australian universities (CQUniversity, RMIT, Swinburne and Victoria University)
have been selected based on their long history in the education sector thus providing a

lot of scope for analysing tacit knowledge transfer. These four universities are
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undergoing a lot of change, both in terms of organisational structure and introduction of
new programs, and are rapidly strengthening their position towards the provision of
learning and teaching services to national and international students. It is their
uniqueness in the education sector that makes them ideal for this study. The survey
focussed on academics in universities because academics can be classified as

knowledge workers.

The research outcomes will assist university academics in creating a systematically
driven collaborative environment by capturing tacit knowledge and making it available
for reuse. Given the increased interest in knowledge management by organisations such

a study is timely and relevant.

The aim of this research is to explore the transfer of tacit knowledge in Australian
universities whose raison d’étre is knowledge transfer. The research will explore the
enablers and inhibitors of tacit knowledge transfer in Australian universities for
improving processes and performance by elucidating various knowledge transfer
mechanisms. The specific aims of the research are to explore the extent to which transfer
of tacit knowledge takes place in Australian universities. This will help to identify the
creation, acquisition and distribution of knowledge. This study will provide universities
with some processes enabling academics to transfer knowledge thus improving their and
their peers’ performance and collectively the university’s performance by providing a
positivist outlook. Techniques to capture tacit knowledge from people will be identified
before they disappear with a focus on process and performance improvements. This

research will represent the study from both an empirical and practical perspective by
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gaining primary information about knowledge management from a selected group of
Australian universities. Processes and facilitation methods will be identified so that the
right knowledge is captured, managed, distributed and kept up-to-date thus encouraging

knowledge sharing and reuse.

The findings of the research will have both theoretical and practical implications for
information science, knowledge management and business management. Possible
beneficiaries of the research will include universities that will be able to implement the
findings towards the adoption of knowledge management in their organisational culture
with an aim to improve processes and performance. Both academics and managers will
have a good base to understand tacit knowledge transfer and further define appropriate
tacit knowledge transfer strategies more effectively. It will also provide a valuable
resource to my professional peers who wish to conduct further study into this field since
in the past, limited quantitative and qualitative research has been accomplished in this
field. To quote the words of Hall (2005 pg.163) ‘researchers need to better understand
how to get from tacit to explicit knowledge and how to allow for the creation of new
knowledge to be shared’. Thus the importance of knowledge transfer cannot be

inconspicuous and effort needs to be made to retain it.

1.4 RESEARCH AIM AND QUESTIONS

In universities and other workplaces emphasis is placed on new knowledge ignoring the
old. There is a need to identify the gaps in the current university system so that tacit

knowledge transfer is possible. To examine the points previously discussed and address
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the issues raised, the research aim and specific research questions have been identified

below.

1.4.1 Research Aim
The overarching research aim for this study is:
To explore the extent to which transfer of tacit knowledge takes place in Australian

Universities.

1.4.2 Research Questions

An analysis of the extant literature in the tacit knowledge arena led to six dimensions
that have an impact on tacit knowledge transfer. The main reason for narrowing down to
these six dimensions was that the barriers and enablers of tacit knowledge transfer in
other areas seemed to indicate that there was scope for further study. The six
dimensions will dwell upon the human, technical and workplace aspects of tacit
knowledge transfer or more categorically upon the soft and hard factors. Exploring such
dimensions will enable universities to create a more favourable work environment that

fosters tacit knowledge sharing.

In order to meet the research aim and identify the enablers, inhibitors, and processes of
tacit knowledge transfer, six major dimensions were identified: workplace, behavioural,

workplace expectations, technology, learning, and cultural, age and gender.
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The specific aspects of the research aim for this study are:

Workplace Dimensions

RQ1. To what extent do academics’ workplaces (university) encourage the transfer of

tacit knowledge?

Behavioural Dimensions

RQ2. What are academics’ personal traits and their thoughts on tacit knowledge

sharing?

Workplace Expectations

RQ3. What are the expectations that the workplace (university) has from academics for

tacit knowledge sharing?

Technology Dimensions

RQ4. What information and communication technologies are used by universities to aid
tacit knowledge transfer in the workplace (university) and academics’ adaptability to

ICT?

Learning Dimensions

RQ5. What is the academics’ and their workplaces’ (universities) conduciveness to be

lifelong learners and learning organisations respectively?

——
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Cultural, age and gender Dimensions

RQ6. Is there a difference in willingness to share tacit knowledge based on educational

qualification, age and gender of academics?

Others

RQ7. Does employment status have an impact on tacit knowledge sharing?
RQ8. Does tenure at the university have an impact on tacit knowledge sharing?
RQ9. What are the different barriers and enablers of tacit knowledge transfer in
universities?

RQ10. How can tacit knowledge be captured, managed, and distributed?

These research questions together help to explore different aspects of the transfer of

tacit knowledge by academics in Australian universities.

A questionnaire and interview was designed to elicit responses about the above
dimensions. The questions (Q) from the questionnaire and the interview have been
mapped (as illustrated in figure 1.2) to fit into the above specific research questions
(RQ).

RQ1: Q1-11(from questionnaire) and Q2, Q8, Q9 (from interview)

RQ2: Q12-23(from questionnaire) and Q3, Q4, Q7 (from interview)

RQ3: Q24-28, Q53 (from questionnaire) and Q5 (from interview)

RQ4: Q29-36, Q3, Q4, Q56, Q57 (from questionnaire) and Q10 (from interview)

RQ5: Q37-44, Q2, Q3, Q4, Q6, Q55 (from questionnaire) and Q6 (from interview)
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RQ6: Q45-52, Q3, Q4, Q5 (from questionnaire) and Q11, Q12 (from interview)

RQ7: Q6, Q12-23 (from questionnaire)

RQ8: Q1, Q2, Q12-23 (from questionnaire)

RQ9 & RQ10: To specifically answer these two questions, qualitative data from the

interviews (Q11 and Q12) will be used.

Explore the transfer of

tacit knowledge in
Australian Universities

Workplace
Dimensions

RQ1. Howdo
academics’
workplaces
(university)

encourage the
transfer of
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Behavioural
Dimensions

RQ2. What are
academics’
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and their
thoughts on
tacit
knowledge
sharing?

Workplace
Expectations
RQ3. What are
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that the
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has from
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sharing?

Technology
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RQ4. What
information
and
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Figure 1.2 — Mapping of questions from the questionnaire and the interview

The specific research questions that the interview aimed to address have been outlined

with the corresponding questions from the interview:

Qualitative data
fromthe comments
section ofthe
questionnaire and
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Workplace Dimensions

RQ1. To what extent do academics’ workplaces (university) encourage the transfer of
tacit knowledge?

Interview Question 2. Does the university encourage tacit knowledge transfer? If yes,
how? If not, what can the university do to encourage tacit knowledge transfer? Are there
technology/systems in the university that aid tacit knowledge transfer?

Interview Question 8. Do you perceive your manager as the information gatekeeper who
does not pass information to others? Do you prefer this practice?

Interview Question 9. How does your manager value new ideas and innovation?

Behavioural Dimensions

RQ2. What are academics’ personal traits and their thoughts on tacit knowledge
sharing?

Interview Question 3. Do you freely share your knowledge with others? Why / Why
not? Can you give me some examples?

Interview Question 4. How will tacit knowledge transfer improve your and the
university’s performance?

Interview Question 7. You are an expert in your field. Would you be willing to
pass/teach these skills to others in the university? When? Where? Why/why are you not

willing to teach them to others?

Workplace Expectations

RQ3. What are the expectations that the workplace (university) has from academics for

tacit knowledge sharing?
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Interview Question 5. Do you think transfer of tacit knowledge can be made mandatory
and a key performance indicator in the annual performance appraisal/review? Why/Why

not?

Technology Dimensions

RQ4. What information and communication technologies are used by universities to aid
tacit knowledge transfer in the workplace (university) and academics’ adaptability to
ICT?

Interview Question 2 (part of it). Are there technology/systems in the university that aid
tacit knowledge transfer?

Interview Question 10. How do you adapt to information technology implemented by

the university?

Learning Dimensions

RQ5. What is the academics’ and their workplaces’ (universities) conduciveness to be
lifelong learners and learning organisations respectively?

Interview Question 6. How do you consider yourself to be a lifelong learner?

Cultural, age and gender Dimensions

RQ6. Is there a difference in willingness to share tacit knowledge based on educational
qualification, age and gender of academics?
Interview Question 11. Can you think of some barriers to tacit knowledge transfer in

your university?
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Interview Question 12. What processes/ways would you suggest in your university so
that tacit knowledge can be captured and reused?

Qualitative data from the comments section of the questionnaire was also used.

Others

RQ9. What are the different barriers and enablers of tacit knowledge transfer in
universities?

RQ10. How can tacit knowledge be captured, managed, and distributed?

Interview Question 2 (part of it). What can the university do to encourage tacit
knowledge transfer?

Interview Question 11. Can you think of some barriers to tacit knowledge transfer in
your university?

Interview Question 12. What processes/ways would you suggest in your university so

that tacit knowledge can be captured and reused?

Results from the research may thus lead to more complete conclusions regarding the

extent of tacit knowledge transfer within the academic community.

1.5 OUTLINE OF THE THESIS

This thesis is organised into seven distinctive chapters, as shown in figure 1.3. The first
chapter has introduced the research and explains its significance and outlines the
intended outcomes. The second chapter presents an extensive literature review. The

third chapter presents the research methodology outlining reasons for adoption of both
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qualitative and quantitative research. Chapter four presents the development of the web-
based survey instrument and design of the interview questions. The fifth chapter reports
on the data collection of the survey, presents a quantitative analysis of the collected data
and discusses response rates and other descriptive statistics of the main data sample.
Chapter six presents an analysis of the interviews conducted as part of this research and
makes connections between the results of the qualitative analysis and existing theory
and research. Finally chapter seven brings together the main points, presents the
conclusion and provides recommendations to enhance tacit knowledge transfer and

concludes with limitations and avenues for future research.

® |Introduction

e Literature review

* Research methodology

¢ Development of the web-based survey instrument and design of the
interview questions

¢ Quantitative results and findings

¢ Qualitative results and findings

e Conclusion

Figure 1.3 — Thesis outline
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Chapter 2 Literature Review

The second chapter reviews the literature pertaining to knowledge management with an
emphasis on tacit knowledge transfer. The review then examines fundamental concepts
of knowledge and stages of the knowledge life cycle. Different types of knowledge are
elucidated. This prepares the reader for a discussion on the factors that enhance and/or
deter tacit knowledge transfer. Finally, consideration is given to the various aspects that

are seen as crucial in assessing factors that have an impact on tacit knowledge transfer.

Chapter 3 Research Methodology

The research methodology adopted for this study has been described in chapter 3. It
then elaborates on the choice of performing quantitative research complemented with
qualitative research. This chapter informs the choice of methods and the approach to
interpreting the data. The purpose of the research is clarified along with the research
paradigm, ethical issues and the administration of the research along with certain
limitations encountered. This chapter includes a discussion of the empirical

methodology, methods of data collection, sampling strategy and ethical issues.

Chapter 4 Development of the web-based survey instrument and design of the
interview questions

This chapter focusses upon the development of a web based survey instrument called
the Tacit Knowledge Transfer Survey (TKTS) and then secondly upon the design of the
interview questions. The chapter elucidates how the survey was developed identifying
the different dimensions that were assessed. Towards the end, the chapter posits itself

towards the design of the interview questions.
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Chapter 5 Quantitative Results and Findings

This chapter presents and analyses the data collected via the TKTS. This chapter
describes the quantitative results of the research project. The major findings of the
research drawn from descriptive statistics are interpreted and discussed. The findings
are structured to answer the research questions using the quantitative (questionnaire)
data. The results of the data analysis are also discussed and the implications of these

findings are presented.

Chapter 6 Qualitative Results and Findings

This chapter presents an analysis of the interviews conducted as part of this research.
This chapter describes the qualitative results of the research project. Reporting of data is
based on a structured approach drawing illustrative examples from each interview
transcript as required. Main achievements have been discussed, results explained and

connections made between the results of the analysis and existing theory and research.

Chapter 7 Conclusion

This chapter draws together all the arguments and findings. A summary of the research
has been provided and the conclusions to this thesis are presented. The limitations of the
research findings are acknowledged and explained and recommendations that build on

the research findings are offered for future research.
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1.6 CONCLUSION

By illustrating a complete representation of the research, this chapter lays the
foundations for all chapters of the thesis. The chapter has provided an overview of the
research background and identifies the importance of tacit knowledge outlining key
reasons for the retention of tacit knowledge in organisations. The significance and aims
of the research have been identified. The chapter next outlines the overarching research
aim and the specific research questions. Mapping of the questions from the
questionnaire and the interview to fit into the specific research questions has also been

presented. Finally, an outline of the thesis is provided.

The next chapter reviews the literature and places the research problem in its academic
context by presenting the relevant literature in the emerging discipline of knowledge

management and tacit knowledge.
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.tacit thought as an indispensable element of all knowing and as the ultimate mental
power by which all explicit knowledge is endowed with meaning .. Polanyi, 1966, pg.60

CHAPTER 2 LITERATURE REVIEW

2.1 INTRODUCTION

The purpose of this chapter is to place the research problem in its academic context by
presenting the relevant literature in the emerging discipline of Knowledge Management
(KM). This discussion begins with the emergence and purpose of KM and then
proceeds to define knowledge, knowledge management and knowledge workers. The
review then moves on with a discussion that elaborates the differences between tacit and
explicit knowledge. The role of KM in improving organisational effectiveness has been
discussed based on the extant literature in the area of KM. The reasons for sharing of
tacit knowledge are to be subsequently articulated. The pivotal connection between
learning organisations and organisational knowledge has been explored and previous

research has been examined.
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Finally, the concept of converting tacit knowledge to explicit knowledge has been
introduced by looking at the theory of knowledge creation before moving on to a
discussion of some barriers of tacit knowledge transfer and the significance of tacit
knowledge transfer. The evaluations are centred on an attempt to understand the
nuances of tacit knowledge transfer and identifying the values to be examined in this

study. The outline of the second chapter is illustrated in figure 2.1 below.

¢ Introduction

e Emergence and Purpose of KM

e Knowledge, Knowledge Management and Knowledge Workers

e Tacit and Explicit Knowledge

e Sharing of Tacit Knowledge

e Knowledge Management Model & Learning Organisations

e Converting Tacit Knowledge to Explicit Knowledge

e Conclusion

Figure 2.1 — Chapter two outline

2.2 EMERGENCE AND PURPOSE OF KM

Knowledge Management as a management and technology discipline is still relatively
new, with interest starting in the management of knowledge from the mid-1980s (Wiig

1997). However the topic of KM has gained widespread interest since the mid-1990s.
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Knowledge Management is a term that has been used over the past twenty years yet
many organisations still have not adopted KM in their day-to-day business practices.
Knowledge management is the process of systematically acquiring, organising,
disseminating and applying knowledge to achieve strategic aims of an organisation
(Gupta, lyer & Aronson 2000; Hussain, Lucas & Ali 2004). The purpose of KM is to
leverage knowledge both within and outside an organisation. Leveraging knowledge
internally will improve the collaborative climate amongst employees and build trust
whereas sharing knowledge externally will enhance institutional reputation and cement
relationships with customers and other stakeholders (Kakabadse, Kouzmin &
Kakabadse 2001). Leveraging knowledge will also provide organisations with a
sustainable competitive advantage (Nissen 2005; Sharkie 2003). The concept of KM has
emerged as a successful way forward to sustain long term competitive advantage to
preserve organisational knowledge (Turban & Aronson 2001). Knowledge is now seen
as an important organisational asset as it enables organisations to use and develop

resources and enhance and further develop competitive advantage (Sharkie 2003).

Drucker (1999) stated that we live in a knowledge society whereas other commentators
call it the information society. In this knowledge or information society, knowledge is
becoming vital for enhanced organisational performance (Ichijo & Nonaka 2007). KM
is important for all businesses regardless of industry or geographic location. Wigg
(1993) concluded that the main purpose of KM is to create value from an organisation’s
tangible and intangible assets. Knowledge, as an organisational asset, is difficult to
duplicate (Grant 1991) and also enables the creation of a sustainable competitive

advantage in turbulent organisational environments (Bogner & Bansal 2007; Davenport
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& Prusak 1998). Alavi (1999) has stated that the transfer and duplication of knowledge

is not easy and the process is riddled with various barriers.

In the current global knowledge economy, job mobility is increasing rapidly where
employees move around six employers over their entire career (O’Neal 2005). This
problem is exacerbated with an aging current workforce, the baby boomers retiring or
approaching retirement age and a lower number of employees entering their prime
working age during this period (Jamrog 2004). It could also be argued that due to this
mobility, knowledge has become scarce because knowledge is transferable with people.
Employees who leave an organisation ultimately impact competitive performance of an

organisation.

Hislop (2009) has defined knowledge worker as a person who is involved in primarily
intellectual, creative and non-routine work, and involves the creation and use of
abstract/theoretical knowledge. Academics, as knowledge workers, possess and utilise
different types of knowledge to complete their work. While it may be difficult to
understand the character of tacit and explicit knowledge used by academics, it is still
important to classify it before proceeding further. Empson (2001) has suggested two
types of knowledge (technical and client) used by workers in knowledge intensive
firms.  Since universities are knowledge intensive institutions and academics are
classified as knowledge workers, the knowledge types developed by Empson (2001)
must apply to university academics too. Academics predominantly work with students
(customers) and other stakeholders to deliver the required output. Apart from this client

knowledge, academics also possess technical knowledge about their discipline,
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organisational specific knowledge pertaining to processes and procedures and personal
knowledge that has been gathered through education and/or work experience. The main
component of organisational knowledge is the contribution of its staff as individuals,
not as silos of knowledge. However, it is the interconnectivity of staff to their
colleagues that forms a significant component of organisational know-how
(Venkitachalam & Busch 2012). The interconnectivity of staff with their colleagues as
an enabler of tacit knowledge sharing could be in any organisational setting and not just

universities alone.

Knowledge workers (academics in this case) capture and apply tacit knowledge which
helps to develop and sustain competitive advantage (Lubit 2001; Nissen 2005). The
loss of such knowledge workers (academics) breaks down existing social networks
within an organisation and it takes time and effort to rebuild the social networks so that
knowledge sharing can start again (Coleman 1988). Since it may not be possible at all
times to retain knowledge workers, it is becoming increasingly important to preserve

their tacit knowledge (Droege & Hoobler 2003).

Thus, it becomes all the more important for organisations to capture, distribute and
leverage tacit knowledge before it leaves the organisation. It is the purpose of this
research to investigate factors that inhibit and enhance tacit knowledge transfer in

universities.
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2.3 KNOWLEDGE, KNOWLEDGE MANAGEMENT AND KNOWLEDGE

WORKERS

Since knowledge is a key organisational asset and as organisations are becoming
knowledge intensive, it is first essential to understand the fundamental meaning of

knowledge as an institutional function.

Knowledge is often considered as a self-evident concept (Hertog & Huizenga 2000). It
is easy to clarify and understand the meaning of knowledge after a clear distinction is
drawn between data and information and their interrelatedness is understood. Often the
terms data and information are used interchangeably (Kakabadse, Kakabadse &
Koizmin 2003). However these terms do not carry the same meaning and an intertwined
relationship exists between them and hence cannot be used interchangeably. De Long
and Fahey (2000) have suggested the importance of distinguishing between the inter-
related concepts of data, information and knowledge in order to better understand how

knowledge should be managed.

A common approach is to start with the distinction between data, information and
knowledge. For this research, Shankar et al.’s (2003) knowledge value chain (as shown

in figure 2.2) is used to differentiate between data, information and knowledge.
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Tacit Zone
+ Values Wisdom: Knowledge in the form of rules,
new direction, problem solving way-outs Creation of business
. ledge: Inf ti iched with . value through
+ Insight Knowledge: Information enriched with experience, development of

+ > values, insight, etc

ll

product and processes

+Context Information: Data organised with relevance and Iever:n?n of
purpose, context know?e dge

Data: Raw facts, transaction records, numbers

Explicit Zone

Figure 2.2 — Knowledge value chain; Source: Shankar et al. 2003, p. 192

Data is defined as raw unanalysed facts that are measures or attributes of phenomena,
which are out of context and have no relation with other facts (Loshin 2001; Robbins et

al. 2000; Zikmund 2000). Data is, therefore, objective (James 2005).

Information consists of analysed and processed data that forms a body of objective facts
in a format suitable for decision making, and is often viewed in a context that defines
the relationships between two or more pieces of data and possibly other information
(Loshin 2001; Robbins et al. 2000; Zikmund 2000). Like data, information is also

objective in a given context (James 2005).

Knowledge is an awareness, understanding or familiarity gained from a blending of
information, experience, skills, principles, rules, value, insight, study, investigation and
observation (Bollinger & Smith 2001; Davenport & Prusak 2000; Pemberton &
Stonehouse 2000; Robbins et al. 2000). Because knowledge is a mixture of many

things, it is usually subjective (James 2005). Hislop (2009) defines knowledge as an
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entity/commodity that people possess, but which can exist independently of people in a
codifiable form. Alavi and Leidner (2001) define knowledge as the inflow of new
stimuli that is initiated by human cognitive processes. Looking at these different
definitions of knowledge, it is evident that there are differing perspectives of knowledge
and taxonomies of knowledge (Argote, McEvily & Reagans 2003). Knowledge can be
defined according to its taxonomy i.e. either being classified as either tacit or explicit

knowledge (Alavi & Leidner 2001). This distinction is discussed in the next section.

It is evident however that data, information, and knowledge are interrelated. Data and
information in a certain circumstance may be knowledge in another circumstance. It
also often depends upon the recipient. What may be data for one recipient may be
information for another. Therefore, it is often difficult to distinguish between these three
terms (Alavi & Leidner 2001; Davenport & Prusak 1998; Hislop 2009; Spiegler 2003;
Tuomi 2000). Applying a comprehensive logic, they are all objects of knowledge
management as data and information can provide the building blocks of knowledge.
However, a clear boundary can be drawn between information and knowledge where

knowledge can only exist within the human mind (Blumentritt & Johnston 1999).
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Knowledge

(Enriched awareness of
information)

Information(Organised data so that it
is meaningful)

Data(Raw facts)

Figure 2.3 — Hierarchy of data, information and knowledge

Knowledge is often shown as the topmost layer of a hierarchy based on data and
information (Davenport & Prusak 2000; Stenmark 2002) as depicted in figure 2.3.
Knowledge is really an elusive concept with various definitions, dimensions, and
perspectives. The elusive nature of knowledge comes from the complexity and multi-
faceted nature of knowledge (Alavi & Leidner 2001; Davenport & Prusak 2000;

Nonaka & Takeuchi 1995).

Knowledge management is the process of systematically acquiring, organising,
disseminating and applying knowledge to achieve the strategic aims of an organisation
(Gupta, lyer & Aronson 2000; Hussain, Lucas & Ali 2004). It is a means for
organisations to leverage this valuable and strategic organisational asset for achieving
their organisational objectives. Depending on the perspective however, knowledge
management can be largely seen as an individualistic, organisational, and technological

phenomenon.
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Knowledge management is an effective approach to solving problems such as
competitive pressure (Cepeda 2006; Prusak 2006) and the need to innovate (Parlby &
Taylor 2000). Effective knowledge management also leads to reduced time to market,
improved innovation, and improved personal productivity (Miller 1996). Drucker
(1993) advises that the key to competitive advantage for every organisation is
knowledge management. Knowledge management ‘involves people, processes,
activities, technology, and the broader environment that enable the identification,
creation, communication or sharing, and use of organisational and individual

knowledge’ (Lehaney et al. 2004, pg.13).

The message that emerged from Loermans (2002) is that ‘KM should focus more on the
tacit component of KM rather than on its contemporary emphasis on explicit
knowledge’ (p.293). The focus on tacit knowledge is an indicator of its importance in
modern organisations who have constantly concentrated their efforts on explicit
knowledge alone. It is also widely acknowledged that the key to success in knowledge
management lies in individual and organisational factors, and in technology that
facilitates the creation/acquisition, packaging/embodiment, transfer, sharing and use of
knowledge. However it is vital to understand how knowledge workers engage in tacit
knowledge transfer, which is an important organisational asset. In order to understand
the individualistic or human factors it is important to look into the notion of knowledge

workers.

Reich (1991) has defined knowledge workers as people who solve, identify and broker

problems. This can be extended to selection of solutions and reflection on solutions
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when applied. Davenport (2005) has defined knowledge workers as people who have a
high degree of education or expertise and their primary job function involves the

creation, distribution or application of knowledge.

Universities can be classified as knowledge intensive institutions because they are
coherent with the definition of knowledge intensive firms provided by Alvesson (2000,
pg. 1101) as ‘companies where most work can be said to be of an intellectual nature and
where well qualified employees form the major part of the workforce.” Other features
of a knowledge intensive firm are that their workforce is typically highly qualified and
the knowledge and skills of their workforce is a source of competitive advantage (Swart
& Kinnie 2003). Considering their characteristics, universities can undoubtedly be
considered as knowledge intensive firms and their workers as knowledge workers.
Drucker (1998, pg. 164) has defined knowledge worker as ‘someone who knows more
about his or her job than anyone else in the organisation’. However this would be a
very radical definition because even a labourer would know more about their daily
chores than anyone else. The disagreement with Drucker’s definition of knowledge
worker is because his description of workers is not engaged in the creation, distribution
or application of knowledge. A more subtle definition of a knowledge worker has been
provided by Rifkin (2000, pg. 174) as ‘creators, manipulators and purveyors of the
stream of information that makes up the post-industrial, post-service, global economy’.
Based on these definitions, university workers, especially academics, can be classified

as knowledge workers.
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2.4 TACIT AND EXPLICIT KNOWLEDGE

The phrase ‘tacit knowledge’ was coined by Polanyi (1958) but in recent years it has
been used by theorists as an important part in the process of KM (Firestone & McElroy
2003). Nonaka and Takeuchi (1995) focus on the importance of tacit knowledge in
Japanese culture and attribute it as one of the reasons for the success of major Japanese
companies in the 1980s. Most knowledge in organisations exists in peoples’ minds as

tacit knowledge that has grown and developed through years of experience (Zack 1998).

Tacit knowledge is contrasted with explicit knowledge. Tacit knowledge is considered
as personal knowledge that is difficult to express, formalise or share and exists in an
intangible format (Sveiby 1997). Tacit knowledge has been defined as ‘what people
carry around with them, what they observe and learn from experience, and what is
internalized and, therefore, not readily available for transfer to another’ (Muralidhar
2000, p. 222). Hislop (2009) indicates that tacit knowledge may not only be difficult to
articulate, it may even be subconscious. This characteristic of tacit knowledge makes it
difficult to disembody from people and further codify it. Tacit knowledge is reflected in
human actions and their interactions with the social environment (De Long & Fahey
2000; Nonaka 1994). Busch (2008) has defined tacit knowledge as knowledge that
cannot be codified, is implicit in nature and not necessarily written anywhere and not
able to be readily expressed. This implies that tacit knowledge would include peoples’
skills, experiences, insight and judgement. Tacit knowledge could also be termed as
‘sticky” knowledge as it stays in the minds of people. It is often known as preconscious

knowledge based on an understanding of the fitness of things, instinctive actions and so
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forth. The epistemic value of tacit knowledge is also a contentious issue and it is

difficult to study.

Explicit knowledge is considered as objective knowledge that is separate from
individual and social value systems and most importantly it can be codified into a
tangible form through words, numbers or sound (Hislop 2009). Davenport and Prusak
(2000) state that explicit knowledge can be readily transmitted and can be embedded in
formal rules, tools and processes such as organisational databases, and standard
operating procedures. Explicit knowledge could also be termed as ‘leaky’ knowledge as

it is transferred into a more tangible form and widely available for others to use.

Documented policies and procedures, operating manuals and formalised business
processes represent some examples of explicit knowledge. This explicit knowledge is
easily accessible and available for reuse even after the knowledge creators have left the
organisation (Choo 2002). Informal business processes and ways of working, expertise
and personal understanding of work practices represent some examples of tacit
knowledge. Knowing the right feel of bread dough before it goes into the oven is an
example of tacit knowledge (Nonaka & Takeuchi 1995). This tacit knowledge is
difficult to access and not necessarily available for reuse. Polanyi (1966) believes that a

large part of human knowledge is tacit in nature and accessing it can present challenges.

Tacit knowledge is difficult to articulate in an explicit form. Nonaka, Toyama and
Konno (2000) suggest that explicit knowledge can be expressed in a formal and

systematic language and are easily shared in the form of data whereas tacit knowledge is
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personal and includes subjective insights, intuitions and hunches. Converting tacit
knowledge to explicit knowledge becomes really important as Hislop (2009) states that
knowledge is primarily cognitive but is ultimately codifiable. It is necessary to root out
the knowledge held in peoples’ heads to a tangible form. DeLong (2004) proposes that
‘humans have been creating and losing knowledge for thousands of years’ (pg. 20).

Housel and Bell (2001) state that ‘knowledge resides primarily within human heads;
when ‘head count’ is reduced, inevitably the sum of knowledge within the organization
is reduced, sometimes critically so’ (pg. 5). This problem of loss of head count could
imply different situations such as downsizing or when aging employees leave the

organisation with a lot of tacit knowledge in their heads.

Table 2.1 below summarises key differences or characteristics between tacit and explicit

knowledge.

Table 2.1 - Differences between tacit and explicit knowledge (Adopted from Hislop 2009)

Tacit knowledge Explicit knowledge
Difficult to codify Codifiable
Personal Impersonal
Difficult to share Easy to share
Subjective Objective

The imminent dichotomy between tacit and explicit knowledge falls within the views of
subjective and objective knowledge too. Polanyi (1966) justifies that tacit and explicit

knowledge are separate and distinct and hence need to be treated differently. Tacit
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knowledge develops thorough practice as people engage in day-to-day activities
whether at work or home. These day-to-day activities provide experience and develop
different types of skills. Research suggests that 75 percent or more of an organisation’s
knowledge can be categorised as tacit knowledge (Frappaolo & Wilson 2002; O’Dell
2002). And yet universities are becoming more presumptive, focussing on outcomes

which are measured by inexact and flawed tools.

After examining the way knowledge can be categorised into explicit and tacit, it is vital
to focus on the sharing and management of tacit knowledge. In order to enable effective
sharing and management of tacit knowledge, organisations need to outline processes for
tacit knowledge capture, dissemination and reuse. It is vital to convert sticky knowledge

to leaky knowledge and make it available for others in the organisation to reuse.

2.5 SHARING OF TACIT KNOWLEDGE

Sharing of tacit knowledge is difficult, complex and time consuming (Hislop 2009). A
lot of organisational knowledge is tacit in nature but it is possible to convert it into an
explicit form (Hislop 2009). Nonaka (1994) has argued that knowledge can only exist
at the level of the individual, so it becomes really important to use the knowledge
individuals possess. Apart from using their knowledge, means of making that personal
knowledge for reuse is important. Tacit knowledge has to be transferred from an
individual into a separate object in the form of something tangible such as a standard
operating procedure or lessons learnt document, or it can be shared through seminars or

story telling activities. Undoubtedly sharing of explicit knowledge is also important but
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it does not form the focus of this research. In order to manage tacit knowledge,
Management Review (Management Review & AMA 1999) reported that it is vital to
identify useful information, develop knowledge repositories and access systems, gather

knowledge and create employee talent.

Storey and Barnett (2000) have suggested that knowledge management initiatives are
seen as highly political and different interest groups in the organisation want to gain
control over KM initiatives. Whilst this research does not attempt to focus on the
political conflicts over knowledge transfer, it is definitely an issue to be borne in mind
when deciding knowledge management initiatives that organisations take. Since tacit
knowledge is an important resource and asset for an organisation, it is vital to control
and manage it. Hence knowledge management becomes crucial. Alvesson and
Karreman (2001) have suggested that tacit knowledge is difficult to manage. However,
senior management need to encourage staff to use, create and share knowledge in a
contributory process. McKinlay (2002) suggested that some staff are reluctant to

participate in the knowledge management efforts of their work places.

Knowledge management initiatives in organisations can be a success if they are linked
to concrete business strategies (Hunter et al. 2002; McDermott & O’Dell 2001). By
understanding and creating this link, it will become easier to implement and sustain
knowledge assets in any organisation. Hansen et al (1999) have provided a knowledge
management framework that focusses on a personalisation knowledge strategy which

assumes that most knowledge of staff is tacit hence difficult to codify. Nevertheless
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they have focussed on identifying social processes and improvement of face-to-face

sharing of tacit knowledge between staff.

Subramanian and Venkatraman (2001) have suggested that utilising tacit knowledge
effectively indicates an organisation’s innovativeness. A learning organisation, that is
innovative, displays innovation and creativity as an important trait. Sharing of tacit
knowledge is possible when extensive social interactions occur in a trusting relationship
(ibid). The social interactions will allow employees to gain an insight into the tacit
knowledge of other interactions, which is what Nonaka’s socialisation mode

promulgates.

Hendriks (2001) has emphasised the role that information and communication
technologies (ICT) can play in sharing knowledge, especially explicit knowledge.
However, ICT can be an important aid to convert tacit knowledge to explicit too (Soon,
Kerr & Fraser 2006). If knowledge remains only tacit in the heads of a few individuals
in an organisation, then the organisation is putting themselves at risk and it is not
always possible to move those few individuals around. However once tacit knowledge
is converted into explicit, an organisation has a lower risk of losing its intellectual

capital when employees leave the organisation (Davenport & Prusak 1998).

Much of the knowledge required to succeed in real-world tasks is tacit in nature
(Sternberg & Horvath 1999). Tacit knowledge focuses on ‘knowing how’ rather than
‘knowing that’ (Sternberg et al. 2000). However in reality there is an intersection

between ‘how’ and ‘that’. An individual needs to know a task/skillset to be able to
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articulate it. It is important to know the procedure and hence tacit knowledge is
procedural too (Anderson 1983). A lot of Sternberg’s (1984, 1997 & 2004) research
focusses on human intelligence and wisdom. The crux of his work is to make explicit
what has been previously been implicit in any setting such as schools, law firms,
military and so forth. Sternberg and colleagues have distinguished tacit knowledge from
other related concepts such as job knowledge, general intelligence and performance.
Because of these differences, it is perceived that his approaches to tacit knowledge are
not relevant up until now and the majority of his focus has only been on human
intelligence. Being a psychologist, the testing approaches adopted by Sternberg were
predominantly psychometric; however lack of the researcher’s skills in psychometric

testing was a deterrent in adopting similar tests for this study.

2.6 KNOWLEDGE MANAGEMENT MODEL & LEARNING

ORGANISATIONS

Since there is a growing emphasis on managing organisational knowledge, a model to
manage knowledge is important. Giga Information Group (1997) provided a model (as
illustrated in figure 2.4) that has 4 key stages for managing knowledge. The 4 stages or

processes highlight what people do with organisational knowledge.

» The first stage is knowledge creation and capture in which new knowledge is

created or captured from either internal or external sources.
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» The second stage encompasses organising and categorising the acquired
knowledge for easy access. In this stage, organisations can create best practice
repositories or index documents for faster retrieval.

» The third stage in this model is knowledge distribution and access, which
focusses on pushing knowledge to users and/or providing ways through which
staff can pull information themselves. The use of technology is crucial in all of
these stages and an extensive discussion of the technology/tools that could be
used will follow.

» The final stage of this model is knowledge absorption and reuse in which

existing knowledge is absorbed.

However the model does not provide specific examples of activities that fit into each
stage. The model also does not relate specifically to the needs of universities. The main
shortcoming of the model is that it focuses on KM but not specifically on tacit

knowledge transfer. Existing knowledge is only beneficial when it is available for reuse.

CUSTOMER
CAPITAL
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Figure 2.4 — Giga Information Group Knowledge Management Framework (Source:

McNurlin, Sprague and Bui 2009, pg. 503)
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McNurlin, Sprague and Bui (2009) have argued that knowledge cannot be controlled
and can only be leveraged through processes. Since a lot of organisational knowledge
and culture is tacit, it is difficult to codify. In knowledge intensive firms, knowledge is
created and developed by staff and is often difficult to transfer. It is the tacit nature of
this knowledge that makes transfer a problem. However codification of knowledge
helps with the communication and sharing of tacit knowledge (Werr & Stjernberg

2003).

Organisations strive to exploit both tacit and explicit knowledge by building upon core
capabilities and related competencies though these efforts are often not clearly
segregated. Organisational learning and learning organisations are another significant
and growing body of literature that has contributed to knowledge management.
Organisational learning is defined as the capacity or processes within an organisation to
maintain or improve performance based on experience (Nevis, DiBella & Gould 1995).
Pedler et al (1997, pg.3) have defined learning organisation ‘as an organisation which
facilitates the learning of all its members and consciously transforms itself and its
context’. The focus of this definition is on continuous learning and transformation.
This learning can occur by accident or design, in formal and less formal ways and from
doing and practicing (Nidumolu, Sunramani & Aldrich 2005). To encourage learning,
the framework by Peddler et al (ibid) focusses upon developing open dialogue between
people, rewards, usage of information technology, developing enabling structures that
provide individual and organisational development, providing self-development
opportunities for staff, propagating a learning environment that encourages risk and

experimentation without being critical of failure and being open to learning from others
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experiences. These characteristics will channel an organisation to becoming a learning
one, facilitate tacit knowledge transfer and possibly lend to cultural evolution too. Not
adopting or nurturing these characteristics will become impediments to tacit knowledge
transfer. Since no previous study has looked at the barriers and enablers of tacit
knowledge transfer in universities, it will be worth investigating the similarities or
differences, if any. Loermans (2002) sees both learning organisations and knowledge
management to be mutually self-supporting and critical to the well-being and survival
of organisations. Loermans (ibid) also goes on to say that learning organisations and
knowledge management cannot survive without each other. Amongst others, a learning

organisation is one result of knowledge transfer (Bender & Fish 2000).

Some other researchers (Leonard 1998; Nonaka & Takeuchi 1995) also recognize the
importance of the connection between learning and managing organisational
knowledge. Since learning and knowledge management are inter-connected (Chiva &
Allegre 2005) and it is not possible to perform either of these activities in isolation, it is
important to identify some key constraints of learning organisations before proceeding
further.  Antonacopoulou (2006) found that learning in organisations involves a
reciprocal relationship between processes at the individual, group and organisational
level. Hislop (2009, pg.93) maintains that ‘organisational learning would be where
insights developed by an individual or group result in a systematic transformation of the
organisations work practices/values’. The learning at the individual and/or group level
will have an impact on organisational processes, typically towards improving existing
processes. A learning organisation will provide significant benefits for individuals and

their organisations (Senge 1990). The achievement of learning by its members and
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subsequent transformation will unquestionably provide a competitive advantage for any
organisation. Hislop (2009) has stated that learning organisations provide an
organisational environment that encourages experimentation, risk taking and open
dialogue. Driver (2002) points out that learning organisations have a relatively flat
structure, open communication systems, limited top down control and autonomous
working conditions. Considering the traits of learning organisations given by Hislop
(2009) and Driver (2002), it is very safe to say that universities classify as learning

organisations.

The emancipatory rhetoric of the learning organisation is crucial to effective tacit
knowledge transfer and hence questions pertaining to the traits of a learning
organisation and academics’ personal traits on being a lifelong learner were included in

the survey and interview to better understand the relationship.

The focus of this research is not solely on organisational learning however since tacit
knowledge transfer is important for learning to take place, it cannot be ignored. The
turbulent and dynamic environment in which universities operate makes it crucial for
universities to cater for tacit knowledge transfer. Typically learning takes place when
the skills and experience of employees helps to transform organisational processes and

structures.
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2.7 CONVERTING TACIT KNOWLEDGE TO EXPLICIT KNOWLEDGE

Since the creation and acquisition of knowledge is important for any organisation and
reflecting on what was mentioned earlier i.e. convert tacit knowledge to explicit, it is
vital to identify processes that provide a conducive-enabling environment. The theory
of knowledge creation by (Nonaka et al. 2001; Nonaka & Takeuchi 1995) propagates
the idea that continuous interaction between tacit and explicit knowledge is crucial to
create new knowledge. Nonaka (1994) gave 4 modes of knowledge conversion as

depicted in table 2.2 below.

Table 2.2 — Knowledge conversion modes

Modes Type connected
Socialisation Tacit to tacit knowledge
Externalisation Tacit to explicit knowledge
Combination Explicit to explicit knowledge
Internalisation Explicit to tacit knowledge

Socialisation refers to knowledge that is created when tacit knowledge is converted into
new forms of tacit knowledge. It is experiential knowledge that is created by people
sharing their experience with others. Externalisation refers to the conversion of tacit
knowledge into explicit. It involves eliciting, articulating and translating the tacit
knowledge of others into a tangible format so that is available for reuse. After
knowledge has been captured and made explicit, it can be further transferred through a
process called combination. Combination is the conversion of explicit knowledge to

new forms of explicit knowledge. ICT can be used to collect, disseminate and reuse
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already existing explicit knowledge. Finally, the conversion of explicit knowledge to
tacit is referred to as internalisation. Internalisation focusses on absorbing explicit
knowledge and then reusing it. It is akin to reading from a book and then reusing that

knowledge further.

These modes are continuous and interaction between explicit and tacit knowledge takes
place throughout the four modes, forming a knowledge spiral that drives the flow of
knowledge flow in any organisation (Huang & Wang, 2002). However, the theory of
knowledge creation only focuses on the knowledge transformation between explicit and
tacit knowledge and does not address other activities involved in managing knowledge.
The main focus of this research is exploring the conversion of tacit to explicit however
tacit to tacit also inexplicably follows due to the inherent social nature of knowledge

transfer.

Nonaka and Polanyi have both argued that tacit knowledge can be completely converted
into explicit knowledge (Grant 2007) although this is not necessarily a universal view.
However Collins (2007) contends that it is not possible to completely convert tacit
knowledge to an explicit form. Tacit knowledge is harder to embody and access.
Nonaka and Takeuchi (1995) have suggested that the key to positive KM practices is to
identify and implement successful strategies that convert tacit to explicit knowledge.
The focus of this research is not on inter-organisational tacit knowledge transfer but
solely on intra-organisational tacit knowledge transfer. The complex nature of tacit
knowledge is extremely challenging for both researchers and practitioners, and this

contributes to the difficulty in readily being able to transfer tacit knowledge. Numerous
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studies (Empson 2001; Morris 2001) have found that human, social and cultural factors
were important in determining the impact (success or failure) of KM initiatives. These
authors also found that employees were often unwilling to share their knowledge. The
motivation of employees is an important determinant in knowledge sharing efforts.
Since tacit knowledge is sticky in nature and embodied in people, they are often
reluctant to part with it. Flood et al (2001) have suggested that the tacit knowledge of

employees can only be used if employees are willing to part with it on a voluntary basis.

Often employees retain their tacit knowledge and don’t share it freely with others
because they believe that retention of knowledge provides them benefits and status
(Willman et al. 2000). Other factors that inhibit employees from sharing knowledge
and participating in organisational knowledge management initiatives are job security,
status, esteem and power loss and fear of revealing their personal drawbacks. (Newell et
al. 2006; Renzl 2008). Terrett (1998) has cited employees’ lack of willingness to share
expertise as a cultural factor that inhibits knowledge sharing. Since tacit knowledge is
personal and belongs to the employees, they can decide what to use, how to use, when

to use, where to use and who to share it with.

A study by Currie and Kerrin (2004) revealed that employees were reluctant to partake
in their organisations’ KM initiatives since they were concerned that by transferring
their knowledge their position in the organisation would become dispensable and hence
the company could replace them with younger and inexperienced staff. These negative
perceptions are an indication of the reluctance of employees to part with their tacit

knowledge - something that has been acquired through years of working experience.
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The negative perceptions that employees possess or acquire through the organisational

culture will definitely inhibit tacit knowledge transfer.

In a general sense, data and information are subsets of explicit knowledge (Nonaka
1996). The conventional hierarchy from data to information and then to knowledge
reflects the process of internalization and combination (Nonaka & Takeuchi 1995). The
reversed hierarchy of knowledge to information to data reflects the process of
externalization and combination. Bartol and Srivastava (2002) have suggested that
knowledge sharing is vital to knowledge creation, organisational learning, and
performance achievement. The social dynamics of developing tacit knowledge sharing
processes between employees should be examined to better understand and recommend
facilitation measures. Individual members are reluctant to share knowledge on their
own as it is never accepted by groups through a voluntary process (Hislop 2009), it has
been suggested that organisations should create and sustain a social environment that
develops trust (Nonaka 1994) and fosters knowledge sharing. Since most organisational
knowledge is tacit in nature, the sharing and communication of tacit knowledge can be
difficult. Hence in a university environment it was considered necessary to assess the

willingness of academics to share tacit knowledge.

Suddaby and Greenwood (2001) have developed a cycle that represents knowledge
production and consumption. Knowledge management represents a potentially
important area that opens up multitudinous and novel ways of organisational operations
and performance improvements. To be able to proceed further, it is important to focus

on how organisations produce, distribute and use knowledge. Hence due consideration
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needs to be given to people and organisations who are vital for any process. Suddaby
and Greenwood (2001) have defined academics as individuals who primarily test and
define extant knowledge, and secondarily engage in innovation and generation of new

knowledge.

Although Suddaby and Greenwood (ibid) have characterised business schools as being
important for the production and consumption of knowledge, it is possible to extend the
knowledge sharing culture to any school and any academic. Academics produce
knowledge, disseminate it to a variety of stake holders and utilise knowledge to carry
out their day-to-day tasks. Academics are very important in the process of knowledge
sharing and reuse. Hence the focus of this research is on university academics and their

underlying propensity to engage in tacit knowledge transfer.

2.8 CONCLUSION

The literature points to the importance of tacit knowledge sharing. Researchers from
different disciplines have attempted to approach the field of knowledge from different
views (Benbya 2004; Kakabadse, Kakabadse & Kouzmin 2003; Prat, 2006). Many of
these researchers rest on the objective view and tend to privilege explicit over tacit
knowledge (Cook & Brown 1999). Despite the progress that has been made in
understanding the nature of explicit knowledge, little has been done to explore the
transfer of tacit knowledge especially by academics in a university environment. The

current understanding of the nature of tacit knowledge and its implications for
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universities is still far from satisfactory. The lack of clearly defined concepts acts as a

hindrance for further research and practice in tacit knowledge.

There remains ample scope for further research into the transfer of tacit knowledge.
Based on the literature review and gaps in this area, this research explores the extent to
which transfer of tacit knowledge takes place in Australian universities. While this
research aims to identify enablers, inhibitors, and processes of tacit knowledge transfer
within universities, it also intends to identify the tacit knowledge sharing workplace
dimensions, behavioural dimensions, workplace expectations, technology dimensions,
learning dimensions, as well as cultural, age and gender dimensions and their role in

tacit knowledge sharing.
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The beginning of knowledge is the discovery of something we do not understand - Frank

Herbert (1920-1986)

CHAPTER 3 RESEARCH METHODOLOGY

3.1 INTRODUCTION

In order to answer the research questions stated, it is vital to seek an appropriate
research methodology. This involves clarifying the approach and strategy for collecting
and analysing data related to the research questions, considering the validity and
reliability of the data collected, and evaluating the suitability of the analysis techniques

chosen.

The purpose of this chapter is to outline the methodological issues and approaches
adopted for this research. This includes a discussion of the empirical methodology,

methods of data collection, sampling strategy and ethical issues.
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This chapter is divided into eleven sections. The second section examines the positivist
and interpretivist paradigms and then provides the reasons for positioning this research
within both paradigms. Quantitative, qualitative and mixed method research
methodologies are explained in the third section. Section four explains the different data
gathering methods (questionnaires and interviews) adopted for this study and provides

justification for their adoption. Figure 3.1 illustrates the outline of chapter three.

% ¢ Introduction

e Research Paradigms: Theoretical Considerations

% ¢ Quantitative, Qualitative and Mixed Method Research Methodologies I

w ¢ Qualitative and Quantitative Methodologies }

¢ Mixed Methods Approach }

¢ Data Gathering Methods (Questionnaires and Interviews)

e Research Sample and Characteristics

e Sampling Strategy

¢ Ethical Considerations

¢ Administration of the Questionnaire and Conducting the Interviews

e Strategy for Data Analysis

w ¢ Quantitative Data Analysis

¢ Qualitative Data Analysis

¢ Limitations of the Collected Data ]
¢ Conclusion ]

Figure 3.1 — Chapter three outline
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The selection of the research samples and their characteristics are discussed in section
five. Section six explains the sampling strategy adopted for this research. The
importance of taking ethical issues into consideration has been discussed in section
seven. The administration of the questionnaire and the process of conducting the
interviews have been discussed in section eight. Section nine explains the strategies
employed for data analysis. The limitations of the collected data and reasons for the
inability to generalise the research findings to a larger population have been outlined in

section ten and finally, in section eleven, the conclusion is presented.

3.2 RESEARCH PARADIGMS: THEORETICAL CONSIDERATIONS

This section outlines the research paradigm that has been adopted for this study. The
purpose of any research is to investigate a specific problem or opportunity with the goal
of finding answers to the issues. Before looking at the research paradigm and method
adopted for this study, it is important to distinguish between these two terms.
Paradigms can be defined as the mindset or beliefs that underlie an approach whereas
methods are specific ways through which research data is collected (Kinash, 2010).
Since researchers base their endeavours on different beliefs of how research should be

conducted, it becomes important to adopt a research paradigm.

A research paradigm provides guidelines and principles about the way research is
carried out (Hussey & Hussey 1997; Ticehurst & Veal 1999). Guba and Lincoln (1994)
have defined a paradigm as a framework or a set of basic beliefs that helps to get ideas

about the nature of reality, identify the relationship between variables and specify
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appropriate methods for conducting research. A number of research paradigms exist that
include positivism, realism, critical theory and constructivism (Healy & Perry 2000;
Perry, Riege & Brown 1999); positivist, interpretivist and critical (Cavana, Delahaye &
Sekaran 2003); and positivist and phenomenological (Hussey & Hussey 1997). There is
a lot of debate about which paradigm is best suited to the research being conducted and

its suitability.

Any method of inquiry presupposes an inquiry paradigm which is a set of basic beliefs
about the nature of reality and how it may be known (Guba & Lincoln 1994; Heron &
Reason 1997). Heron (2001) has emphasised that three questions need to be addressed
to guide any research. Heron (2001) has deliberated that the researcher’s responses and
the beliefs within an inquiry paradigm are revealed by three fundamental and

interrelated questions that determine the paradigm choice. The three questions are:

1. The ontological question: What is the form and nature of reality?

2. The epistemological question: What is the relationship between the knower and
reality, and the extent of our knowledge of reality?

3. The methodological question: How can the inquirer find out about whatever he

or she believes can be known?

On the basis of how these questions are addressed, two main belief systems typically
triumph: a conventional belief system referred to also as positivist, scientific paradigm
or hard paradigm, and a constructivist belief system referred to also as naturalistic,

hermeneutic, interpretive paradigm or soft paradigm. In this research the terms positivist
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and interpretivist paradigm will be used for these two belief systems. For the purpose of
this research positivist and interpretivist paradigms have been considered. The

differences between the two paradigms have been outlined in the table 3.1.

Table 3.1 — Differences between positivist and interpretivist paradigm; Source: Cavana,
Delahaye & Sekaran 2003; Hussey & Hussey 1997

Positivist Paradigm Interpretivist Paradigm
Obijective world which science can Intersubjective world which science can
measure represent with concepts
Discover universal laws that can be used Uncover the socially constructed meaning
to predict human activity of reality as understood by an individual
Associated with quantitative data Associated with qualitative data
Researcher is aloof from the research High involvement with research subjects
subjects during data gathering
Deductive reasoning Inductive reasoning
Large samples Small samples
Concerned with hypothesis testing Concerned with generating theories
Highly specific and precise data Rich and subjective data
High reliability Low reliability
Low validity High validity
Examples - experiments, questionnaires, Examples — ethnography, participant
secondary data analysis observation, interviews

Gummesson (2003) states that whether a researcher adopts a positivist paradigm or an
interpretative paradigm, words from in-depth interviews and numbers from statistical
tables both require interpretation. Gummesson (ibid) also believes that hermeneutics is
a methodology for interpretation and is required for all research progressing it through a
cyclical phases of pre-understanding, interpretation and understanding. The phases in
the cycle feed from one to another so that the insight from one cycle becomes pre
understanding and meaningful for the next and so on until the explanatory stage. This
approach was adapted as the general methodology for interpretation for this research as

it widens the scope of interpretation.
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3.3 QUANTITATIVE, QUALITATIVE AND MIXED METHOD RESEARCH

METHODOLOGIES

Each research approach brings its own unique perspective with each having its strengths
and weaknesses. Researchers claim allegiance to one approach over another based on
the research aims and/or their own personal skills and training in an approach. Each
approach has its own unique perspective. Hence it is important to explore different

approaches in order to make an informed decision on which approach to adopt.

3.3.1 Quantitative and Qualitative Methodologies

Commonly, research is separated into two broad methods - quantitative and qualitative.
Quantitative methods rely on the capability of the researcher to measure the phenomena
under investigation and the use of statistics to analyse the raw data whereas qualitative
methods aim at understanding the rich, complex and idiosyncratic nature of human

phenomena (Cavana, Delahaye & Sekaran 2003).

Curlette (2006) believes that data collected using qualitative techniques can be used to
support conclusions reached by quantitative data and vice versa. Johnson and
Onwuegbuzie (2004) have stated that “‘differences in epistemological beliefs (such as a
difference in beliefs about the appropriate logic of justification) should not prevent a
qualitative researcher from utilising data collection methods more typically associated
with quantitative research, and vice versa’ (p. 15). Therefore, this research has deemed
that since there is a dearth of research on tacit knowledge transfer in university

academics, a methodology needs to be used to enable the tackling of the problem in
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depth and breadth. This can be achieved with the adoption of quantitative and
qualitative methodologies. Both methodologies have their strengths and weaknesses and
as such it is possible to capitalise on the strengths of each methodology to overcome

each one’s weaknesses (Bryman 2004; Creswell 2003; Miles & Huberman 1994).

Table 3.2 outlines some key differences between quantitative and qualitative research

methods.

Table 3.2 - Differences between quantitative and qualitative research methods; Source:
(Cavana, Delahaye & Sekaran 2003; Cresswell, 1994; Neuman, 1997)

Characteristics Quantitative Qualitative
Reality Objective and singular Subjective and multiple
Interaction Researcher is independent | Researcher interacts with

from the research subject the subject
Methodology concentrates on description | concentrates on
and explanation understanding and
interpretation
Analysis Hypotheses is tested Meaning is captured and
discovered
Data In the form of numbers In the form of words
Sample Many subjects Fewer subjects
Examples experiments, ethnography, participant
questionnaires, secondary | observation, interviews
data analysis

Qualitative and quantitative approaches differ in their ways of conducting research and
each tends to claim superiority over the other. The major differences between these
approaches are in the areas of data collection and analysis. According to Gall, Gall and
Borg (2002), quantitative research ‘relies heavily on numerical data and statistical

analysis’. In contrast, qualitative research makes ‘little use of numbers or statistics but
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instead relies heavily on verbal data and subjective analysis’ (pg. 13). Undoubtedly
there are certain questions and topics where the qualitative approach will be useful and

the same is true of quantitative research.

Typically guantitative research methods are used with the positivist paradigm whereas
qualitative research methods are used with the interpretivist approach (Cavana,
Delahaye & Sekaran 2003). Krauss (2005) has stated that the “heart of the quantitative-
qualitative ‘debate’ is philosophical, not methodological’ (p. 759) while Mackenzie and
Knipe (2006) have asserted that ‘some paradigms may appear to lead a researcher to
favour qualitative or quantitative approaches, in effect no one paradigm actually
prescribes or prohibits the use of either methodological approach’(p. 7). These authors
also hold the view that both perspectives need to be applied in order for any research to

be fully effective.

With the belief that combining both quantitative and qualitative methods for this
research would help in a better understanding of the issues in tacit knowledge transfer, a

third method was explored namely being a mixed method approach.

3.3.2 Mixed Methods Approach

Tashakkori and Creswell (2007) have provided a succinct description of the mixed
methods approach as: ‘research in which the investigator collects and analyses data,
integrates the findings, and draws inferences using both qualitative and quantitative
approaches or methods in a single study or program of inquiry’(pg. 4). Mixed method

research has come of age and including only a quantitative or qualitative method will
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not do justice to research. Mixed method designs are required in situations where
neither the quantitative nor qualitative methods alone would be sufficient to answer the
research questions. Many researchers have rejected the incompatibility thesis (the
proposition that quantitative and qualitative research cannot be mixed) and advocated
that both quantitative and qualitative research are important and should be thoughtfully
mixed in research (Johnson & Christensen 2012). In almost every applied social
research project there is value in consciously combining both qualitative and
quantitative methods in what is referred to as a “mixed methods’ approach (Trochim &
Donnelly 2007). It is important to identify research practices that lie somewhere on a
continuum between quantitative or qualitative methods (Newman & Benz 1998), thus a
mixed method approach has been adopted for this research. Mixed method research
strategy integrating different methods is likely to produce better results in terms of
quality and scope for this research allowing the addition of qualitative flesh to the

quantitative bones through the adoption of interviews and questionnaires respectively.

Taking a mixed method approach would allow mixing and matching design components
that would offer the best chance of answering the questions raised by this research.
Johnson and Onwuegbuzie (2004) have stated that ‘in many cases the goal of mixing is

not to search for corroboration but rather to expand on our understanding’ (pg.19).

Six core characteristics of mixed methods research have been provided by Creswell and
Plano Clark (2007, pg. 5). When adopting these six characteristics, a researcher:
1. collects and analyses persuasively and rigorously both qualitative and

quantitative data;
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mixes the two forms of data concurrently by combining them, sequentially by
having one build on the other, or embedding one within the other;

gives priority to one or both forms of data;

uses these procedures in a single study or in multiple phases of a program of
study;

frames these procedures within philosophical worldviews and theoretical lenses;
and

combines the procedures into specific research designs that direct the plan for

conducting the study.

Tashakkori and Teddlie (2009, pg. 33) have mentioned three areas where mixed

methods research is better than a single approach:

1.

It can simultaneously address a range of confirmatory and exploratory questions
with both quantitative and qualitative approaches.
It provides better (stronger) inferences.

It provides the opportunity for a greater assortment of divergent views.

Hence for this study, the prime reason for using a mixed methods approach was that the

use of quantitative and qualitative approaches, in combination, will provide a better

understanding of the research problem than approach either one alone(Creswell & Plano

Clark 2007). This better understanding results from the fact that mixed methods offer

strengths that offset the weaknesses of separately applied quantitative and qualitative

research methods. Tashakkori and Teddlie (1998) have emphasised that a main

advantage of mixed method research is the validation of the results of one method with
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the results of the other. It could also be argued that the more the evidence the better the

argument, hence combined quantitative and qualitative will provide more evidence.

According to Creswell (2003) mixed methods research can utilise either sequential or
concurrent research designs. In sequential mixed methods design one type of data (e.g.
qualitative) provides the basis for the collection of another type of data (e.g.
quantitative).  Sequential mixed methods design answers one type of question
(qualitative or quantitative) by collecting and analysing two types of data (qualitative
and quantitative). Sequential design can be exploratory or explanatory. Exploratory
sequential design is characterised by an initial phase of qualitative data collection and
analysis, followed by a phase of quantitative data collection and analysis (Creswell
2003). Therefore, the priority is given to the qualitative aspects of the study.
Explanatory sequential design is characterised by the collection and analysis of
quantitative data followed by the collection and analysis of qualitative data. Priority is
typically given to the quantitative data, and the two methods are integrated during the

interpretation phase of the study (Creswell 2003).

In contrast, concurrent mixed method design ‘is a multistrand design in which both

QUAL and QUAN data are collected and analysed to answer a single type of research
question (either QUAL or QUAN). The final inferences are based on both data analysis
results. The two types of data are collected independently at the same time or with a
time lag’ (Teddlie & Tashakkori 2003, p. 705). For the purpose of this research

sequential mixed methods design was employed, and more specifically, explanatory
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design. In this research, the quantitative data was initially collected and followed by

qualitative data at a later stage.

Since this research is focused on studying a relatively unstudied area, it can be termed
as an exploratory study. This study will help to gain an insight and familiarity on tacit
knowledge transfer by academics in universities. Exploratory research is utilised when

there is limited knowledge about the topic (Cavana, Delahaye & Sekaran 2003).

The section that follows examines the possible data gathering approaches available

within the positivist and interpretivist paradigm.

3.4 DATA GATHERING METHODS (QUESTIONNAIRES AND INTERVIEWS)

As mentioned towards the end of the last section, this research involves the collection of
both qualitative and quantitative data through questionnaires and interviews

respectively.

Questionnaires are an efficient data collection mechanism when the researcher knows
exactly what is required and how to measure the variables of interest (Cavana, Delahaye
& Sekaran 2003). Questionnaires can be utilised in a variety of survey situations, for
example mail, electronic, face-to-face and telephone. Mail and electronic questionnaires
are known as self-completion questionnaires, i.e. respondents complete them by
themselves in their own time. A questionnaire has been developed for this study

because they are economical to administer, cater for a rapid turnaround in data
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collection and allow the collection of views from a larger population (Babbie 1990).
Converse et al. (2008) identified various advantages of using web-based surveys:
convenient access to samples, reduced costs, faster responses, more interactive or
tailored formats, quick troubleshooting, automated data collection, scoring, reporting,
and access to larger samples. In light of these advantages, this study utilises an online

questionnaire as it provides an easy, quick form of data collection (Creswell 2005).

Interviews provide an opportunity to ask a series of open-ended questions and help to
better understand the existing processes and to augment and check the validity of
questionnaire findings (Cavana, Delahaye & Sekaran 2003). Interviews are considered
to be useful for gaining insight and context into a topic and give an opportunity for
respondents to describe what is important to them. In this research, interviews were
deemed to be important as they would provide an in-depth opportunity to ask a series of
open-ended questions that revealed potential enablers and barriers to tacit knowledge
transfer in an unconstrained environment providing the opportunity to clarify and
explain information. This approach can also be termed the hermeneutic paradigm that
will help to explain relationships based on a personal interpretative approach

(Gummesson 2000).

Once the data gathering methods have been decided, it is important to dwell upon the
subjects from whom data will be gathered. The solitary research instrument that can
reveal and build on tacit knowledge is the human (Lincoln & Guba 1985, pg.198). The
unique characteristics that qualify humans as challenging research instruments in these

circumstances — including responsiveness, adaptability, holistic emphasis, knowledge
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base expansion capabilities, and processual immediacy (Lincoln & Guba 1985, p 192-
195) are essential characteristics for studying a phenomenon as complex and intangible

as tacit knowledge.

3.5 RESEARCH SAMPLE AND CHARACTERISTICS

This section describes the selection and description of the samples used in this research.
Sample is defined as a subset of the population, which will be a representation of the
whole population (Cavana, Delahaye & Sekaran 2003). Neuman (2003) asserts that well
executed selection of study participants enables the researcher to measure variables
from a smaller set of cases and to generalise the outcomes to all cases. In selecting the
sample the researcher needs to ensure that the sample is more representative of the

population that it is designed to represent (de Vaus 2002).

The use of key informants from organisations for data collection has been a popular
method in many diverse research settings (Huber & Power 1985). Usually, these
respondents are in the senior ranks of the organisation, executive managers and top
managers, and middle managers. These key respondents can provide the researcher with
the data required to conduct research in tacit knowledge transfer, since they possess tacit

knowledge and are free to decide whether they share tacit knowledge or not.

The scope of this investigation has been constrained to universities alone. Universities
are an essential fragment of our society and play a significant role in knowledge

transfer. Sharing knowledge is the raison d’étre of universities. There are negligible
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existing studies that focus on tacit knowledge transfer in Australian universities. There
is little knowledge and information concerning tacit knowledge transfer at Australian
universities. This study aims to solicit data from academics in four Australian
universities. Four Australian universities have been selected based on their long history
in the education sector thus providing a lot of scope for analysing tacit knowledge
transfer. They evolved from colleges of advanced education and institutes of
technologies. These four universities are undergoing a lot of change, both in terms of
organisational structure and introduction of new programs, and are rapidly
strengthening their position towards the provision of learning and teaching services to
national and international students. It is their uniqueness in the education sector that
makes them ideal for this study. The four universities have also been chosen based on
their program offerings to undergraduate and postgraduate students. Student cohorts in
the chosen universities exceed 20,000 students. One of the focus in choosing a
representative sample was also to spread out over research and training intensive
universities. All four universities are public universities. The survey focussed on
academics in universities because academics can be classified as knowledge workers
who deal with tacit knowledge on a daily basis. Teachers are the foremost illustration of
knowledge workers (Cortada, 1998). They are involved in tacit knowledge creation,
distribution and application. The respondent profile considered ideal for the
guestionnaires was academics at any level of tenure because that would provide a good
reflection of their willingness to contribute towards tacit knowledge transfer. The
respondent profile considered ideal for the interviews was a lecturer or senior lecturer

and an associate professor or professor from each university. The respondents for the
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questionnaire and the interviewees were of a varying age (between 21 to 70) but none

were under 18.

3.6 SAMPLING STRATEGY

Sampling refers to the ‘process of selecting a sufficient number of elements from the
population so that by studying the sample, and understanding the properties or
characteristics of the sample subjects, it would be possible to generalise the properties
or characteristics to the population elements’ (Cavana, Delahaye & Sekaran 2003, pg.

253).

Sampling decisions need to consider an adequate sample size that provides a desired
level of confidence in the findings. At this stage the question about sample size arises.
What should the sample size be? A rule of thumb is that that if the sample size is 50 or
more then serious biases are unlikely to occur, and if the sample size is over 100 then
there is no concern with normality assumptions (StatSoft 1997). In most instances the
rule of thumb is that the larger the sample size the more valid are the results. But there
are arguments for the value of a smaller sample size too. When there is a scarcity of
financial resources and when exploratory or pilot studies are under consideration,
samples with N’s between 10 and 30 can be valuable (Isaac & Michael 1995). In
considering the sample size, it is also important to consider the heterogeneity or
homogeneity of the respondents. A homogenous population is one in which members

have highly similar traits whereas heterogeneous groups have a multiplicity of traits.
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Adams and Schvaneveldt (1991, pg. 183) proposed a principle that mentions that ‘the
more homogeneous the population under study, the smaller the sample needs to be to
accurately reflect the characteristics of that population, assuming random selection
procedures’. Neuman (1997) has stated that when fewer variables are being studied, a

smaller sample would suffice.

This study initially intended to gather around 100 responses to the questionnaires so that
there is a high probability of clear evidence of tacit knowledge transfer and the results
are of practical importance. 100 responses provide a margin of error of 10% thus
providing more confidence in the results. So with a higher number of respondents the

margin of error will be lower.

Based on the population of all academics, any sample to be used in this research should
ideally be drawn randomly from the population. However, answers to the research
guestions may more readily be obtained by sampling techniques that involve purposeful
sampling (Patton 2001), i.e. by sampling cases for which the phenomena under
investigation is more readily manifested. Patton (2001) describes a stratified purposeful
sampling as a technique that examines ‘samples within samples’ with each stratum
representing a reasonably homogenous example and one which allows variations
between strata to emerge. A purposeful sample would be more likely to shed light on the
phenomena being investigated. As such, a more in-depth study involving the use of
interviews was administered on a subset of the purposeful sample. Much of the web
survey research that is conducted on general populations (Comley 1996; Flemming &

Sonner 1999; Schillewaert, Langerak & Duhamel 1998; Witte et al. 2000) uses
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convenience samples rather than probability samples (Schonlau, Asch & Du 2003). It
could be argued that this research has utilised a mixed sampling strategy. Firstly a
variation of the criterion strategy was used. In this the participants were selected to
maximise the possibility of being able to inquire into tacit knowledge transfer and hence
were academics who deal with tacit knowledge on a daily basis. Later, the theory-based
or operational construct strategy was used to guide sampling as participants involved in
tacit knowledge creation, distribution and application were approached for further

interviews.

Cohen, Manion and Morrison (2003, p278) have stated that there ‘is not a simple rule of
thumb, as this depends on the purpose of the interview’ in deciding how many people to
interview. Johnson (2002) maintains that ‘the number of interviews needed to explore a
given research question depends on the nature of that question and the type of
knowledge the interview seeks’ (p. 113). In light of this, Kvale (1996) has suggested that
researchers need to judiciously decide how many interviews to conduct so that the
information being sought is collected. Sandelowski (1995, p.179) asserts that
‘determining adequate sample size in qualitative research is ultimately a matter of
judgement and experience’. A suitable sample size for qualitative research is one that
sufficiently answers the research question (Marshall 1996). Wiersma & Jurs (2008) have

suggested that sample sizes in qualitative research are typically small.

Sample sizes in qualitative research should not be too large otherwise it becomes
difficult to extract thick, rich data (Onwuegbuzie & Leech 2007). At the same time, as

noted by Sandelowski (1995), the sample should not be so small that it becomes difficult
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to achieve data saturation (Flick 1998; Morse 1995), theoretical saturation (Strauss &
Corbin 1990), or informational redundancy (Lincoln & Guba 1985). Since the aim of
this research is not to estimate the prevalence of a phenomenon or to make
generalisations but to provide an in-depth understanding of tacit knowledge transfer, to
develop explanations and to generate ideas, only a small number of respondents were
required. The in-depth data collected through the interviews is expected to supplement
the data collected through the survey instrument. Thus for the interviews, this study
primarily employed a stratified purposeful sample to identify academics (a lecturer or
senior lecturer and an associate professor or professor from each university). These
academics had previously completed the survey successfully. The researcher conducted

eight interviews: 2 academics from each university.

3.7 ETHICAL CONSIDERATIONS

Research ethics is concerned with the acquisition, analysis and distribution of
information without causing harm to the research participants (Rubin & Rubin 1995).
There are numerous ethical issues to be considered in any research especially social
research. Sustaining high ethical standards is extremely important in social research as it
protects the respondents and improves the quality of the data retrieved. As the objects of
inquiry in social research are human subjects, extreme care has to be taken to avoid any
harm to them (Fontana & Frey 1998). Several ethical issues apply in research, such as
respondents’ right to privacy and confidentiality, the right not to be deceived or harmed
as a result of participation in the research, the right to be informed about the purpose of

research, the right to anonymity, the need for honesty in data collection, and the need
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for objectivity in reporting data, especially for survey research (Creswell 2005;
Zikmund 2003). Psychological harm such as stress, emotional distress, self-doubt and
so forth can trigger sensitive issues and emotional experiences (van Manen 1990).

To address the ethical issues arising from the research, the application for approval of a
project involving human participants was submitted and approved by Victoria
University’s human research ethics committee prior to the commencement of the
research. The application was supported with multiple other documentation that
included: a letter for gaining approval from participating universities (Appendix 2),
recruitment letter for the questionnaire (Appendix 3), information sheet for the
questionnaire (Appendix 4), consent form for the questionnaire (Appendix 5), the
questionnaire (Appendix 6), recruitment letter for the interview (Appendix 8),
information sheet for the interview (Appendix 9), consent form for the interview
(Appendix 10) and the interview questions (Appendix 11). Information about all ethical
considerations was holistically explained to the potential participants in the consent
form and information sheet. Such information included a plain language summary
(specifying nature and aims) of the project, nature of data gathering, the voluntary
nature of participation, the use and distribution of the research findings, potential risks
of participating in the project, protection of confidentiality and privacy of participants

and the storage of data.

Participation in the survey and the interviews was entirely voluntary and respondents
were free to discontinue at any time, without the need for reason or explanation. No
information gained enables either the respondent or the university to be identified to

anyone other than the research team and data has only been reported using pseudonyms.
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All information gathered has been coded to prevent identification. To encourage
participation, respondents were informed that the data will remain confidential and the
identity of the participant and university will remain anonymous. Participation in this
research will not affect the relationship of the respondent with the university in any
way. Hence there were virtually no risks, side effects or discomforts associated with
participating in this research. The research data has been stored in a secure computer or
file storage in the office of the principal researcher (Dr. Josef Rojter) in the College of
Engineering and Science at Victoria University and will be held for 5 years post-
publication, after which it will be destroyed. Information collected has been treated with
the strictest confidence and is only accessible to the research team comprising of
principle researcher (Dr. Josef Rojter), associate investigator (Dr. George Messinis) and

the student researcher (Ritesh Chugh).

The following checklist (as illustrated in table 3.3) has been used in shaping this
research.

Table 3.3 — Ethics Checklist (Source: adapted from Hussey & Hussey 1997, p. 39)

Checkpoint Response
1. Will any harm come to direct or indirect No. Anonymity, confidentiality and privacy are
Participants from this research? assured by following the procedures mentioned
above.
2. Will any harm come to non-participants, No. The topic and nature of this research is
from this research? not likely to cause any harm or flow-on

effects. Risks were clearly explained to the
participants.

3. Will the research violate accepted No. The research has been approved by
research practice? Victoria University’s human research ethics
committee and their guidelines have been
followed.
4. Will the research violate accepted No. Common sense and common decency
community standards? have been applied to this research at all
times.
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3.8 ADMINISTRATION OF THE QUESTIONNAIRE AND CONDUCTING

THE INTERVIEWS

Before gaining the final approval of Victoria University’s human research ethics
committee, the researcher was required to gain approval of participation from all the four
universities involved in the research. A letter for gaining approval from participating
universities (Appendix 2) was emailed and subsequently three universities granted
permission and also allowed the use of their email system to recruit academics for the
study whereas one university was happy to support the project but did not allow the use
of their email system to recruit academics. This university instead suggested the use of

their weekly news bulletin to inform the target audience of the project.

The study was administered in two phases. The first phase involved the administration
of an online questionnaire to university academics. The survey instrument was
developed (discussed in the next chapter) by the researcher and was administered
online. The recruitment letter for the questionnaire (Appendix 3) was developed to
describe the brief background of the study and request participation. An information
sheet for the questionnaire (Appendix 4) was designed that included a plain language
summary (specifying nature and aims) of the project, nature of data gathering, the
voluntary nature of participation, the use and distribution of the research findings,
potential risks of participating in the project, protection of confidentiality and privacy of

participants and the storage of data.
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University academics were requested to fill in a questionnaire using an online web link
to the survey which takes approximately 15-20 minutes to complete. The survey was
web-based to facilitate easy distribution of the instrument to respondents and their
eventual submission of responses. The questionnaire was administered to all academics
in three universities, regardless of campus location, through the faculty/school email list
whereas in one university a recruitment advertisement in the weekly email news bulletin
was inserted. The recruitment advertisement contained a link to the online web survey.
The email sent out to the academics contained a web link to the online web survey. A
consent form comes up on the first page of the online questionnaire that the respondents
need to complete before going further. The first page provides information about the
questionnaire enabling the respondents to make an informed decision before completing
the survey. Respondents had to sign and date the consent form before proceeding any

further.

A follow-up reminder email (Appendix 7) was sent in order to get higher response rates
from the surveys. The reminder email was sent out approximately 6 weeks after the
initial request email. The web link to the survey was kept open for a period of three
months and by the end of this period a favourable response of 142 complete

guestionnaires was obtained.

The second phase involved face to face interviews with the academics. In the second
phase, in-depth structured interviews were conducted with key academics to uncover
enablers and barriers of tacit knowledge transfer in the organisation. The interviews

aimed at gathering qualitative data.
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According to de Ruyter and Scholl (1998) a qualitative research project has between 10
and 60 respondents, with about 40 in a large project. To keep this project manageable
and since it is not a very large project, 8 academics were interviewed. The respondent
profile considered ideal for the interviews was a lecturer or senior lecturer and an
associate professor or professor from each university. University academics were
approached through an email soliciting their participation in an interview. Interview
request emails were only sent to academics who had earlier successfully completed the
questionnaire. The academics were requested to voluntarily participate in a 30-40
minute face-to-face interview. de Heer and Israels (1992) in their review of response
trends to interview requests list average interview time as one of the factors that
influence response and nonresponse. On the contrary Bradburn (1978) hypothesises that
longer interviews may suggest importance to respondents resulting in higher response

rates.

Academics who agreed to participate were then sent out a consent form to be signed
before the interview could be scheduled. All interviews involved only the participant
and the student researcher. The academics who responded positively to the interview
requests were given the choice of choosing a convenient day, time and location for the
interview. This choice was provided so there was no inconvenience for the interviewees.
However coincidentally all interviews were conducted at the interviewees’ workplace.
The interviews provided an opportunity to ask a series of open-ended questions that

further revealed potential enablers and barriers to tacit knowledge transfer.
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Audio recordings of interviews were made, with the participants’ approval, to allow the
researcher to focus on the words used by the subject (Douglas 2003). With the
permission of the interviewees, the interviews were digitally audio-recorded and
transcribed for analysis to ensure that the researchers have an accurate record of the
interview. The interviewees reserved the right to refuse to answer any specific question
and the interview could be terminated at any time without the need for reason or
explanation. During the interviews, the sequence and the wording of the questions in the
interview schedule were followed to a large degree. However, there were some cases in
which questions were either re-worded impromptu or were further explained to the

interviewees.

Interviews were subsequently conducted with 8 academics who responded affirmatively
to the interview request. The qualitative data from the interviews has been used to
ascertain key variables that have an impact on tacit knowledge transfer. This also gives
an insight into the perceptions of academics towards the weight placed on technology as

opposed to behavioural aspects.

3.9 STRATEGY FOR DATA ANALYSIS

Data analysis is the step in the process of converting raw data into information so that it
becomes meaningful. Data sources can include researcher field notes, interview notes,
recordings, transcripts, and survey data (Douglas 2003; Yin 2003). A number of steps
were undertaken prior to the analysis to ensure high quality of information. These steps

include transcribing, editing, error checking and correcting and coding (Zikmund 2000).
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Chapter Three Research Methodology

This study has attempted to incorporate both a broad view of tacit knowledge transfer
(using questionnaires) with narrower views (through interviews) from university
academics to answer the research questions. The transcripts from the 324 minutes of
interviews amounted to approximately 45,000 words whilst there were also 141

completed surveys to analyse.

Statistical analysis can be described as a form of modelling that explicitly recognises the
existence of uncertainty in a set of data (Mingers 2006). Statistical analysis is
conventionally seen as having two possible roles — descriptive and inferential.
Dewberry (2004) has defined descriptive analysis as being concerned with describing
numbers and relationships between them whilst inferential analysis focusses upon trying
to draw conclusions that extend beyond the immediate data alone. The main approach in
examining the data was descriptive although inferential analysis has also been carried
out. Data was collected from the two phases i.e. survey and interviews. This allowed for

triangulation of data (Denzin 1989) for validation to occur under multiple perspectives.

For the analysis of qualitative data obtained in this research, data analysis was carried
out using three procedures, namely:

Open coding - the systematic analysis of interview transcripts and other data sources,
word-by-word, line-by-line, or sentence-by-sentence to code or label words and phrases

found in the transcript;

Axial coding - the identification of relationships between open codes to create themes or

categories by grouping codes or labels given to words and phrases; and
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Selective coding - the identification of the focal point from the core codes (Allan 2003;

Carson et al. 2001; Douglas 2003; Miles & Huberman 1994).

Open Coding involves the systematic analysis of interview transcripts and other data
sources, word-by-word, line-by-line, or sentence-by-sentence (Carson et al. 2001).
Codes come from the subject’s terminology, in vivo coding, or the researcher’s own
‘labels’ that best suit the phenomenon. In vivo codes are wording that participants use in
the interview (Allan 2003). With the open coding process, codes are derived from the

data, not from a pre-determined list (Carson et al. 2001).

Axial Coding comes after open coding and involves the identification of relationships
between open codes. This process produces core codes developed from the groupings

and categories that emerge from the identified relationships.

Selective Coding is the final step in the overall encoding process. It involves the
identification of the focal point from the core codes. The focal point is the central
phenomenon that emerges from the previous coding stage and best describes the theory
under investigation. The encoding process is highly iterative, with new codes being

developed from initial “‘conceptual’ codes.

3.9.1 Quantitative Data Analysis
Statistical Package for Social Sciences (SPSS) has been used for the analysis of the
quantitative data from the questionnaires to determine any discernible trends. Survey

data from the questionnaires has been coded to allow for the translation of information
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into values suitable for computer entry and statistical analysis. The data gained from
Survey Gizmo (web-based software for online surveys) was not suitable for direct entry
into SPSS, hence it had to be cleaned to remove inconsistent responses. A codebook
was created before data was entered into SPSS and then data was screened to detect any
errors and missing responses. Incomplete questionnaires were excluded from the final
dataset. Following completion of the codebook, data was transferred into a Microsoft
Excel spread sheet and then imported into SPSS. The data was analysed in SPSS and
interpreted using statistical concepts like frequencies, percentages and means,
correlations, multiple regressions, factor analysis, analysis of variance and chi-square

tests.

The questionnaire data was analysed using descriptive statistics to obtain a demographic
snapshot of the respondents. This was principally achieved by frequencies, percentages
and means analysis of the data. Questionnaire data was explored by comparing their
specific value and interdependence, highest and lowest values, totals, proportions, and
distributions. Cross-tabulation analysis was performed to identify relationships. Graphs

and tables were used to present the data.

Factor Analysis - All the questions in the questionnaire can be seen as variables, the
values of which have been found by studying the responses that each question received.
This allowed for grouping the respondents on the basis of their scores on one or several
of the factors that were found in analysis. This enabled in identifying the nature of the
constructs underlying responses in specific content areas such as workplace dimensions,

behavioural dimensions, workplace expectations, technology dimensions, learning
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dimensions, cultural, age and gender dimensions. Factor analysis also enabled in
generating factor scores representing values of the underlying constructs for use in

further analyses.

Correlation Studies - Correlation studies have been used to evaluate the data collected
from the four universities to determine the enablers and inhibitors of tacit knowledge
transfer. Correlation analysis is excellent for the initial analysis of a large number of

variables, when there is no clear idea of their mutual relations.

The open ended questions at the end of the survey were analysed using content analysis
techniques to validate the dimensions initially listed in the questionnaire. Other
important dimensions concerning both enablers and deterrents of tacit knowledge
transfer were derived from the responses to the open-ended questions. The surveys
facilitated the identification of factors for successfully embracing knowledge transfer
practices in universities. Analysis has also been performed looking at specific
background variables (age, cultural background, experience, technology adoption) that
have helped in ascertaining the enhancers and inhibitors of knowledge transfer. In order
to use the Likert-scale for quantitative interpretation, weighted mean to represent each
guestion has been computed. Although open-ended questions are typically analysed
qualitatively, the responses are occasionally analysed qualitatively by counting the

number of times a particular response was provided (Johnson & Christensen 2012).

——
[ols}
o

| —



Chapter Three Research Methodology

3.9.2 Qualitative Data Analysis

Eight interviews (n=8) were transcribed and imported into the computer software
NVivo, a qualitative analysis software. This software is considered a powerful tool in
terms of thematic analysis (Gibbs 2006). Analysis of the data involved a set of
techniques called template analysis, which refers to a way of thematically analysing
qualitative data (King 2004). The process involved the development of a coding
template that summarised the themes identified by the researcher and organised them in
a meaningful format. Reporting of data was based on a structured approach drawing
illustrative examples from each interview transcript as required. The use of direct quotes
from the participants was essential. Short quotes were also included to aid in the
understanding of specific points of interpretation and a smaller number of more

extensive passages of quotations to provide a flavour of the original texts.

In order to deal with the large quantity of free-flowing text, interview transcripts were
encoded. Coding is used to shrink the large quantities of text produced by in-depth
interviews to a manageable form (Jackson & Trochim 2002). The Grounded Theory
(Glaser & Strauss 1967) was the methodology applied for analysing the data in this
research. In this methodology data is broken down, conceptualised and reassembled in
new ways. It is vital to break down the collected qualitative data into pieces to closely
examine and compare for relations, similarities and dissimilarities. This involves the
creation of recurring themes, or categories from the data collected. Themes come from
words, sentences or phrases containing a single concept, or from whole paragraphs
(Carson et al. 2001). This condensation to single concepts facilitates categorisation,

sorting and analysis so that each concept can be considered separately (Hussey &
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Hussey 1997; Jackson & Trochim 2002; Miles & Huberman 1994). In qualitative data
analysis the researcher sorts and sifts the data, searching for types, classes, sequences,
processes, patterns or wholes. The aim of this analysis process is to assemble or
reconstruct the data in a meaningful or comprehensible fashion (Jorgensen 1989, pg.

107).

The interview transcripts were codified so as to allow trends to emerge from the data. In
exploratory studies, the researcher is interested in exploring the situational factors to
understand the characteristics of the phenomena of interest (Cavana, Delahaye &
Sekaran 2003). Due to the exploratory nature of this research and to identify the
enablers, inhibitors and processes that affect knowledge transfer in a university, the
Grounded Theory (GT) approach of data interpretation has been used. The GT approach
is based upon the researchers’ interpretation and description of phenomena based on the
actors’ subjective descriptions and interpretations of their experiences in a setting
(Locke, 2001; Strauss & Corbin, 1998). In the GT approach, concepts and categories are
identified and the responses to the interview open-ended questions are codified so that
trends can emerge from the gathered data (Strauss & Corbin, 1998). Insight obtained
from the universities’ academics will allow the researcher to ground constructs of the
identified dimensions and further link them to tacit knowledge exploration. The aim was
to analyse a textual database (from the interview transcriptions) and discover variables

relevant to tacit knowledge transfer and their interrelationships.
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3.10 LIMITATIONS OF THE COLLECTED DATA

The data has been collected from a sample of academics who responded to the
questionnaire and academics who readily consented for an interview. Hence this does
not allow for too many different viewpoints. Based on an interview sample of 8
academics and 141 surveys, it would be inappropriate to generalise the findings to a
larger population of academics. The data gained is not necessarily indicative of the
universities but only indicative of the academics who responded. Academics who were
intrinsically motivated responded while others did not. Therefore it is not advisable to
assume that the analysis will reveal the view of all academics in Australia or
universities but a view of the respondents only. It definitely represents how these people
view the transfer of tacit knowledge. The data was analysed mainly by the researcher
and was only reviewed by a few academic colleagues and the principal supervisor
during the process of analysis. The researcher also acknowledges that the results may be

more easily influenced by personal biases and idiosyncrasies.

3.11 CONCLUSION

This chapter includes the justification of the methodology that is used to address the
research questions and aims. The chapter has also justified the selection of the
interpretivist and positivist paradigm as being closely aligned to the needs of this
research. It demonstrates why a mixed method research approach is appropriate for this

study. The importance of utilising both online questionnaires and interviews has been
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Chapter Three Research Methodology

outlined in order to gain a holistic understanding of the issues in tacit knowledge
transfer. Ethical considerations that may arise in this research have been adequately
addressed. Steps that were taken in administering the online survey and conducting the
interviews have also been highlighted in this chapter. The next chapter now focusses

upon the design of the questionnaire and the interview questions.
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One's first step in wisdom is to question everything - and one's last is to come to terms
with everything - Georg Christoph Lichtenberg (1742-1799)

CHAPTER 4 DEVELOPMENT OF THE WEB-BASED SURVEY
INSTRUMENT AND DESIGN OF INTERVIEW QUESTIONS

4.1 INTRODUCTION

The previous chapter considered the paradigms that underpin this research. Both
positivist and interpretivist paradigms were considered suitable for this study; especially
because a mixed methods research methodology was found to be justifiable to address
the research questions. In order to effectively reach the aims of this research, two data
collection instruments (questionnaires and interviews) were required. This chapter now
firstly focusses upon the development of a web based survey instrument called the Tacit
Knowledge Transfer Survey (TKTS) and then secondly upon the design of the interview

questions.
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The outline of chapter four is illustrated in figure 4.1.
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Figure 4.1 — Chapter four outline
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4.2 WEB-BASED SURVEY INSTRUMENT

4.2.1 Overview

This section focusses upon the design and development of a web-based survey
instrument called the Tacit Knowledge Transfer Survey (TKTS). The development of
the survey instrument was deemed necessary for this research as such an instrument did
not exist, especially one that focussed on the university environment. The questionnaire
was designed to explore various dimensions of tacit knowledge transfer by university

academics.

The survey was developed after an extensive review of existing knowledge management
literature. There were no existing surveys that focussed on exploring tacit knowledge
transfer by university academics hence a survey had to be designed from scratch. The
goal was to produce a survey instrument which was easy to administer, which could be
completed in a short time period, and which could help in addressing the research
questions. The researcher considered the fact that the questionnaire should be purpose-
built to adequately address the research questions and not the reverse. Thus, the

questionnaire was designed to be as investigative as possible.

4.2.2 Purpose of the survey instrument

The survey instrument was designed to address the overarching research aim, understand
the various dimensions of tacit knowledge transfer by university academics and gain
responses to the ten research questions identified in Chapter 1. Due to the lack of any

existing survey that specifically focussed on tacit knowledge transfer in universities; a
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survey instrument was designed from scratch. Considering the nature of the data

required and the research questions, the survey explored six dimensions:

1. Workplace dimensions - This focusses upon exploring how academics’
workplace (university) encourages the transfer of tacit knowledge.

2. Behavioural dimension — This focusses upon assessing academics’ personal
traits and their thoughts on tacit knowledge sharing.

3. Workplace expectation — It focusses upon the expectations that the workplace
(university) has from academics for tacit knowledge sharing.

4. Technology dimension — It explores the use of different information and
communication technologies and academics’ adaptability to ICT for tacit
knowledge transfer at the workplace (university).

5. Learning dimension - It explores the academics’ and their workplaces’
(universities) conduciveness to be lifelong learners and learning organisations
respectively.

6. Cultural, age and gender dimensions - This explores academics’ willingness to

share tacit knowledge based on cultural background, age and gender.

Selecting an appropriate research method is the core of the research design. As outlined
in the previous chapter, this research has employed a mixed design methodology in
order to acquire a better understanding of the nature of tacit knowledge transfer by
academics in universities. Hence, interview questions were also designed which are

discussed in section 4.3 of this chapter.
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4.2.3 Research Design Considerations
In selecting an appropriate inquiry methodology, the approach was guided by the
research questions and the topic under investigation. Kerlinger and Lee (2000, p.450)

identified two fundamental purposes of research design:

1. to provide answers to research questions and

2. to control variance.

Good research design will assist in understanding and interpreting the results of the
research. The survey design used in this study is of a cross-sectional nature. Cross
sectional design involves the collection of data at one point in time from a random

sample representing some given population at that time (Wiersma & Jurs 2005).

Designing and testing survey questions is a challenging exercise. The reliability and
validity of a survey depend upon its planning and execution but more importantly the
design of questions to elicit the right responses is crucial (Alreck & Settle 1995). Luck
and Rubin (1987) have emphasised that a properly constructed instrument facilitates the
gathering of accurate and complete information about the research problem. For the
design of the TKTS instrument, the researcher considered the format of the instrument,

its structure and length, scale of measurement and ethical nuances.

4.2.3.1 Format of the survey instrument
Considerations were given when choosing between mailed surveys or web-based online

surveys. Undoubtedly, online surveys are a viable alternative to mailed surveys. For this
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research, the Internet was considered a more appropriate way to administer the survey

instrument for the following reasons:

All the target audience (university academics) have access to the Internet at their
workplaces. Academics are considered to possess adequate computer skills to
respond and complete the online questionnaire.

Reduction in response time; the recipients can respond almost immediately and
no printing and mailing costs (Wiersma & Jurs 2005).

Simplification of the data analysis process as data does not have to be coded
manually.

Web-based surveys provide faster response rates, easier processing of data, pop-
up instructions for selected questions, error checking capability and a higher
quality dataset that allows the pre-coding of answers and prevents inconsistency
of answers and reduction in errors that often occur through transcription of the
answers from paper to an electronic format (Gunn 2002).

The reliability and accuracy of data is better in comparison to paper based
surveys. Reaney, Pinder and Watts (2001) state that electronic surveys due to
their *highly structured forms’ can prevent respondents ‘from giving multiple
responses to a particular question or submitting the questionnaire before all
guestions have been answered’(p. 3). The error checking feature of the online
survey minimises the chances of erroneous responses and provides more usable

data in comparison to paper based surveys.
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4.2.3.2 Structure and length of the instrument

Survey instruments vary in length and complexity. The number and type of questions
contained in the survey instrument were issues that need to be addressed in design. The
number of questions in a survey can also relate to the length of the instrument. Hence
obtaining a balance is very important. Garson (2008) has asserted that there is no correct
length for a survey and the length should be determined considering the constraints of
the respondents’ attention span. The composition and design of the questions are vital to
the success of any research. Dillman (2000) has claimed that the length of the survey
depends on the nature of the sample and the topic under investigation. Short
questionnaires may produce a low response rate because respondents may consider it too

trivial or superficial (ibid).

Numerous studies (Burchell & Marsh 1992; Heberlein & Baumgartner 1978; Helgeson
& Ursic 1994) have shown the significant effect of questionnaire length on response
rates in mail surveys. It is safe to assume that the same also applies to the length of
online surveys too. Hence it is important to have a shorter questionnaire that can be
completed in approximately 20 minutes. Surveys of 20 minutes or less can produce

better quality responses and also motivate and engage respondents (Cape 2010).

However, in the context of this research it was deemed important to have some detailed
questions that would help in identifying the key research issues. The detailed questions
were incorporated in spite of ensuring that the timelines did not exceed the approximate

20 minute duration. The survey was divided into sections to give the respondents a sense
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of progress, and respondents were informed of their progress through a progress bar on

the online questionnaire.

Close-ended questions, open-ended questions and vignettes were structured for the
questionnaire. Closed-ended questions are useful ‘when the questionnaire is long or
people’s motivation to answer is not high’ and when the questionnaire is self-
administered, as is the case in this research (de Vaus 2002, p. 100). Close-ended
questions enable a researcher to conveniently compare responses and are also useful for
sensitive questions as the respondents feel more comfortable knowing the parameters of
the response options (Creswell 2005). In addition, close-ended questions provide a
means for coding responses or assigning a numeric value and statistically analysing the

collected data (ibid).

In studies like this there is a possibility that the respondents respond in a way that makes
them look good i.e. rate higher or provide socially desirable responses, known as self-
reported bias. It has been reported that vignettes help to reduce self-reported bias (Van
Soest et al. 2007). Vignettes are “brief stories or scenarios that describe hypothetical
characters or situations to which a respondent is asked to react’ (Martin 2006, pg. 2).
Because vignettes portray hypothetical situations, they offer a less intimidating way to
explore sensitive research subjects (Finch 1987). As a result, five vignettes were added
in the middle of the questionnaire as ‘vignette-based studies are superior to direct-
question-based studies’ (Wason, Polonsky & Hyman 2002, pg.42) and can also help in

obtaining information about respondents’ attitudes and beliefs (Hopkins & King 2010).
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Open ended questions were also included towards the end as they provide the ability to
probe in greater detail and explore the different possibilities that the respondents may
have for a question (Johnson & Christensen 2012). Incorporating open ended questions
can provide rich information in comparison to close-ended questions (ibid) and helps to

identify what respondents are thinking about the topic.

4.2.3.3 Scale of measurement

There are different types of response categories available for close-ended questionnaire
items. For the purposes of this questionnaire, a fully anchored rating scale was
considered. In a fully anchored rating scale, all points are anchored with descriptors
(Johnson & Christensen 2012). Anchors (such as Disagree, Neutral, and Agree) provide
reference points that will help respondents to direct the expression of their opinions.
Research has suggested that a rating scale should have between 4 to 11 anchor points
(McKelvie 1978; Nunnally 1978). A Likert scale is considered to be a fully anchored
rating scale. Typically a Likert scale is designed to examine how strongly respondents
agree or disagree with statements (Cavana, Delahaye & Sekaran 2003). Likert scales are
easy to read and complete, simple to construct and understand both for the respondents
and researchers. Coding and interpretation is fairly easy too (Dillman 2000; Wiersma &
Jurs 2005). The close ended questions were structured using the Likert-scale format
using a 6-point rating scale. The response categories for the rating scale for the close-
ended questions were ordered as strongly disagree, disagree, neither agree nor disagree,
agree, strongly agree, and don’t know. The middle category (neither agree nor disagree)

was added to cater for respondents who hold a neutral opinion about the topic.
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4.2.3.4 Ethical nuances

Ethics is not something that happens at any one stage but it needs to guide the entire
process of planning, conducting and using research (Mertens 2010). The questionnaire
was approved by the ethics committee of Victoria University and approval was also
sought from the other participating universities before its administration. The proposed
research project was accepted and deemed to meet the requirements of the National
Health and Medical Research Council (NHMRC) *‘National Statement on Ethical
Conduct in Human Research (2007)’ by the Acting Chair of the Faculty of Health,
Engineering and Science Human Research Ethics Committee. Approval for this research
was obtained from this committee via Ethics Application No. HRETH 10/183

(Appendix 1).

The nature of the online survey precluded the signing of the consent form by participants
however the online questionnaire contained a covering page where the respondents were
required to enter their names after reading the appended consent form. This implied that
informed consent was gained from the respondents. Other ethical issues associated with

this research have been discussed in greater detail in the previous chapter.

4.2.4 Development process of the TKTS
The review of the literature in Chapter 2 identified six dimensions that were important to
assess various characteristics of tacit knowledge transfer from a social, technical and
organisational perspective. The six dimensions that were identified are as follows:

1. Workplace dimensions

2. Behavioural dimensions
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3. Workplace expectations
4. Technology dimensions
5. Learning dimensions

6. Cultural, age and gender dimensions

The development process of the TKTS instrument comprised of the following 3 phases
as shown in figure 4.2,

Phase 1: Preliminary planning and initial development

Phase 2: Online survey development

Phase 3: Survey instrument testing

Phase 1

Preliminary
planning and
initial
development

Phase 2

Online survey
development

Phase 3

Survey
instrument
testing

Figure 4.2 — Development process of the TKTS instrument
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Details of the work undertaken in these three phases have been provided in the sections

below.

4.2.4.1 Phase 1 - Preliminary planning and initial development

In this phase various dimensions related to tacit knowledge transfer were identified from
the literature review and related to the research questions. It is important to be aware of
the purpose of the proposed measurement instrument. For this research, a survey
instrument that would be useful in the university environment was required so that it
could assess tacit knowledge transfer from multiple dimensions. The development
process of the questionnaire was carried out through the development of at least 3
different draft versions before the final one was approved by the supervisor and an
external academic in the field. Different drafts were developed as the process was
iterative in nature and improvements were made based on the feedback gathered from
the supervisor and the external academic. The initial draft was developed based on the
identified dimensions from the literature review. After identifying the broad six
dimensions, preparation of the survey questions was done through two brainstorming

sessions with the supervisor and a colleague.

Demographic questions were also added at the start of the survey because ‘once
respondents have said something about themselves at the very beginning, they may have
psychologically identified themselves with the questionnaire and feel more committed to
respond’ (Cavana, Delahaye & Sekaran 2003, pg. 233). Demographic questions assess
the personal characteristics of the respondents (Creswell 2005) and can help in

understanding differences in the data and hence the demographic questions were related
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to the current position of the respondent, number of years they have been working at
their current workplace, gender, age, highest level of education and current employment

status.

As part of the development phases, some questions that were considered to be complex
were also clarified so that they were easier to understand for the respondent. The
sequence of questions was shuffled so as to start with general questions focussing on the

workplace then funnelling on to more specific behavioural ones.

However one of the evident issues that came out was the length of the survey. There
were far too many questions hence extending the completion time. Thus some questions
were culled to make the questionnaire of a manageable length and time frame. When the
researcher, the supervisor and an external academic tried to complete the survey after

redesign the time taken was between 15-20 minutes which was deemed to be adequate.

Once finalised the questions were transferred on to a Microsoft Word document that
helped in addressing each of the dimensions. The close ended questions were structured
using a Likert scale, the vignettes had multiple choice responses, and the open-ended
questions had open space for the respondents to write. The close ended questions were
broken down into six segments with each one exploring the identified six dimensions in
greater detail. Each of the six segments contained between 5-12 questions that aimed to
address the specific research questions. The open-ended questions aimed to explore the

enablers and barriers of tacit knowledge transfer.
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4.2.4.2 Phase 2 - Online survey development

The purpose of this phase was to further develop the survey instrument for online
administration. At this stage the survey questionnaire was transferred into the
SurveyGizmo website. SurveyGizmo is a web-based software giving researchers,
powerful tools to create online surveys, questionnaires and forms — allowing capture and
analysis of virtually any type of data (SurveyGizmo 2012). To ensure that an Internet
survey proceeds smoothly, de Vaus (2002) recommends the use of a specially designed
internet survey software package. These packages make the survey web compatible,
easy to write the questionnaire, and easily placed on the Internet with minimal need to

learn any programming language (ibid).

The SurveyGizmo website permits the researcher to customise the aesthetics of their
survey with different backgrounds and colour schemes. It also enables the researcher to
select from different question formats that range from multiple choice questions, close
ended questions, open ended questions, ranking questions to rating scale questions and

so forth.

Entering the questions on the SurveyGizmo website was a very straightforward process
although knowing all the features and getting to use them optimally takes some time. In
order to get the questionnaire up on the SurveyGizmo site, the researcher had to go

through the following steps:

e Sign up for a student researcher account.

e Choose the survey type and a template for the aesthetics feel.
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e Add questions to the survey using radio-buttons on the Likert scale. The Likert
scale contains a range of responses as identified earlier.

o Create space for the responses of the open-ended questions.

The first page of the survey includes information for the participants whilst the second
page had the consent form. On the first page, the researcher informs the respondents
about the aim of the research, provides an explanation of the project and provides ethics-
related information. The information on the first page clearly identifies that data will be
collected from four universities and data will only be reported using pseudonyms. The
consent form on the second page does not allow the respondents to proceed further till
they have agreed with the terms of the form and put their name and suburb as a means of
showing informed consent. The demographic questions on page three are also

mandatory and respondents could not proceed further without having completed them.

In SurveyGizmo, when entering the questions, the researcher has to first select the type
of question format from the different types available. The next step is to enter the
question along with the applicable range of responses. This process is repeated until all
questions have been entered into the site. The Likert scale anchors were made to appear
on every page where there was a close ended question so that the respondents did not
have to waste time in vertical scrolling. Respondents were not given the option of saving
an incomplete survey and had to complete it in one sitting. The survey could only be
taken once by the respondents. Like in paper-based surveys, the respondents were
allowed to go back and forth between different pages. The online version of the

questionnaire was divided into seven pages.
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Whilst the survey was being configured online, the SurveyGizmo site enabled keeping
its status as ‘testing’ stage. In the ‘testing’ stage, responses collected in this status are
stored and marked as ‘test’. Once the survey was ready, the status was changed from
‘testing’ to ‘open’. In the ‘open’ status, web links are open to collect live data. After the
questionnaire was made functional online, SurveyGizmo also provides a web link to the
survey. The web link was very useful as it was embedded in the email soliciting
participation from the prospective respondents. This ‘open’ status enables SurveyGizmo
to store the collected data once it has been submitted by the respondents. The collected
data can then be exported in Excel format, SPSS format or as a web-based document

too. Screenshots of the online TKTS instrument are presented in Appendix 6.

Access to the survey was simple and recipients were directed to a uniform resource

locator (URL) embedded in an email (Mertler & Earley 2003).

4.2.4.3 Phase 3 - Survey Instrument testing
Once the survey has been developed, it is vital to ensure that the instrument measures a
particular concept accurately. Hence, it is important to establish whether the TKTS can

provide the researcher with valid and reliable data.

In any research, there are two contexts in which to think about the validity and reliability
of the data collected. The first pertains to scores from past use of the instruments and
whether the scores were valid or reliable. The second relates to an assessment of validity
and reliability of the collected data in the study that the researcher is currently

undertaking (Creswell & Plano Clark 2007). This study chose the latter of the two
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options because this instrument was exclusively custom-designed for this study and

hence access to past data was not possible.

Reliability of an instrument indicates the extent to which the instrument is without bias
and offers consistent measurement across time and across the various items in an
instrument (Cavana, Delahaye & Sekaran 2003). de Vaus (2002) states that ‘if people
answer a question the same way on repeated occasions then it (the instrument) is
reliable’ (p. 54). If an instrument provides reliable scores, the scores will be similar on
every occasion. Validity refers to the ‘accuracy of the inferences, interpretations, or
actions made on the basis of test scores’ (Johnson & Christensen 2012, pg.143). A valid
test should measure what is intended to be measured. Validation involves evaluating
interpretations for their soundness and relevance. The best rule is to collect multiple
sources of evidence (Johnson & Christensen 2012). According to Nunnally and
Bernstein (1994), reliability is necessary but not a sufficient condition for validity,

which would imply that both validity and reliability are important and both are required.

To place more confidence in the researcher’s interpretation and to test the validity and
reliability of the TKTS instrument the researcher first sought the feedback of the
principal supervisor, associate supervisor and 2 other academics and then pilot tested the

instrument with a small sample of academics (n=10).

4.2.5 Pilot Study
A small pilot study was conducted before the final administration of the surveys and the

interviews. Pilot studies form an important part of the data collection process. Monette,
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Sullivan and DeJong (2002, pg.9) have defined a pilot study as a ‘small-scale trial run
of all the procedures planned for use in the main study’. A pilot study addresses the
concern whether the questionnaire appears to measure the concepts being investigated
and also validates the theoretical constructs to be measured (Burns 1994). Hence, pilot
runs will help to recognize redundant or poor questions and give an early indication of
the reproducibility of the responses. The pilot study gives a chance to identify and
correct any mistakes or ambiguity (Isaac & Michael 1995, pg. 38). Pilot testing of the
survey instrument helped in reducing the risk that the questionnaire will not produce

results.

Neuman (1997) has suggested a small set of respondents as the size of the group for the
pilot study whereas Monette, Sullivan and DeJong (2002) have been more specific by
specifying around 20 people or a small part of the sample. Hence a group of pilot
participants was formed to provide feedback on the survey instrument before sending
the questionnaire to the participants. Firstly feedback was sought from the principal
supervisor, associate supervisor and two other academics from different universities and
then the instrument was pilot tested with a small sample of academics (n=10). Due to
lack of availability, the pilot group did not meet together as a group. However, their
feedback on the questionnaire was sought individually before the instrument was
submitted to the VUHREC for approval and then finally administered to the

participants.

The focus of the pilot-test was two-fold: first, to ensure that the presentation of the

instrument was clear, concise and easy to use; second, to ensure that the questions were
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properly understood. In the pilot test, the researcher also asked the respondents to
explain their understanding of the items and their reasons for answering as they did.
This helped in ensuring that the questions were yielding the sought after information
(Wiersma & Jurs 2005). The pilot test revealed certain necessary changes to the
wording of the survey’s introduction page and the need to clarify the definition of tacit
knowledge and design layout. The pilot run also revealed the necessity of having a
‘don’t know’ anchor on the Likert scale to cater for respondents who weren’t aware of
the topic. The pilot group also suggested the addition of a sample question in the
instrument to guide the respondents. Typographical errors were detected and corrected.
The overall response from the feedback received from the pilot study participants was

largely positive apart from the issues identified above.

The pilot test permitted identifying any problems or built-in biases thus ensuring that
the questions are clear and understandable to all. The questions were tested and retested
to ensure validity. On the basis of the pilot run, the TKTS instrument was modified and
put into final form. The pilot study also gave an opportunity to seek information from
the respondents to determine the degree of clarity of questions and to identify problem

areas that need attention (Neuman 1997).

The final TKTS instrument (Appendix 6) consists of:
e 6 demographic questions
e 52 close ended questions
e vignettes

e open ended questions
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Administration of the survey has already been discussed in Section 3.8 of Chapter 3.
After having considered the design and development of the TKTS instrument, the online
questionnaire used to collect quantitative data, this chapter now considers the design of

the interview questions.

4.3 INTERVIEW QUESTIONS DESIGN

4.3.1 Overview

Interviewing, ‘has its own issues and complexities, and demands its own type of rigour’
(O’Leary 2004, pg.162). Interviews can take different formats and include a wide range
of practices (Rubin & Rubin 2005). Patton (1990) suggests three ways of conducting
interviews: the informal conversational interviews, the general interview guide
approach, and the standardized open-end interview while Cohen and Manion (1994)
segregate interviews into structured interview, unstructured interview, non-directive
interview and focused interview. Qualitative interviewing allows a researcher to gain an
understanding of another person’s inner perspective (Patton 1987). Kvale (1996) claims
that the main difference among the different types of interview is in the structure of
questions, which reflects the purpose of the interview. An in-depth interview is free-
flowing interview, generally with one person, designed to probe more deeply into an

issue than is possible with a survey (Ticehurst & Veal 1999).

Cavana, Delehaye and Sekaran (2003) have suggested that interviews can take three
forms: unstructured, structured and semi-structured. In a structured interview the

researcher pre-decides the structure of the interview and sets out with some
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predetermined questions. In structured interviews the researcher knows at the outset
what information is required. Each question is pre-planned and meant to explore a

specific topic.

In an unstructured interview, the researcher has some general ideas about the topics of
the interview but does not enter the interview with a planned sequence of questions. The
real objective of these interviews is to cause some initial issues to surface based on

which further in-depth investigation can be carried out.

The third form of interview is a semi-structured interview. Semi-structured interviews
are non-standardized. In semi-structured interviews there are some pre-set questions,
but allow more scope for open-ended answers. In this type of interview the sequence of

questions can be changed depending on the direction of the interview (Corbetta 2003).

Qualitative interviews consist of open-ended questions and provide qualitative data
(Johnson & Christensen 2012). Qualitative interviews can be used to gain in-depth
information about the °‘thoughts, beliefs, knowledge, reasoning, motivations and
feelings’ (pg.202) about the topic (Johnson & Christensen 2012). This research
primarily conducted qualitative structured interviews as the researcher had already
created a predetermined list of questions and each research subject was asked exactly
the same questions in exactly the same order (Minichiello et al. 1990). Patton (1990)
refers to these interviews as the standardized open-end interviews. A standardised open-
end interview (also called structured interview) is more structured because the

interviewer does not vary from the interview protocol (Johnson & Christensen 2012)
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although probing questions were still utilised where necessary. The interviewer could
ask follow-up questions that may naturally emerge during the qualitative interview
(ibid). For the individual face-to-face interviews in this research, the interviews were
conducted by following a checklist of questions but they are still comparable to normal

conversations as the wording of the questions was quite rudimentary.

4.3.2 Design of the interview questions
The review of the literature has been used as the basis for formulating the interview

questions. The interview gquestions were designed to assess:

e The importance of tacit knowledge transfer.

e Whether the workplace encouraged tacit knowledge transfer and in which ways.

e Technology used to aid tacit knowledge transfer.

e How tacit knowledge transfer would improve both the academics’ and the
universities’ performance.

e Mandating and measuring tacit knowledge transfer.

e The academic as a lifelong learner.

e Willingness of academics to pass on/teach their skills to others.

e Academics’ supervisor role in promoting tacit knowledge transfer.

e Barriers to tacit knowledge transfer.

e Processes/ways to capture and reuse tacit knowledge.

To assess these issues, the researcher developed a set of questions as shown in

Appendix 11. Twelve open ended questions were included in the interview. These
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questions enable the researcher to gather in-depth information that would validate and
clarify the six dimensions identified previously in the data analysis of the survey

instrument (TKTS).

Creswell (2007) has stated that in an explanatory design, a follow-up of the same
individuals should be included in both data collections. The approach to be used in this
research to capture data from the interviews is that of structured interviews where a list
of open-ended questions have been prepared in advance. This form of interview was
well suited to covering the sequence of questions to be discussed (Kvale 1996). It was
also appropriate for exploring the perceptions and opinions of the interviewees regarding
issues pertaining to tacit knowledge transfer. It also enabled probing for more
information and clarification of responses too. The interview questions were primarily
open-ended questions, designed to expose a diversity of opinions (Jackson & Trochim
2002), and allow the subject to follow their own line of thought (Dick 2000). The open
ended questions enabled concentrating on a more in-depth analysis of the practices and
behaviours that were raised in the survey instrument. Probe questions were used to elicit
more information and to keep the discussion focussed when necessary. The interviews
helped in identifying techniques to capture tacit knowledge from people before they

disappear with a focus on process and performance improvements.

The interview questions were shown to a pilot group to identify their understanding and
then reviewed and corrected. For this study a group of 10 voluntary pilot participants
was formed to provide feedback on the interview questions before administering them to

the target audience.
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Interviews were typically conducted within 2-3 months after the surveys had been
mailed out. The researcher found each academic to be highly cooperative and very

generous with their time and information.

The procedures for ascertaining the right sample size, contacting the potential
interviewees and conducting the interviews have been outlined in chapter 3 (section

3.8).

4.4 CONCLUSION

This chapter has expanded upon the processes involved in the development of the web
based survey instrument (TKTS) and then secondly upon the design of the interview
questions. The next chapter will now focus upon presenting the quantitative results and

findings gained through the TKTS instrument.
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If we value the pursuit of knowledge, we must be free to follow wherever that search

may lead us - Adlai E. Stevenson Jr., 1952

CHAPTER 5 QUANTITATIVE RESULTS AND FINDINGS

5.1 INTRODUCTION

Chapter 4 discussed the design, development and administration of the Tacit
Knowledge Transfer Survey (TKTS) to collect data to address the research questions
presented in Chapter 1. This chapter however, is concerned with the analysis of the data
collected via the TKTS. This chapter describes the quantitative results of the research
project as described in Chapter 3. The major findings of the research drawn from
descriptive statistics are interpreted and discussed. The findings are structured to answer
the research questions using the quantitative (questionnaire) data. The discussion is
structured around the outcomes relating to each of the research questions and previously

published findings. In order to explore the extent to which tacit knowledge transfer
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takes place in Australian universities, questionnaires were administered. The focus of
this chapter is narrowed down to four universities in Australia that have evolved from

colleges of advanced education and institutes of technologies.

This chapter presents the results from the administration of the web based survey
instrument (TKTS). The results presented in this chapter were based on the descriptive
and correlation analysis of the responses provided by the universities’ academics. The

end of the chapter provides a brief summary of the results.

For the analysis of the TKTS responses, SPSS (statistical analysis software) was used.
The following steps were taken to convert the data into a format that SPSS could

recognise. It also shows the statistical tests used to analyse the data.

1. Prepare Excel codebook

2. Coding of the data

3. Cleansing the data

4. Data analysis: Data was analysed using descriptive statistics and analytical
statistics to explore relationships. The various statistical tests carried out have

been cited in the next section.

The outline of chapter five is illustrated in figure 5.1.
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5.2 QUESTIONNAIRE DATA ANALYSIS

Using a simple structured questionnaire (TKTS), the data was collected from key
respondents (university academics) working at different levels. In analysing the data,

the following statistical techniques have been used:

(i) Descriptive Statistics - Percentages, Mean, Standard Deviation, Skewness are
used. Six point Likert scale for quantitative measurement of responses for
analytical purposes was utilised.

(if) Analytical Statistics - ANOVA test has been conducted to find out whether
average response in one university differs from other universities. Independent
sample t-test for equality of means is used to analyse the variations in
behavioural dimension over gender. Correlations matrix of various dimensions
of tacit knowledge sharing is employed to explore the dynamics of relationships
between these dimensions.

(iii) Factor Analysis: It is a data reduction technique and it is used in this study to
understand basic themes that might act as enablers, inhibitors, and processes of

tacit knowledge transfer.

The questions used in TKTS (Appendix 6) provided a research tool to address the
research aim. The relationship between the research aim and the questions in the
questionnaire has been outlined in Chapter 1. Subsequent parts of this chapter now
address each of the research questions individually by drawing on the results of the

questionnaire.
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Before looking at the analysis of responses to the questionnaires, the next section

outlines the characteristics of the participants.

5.3 DEMOGRAPHIC PROFILE OF THE TKTS RESPONDENTS

This section presents the analysis of the demographic questions from the TKTS. 141
academics from four universities responded to the TKTS. Figure 5.2 below illustrates

the percentage of respondents from each of the four participating universities.

Unid 241%

Unil 34.8%

Uni3 248%

Uni 2 16.3%

Figure 5.2 — Percentage of respondents from each university

Figure 5.3 illustrates the number of years the respondents have been working at their
current university. 48 respondents have been working at their current university for 1 to
5 years, 25 respondents for 5 to 10 years, 23 respondents for 10 to 15 years, 13

respondents for less than 1 year and the remaining 9 respondents for 15 to 20 years.
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Less than 1 year 9.2%
Above 20years 16.3%

15to20years 6.4%

1 to5 years 34.0%

10to 15 years 16.3%

5tol0years 17.7%

Figure 5.3 — Tenure of respondents at their current university

Figure 5.4 below illustrates the gender breakup of the respondents. 90 respondents were

males and 51 were females.

Female 36.2%

Male 63.8%

Figure 5.4 — Gender of respondents

Figure 5.5 summarises the respondents by age. The largest group of respondents were

between 50 to 59 years (N =53). The other age groups with the second and third largest
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group of respondents were the 40 to 49 year old group (N=31) and 30 to 39 year old

group (N=28) respectively.

Above 69 years 2.1% 20t029 years 1.4%

60to 69 years 17.0% 301039 years 19.9%

401049 years 22.0%

50t059 years 37.6%

Figure 5.5 — Age of respondents

Figure 5.6 illustrates the highest level of qualifications of the respondents. 83
respondents had a PhD degree as their highest qualification, 47 respondents had a

Master’s degree whilst the remaining 11 had a Bachelor’s degree.

Bachelors Degree 7.8%

Masters Degree 33.3%

Doctorate 58.9%

Figure 5.6 — Highest level of qualification of respondents
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Figure 5.7 below illustrates the employment status of the academics who responded to
the TKTS. 100 respondents were on-going full-time, 18 were on contracts, 15 were

sessional/casual and the remaining 8 respondents were on-going part-time employees.

Sessional/Casual 10.6%

Contract 12.8%

On-going Part-time 5.7%

On-going Full-time 70.9%

Figure 5.7 — Employment status of respondents

The following sections now present an analysis of the responses on the TKTS.

5.4 QUANTITATIVE ANALYSIS OF WORKPLACE DIMENSIONS

This section aims to address the first research question that aims to explore the extent to
which academics’ workplaces (university) encourage the transfer of tacit knowledge. In
order to address the first research question, Q1-11 from the questionnaire have been
analysed. Workplace dimensions that relate to encouragement, provision of time,
rotation of courses/units/subjects, facilitation, formal and informal networks have been

examined. Descriptive statistics of Q1-11 are provided in Table 5.1.

——

]
116 |



Chapter Five Quantitative Result and Findings

Before analysing the table 5.1, a brief description of the variables in the various tables is
provided. Mean response which is the average response to a statement. The S.D.
(standard deviation) is a measure of how well the mean represents the data. These
figures are seen relative to the value of the mean itself. A large S.D. is an indication that
data points are far from mean response, thus mean is not a precise representation of the
data. Lack of symmetry in the distribution is called skewness and represents that most
of the responses are clustered at the higher or lower end of the scale. Standard error
(S.E.) is a measure of how well a sample represents the population. So S.E. is standard
deviation of sample means. A large S.E. means high variability between means of
various samples. % agreement shows what percentage of the selected academics have

agreed or strongly agreed with the statement in question.

Table 5.1 — Descriptive statistics of perceptions of workplace dimensions on transfer of
tacit knowledge

N Mean Std. S.D. Skewness %
Statement statistics | Statistic | Error | Statistic | Statistic | Agreement

Q1. My
university
encourages and
facilitates
sharing of my
professional
experiences,
skills, and
knowledge with
others.

141 3.6454 |.09342 | 1.10928 -.661 65.2

Q2. My
university
provides
adequate time
to document
and share my
tacit
knowledge.

141 2.6667 |.09896 | 1.17514 .703 24.1

Q3. My
university 141 2.9716 |.09386 | 1.11447 151 35.5
encourages
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Statement

N
statistics

Mean
Statistic

Std.
Error

S.D.
Statistic

Skewness
Statistic

%

Agreement

transfer of my
ideas, skills,
and experiences
through
mentoring
programs.

Q4. My
university
encourages
contribution of
ideas, skKills,
and experiences
through rotation
of courses that |
can teach i.e.
different
courses to teach
every few
terms.

141

3.1844

10728

1.27393

215

39.0

Q5. My
university
facilitates
transfer of
personal ideas,
skills, and
experiences
through
seminars,
workshops and
so forth.

141

3.6028

.09328

1.10763

-.600

66.0

Q6. My
university has
an up-to-date
directory (like
Yellow pages)
of academics
that can provide
information
about their
work, skills,
and experience.

141

3.1206

12948

1.53751

441

27.7

Q7. My
university has a
formal process
of transferring
best practices

141

3.1348

10177

1.20842

329

355
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Statement

N
statistics

Mean
Statistic

Std.
Error

S.D.
Statistic

Skewness
Statistic

%

Agreement

through regular
documentation
(e.9. FAQs,
administrative
manuals,
lessons learnt,
conference
reports and so
forth)

Q8. My
university
fosters formal
networks, such
as communities
of practice, to
encourage
sharing of ideas
amongst
academics.

141

3.4539

.09887

1.17397

-.170

53.2

Q9. My
university
encourages
sharing of ideas
amongst
academics. For
instance,
presentations of
publications
amongst peers

141

3.7021

.09321

1.10676

-.508

65.2

Q10. My
university
provides
opportunities
for employees
to interact with
one another on
an informal
basis.(For
instance time
off work, social
gatherings)

140

3.0357

.10844

1.28304

.098

36.9

Q11. These
opportunities
(For instance
time off work,
social

140

3.8857

.09937

1.17581

-.179

55.3
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N Mean | Std. S.D. Skewness %
Statement | statistics | Statistic | Error | Statistic | Statistic | Agreement

gatherings) that
my university
provides are
important for
sharing skills
and experience.

Vgl id .N 139
(listwise)

Based on the information presented in table 5.1, 65.2% of the respondents have
expressed the opinion that their workplace encourages and facilitates the sharing of
professional experiences, skills and knowledge with others with a mean response of
3.6454. Skewness statistic is significant and negative at -.661. This shows that most of

the responses are pointing towards agreement and strong agreement.

Merely 24.1% of respondents reported that their university provides adequate time to
facilitate documentation and sharing of tacit knowledge. The mean response of 2.67
with positive and significant skewness equal to .703 suggests that most of the
respondents disagree with the statement. In order to transfer tacit knowledge,
respondents have articulated that their workplaces did not provide enough time to

engage in such knowledge transfers.

The analysis has revealed a negative consent that universities encourage transfer of
ideas, skills, and experiences through mentoring programs. The mean response to this
statement is 2.9716 and this viewpoint is agreed by 35.5% of the respondents. A lot of
studies by others (Karkoulian et al. 2008; Kets de Vries 2005) have suggested the use of

mentoring to facilitate the sharing of organisational knowledge. However, coaching is
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only possible when the mentor is ready to share. Mentoring will also help to promote

trust thus indirectly promoting tacit knowledge sharing.

Table 5.1 shows that universities provide little encouragement to contribution of ideas,
skills, and experiences through rotation of courses that various academics can teach i.e.
different courses to teach every few terms. The mean response to this statement is

3.1844 and the viewpoint has been agreed by 39% of the respondents.

Two-thirds of the respondents (66%) agree, with a mean response of 3.6028, indicating
that there is a high level of commitment from these universities towards the transfer of

tacit knowledge university through seminars, workshops and so forth.

Respondents have shown a clear preference that their university needs to have an up-to-
date directory (like Yellow pages) of academics to facilitate transfer of information
about their work, skills, and experience. Only 27.7% of respondents agree that their
university has an up-to-date directory of academics. The overall level of agreement with
the statement is 3.1206. So, overall it can be interpreted that academics agree with this
statement. With regard to the formal process of transferring best practices through
regular documentation (e.g. FAQs, administrative manuals, lessons learnt, conference
reports and so forth) in place, the mean response is 3.1348 and the viewpoint is agreed
by 355 % of the participants. This indicates the need for a formal process of

transferring best practices through regular documentation.
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It is encouraging to note that 53.2% of the respondents have portrayed a strong belief in
the commitment that their university fosters formal networks, such as communities of
practice, to encourage sharing of ideas amongst academics with a mean response of
3.4539. It is concluded that academics have some agreement with the view that their

university fosters formal networks, to encourage sharing of ideas amongst academics.

The strong belief portrayed by academics also demonstrates that nurturing Communities
of Practice (COP) can be very helpful to promote knowledge sharing in organisations
(Bate & Roberts 2002; McNurlin, Sprague & Bui 2000; Wenger 1998). COPs can help
in managing organisational knowledge- capturing and sharing tacit knowledge in
particular. Academics could be part of the COPs that could be responsible for promoting
research, improving curriculum, internalisation of education and better teaching
techniques to name a few. COPs can exist outside organisational boundaries too
however the focus here is intra-organisational COPs and more specifically the ones
promoted by academics. COPs are typically ad hoc in nature and often disband upon
completion of the work activities. COPs will also provide its members with a sense of
collective identity (Hislop 2009) and develop their own knowledge and understanding
(Lesser and Storck 2001). Since COPs will possess some common knowledge and
shared values, it is anticipated that tacit knowledge sharing within the group will be
easier. The high level of trust within group members will also facilitate easier tacit

knowledge sharing.

More positive overall response has been received to the statement that universities

encourage sharing of ideas amongst academics for instance, by use of presentations of
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publications amongst peers. This is shown by 65.2% consent by the respondents with
overall response of 3.7021. This overall response of more than 3 represents that on an
average sample respondents agree that their universities support sharing of ideas by
presentations of publications among colleagues. Presentations are seen as a way of tacit
knowledge sharing as ideas and experiences are shared with others. Academics
painstakingly convert their tacit knowledge to explicit by writing publications
(Externalisation). Then the ideas generated in the publications are further shared with

their colleagues (Socialisation and Internalisation both).

Further, 55.3% of respondents agreed that informal opportunities at their workplace
provides are important for sharing skills and experiences. The mean response to this
statement is 3.8857. This overall response of more than 3 represents that participants
have shown a preference for the use of informal settings and only 36.9% of the survey
participants agreed that their university provides opportunities for employees to interact
with peers on an informal basis. With the mean response equal to 3.0357, it can be

interpreted as overall disagreement with this perspective.

Nonaka (1994) focusses upon socialisation being the starting point of knowledge
creation, with knowledge creation then taking place in a clockwise mode, moving
through the other different ways of knowledge conversion i.e. externalisation,
combination and internationalisation. Thus, it is recommended that universities should
provide effective informal platforms, for instance time off work and social avenues for

transfer of tacit knowledge.
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Though it seems that universities are providing some conditions that encourage tacit
knowledge transfer to take place effectively, some respondents also felt that whether
their university formally encouraged the transfer of tacit knowledge, it still takes place

in informal settings.

From the survey, it is possible to derive a view that universities encourage and facilitate
the sharing of professional experiences, skills and knowledge with others but do not
provide adequate time to facilitate documentation and sharing of tacit knowledge and
mentoring programs. Sharing of professional experiences, skills and knowledge needs
to be encouraged through rotation of courses that various academics teach. Universities
are committed towards the transfer of tacit knowledge university through seminars,

workshops and so forth.

From the survey data, it can be seen that respondents prefer to have an up-to-date
directory of academics to facilitate transfer of information about their work, skills, and
experience. Universities do not provide adequate directory/profiles of academics;
neither do they have an adequate formal process of transferring best practices through
regular documentation (e.g. FAQs, administrative manuals, lessons learnt, conference
reports and so forth) in place. Universities use presentations of publications amongst
peers as a medium of transfer of tacit knowledge. Informal opportunities at their
workplace are important for sharing skills and experiences but as the data indicates at
the moment, universities are not providing sufficient opportunities for employees to

interact with peers on an informal basis. However overall, it seems that universities are
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providing some appropriate conditions for tacit knowledge transfer to take place

effectively. It can be further improved by making systematic changes.

5.5 QUANTITATIVE ANALYSIS OF BEHAVIOURAL DIMENSIONS

This section aims to address the second research question that aims to explore
academics’ personal traits and their thoughts on tacit knowledge sharing. In order to
address this research question, Q12-23 from the questionnaire have been analysed. All
the analysed responses relate to tacit knowledge transfer and behavioural traits that are
exhibited by the respondents. The analysis examines behavioural dimensions that relate
to the notion of information gatekeeper and whether sharing of personal tacit knowledge
leads to loss of academics’ scholarly expertise, improved outcomes through sharing,
impact on career prospects, readiness to share, acknowledging others’ ideas and
collaboration. Descriptive statistics of these questions are provided in table 5.2. In order
to investigate whether significant differences exist in the overall responses between
male and female academicians, the Levene’s test (F value) for equality of variance and
independent samples t- test has been conducted. Levene's test of variance is a
prerequisite to t- test and is a measure of equality of variance of standard deviations. In
t-test, equal variances are assumed. If equal variances do not exist (Levene’s test sig.
value is less than 0.05), a different value of t statistics need to be considered i.e. value of

t if variances are not equal (not the one with equal variances) (Levene, 1960).

These are followed by independent samples t- test in table 5.3, which shows the t value

and significance of variance for each statement. The t value/statistics explain ratio of
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variance explained by the model to the variance not explained by the model. The bigger

the value of statistics the lower the possibility that difference between means is due to

chance. This possibility of getting difference between means of different samples by

chance is measured by significance of variance. If this value of significance of variance

is less than 0.05 it means there is 95% confidence in concluding that the means differ

significantly in actual rather than just by chance. In case, the P-value (significance of

variance) of the t-test is less than 0.05, there is a statistically significant difference

between the means of the variables at the 95.0% confidence level. If the p-value is more

than 0.05, it is not statistically significant at 95.0% or higher confidence level.

Table 5.2 — Descriptive statistics of individual statements of behavioural dimensions with

gender

% Q12 | Q13 | Q14 | Q15 | Q16 | Q17 | Q18 | Q19 | Q20 | Q21 | Q22 | Q23
S

0]

S T 1192|446 205|424 | 242|420 |3.02 320|373 |4574 |4.206 | 2.363
% SD|1.09|.640 | 1.09|.791 | .998 | .828 | 1.13 | 1.11 |.793 | 542 | .649 |1.12
g y1 | 155 |.017 | 1.23 | -46 | 451 |-1.3 | .002 [-01 |-58 |-7 |-2 |.966
= T |1.66|4.34 209|421 237|450 |3.24 |3.12 | 3.49 | 466 |4.13 |2.31
E S.D|.930 |.745 | 1.11 | .944 | 1.09 | .674 | 1.07 | 1.09 | .857 | 553 |.721 |1.04
=

g 7 l150|-3 |149|-1.3 530 |14 | | |-9 |-14 [-2 |.301
@ 304 | .438

. T | 1.82 441|207 423|240 431|310 |3.17 | 364|460 |418 |2.34
%, S.D|1.04 | 679 | 1.09 | 848 | 1.03 | .787 | 1.11 | 1.10 | .822 | 546 | .675 | 1.09
E g |m |156(-19 |131|-92 | 473 |-14 |-10 |-15 [-73 |-99 |-25 |.756
% Agreement | 6.4 |87.9 |85 |81.8|135|90.1 426 |46.8|62.4 950 |83.0 |15.6

I= mean, S.D= Standard deviation, y;- skewness
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Table 5.3 — Independent samples t- test for individual statements of behavioural
dimensions with gender

Levene's test for equality  t-test for equality of

. means
of variances
Sig. (2-
Statement F Sig. t df tailed)
Q12 Equal variances
017 897 1.389 | 137 167

assumed

Equal variances not
1.450 | 118.581 | .150
assumed

Q13 Equal variances
1.713 193 1.004 | 137 317
assumed

Equal variances not
962 |89.525 |.338
assumed

Q14 Equal variances
.003 955 -.217 | 138 .829
assumed

Equal variances not
-.215 | 102.152 | .830
assumed

Q15 Equal variances
.061 .805 171 | 136 .864
assumed

Equal variances not
163 |90.721 |.871
assumed

Q16 Equal variances
633 428 300 | 138 765
assumed

Equal variances not
292 |96.584 |.771
assumed

Q17 Equal variances -
146 703 138 .026*
assumed 2.257
Equal variances not -

assumed 2.385

121.986 | .019

Q18 Equal variances -
.020 .886 136 264
assumed 1.122
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Levene's test for equality | t-test for equality of

. means
of variances
Sig. (2-
Statement F Sig. t df tailed)
Equal variances not -
104.243 | .256
assumed 1.142
Q19 Equal variances -
.057 811 137 676
assumed 2.257

Equal variances not
420 |103.201 | .675
assumed

Q20 Equal variances
.680 411 1.672 | 138 097
assumed

Equal variances not
1.638  97.847 | .105
assumed

Q21 Equal variances
916 .340 -.954 | 136 342
assumed

Equal variances not
-.949 | 103.033 | .345
assumed

Q22 Equal variances
446 505 583 | 136 561
assumed

Equal variances not
567 |96.150 |.572
assumed

Q23 Equal variances
.001 978 258 | 137 797
assumed

Equal variances not
263 |110.756 | .793
assumed

df= Degrees of Freedom, * significant at 5%

None of the values of Levene's test for equality of variances is found to be statistically
significant. Thus, equal variances are assumed and relevant t-values (shown in bold in

table 5.3) have been considered for investigating existence of variations in behavioural
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dimension across gender.

According to table 5.2 (Question 12), it is a very positive and encouraging indication
that only a negligible percentage of people i.e. 6.4 % have an undesirable belief that
sharing of personal tacit knowledge leads to erosion of their academic standing and by
sharing knowledge they are no longer perceived as the information gatekeeper of their
scholarly expertise. The rest of the participants (93.6 %) do not portray an image of
information gatekeeper of their academic expertise, thus have shown belief in tacit
knowledge sharing. Academics do not see themselves as information gatekeepers. As
shown in table 5.2, the response does not vary across gender with (t value=1.389 and
sig. 0.167) the mean response from male participants and female participants being 1.92

and 1.66 respectively.

This viewpoint is further strengthened by a high agreement rate on another statement
that tacit knowledge leads to improved outcomes for everyone leading to improved
performances. 87.9% of respondents have agreed that tacit knowledge leads to
improved outcomes for everyone through enhanced performances. Both male and
female participants feel that tacit knowledge sharing brings favourable outcomes for all
(male mean response= 4.456 and female mean response 4.34). t- test (as shown in table
5.3) for Q13 with t= 1.004 and significance of .317 shows that the differences in mean
responses are not significant at 5% level of significance. Overall mean response of 4.41

indicates strong agreement for positive outcomes of tacit knowledge transfer.

According to table 5.2 (Question 14), merely 8.5 % of the respondents agree that

sharing of tacit knowledge, ideas and experiences could negatively affect their career
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prospects. Overall mean response of 2.07 indicates disagreement for negative outcomes
of tacit knowledge transfer in terms of their career. The feeling is the same across both
genders as the differences in male mean response and female mean responses are
insignificant (t= -.217 with significance = .829). This is a good indication that the others

believe that sharing of tacit knowledge will not negatively impact their career prospects.

Table 5.2 shows that 81.8 % of the respondents believe the transfer of ideas, skills and
experience encourages an autonomous work environment by providing more
information to others enabling them to complete their tasks. The overall mean response
is 4.23. The male and female respondents have expressed similar opinions on this issue,
and differences in mean responses across gender are insignificant (t value = .171 with

significance. = .864).

Further, mean impact of tacit knowledge sharing leading to plagiarism and false claims
as perceived by female academics (mean 2.37) is less than males (mean 2.42) and
overall mean response is 2.40. Male respondents are more fearful of plagiarism and
false claims out of tacit knowledge sharing than female academics but these differences
are not significant at a 5% level of significance. A small percentage (13.5 % of the

sample only) has expressed this fear as an outcome of their tacit knowledge transfer.

90.1% of the people readily share their academic and administrative experience and
knowledge with others with an overall mean response of 4.31. It is indicative of the fact
that the university academics are ready to share tacit knowledge. The differences in

readiness to share knowledge are significant at 5 % level of significance with t value

——

]
130 |



Chapter Five Quantitative Result and Findings

equal to -2.257 and significance equal to 0.026. This implies that female academics
have a higher level of agreement showing they are more willing to share knowledge

(mean response 4.50) than the male academics (4.20).

Though academics are ready to share knowledge, they are selective in their choice of
persons with whom they share it. This shows that some flow of tacit knowledge transfer
is not free of mental/psychological barriers as 42.6% of the surveyed academics are
selective while sharing their knowledge. This feeling is not specific to any gender as the
differences in mean response to this statement is not significant (t value= -1.122 with
sig. = .264). Subramaniam and Venkatraman (2001) have suggested extensive social

interactions should be developed based upon trust.

46.8% of surveyed academics share their ideas and knowledge with everyone with a
mean level of agreement 3.17 indicative of neutral response towards knowledge sharing
with everyone. The support of this viewpoint is same across the genders as the

differences in mean responses are not significant at 5% level of confidence.

62.4% of respondents like to use other people’s ideas indicating the transfer of tacit
knowledge is useful and meaningful and 95% of the surveyed academics acknowledge
other people’s ideas in their work. On an average, female candidates are less likely to
use ideas of other people than male academics with mean response equal to 3.49 and
3.73 respectively and the difference is statistically significant at 10% level of

confidence (t=1.672 and Significance =.097). It is encouraging that both male and
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female academics using the ideas of other people do prefer to acknowledge contribution

of others in their work.

83% of the respondents prefer and like to collaborate with others. Male academics
collaborate (Mean response= 4.20) more than female academics (4.13). Only 15.6% of
the total participants believe that sharing ideas, experiences and skills is intrusive and
extra workload. These opinions are valued/ shared equally by both male and female

participants.

Thus, the overall analysis of behavioural dimensions indicates that academics do not
want to be seen as an information gatekeeper of their academic expertise and believe in
tacit knowledge transfer. However, they are selective with whom they share their
knowledge. They believe that the transfer of ideas, skills and experience encourages an
autonomous work environment by providing more information to others enabling them
to complete their tasks and are not actually afraid of plagiarism and false claims if they
partake in tacit knowledge sharing. Academics are ready to share knowledge and like to
collaborate and use other ideas through acknowledging contribution of the ideas.
Female academics have indicated a higher propensity to share knowledge than their
male counterparts but are less likely to utilise the knowledge of others. They are more
knowledge sharers than users of others’ ideas. The majority of academics, in the sample
universities, are convinced of positive outcomes of tacit knowledge sharing than any
negative impacts of it on their careers. Most of them like to collaborate and do not

perceive sharing of ideas, experiences and skills as intrusive and extra workload.
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5.5.1 Overall Behavioural Dimensions and Gender
This sub-section provides the descriptive statistics of behavioural dimensions over
gender in table 5.4. It is followed by independent samples test of overall behavioural

dimensions (aggregate of responses in behavioural dimensions) over gender in table 5.5.

Table 5.4 — Descriptive statistics of overall behavioural dimensions over gender

Gender Mean N S.D. % of Total N Skewness
Male 3.3601 90 .31555 63.8% 1.549
Female 3.3464 ol 26372 36.2% 614
Total 3.3552 141 29695 100.0% 1.333

Table 5.5 — Independent samples test of overall behavioural dimensions over gender

Levene's Test for t-test for Equality of
Equality of Means
Variances
Sig. (2-
F Sig. t df tailed)
Behavioural Equal variances
_ _ .254 615 263 | 139 .793
Dimension assumed
Equal variances
276 | 119.755 | .783
not assumed

df= Degrees of Freedom

For male participants the response to Behavioural Dimensions as a whole considering
all statements in this dimension is 3.3601whereas response by female participants is
3.3464. 1t is worth considering whether this difference of mean responses of male and
female participants is statistically significant or not. For this t value equal to 0.263 with

0.793 significance is calculated as shown in table 5.5. The significance of t-test is 0
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.793, which is greater than 0.05, so it is not significant. It implies that in behavioural
dimension the views of male and female participants do not differ significantly in

transfer of tacit knowledge.

Overall behavioural dimensions are the same across both genders and significant
differences do not exist across genders with t value equal to 0.263 with 0.793
significance. Thus, variations in behaviour dimensions on tacit knowledge transfer and

sharing of ideas, skills and experiences are not explained by gender.

5.5.2 Overall Behavioural Dimension and Academic Title

This sub-section provides the descriptive statistics of overall behavioural dimensions
over academic title in table 5.6. It is followed by values from ANOVA Table which
shows the F value and significance of variance of this dimension in table 5.7. It is
further followed by values of Eta and Eta squared in table 5.8 explaining the variance in

behavioural dimensions explained by academic title.

Table 5.6 — Descriptive statistics of overall behavioural dimensions over academic title

Academic % of
Title Mean N S.D. Total N | Skewness

Administrative | 5 o329 | 45 32765 |10.9%  |-.180
roles
Professor 33141 |13 18369 | 9.4% -.262
Assoclate 3.3386 |11 43152 | 8.0% 409
Professor
Senior Lecturer | 3.4047 |31 27918 22.5% 746
I';eCt”rer - Levell 33445 |58 31263 |42.0% | 2.435
Casual lecturer 3.2917 |10 14299 7.2% .330
Total 3.3499 | 138 20612 | 100.0% | 1.377

——

]
134 |



Chapter Five Quantitative Result and Findings

Table 5.7 — ANOVA table of overall behavioural dimension with academic title

Sum of Mean

Squares df Square F Sig.
Between

.358 5 .060 657 .684
Groups
Within Groups | 11.980 132 091
Total 12.338 | 138

df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value

Table 5.8 — Measures of association

Eta Eta Squared

Behavioural Dimensions and Academic
Title

112 012

If the P-value in the ANOVA table is found to be greater or equal to 0.05, there is not a
statistically significant relationship between overall behavioural dimensions and
academic title at the 95.0% or higher confidence level. Table 5.8 shows that behavioural
dimensions on knowledge, skills and experiences do not depend upon the level at which
any particular university academic is serving. Eta and Eta-square is usually calculated
for t-tests and ANOVA as part of the interpretive step of the process and is reported in
the summary statement as in table 5.8. The correlation coefficient (Eta) equals 0.112,
indicating a very weak relationship between the variables. Behavioural dimensions have
very weak and insignificant correlation with academic title of university academics and
only 1.2% variations (eta squared equal to 0.012) in behavioural dimension are

explained by academic title.
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5.5.3 Overall Behavioural Dimensions and Age

This sub-section provides the descriptive statistics of behavioural dimensions over age
in table 5.9. It is followed by values from ANOVA Table which shows the F value and
significance of variance of this dimension in table 5.10. It is followed by values of Eta
and Eta squared in table 5.11 explaining the variance in behavioural dimensions

explained by age.

Table 5.9 — Descriptive statistics of overall behavioural dimensions over age

Age Mean | N S.D. | % of Total N | Skewness
20 to 29 years 3.1250 |2 05893 |1.4% .186
30 to 39 years 3.3542 |28 |.24806 |19.9% A11
40 to 49 years 3.4234 |31 |.38826 |22.0% 2.167
50 to 59 years 3.32908 |53 |.28982 |37.6% 148
Above 59 years |3.3446 |27 |.24044 |19.1% 1.522
Total 3.3552 | 141 |.29695 | 100.0% 1.333

Table 5.10 - ANOVA table of overall behavioural dimension with age

Sum of Mean

Squares df Square F Sig.
Between

215 4 .054 .810 521
Groups
Within Groups | 12.130 136 .089
Total 12.346 | 140

df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value

Table 5.11 — Measures of association

Eta Eta Squared

Behavioural Dimensions and Age 153 .023
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Respondents in all age groups have presented similar views on tacit knowledge transfer
and sharing of knowledge of ideas, skills and experiences. The correlation between
behavioural dimensions and age is weak and insignificant. According to table 5.11, age
explains only 2.3% of the variations in behaviour based dimensions of tacit knowledge
transfer. Hence, age does not hinder or facilitate the sharing or transfer of knowledge,

ideas, skills and experiences of the university academics.

5.5.4 Overall Behavioural Dimensions and Employment status

This sub-section provides the descriptive statistics of overall behavioural dimensions
over employment status in table 5.12 below. It includes values from ANOVA Table
which shows the F value and significance of variance of this dimension in table 5.13. It
is followed by values of Eta and Eta squared in table 5.14 explaining the variance in
behavioural dimensions explained by employment status. This section has focussed on
the mean of all statements under behavioural dimension whereas section 5.5.7 analyses

each statement individually.

Table 5.12 — Descriptive statistics of overall behavioural dimensions over employment
status

Employment status | Mean | N S.D. | % of Total N | Skewness
On-going Full-time | 3.3641 | 100 |.32675 | 70.9% 1.404
On-going Part-time | 3.4688 | 8 13317 | 5.7% -1.982
Contract 3.2789 |18 |.25180 | 12.8% 125
Sessional/Casual 3.3263 |15 |.15698 | 10.6% 113
Total 3.3552 | 141 |.29695 | 100.0% 1.333
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Table 5.13 — ANOVA table of overall behavioural dimension with employment status

Sum of Mean

Squares df Square F Sig.
Between

.038 2 .019 214 .807
Groups
Within Groups | 12.307 138 .089
Total 12.346 140

df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value

Table 5.14 — Measures of association

Eta | Eta Squared

Behavioural Dimensions and Employment status 136 |.019

It can be observed from table 5.12 that overall behavioural dimensions are same over
the employment status of surveyed university academics and significant differences do
not exist across the status of employment with F value from ANOVA table equal to
0.214 and 0.807 significance. According to table 5.14, the correlation between
behavioural dimensions and employment status is weak and insignificant at 0.136.
Thus, it can be concluded that behavioural dimension of tacit knowledge sharing is not
associated with the employment status of academics. Employment status explains only

1.9% of the variations in behaviour based perceptions of tacit knowledge transfer.

5.5.5 Overall Behavioural Dimensions and Level of qualification

This sub-section provides the descriptive statistics of overall behavioural dimensions
over level of qualification in table 5.15. It includes values from ANOVA Table which
shows the F value and significance of variance of this dimension in table 5.16. It is
followed by values of Eta and Eta squared in table 5.17 explaining the variance in

behavioural dimensions explained by level of qualification.

——

]
138 |



Chapter Five Quantitative Result and Findings

Table 5.15 — Descriptive statistics of overall behavioural dimensions over level of
qualification

% of Total
Level of qualification | Mean | N S.D. N Skewness
Bachelor’s Degree 3.2652 |11 |.17004 | 7.8% -.730
Master’s Degree 3.3458 |47 | .24877 | 33.3% -.786
Doctorate 3.3724 | 83 | .33298 | 58.9% 1.717
Total 3.3552 | 141 | .29695 | 100.0% 1.333

Table 5.16 — ANOVA table of overall behavioural dimension with level of qualification

Sum of Mean

Squares | df Square F Sig.
Between

.040 2 .020 226 798
Groups
Within Groups | 12.305 138 .089
Total 12.346 140

df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value

Table 5.17 — Measures of association

Eta | Eta Squared

Behavioural Dimensions and Level of qualification .098 |.010

The level of qualification of the respondents in universities does not affect their views
on tacit knowledge transfer and sharing of knowledge of ideas, skills and experiences.
According to table 5.17, the correlation between behavioural dimensions and level of
qualification is weak and insignificant and age explains only 1% of the variations in
behaviour based perspectives on tacit knowledge transfer. Hence, the level of
qualification does not hinder or facilitate the sharing or transfer of knowledge, ideas,

skills and experiences by the university academics.
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5.5.6 Overall Behavioural Dimensions and Length of Service

This sub-section provides the descriptive statistics of overall behavioural dimensions
over length of service in table 5.18. It includes values from ANOVA Table which
shows the F value and significance of variance of this dimension in table 5.19. It is
followed by values of Eta and Eta squared in table 5.20 explaining the variance in
behavioural dimensions explained by level of service. This section has focussed on the

mean of all statements under behavioural dimension whereas section 5.5.8 analyses

each statement individually.

Table 5.18 — Descriptive statistics of overall behavioural dimensions over length of service

Length of Service | Mean | N S.D. % of Total N | Skewness
Less than 1 year 3.2436 | 13 | .22939 |9.2% -.557

1to 5 years 3.3547 |48 | .34344 | 34.0% 2.338

510 10 years 3.3306 |25 |.20853 |17.7% -.457

10 to 15 years 3.4002 123 |.30376 |16.3% -.123

15 to 20 years 3.4226 | 9 28091 | 6.4% 189
Above 20 years 3.3745 |23 |.31569 | 16.3% 844
Total 3.3552 | 141 | .29695 | 100.0% 1.333

Table 5.19 — ANOVA table of overall behavioural dimension with length of service

Sum of Mean

Squares df Square F Sig.
Between

273 5 .055 611 692
Groups
Within Groups | 12.072 135 .089
Total 12.346 140

df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value
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Table 5.20 — Measures of association

Eta | Eta Squared

Behavioural Dimensions and Length of Service 149 | .022

Respondents with different lengths of service have expressed almost similar views on
tacit knowledge transfer and sharing of knowledge of ideas, skills and experiences.
According to table 5.20, the correlation between behavioural dimensions and length of
service is weak and insignificant at .149 and length of service explains only 2.2% of the
variations in behaviour based perspectives on tacit knowledge transfer. It seems that
length of service does not impact the sharing or transfer of knowledge, ideas, skills and

experiences of the university academics favourably or unfavourably.

To understand the impact of various independent variables on behavioural dimension of
tacit knowledge transfer, all individual statements are investigated. The responses to
individual statements of behavioural dimensions have been investigated on the basis of
various academics’ personal traits. Not many significant differences could be found
over age, level of qualification, length of service, employment status and so forth in
their thoughts (see tables in Appendix 12). The tables in Appendix 12 provide analytical
data for individual behavioural statements and various variables for the second research
question. Just because no significant differences existed, these have been included in the

appendix rather than in the chapter five.

Only two significant differences could be found. First, response to Q19 differs across
employment status and second, response to Q18 differs across length of service. These
are discussed in the following 4 sections particularly concentrating upon tables 5.21,

5.22,5.23 & 5.24.
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5.5.7 Behavioural dimension of tacit knowledge transfer over employment status
This sub-section provides the descriptive statistics of the statements in Q12-23 in the
questionnaire over employment status in table 5.21. These are followed by ANOVA
table (table 5.22) which shows the F value and Significance of variance for each of the
statement.

Table 5.21 — Descriptive statistics of individual statements of behavioural dimensions
over employment status

Q12| Q13| Q14 [ Q15[ Q16 | Q17 | Q18 | Q19 | Q20 | Q21 | Q22 [ Q23

E. status

1.92 | 442 | 213 | 423 | 238 | 434 | 3.13 | 3.15 | 3.57 | 461 | 4.20 | 2.35

[EEN

xr
N 98 98 99 98 99 99 97 99 99 97 99 100
S.D. |113 | 0.66 |1.16 |0.83 |1.01 | 0.82 |1.13 |1.15 | 0.88 | 0.55 | 0.65 | 1.08

yal 153 |-02 |139 |09 [045 | -16 |-00 [-01 |-06 |-1.0 |-0.2 | 0.80

2 | 1.38 | 475 | 1.63 | 450 | 2.63 | 4.75 | 2.88 | 3.50 | 4.38 | 5.00 | 450 | 1.75

8 8 8 8 8 8 8 8 8 8 8 8

S.D. 074 (071 074 |053 119 |046 | 113 |1.20 |0.52 | 0.00 | 0.76 | 1.04

yal 1.95 | 0.40 | 0.82 | 0.00 | -0.4 |-14 |-0.4 |0.00 | 0.64 | 0.00 |-1.3 |1.68

3 | 1.72 | 411 | 2.00 | 4.00 | 2.61 | 4.22 | 294 |3.29 |3.72 | 439 | 4.00 | 2.31

18 18 18 18 18 18 18 17 18 18 17 16

S.D. | 0.83 | 058 |0.84 | 0.97 |1.20 | 0.55 | 1.06 | 0.92 | 0.57 | 0.61 | 0.79 | 1.20

" 059 | 0.02 |0.67 |-1.7 |0.64 |0.16 | -05 |-06 |-20 |-04 |0.00 |0.91

4 | T 1.60 | 4.60 | 2.00 | 4.36 | 2.20 | 4.00 | 3.20 | 3.00 | 3.67 | 4.67 | 4.07 | 2.67

N 15 15 15 14 15 15 15 15 15 15 14 15

S.D. |0.74 | 083 |1.13 | 0.93 | 0.94 | 0.85 | 1.15 | 1.07 | 0.62 | 0.49 | 0.62 | 1.11

yal 0.84 | -08 | 068 049 |0.74 |-08 |-0.1 |0.00 |0.31 |-0.7 |-0.0 | 0.41

T |T 1.83 | 442 | 2.07 | 423 | 241 | 431 | 3.10 | 3.17 | 3.64 | 4.61 | 418 | 2.35

N 139 | 139 | 140 | 138 | 140 | 140 | 138 | 139 | 140 | 138 | 138 | 139

S.D. |104 {068 | 110 |0.85|1.03|0.79 | 112|111 |0.82 |0.55 | 0.68 | 1.09

" 15 |-01 (132 |-09 |047 |-14 |01 |-16 |-74 |-99 |-24 |0.76

1= On-going Full time, 2= On-going part time, 3= Contract, 4=Sessional/Casual and
T=Total
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Table 5.22 — ANOVA table

Sum of Squares |df | Mean Square |F Sig.

Q12 Between Groups 3.423 3 1.141 1.052 |.372
Within Groups 146.433 135 | 1.085
Total 149.856 138

Q13 Between Groups 3.074 3 1.025 2.278 |.082
Within Groups 60.725 135 |.450
Total 63.799 138

Q14 Between Groups 2.118 3 .706 581 |.628
Within Groups 165.168 136 | 1.214
Total 167.286 139

Q15 Between Groups 1.763 3 588 814 | .489
Within Groups 96.816 134 |.723
Total 98.580 137

Q16 Between Groups 1.826 3 .609 567 |.638
Within Groups 145.967 136 |1.073
Total 147.793 139

Q17 Between Groups 3.237 3 1.079 1.769 |.156
Within Groups 82.934 136 | .610
Total 86.171 139

Q18 Between Groups 1.103 3 .368 291 |.832
Within Groups 169.477 134 | 1.265
Total 170.580 137

Q19 Between Groups 1.599 3 533 428 | .049*
Within Groups 168.257 135 | 1.246
Total 169.856 138

Q20 Between Groups 5.000 3 1.667 2543 |.733
Within Groups 89.143 136 |.655
Total 94.143 139

Q21 Between Groups 2.145 3 715 2474 |.064
Within Groups 38.725 134 |.289
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Sum of Squares |df | Mean Square |F Sig.

Total 40.870 137

Q22 Between Groups 1.583 3 528 1.161 |.327
Within Groups 60.888 134 | .454
Total 62.471 137

Q23 Between Groups 4.404 3 1.468 1.231 |.301
Within Groups 161.021 135 |1.193
Total 165.424 138

*Significant at 5% level

Employment status of academics does not impact the behavioural aspects of tacit
knowledge transfer as no statistically significant differences exist in means of responses
for Q 12 to Q 23 except Q 19 (I share my ideas and knowledge with everyone).
Statistically significant differences exist in willingness to share ideas and knowledge
with everyone without being selective. On-going Part-time academics are more willing
to share their tacit knowledge with everyone (mean response =3.50), followed by
Contract academics with a mean response of 3.29, and On-going Full-time with a mean
response of 3.15 and finally Sessional/Casual with a mean response of 3.00 against an

overall average response of 3.17.

It is concluded that employment status does affect/restrict the free flow of tacit
knowledge to each and every one. This may be due to fact that part time academics may
not have very long term interest/targets/motives attached with the universities and adopt
a less competitive approach with their colleagues due to the part time nature of their
role. They may not be very possessive about ideas and knowledge and skills and may be

more willing to share it with everyone. Thus, knowledge, skills and experiences are
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shared more by part time academics than other full time academics and sessional staff.

5.5.8 Behavioural dimension of tacit knowledge transfer across length of service

This sub-section provides the descriptive statistics of the statements in Q12-23 in the
questionnaire over length of service and are provided below in table 5.23. These are
followed by ANOVA Table (table 5.24) which shows the F value and Significance of

variance for each statement.

Table 5.23 — Descriptive statistics of individual statements of behavioural dimensions over
length of service

Length
of Q12 | Q13 | Q14 | Q15 | Q16 | Q17 | Q18 | Q19 | Q20 | Q21 | Q22 | Q23
Service
= |200 438 |1.77 |4.23 | 177 |438 | 277 |331 | 338 | 438 | 431 | 2.23
| 5D [T47 [065 [093 [060 [073 [065 | 117 |0.95 [104 |05 [063 | 101
mo|185 | |12z | Jo4o | | | | losa|  |060
0.57 0.07 057 | 0.22 |073 | 0.94 0.31
= | 178 |445 [209 |420 | 257 |419 |3.28 |3.00 |3.65 | 465 | 421 |2.23
,|SD.|T07 [065 | 108 [107 114 [082 [114 |106 [079 [048 069 | 103
;| 158|021 |112|  loesa| | | | | | o8
1.10 1.10 (030 |0.11 092 |066 |031
T | 1.88 [440 [200 |420 |228 |420 |332 | 304 |3.76 | 450 | 420 | 2.12
. |SD-[073 (070 [096 [071 [0.79 [104 [102 |113 |088 |065 |053 | 101
molo19| 124 | | loo3| |o11|  |o024 |053
0.77 0.31 | 0.02 |1.64 0.08 1.23
T |200 (422 [230 |417 | 248 |426 |3.09 |326 |3.65 | 448 | 400 | 2.87
4 |SD.[112 [0.85 [1.32 [0.89 |0.99 |0.75 | 0.87 | 0.96 |0.78 |0.59 | 0.79 | 1.39
»m | 017 [017 |0.16 |0.17 |0.16 |0.16 | 0.16 | 0.17 |0.16 | 0.17 | 0.17 |0.17
5|z |167 |438 [200 (411 |267 |444 |3.78 | 289 |3.67 |4.89 | 4.00 | 2.67
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Length
of Q12 | Q13 | Q14 | Q15 | Q16 Q17 | Q18 | Q19 | Q20 | Q21 | Q22
Service

Q23

SD.|124 051 | 141 0.07 0.09 0.00
0.37 1.18 | 0.19 0.56 | 0.62

0.48

pal 112 | 0.74 | 0.87 |0.78 |1.12 [ 053 |0.83 |1.36 |0.71 | 0.33 | 0.71

0.87

T 1.53 0.00 0.27 0.25 0.00
0.82 0.22 | 0.54 1.16 2.12 | 3.00

0.83

S.D.|165 461 | 209 [4.45 | 239 [4.68 | 241 |3.64 |3.64 |4.73 |4.23

2.23

71 093 |050 |1.24 060 |1.12 048 |1.18 |1.26 |0.85 |0.55 |0.69

1.02

T 2.25 1.54 0.41 1.00
0.47 0.55 0.84 0.66 | 1.24 |1.90 | 0.32

0.68

S.D.|183 (442 |2.07 [423 | 241 |431 |3.10 |3.17 [3.64 | 461 |4.18

2.35

pal 1.04 |0.68 | 1.10 | 0.85 |1.03 [0.79 |1.12 |1.11 |0.82 | 0.55 | 0.68

1.09

1= Less than 1 year, 2= 1 to 5 years,3= 5 to 10 years, 4= 10 to 15 years, 5=15 to 20
years, 6= Above 20 years, T= total and T= mean, S.D= Standard deviation, y;-
skewness

Table 5.24 — ANOVA table

Sum of Mean
Squares | df Square | F Sig.
Q12 Between 2173 |5 435 391 | .854
Groups
Within Groups 147.683 | 133 1.110
Total 149.856 | 138
Q13 Between 1838 |5 368 789 | 559
Groups
Within Groups 61.960 | 133 466
Total 63.799 | 138
Q14 Between 2623 |5 525 427 | 829
Groups
Within Groups 164.663 | 134 1.229
Total 167.286 | 139
Q15 Between 1385 |5 277 376 | 864
Groups
Within Groups 97.195 | 132 136
Total 98.580 | 137
Q16 Between 7.738 5 1.548 1.481 |.200
( )|
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Sum of Mean
Squares | df Square | F Sig.
Groups
Within Groups 140.054 | 134 | 1.045
Total 147.793 | 139
Q17 Between 4352 |5 870 1426 | 219
Groups
Within Groups 81.819 | 134 611
Total 86.171 | 139
Q18 Between 18736 |5 3747  |3.257 | .008**
Groups
Within Groups 151.844 | 132 | 1.150
Total 170.580 | 137
Q19 Between 7712 |5 1542 | 1265 | .283
Groups
Within Groups 162.144 | 133 1.219
Total 169.856 | 138
Q20 Between 1218 |5 244 351 | 881
Groups
Within Groups 92.924 | 134 | .693
Total 94.143 | 139
Q21 Between 2206 |5 441 1.506 | .192
Groups
Within Groups 38.663 | 132 .293
Total 40.870 | 137
Q22 Between 1466 |5 293 634 | 674
Groups
Within Groups 61.005 | 132 | .462
Total 62.471 | 137
Q23 Between 9579 |5 1916 | 1.635 | .155
Groups
Within Groups 155.846 | 133 | 1.172
Total 165.424 | 138

** Significant at 1% level

It is interesting to note that statistically significant differences exist in terms of people

being selective with whom they share knowledge on the basis of length of service. In

response to Q18, (I am selective with whom | share my knowledge), the F statistics is

equal to 3.257 and level of significance at .008. The mean response of academics with

15 to 20 years of service is higher than the academics in all other categories. Academics
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with 15 to 20 years of service transfer their personal ideas, skills and experience with
others in a much more selective manner with a mean response equal to 3.78. This may
be due to the fact that by the time they reach this level of service, they are under
pressure of completing university expectations and targets. As a consequence, they tend
to become selective in sharing their ideas with only a few people whom they perceive to

be more trustworthy and/ or capable of target achievement.

5.6 QUANTITATIVE ANALYSIS OF WORKPLACE EXPECTATIONS

This section aims to address the third research question that aims to explore the
expectations that the workplace (university) has from academics for tacit knowledge
sharing. In order to address this research question, Q24-28, Q53 from the TKTS
questionnaire have been analysed. The analysis examines the workplace expectations
that relate to managers’ valuing new ideas, university expectations for knowledge
sharing, senior management expectations, acknowledgement and rewards. Descriptive

statistics of these questions are provided below in table 5.25.

Table 5.25 — Descriptive statistics of perceptions on workplace expectations relating to the
transfer of tacit knowledge

N Mean Std. S.D. %
Statistic | Statistic | Error Statistic | Agreement

Q24. My manager
values new ideas and 141 3.6454 .09818 1.16579 62.4

encourages innovation.

Q25. The senior

management at my
university expects me to 141 3.5177 .09944 1.18082 |48.9

share my personal
knowledge and
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N
Statistic

Mean
Statistic

Std.
Error

S.D.
Statistic

%
Agreement

experiences with others.

Q26. Senior
management should
expect you to share your
personal knowledge and
experiences with others.

140

4.0571

07571

.89581

73

Q27. Senior
management at my
university acknowledges
and rewards staff who
shares personal
knowledge and
experiences with
rewards.

141

2.9078

12241

1.45357

20.6

Q28. | feel that such
rewards provide
encouragement to share
knowledge with others.

141

3.9291

.08755

1.03954

65.6

Q53. Perceptions
regarding university
response to retirement of
highly experienced
academics.

141

2.13

.052

619

NA

Valid N (list wise)

137

NA- Not applicable

As indicated in table 5.25, more than two-thirds of the respondents feel that their

managers in universities value new ideas and encourage innovation by academics with a

mean response of 3.64. A large majority of the academics (73%) expressed the opinion

that senior management should expect them to share their personal knowledge and

experiences with others. The mean response to this viewpoint is 4.0571. This overall

mean response represents a clear-cut agreement that senior management should expect
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academics to share knowledge. But expectations of the university senior management
with regard to tacit knowledge are not very high. Only 48.9% of respondents agree that
the senior management at their universities expect to share their personal knowledge
and experiences with others. The statement received the mean response of 3.5177
showing neither agreement nor disagreement as the overall response. This statement
indicates that one hurdle to tacit knowledge transfer is the low or no expectations of
senior management with regard to transfer of tacit knowledge. An organisation cannot
really exert any control over tacit knowledge. In fact, that is what makes an employee
valuable. Exerting any control over tacit knowledge may exacerbate the knowledge
sharing situation creating organisational tension. Whilst management may encourage
employees to share, employees may exhibit reluctance owing to a perception of power
and status diminishment. If employees perceive any negative consequences of

knowledge sharing, their reluctance to share will be higher (Hislop 2009).

The responses to another statement highlight a serious concern as a potential hindrance
to tacit knowledge transfer. The senior management in universities not only have low
expectations concerning tacit knowledge transfer but also have very low tendencies by
senior staff in universities to acknowledge and rewards staff members who share their
knowledge, skills, and experiences with others. Merely 21% of the participants agree
that the senior management at their universities acknowledge and reward staff who
share personal knowledge and experiences with others. The mean response to this

viewpoint is very low at 2.90 depicting overall disagreement with the statement.
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66% of the respondents have presented their opinion that rewards for sharing
knowledge could encourage academics to share knowledge with others with a mean
response of 3.92. If tacit knowledge sharing can be linked to rewards and incentives
then the uptake or sharing will be higher. The rewards could be intrinsic (self-
motivated) or extrinsic (monetary benefits, status enhancement and improved
performance). Adoption of rewards will potentially encourage employees to share and
enhance organisational knowledge management efforts. Rewarding employees who
share tacit knowledge and embedding assessment of such behaviour in annual
performance reviews could also be an option (Oltra 2005). If an organisation adopts a
codification strategy, then rewards should encourage staff to codify their tacit
knowledge whilst an organisation that adopts a personalisation strategy should
recognize and reward staff for sharing tacit knowledge. A survey conducted by
Horowitz et al (2003) found that high salaries were ranked as an effective strategy to
retain knowledge employees. Apart from financial rewards, non-financial rewards can
also help in promoting the right knowledge sharing behaviour in employees (Nayir &

Uzuncarsili 2008).

The responses to perceptions regarding response of the university to the issue of
retirement of highly experienced academics indicates that universities should utilise the
knowledge of highly experienced academics near retirement to mentor their peers with
an overall response of 2.13. This would best utilize the rich knowledge of retiring
people to help and mentor the young colleagues in different universities. Other options
like universities trying to retain highly experienced people to document their best

practices and letting them go without doing anything further, are not much favoured by
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the academics. De Holan et al. (2004) have described the failure to capture new
knowledge as a form of the accidental forgetting of new knowledge. If new knowledge
acquired by employees is not captured or institutionalised, it is lost and forgotten. An
example of this loss might be when an employee learns a new process which is not
shared with others or documented. This scenario also applies when an employee leaves
an organisation. This loss creates a void. Undoubtedly it is not possible to hold on to the
employees but efforts need to be made to hold on to their organisational knowledge.

This is where adequate KM processes can help.

5.7 QUANTITATIVE ANALYSIS OF TECHNOLOGY DIMENSIONS

This section aims to address the fourth aspect of the research question. It aims to
explore the usage of information and communication technologies by universities and
its academics to aid tacit knowledge transfer at the workplace (university) and
academics’ adaptability to ICT. In order to do so, responses to Q29-36, Q3, Q4, Q56,
Q57 from the TKTS questionnaire have been analysed and evaluated. The analysis
examines the use of technology for tacit knowledge sharing, training on new
technologies, adaptation to information technology, accessibility to documentation and
application software. Descriptive statistics of these questions are provided below in

table 5.26.

——

]
152 |



Chapter Five

Quantitative Result and Findings

Table 5.26 — Descriptive statistics of perceptions of technology dimensions relating to the
transfer of tacit knowledge

Statement

N

statistics

Mean
Statistic

Std.
Error

S.D.Statistic

Skewness
Statistic

%

Agreement

Q.29 My university
makes effective use
of information
technology (e.g. e-
mail, groupware,
Internet, Intranet,
learning
management
systems and
videoconferencing)
for developing
better
communication
between staff,
students and
management.

141

3.5674

.09459

1.12316

-.554

61

Q.30 My university
provides training
and education on
the use of new
information
technologies that
they introduce to
make us more
adept at their
usage.

140

3.4143

.09670

1.14418

-.459

56

Q31. I quickly
adapt to
information
technologies
implemented by the
University.

141

3.8865

.07539

.89516

-.562

73

Q32. My university
documents policies
and procedures and
makes it available
through the staff
Intranet.

139

4.1295

.06445

.75981

-1.127

86.5
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Statement

N

statistics

Mean
Statistic

Std.

Error

S.D.Statistic

Skewness
Statistic

%

Agreement

Q33. | feel that
electronic
transmission leads
to an overload of
information and
encourages
frequent changes in
policies.

141

3.1915

.10601

1.25877

JA11

37.6

Q34. It is easy to
access the
documents that |
need within my
university's
databases i.e.
information is well
organised.

141

2.9362

10275

1.22014

-.044

37.6

Q35. The policies
and procedures on
the staff Intranet at
my university get
rapidly and
continually
updated.

141

3.5816

.09767

1.15978

.203

47.5

Q36. My university
provides a ready
access to
application
software (e.g.
chatting, discussion
groups, bulletin
boards) and
hardware to help
me in sharing my
personal
experiences.

140

3.2500

.10590

1.25305

204

36.2

Q37. My university
encourages transfer
of my ideas, skills,
and experiences
through mentoring
programs.

141

2.9716

.09386

1.11447

151

355
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Statement

N

statistics

Mean
Statistic

Std.

Error

S.D.Statistic

Skewness
Statistic

%

Agreement

Q4. My university
encourages
contribution of
ideas, skills, and
experiences
through rotation of
courses that I can
teach i.e. different
courses to teach
every few terms.

141

3.1844

10728

1.27393

215

39

Q56. Provision of
higher level of
technology shall
facilitate sharing of
knowledge

140

2.03

.100

1.165

1.128

NA

Q57. Willingness
to share your
knowledge if the
university provides
the right
technology.

138

1.99

.073

1.070

1.589

NA

Valid N (list wise)

133

NA: Not applicable

As shown in table 5.26, 61% of the surveyed academics believe that their universities

make effective use of various means of information technology for developing better

communication between staff, students and management with a mean response of 3.56.

The response is negatively skewed at skewness statistics being -.554 showing most of

the responses were on the side of agreement.

Moreover, the respondents presented the viewpoint that to facilitate the transfer of tacit

knowledge, training and education on the use of new information technologies should

be enhanced with a mean response equal to 3.4143. Overall, 56% of the participants felt
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that training and education is provided to help in the use of new information

technologies that universities introduce and makes them more adept in its usage.

Around three-quarters of the academics are quick to adapt to information technologies
implemented by their university. The mean response to this statement is 3.8865 with a
skewness value of -.562 showing that a lot of responses are towards agreement with the

statement.

There is a high level of agreement with universities’ tendency to document policies and
procedures and then make them available through the staff Intranet with mean response
of 4.129. Table 5.26 shows that the average response is negatively skewed and
skewness coefficient being significant at -1.127, demonstrating that most of the
respondents have given a high level of agreement to this statement. 86.5% of the
participants have presented an appreciative attitude towards universities’ keenness to

document policies and procedures.

However, 37.6% of the participants feel that electronic transmission leads to an
overload of information and encourages frequent changes in policies possibly due to the
ease with which changes can be implemented electronically. The mean response of this
statement is 3.19 which can be interpreted as overall disagreement with the statement.
This may also imply that administrative goals are shifting.

37.6% of respondents agree that it is easy to access the documents they need within the
university’s databases i.e. information is well-organised. The mean response to this

perspective is 2.93, showing overall disagreement with the statement. In comparison,
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the situation is better with regard to rapid and continuous upgrading of policies and
procedures on the staff Intranet in universities. However, only 47.5 % of the
respondents agree with this viewpoint with a mean response of 3.58. Furthermore, only
36.2% respondents agree that their university provides ready access to application
software (e.g. chatting, discussion groups, bulletin boards) and hardware to help them in

sharing their personal experiences with a mean response of 3.25.

Mentoring programs are not encouraged in the transfer of ideas, skills, and experiences.
Only 35.5% of the respondents find their university offering mentoring programs with a

mean response of 2.9716.

Just 39% of respondents have expressed their opinion that universities encourage
contribution of ideas, skills, and experiences through rotation of courses that they can

teach i.e. different courses to teach every few terms with a mean response of 3.1844.

Table 5.27 analyses Question 56 of the questionnaire that aims to explore whether
technology can help in tacit knowledge transfer. Table 5.28 analyses Question 57 of the
questionnaire that aims to explore academics’ willingness to use technology for sharing

tacit knowledge. Both questions are related to tacit knowledge transfer.

The responses to a statement seeking views for those academics who do not have
enough time to share their skills, ideas and experience with their peers and whether the
provision and implementation of technology is going to be helpful or not, are presented

in table 5.27.
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Table 5.27 — Can technology help in tacit knowledge transfer

Response % agreement
Yes 41.8
Cannot know 31.2
Probably not 15.6
No 5.0
Do not know 6.4

In response to time availability for sharing skills and ideas with their peers, 41.8% of
respondents feel that willingness/ability to share knowledge will be enhanced with the
right type of technology, when academics in universities do not have enough time to
share their skills, ideas and experience (see table 5.27). This presents a lack of an
overall confidence in whether higher technology will lead to better levels of tacit
knowledge transfer. They may be skeptical because some behavioural dimensions as
discussed in section 5.5 also influence tacit knowledge transfer. This may perhaps also

reflect preference for face-to-face contact where ideas can flow more freely.

The response to a statement seeking views on using a lot of technology (discussion
forums, web chat, and blogs) to share knowledge and whether technology would

actually encourage people to share is presented in table 5.28.

Table 5.28 — Academics willingness to use technology for sharing tacit knowledge

Response % agreement
1 | Definitely 33.3
2 | Probably 48.9
3 | Probably not 9.2
4 | No 0.0
5 | Do not know 7.8
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Table 5.28 indicates that 33.3% of the academics are confident that if their university
provided the right technology to them, they would be willing to share their knowledge,
skills and ideas with others. About 49% of the participants feel that with right
technology they ‘may be’ in a position to share their knowledge, skills and ideas. Other
participants are either not sure or probably do not believe in better knowledge sharing
with enhanced technology. Universities are trying to implement different technologies
to enhance tacit knowledge transfer(such as video conferencing, online meetings, online
chat rooms, discussion forums, intranet, portals) although an overall response to the
statement indicates a lack of confidence in technology for tacit knowledge transfer with
a mean response of 1.99. Subramaniam and Venkatraman (2001) found that effective
transferral and sharing of tacit knowledge involved face-to-face interaction, often
complemented and enhanced with the use of information technology. The use of ICT to
convert tacit to explicit will be a good way of moving forward in KM efforts. Ruggles
(1998) has suggested the creation of intranets, knowledge repositories, decision support
tools and groupware as key KM initiatives for organisations. Pauleen & Yoong (2001)
have reported that trusting relationships can be developed amongst people through the

use of different ICT.

5.8 QUANTITATIVE ANALYSIS OF LEARNING DIMENSIONS

This section aims to address the fifth aspect of the research aim and explores the
academics’ and their workplaces’ (universities) conduciveness to be lifelong learners
and learning organisations respectively. For addressing the research question relating to

learning dimensions, Q37-44, Q2, Q3, Q4, Q6, Q55 from the TKTS questionnaire have
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been analysed. The analysis examines the respondents’ propensity to be lifelong

learners, criticality of failure, appreciation of feedback and other key aspects of

universities as learning organisations. Descriptive statistics of these questions are

provided below in table 5.29.

Table 5.29 — Descriptive statistics of perceptions of learning dimensions

Statement

N
statistics

Mean
Statistic

Std.
Error

S.D.
Statistic

Skewness
Statistic

%
Agreement

Q37. 1 consider myself
to be a lifelong learner
i.e. inquiring mind,
committed to ongoing
personal development,
experiment with new
ways of doing my work.

141

4.5887

.04509

.53547

-.786

97.9

Q38. My university is a

learning organisation i.e.

it provides continuous
learning opportunities
for staff, demonstrates
and openness to change
and adaptability, has a
shared vision.

139

3.4748

.09095

1.07225

-.506

59.57

Q39. My university is
very critical of failure
and does not see it as a
learning process.

140

3.0500

.10648

1.25992

.846

23.40

Q40. My inquiry and
dialogue is seen as
threatening.

141

2.8723

.10881

1.29201

.806

19.15

Q41. | am actively
involved in curriculum
development.

140

3.6214

10411

1.23188

- 741

63.83

Q42. | am actively
involved in assessment
development.

140

3.7071

.10010

1.18441

-.835

66.67

Q43. I regularly provide
feedback to my peers
about their work.

140

3.4357

.08792

1.04027

-.604

56.03

160
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Statement

N
statistics

Mean
Statistic

Std.
Error

S.D.
Statistic

Skewness
Statistic

%
Agreement

Q44. My peers are
appreciative of the
feedback that | provide
to them about their
work.

140

3.8071

.08832

1.04500

.165

54.61

Q2. My university
provides adequate time
to document and share
my tacit knowledge.

141

2.6667

.09896

1.17514

.703

23.40

Q3. My university
encourages transfer of
my ideas, skills, and
experiences through
mentoring programs.

141

29716

.09386

1.11447

151

35.46

Q4. My university
encourages contribution
of ideas, skills, and
experiences through
rotation of courses that |
can teach i.e. different
courses to teach every
few terms.

141

3.1844

10728

1.27393

215

39.01

Q6. My university has
an up-to-date directory
(like Yellow pages) of
academics that can
provide information
about their work, skills,
and experience.

141

3.1206

.12948

1.53751

441

27.66

Q55. The university Tim
works for is very critical
of failure. Every time
Tim does something
incorrect, he gets
reprimanded for it. The
university does not see
failure as a learning
process. As a result Tim
does not want to
experiment and try new
ideas. What should Tim
do?

137

1.78

.068

793

.863

NA

Valid N (listwise)

133

NA: Not applicable
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As shown in table 5.29, 97.9 % of participants consider themselves to be lifelong
learners i.e. inquiring mind, committed to ongoing personal development and
experiment with new ways of doing their work. The mean response to this statement is
4.5887. It is very encouraging to note that such a high percentage of participants
strongly believe themselves to be lifelong learners. This willingness to learn should

facilitate the transfer of knowledge, skills and ideas in universities.

As lifelong learners and having an inquiring mind, being committed to ongoing personal
development, is going to help academics in experimenting with new ways of doing their
work. 59.57% of the respondents do believe that their university is a learning
organisation. They also agree that their university provides continuous learning
opportunities for staff, demonstrates openness to change and adaptability, and has a
shared vision with a mean response of 3.4748. At the same time, universities need to
show their tolerance towards failure because 23.4 % of respondents believe that their
universities are very critical of failure and do not see it as a learning process. The mean
response to this statement is 3.05. Organisational learning is a vital outcome of tacit
knowledge transfer and lies at the foundation of organisational knowledge processes.
Tacit to tacit knowledge transfer (Socialisation) is considered to be important for higher
education as it enables learning and provides further stimulus for knowledge creation
and life-long learning (Takwe & Sagsan, 2011). In every organisation, learning is
characterised by different features, and learning takes place in a variety of distinct

processes and ways. Learning could take place via formal training and education, via
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the use of interventions in work processes and through day-to-day work activities

(Hislop 2009).

Furthermore, universities do not perceive inquiry and dialogue by academics as
threatening. A low but significant 19.1 % of the respondent academics have agreed to
this threat being perceived by the universities with a mean response of 2.8723. The
response shows overall uncertainty about the possible view point of the universities.

This may raise an issue concerning academic freedom.

63.8% of the selected respondents are actively involved in curriculum development.
This is a very encouraging trend followed in the universities where about 2 out of 3
people are involved in curriculum development where they can transfer their
knowledge, skills and experiences. This also gives them an opportunity to update their
knowledge in tandem with current trends. The mean response to this question is 3.6214,
indicating a high level of agreement with the view point. Generally curriculum
development relies on team processes where individuals provide their perspectives often

residing in their tacit knowledge. This is often a process of sharing knowledge.

This is supported by 66.7% of the respondents who agree that universities are
encouraging academics to get actively involved in assessment development, with a
mean response of 3.7071 for this statement. It is interesting to note that 56.0 % of the
respondents portrayed a strong belief in regularly providing feedback to their peers
about their work. The mean response to this statement is 3.4357 which indicates an

overall agreement to transfer knowledge, skills and ideas.
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Since curriculum and assessment development is often a collaborative process, 54.6%
of the respondents have expressed the opinion that their colleagues are appreciative of
the feedback which they provide to them about their work. The mean response to this
statement is 3.8071. This agreement indicates that the people in universities do value the
feedback provided by the experienced academics. This certainly promotes the transfer

of tacit knowledge.

Organisational processes and resources are important in promoting internal knowledge
transfer. Merely, 23.4% of respondents have reported that their universities provide
adequate time to document and share their tacit knowledge. The low overall response at
2.6667 is indicative of the fact that time is an inhibitor in transfer of knowledge, skills
and ideas. Universities need to provide free time for the seamless flow of tacit

knowledge.

A lack of organisational commitment to knowledge transfer is seen as universities do
not encourage transfer of ideas, skills, and experiences of their academics through
mentoring programs. The mean response to this statement is 2.9716. It indicates overall
disagreement with the view point. Only 35.5% of the academics have consented to
provision of the mentoring programs run by their respective universities. This may also
be Dbecause academics are time-poor with high priority placed on research,
administration and high contact teaching hours as well as face to face student

consultations.
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The respondents feel that their universities do not do much to encourage their
contribution of ideas, skills, and experiences through rotation of courses that various
academics can teach i.e. different courses to teach every few terms. The mean response
to this statement is 3.1844 and the viewpoint has been agreed by 39% of the
respondents. This may be seen as another demonstration of universities’ lethargy to

organisational learning.

Only 27.7% of agree that their university has a directory (like Yellow pages) of
academics. The overall level of agreement with the statement is 3.1206. There is a need
for access to an up-to-date directory (like Yellow pages) of academics to facilitate

transfer of information about their work, skills, and experience of these academics.

With regard to the way universities respond to the failures by academics and
specifically their approach to not look at failures as a learning process, the respondents’
views as to how the employees should handle these situations is given below in table

5.30.

Table 5.30 — Academics’ response when their university is very critical of failure

Response % Agreement
Leave the university 39.7
Speak to management 44.0
Keep experimenting for self-development 11.3
Do nothing 3.5

Table 5.30 shows that 39.7% of the participants feel employees must leave the

university if their workplace reprimands them for doing things incorrectly. The problem
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gets exacerbated when a university does not see failure as a learning process. However,
on the other hand, 44% of the respondents have taken a positive viewpoint on the issues
and suggested that such employees must speak to management. Another 11.3% feel that
they need to keep experimenting for self-development and only 3.5% of respondents’
suggested doing nothing. This do-nothing attitude may actually hamper their
willingness to try new ideas and share their knowledge, skills and experiences with

others.

5.9 QUANTITATIVE ANALYSIS OF CULTURAL, AGE AND GENDER

DIMENSIONS

This section aims to address the sixth aspect of the research inquiry and aims to explore
a difference in willingness to share tacit knowledge based on educational qualification,
age and gender of academics. For addressing this research question relating to cultural,
age and gender dimension, Q45-52, Q3, Q4, Q5 from the TKTS questionnaire have
been analysed. The analysis examines whether cultural background impacts tacit
knowledge sharing, whether older staff are more willing to share tacit knowledge, and
whether job security has an impact on tacit knowledge sharing. The gender aspect has
not been explored in this section but has been done later in the qualitative analysis in

section 6.8. Descriptive statistics of these questions are provided in table 5.31.
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Table 5.31 — Descriptive statistics of perceptions of cultural, age and gender Dimensions

for tacit knowledge sharing

Statement

N

statistics

Mean
Statistic

Std.
Error

S.D.
Statistic

Skewness

%o of

Agreement

Q45.Academics at my
university readily share
their ideas, experiences
and skills in seminars
and meetings.

141

3.510

.08

.9828

-.259

54.6

Q46.Knowledge (skills,
ideas and experience)
should be available for
reuse.

140

4.300

.045

5324

133

95.0

Q47.Cultural
background of people
has an impact on their
willingness to share
ideas, skills and
experiences.

140

3.892

.095

1.129

-121

58.2

Q48.Training on cultural
awareness can improve
people’s willingness to
share ideas, experiences
and skills.

141

3.886

.094

1.121

-.204

60.3

Q49.My experience is
that the older
experienced staffs is
more willing to share
ideas, experiences and
skills.

141

3.014

.082

9782

296

27.0

Q50.My experience is
that the younger novice
staff is more willing to
share ideas, experiences
and skills.

141

3.177

.082

.9804

374

28.4

Q51.1 feel that trust
plays an important part
in the sharing of ideas
and experience.

141

4.397

.052

.6196

-.697

92.9

Q52.1 feel that job

141

3.929

079

.9384

-541

70.9

167
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Statement

N

statistics

Mean
Statistic

Std.

Error

S.D.
Statistic

Skewness

% of

Agreement

security plays an
important part in the
sharing of ideas and
experience.

Q3.My university
encourages transfer of
my ideas, skills, and
experiences through
mentoring programs.

141

2971

.093

1.114

151

35.5

Q4.My university
encourages contribution
of ideas, skills, and
experiences through
rotation of courses that |
can teach i.e. different
courses to teach every
few terms.

141

3.184

107

1.273

215

39.0

Q5.My university
facilitates transfer of
personal ideas, skills,
and experiences through
seminars, workshops
and so forth.

141

3.602

.093

1.107

-.600

66.0

Valid N (listwise)

139

According to table 5.31, 54.6% of the respondents are in agreement that academics at

their university readily share their ideas, experiences and skills in seminars and

meetings with a mean response of 3.510. This certainly portrays a favourable attitude of

academics towards transfer of knowledge, skills and experiences.
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Tacit knowledge should be available for reuse in any organisation. A very high
percentage of academics, expressly 95.0% of the total academics, feel that tacit
knowledge in terms of skills, ideas and experience should be available for reuse. This
statement has a mean response of 4.3 showing clear-cut agreement with the viewpoint.
More than half i.e. 58.2% of the participants have held the opinion that cultural
background of people has an impact on their willingness to share ideas, skills and
experiences with a mean response of 3.89. Further, as willingness to transfer tacit
knowledge is impacted by cultural background of the academics in universities, training
of cultural awareness has an important role to play. Training of cultural awareness can
improve people’s willingness to share ideas, experiences and skills as agreed by 60.3%
of the academics included in the survey. This statement has a mean response of 3.8

showing broad consent with the viewpoint.

It has also been noticed in the analysis of the survey that older experienced staff are
more willing to share ideas, experiences and skills with mean response of 3.014 . But
this point of view is not supported by many as only 27.0% of the respondents chose to
agree with the statement. It is interesting to note that only 28.4% of the academics in
universities feel that the younger novice staff members are more willing to share ideas,
experiences and skills. The statement has a mean response of 3.177. Thus, the views are
almost the same when it comes to willingness to share knowledge, skills and
experiences from the perspective of older experienced staff or younger novice staff.

The opinion that trust plays an important part in the sharing of ideas and experience is
definitely upheld by 92.9% of respondents with a mean response of 4.3 depicting

extensive agreement with the statement. Trust plays an important role in knowledge
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sharing. The higher the level of trust an employee has in another employee, the more
willing they are to share knowledge with them (Andrews and Delahaye 2000). Since
there is some degree of uncertainty about how knowledge is received by the recipient
and utilised, it creates a more wary sharing environment. Trust also has to be reciprocal
— if an employee trusts another employee, it doesn’t imply that there necessarily might
be the same levels of reciprocity, hence creating uncertainty and subsequently
reluctance to share. This could also be a possible source of conflict - collaborative vs.

competitive.

To reduce conflict and develop trust, Newell and Swan (2000) have defined three types
of trust — companion based trust (developed over time and based on goodwill and
friendship), competence based trust (based upon a person’s capability to complete work
related activities) and finally commitment (based upon commiting to a formal
contractual obligation). In the university environment, trust with others could be in the
form of all three. If an employee has worked with another employee for a long time and
has developed goodwill and collegial relationships, then it is classified as companion-
based trust. If an employee perceives someone to be performing their tasks effectively
and correctly, then it classifies as competence based trust. A researcher who
collaborates with another colleague (both have worked together on past projects, for
extended durations and appreciate each other’s working styles) might exhibit all the
three types of trust making in a relationship that is positively conducive for tacit

knowledge transfer.
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Job security is another crucial factor which plays an important part in the sharing of
ideas and experience with a mean response of 3.929. Overall 70.9% of the academics
feel that job security has a crucial role to play in transfer of knowledge, skills and
experiences in university settings. This also brings into the forefront issues such as

promotion on a competitive basis.

Only 35.5% of the participating university academics agreed with the statement that
their universities encourage transfer of ideas, skills, and experiences through mentoring
programs. This viewpoint has found a mean response of 2.97. This implies that
mentoring programs are highly valued and should be introduced formally by

universities.

39% of the respondents agreed with the statement that their universities encourage
contribution of ideas, skills, and experiences through rotation of courses that various
academics can teach i.e. different courses to teach every few terms. The mean response
to this statement is 3.18. This also indicates the need to rotate courses so that tacit
knowledge sharing is further developed. Finally, universities facilitate and encourage
transfer of personal ideas, skills, and experiences through seminars, workshops and so
forth as 66.0% of the participants have echoed the same opinion with a mean response

of 3.602.

Overall, it is found that trust and job security are two important factors influencing the
transfer of knowledge, skills and experiences in a positive manner. Mentoring programs

and rotation of courses also seem to play a major role in tacit knowledge transfer and
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should be encouraged. But seminars, workshops and other similar initiatives do seem to
encourage and provide a platform for sharing of skills, knowledge, and experiences.
When it comes to willingness to share knowledge, skills and experiences from the
perspective of older experienced staff or younger novice staff, there is no difference.
Cultural background of the academics in universities has an influence on transfer of
tacit knowledge so training of cultural awareness is recommended so that academics’

willingness to share ideas, experiences and skills can be improved.

5.10 QUANTITATIVE ANALYSIS OF EMPLOYMENT STATUS ON TACIT

KNOWLEDGE SHARING

This section aims to address the seventh aspect of the research aim and explores
whether employment status has an impact on tacit knowledge sharing. For
understanding the impact of employment status on tacit knowledge sharing, Q6, Q12-23
from the TKTS questionnaire have been analysed. Descriptive statistics of these

questions are provided below in table 5.32.

Table 5.32 — Descriptive statistics of tacit knowledge sharing and employment status at
university

Employment Status N Mean Std. Deviation | Std. Error
On-going Full-time 100 3.3307 31232 .03123
Sessional/Casual 15 3.3321 .25226 .06513
On-going Part-time 8 3.4327 .19258 .06809
Contract 18 3.3234 .24458 .05765
Total 141 3.3357 29161 .02456
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Figure 5.8 shows the overall means for tacit knowledge, skills and experiences transfer

and employment status. The mean of tacit knowledge transfer is highest for on-going

part-time at 3.4327 followed by sessional/casual at 3.3321, and then by on-going full-

time at 3.3307. The academics with contract employment status have the lowest mean at

3.3234 in tacit knowledge transfer.

a more favourable viewpoint on tacit knowledge sharing.

It indicates that on-going part-time academics have

3.4

Mean of RQ7-Tacit knowledge sharing
w w
N w
o] [e)}

On-going Full-time

On-going Part-time

Employment Status

3.32 4
s l
326 T T T T 1

Sessional/Casual Contract

Figure 5.8 —Overall means for tacit knowledge, skills and experiences transfer for various

levels of employment status.

Table 5.33 — ANOVA of RQ7 - Tacit knowledge sharing and employment status

Significance
Sum of Squares | DF | Mean Square of variance
Between Groups .081 3 027 312 817
Within Groups 11.824 | 137 .086
Total 11.905 | 140
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ANOVA table decomposes the variance of the data into two components: a between-
group component and a within-group component. The F-ratio is a ratio of the between-
group estimate to the within-group estimate. In case, the P-value of the F-test is less
than 0.05, there is a statistically significant difference between the means of the
variables at the 95.0% confidence level. To investigate whether the mean overall tacit
knowledge, skills and experiences transfer differ from one level of employment status to
another, the ANOVA test ( results in table 5.33) was conducted. The F-ratio, which in
this case equals 0.312, is a ratio of the between-group estimate to the within-group
estimate. Since the P-value of the F-test (0.817) is greater than or equal to 0.05, there is
not a statistically significant difference between the overall tacit knowledge from one
level of employment status to another at the 95.0% confidence level. Perspectives on
tacit knowledge sharing are similar irrespective of level of employment status. On-
going full-time, on-going part-time and academics on contract/ sessional/casual basis

share similar (not statistically different) views regarding tacit knowledge transfer.

5.11 QUANTITATIVE ANALYSIS OF THE EFFECT OF TENURE AT THE

UNIVERSITY ON TACIT KNOWLEDGE SHARING

This section aims to address the eighth aspect of the research aim and explores whether
academics’ work tenure at the university has an impact on tacit knowledge sharing. For
understanding the impact of tenure at the university on tacit knowledge sharing, Q1, Q2,
Q12-23 from the TKTS questionnaire have been analysed. Descriptive statistics of these
questions are provided below in table 5.34. Means of tacit knowledge sharing across

various tenures at the sample universities have been shown in table 5.35.
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Table 5.34 — Descriptive statistics of the impact of tenure at the university on tacit
knowledge sharing

Mean S.D.

Statistic Std. Error Statistic
Q1 3.6454 09342 1.10928
Q2 2.6667 .09896 1.17514
Q12 1.8273 .08839 1.04207
Q13 4.4173 05767 .67993
Q14 2.0714 09272 1.09704
Q15 4.2319 07221 84827
Q16 2.4071 .08715 1.03114
Q17 4.3143 06654 18736
Q18 3.1014 .09499 1.11584
Q19 3.1727 .09410 1.10943
Q20 3.6429 .06955 82297
Q21 4.6087 .04649 54618
Q22 4.1812 05748 .67527
Q23 2.3453 .09287 1.09486

Table 5.35 - Means of tacit knowledge sharing across various tenures at the sample
universities

Tenure at the university Mean N Std. Deviation
Less than one year 3.3407 13 25280
1to 5 years 3.3319 48 33656
510 10 years 3.2796 25 25823
10 to 15 years 3.3708 23 30202
15 to 20 years 3.3376 9 21837
More than 20 years 3.3082 23 34131
Total 3.3262 141 30184
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Mean of RQ8- Tacit knowledge sharing

33
3.28
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3.24
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Less than one 1to5 years
year

Tenure at the university

5to 10 years 10 to 15 years 15 to 20 years More than 20

years

Figure 5.9 — Overall means for tacit knowledge, skills and experiences transfer for various
tenures of service

The average of responses to the statements numbered as Q1, Q2, Q12-23 has been taken

as tacit knowledge sharing and in order to understand whether the mean tacit knowledge

sharing differs significantly for different tenures of service, the ANOVA test has been

conducted.

Table 5.36 — ANOVA of RQ8- Tacit knowledge sharing and tenure at university

Significance
Sum  of .
Squares DF Mean Square | F of variance
Between Groups | 113 5 .023 241 944
Within Groups 12.642 135 .094
Total 12.755 140

Df= Degrees of Freedom, F= F test statistic, Sig= Significance of F value
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There are six different groups of sample academics on the basis of levels of length of
service of academics. Table 5.36 attempts to establish whether mean response to the
tacit knowledge sharing is diferent on the basis of tenure of academics at universities.
According to table 5.36, the F-ratio which in this case equals 0.241, is a ratio of the
between-group estimate to the within-group estimate. Since the significance of the F-
test is greater than 0.05, there is not a statistically significant difference between the
overall tacit knowledge sharing for six different levels of length of service of academics

at the 95.0% confidence level.

5.12 RELATIONSHIPS AMONG VARIOUS DIMENSIONS OF TACIT

KNOWLEDGE TRANSFER

Table 5.37 shows Pearson correlations between the coefficients of the various
dimensions. These correlations can be used to understand dynamics of relationships

among various dimensions of tacit knowledge transfer. In this case, there are some

significant correlations with absolute values greater than 0.5.

Table 5.37 — Correlations matrix of various dimensions of tacit knowledge sharing

Cultural,
Behavioural | Workplace | Technology | Learning | Age and
Dimensions | expectations | Dimensions | Dimensions | Gender
Dimension Dimensions
Workplace | Pearson
_ ) _ -.063 573(**) 632(**) T73(*%) T17(*%)
Dimensions | Correlation
Sig. (2-
) 460 .000 .000 .000 .000
tailed)
Behavioural | Pearson
_ ) _ 1 120 -.107 .063 .086
Dimensions | Correlation
Sig. (2- 155 205 460 .308
( ]
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Cultural,
Behavioural | Workplace | Technology | Learning | Age and
Dimensions | expectations | Dimensions | Dimensions | Gender
Dimension Dimensions
tailed)
Workplace | Pearson
) _ 1 296(**) 526(**) 529(**)
expectations | Correlation
Sig. (2-
) .000 .000 .000
tailed)
Technology | Pearson
o . 1 732(%%) | 515(**)
Dimensions | Correlation
Sig. 2-
'g ( .000 .000
tailed)
Learning Pearson
_ ) ) 1 693(**)
Dimensions | Correlation
Sig. 2-
'g ( .000
tailed)
Cultural, Pearson .
Age and | Correlation
Gender Sig.  (2- 0
Dimensions | tailed)

**Correlation is significant at the 0.01 level (2-tailed).

Workplace dimensions are positively and significantly correlated with workplace
expectations, technology dimensions, learning dimensions, cultural, age and gender
dimensions with respective correlations at .573, .632, .773 and .717. This high degree of
correlation indicates that universities cannot just focus on a single dimension of tacit
transfer of knowledge, skills and ideas ignoring other dimensions. In a similar manner,
workplace expectations are positively and significantly correlated to technology
cultural, dimensions  with

dimensions, learning dimensions, age and gender

correlation equal to 0.296, 0.526 and 0.529 in sequence. It is also interesting to note that
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behavioural dimensions are not correlated with any other dimension of tacit knowledge
transfer. Technology enhances the learning dimension impact and also impacts cultural,
age and gender perspectives of tacit transfer of knowledge, skills and ideas. This may be
due to the fact that learning and cultural, age and gender dimensions are highly and
significantly correlated with correlation equal to 0.693. All dimensions are positively
correlated except those behavioural dimensions which are negatively correlated with
workplace dimensions and technology dimensions. But these negative relationships are

weak and statistically non-significant.

5.13 QUANTITATIVE ANALYSIS OF VARIANCE OF VARIOUS

DIMENSIONS ACROSS UNIVERSITIES

To understand whether various dimensions namely workplace dimension, behavioural
dimension, workplace expectations, technology dimension, learning dimension, culture,
age and gender dimensions differ across various universities, means have been

calculated and variance is analysed.

Descriptive statistics of the all the six dimensions over four universities in the sample

are provided below in table 5.38. These are followed by ANOVA in table 5.39 showing

the F value and significance of variance for each of the dimension across universities.

Table 5.38 — Analysis of Variance of various dimensions across universities

Dimensions UNI |N | Mean |S.D. g‘d- Minimum | Maximum
rror

Workplace 1 49 | 3.5000 | .76513 | .10930 | 2.00 5.20

Dimensions 2 23 | 3.4217 | .65084 | .13571 | 1.50 450

——

]
179 |




Chapter Five

Quantitative Result and Findings

Dimensions

Std.

UNI | N | Mean | S.D. Ei Minimum | Maximum
3 |36 |3.3389.87645 |.14607 | 1.20 5.60
4 133 |29091|.70016 | .12188 | 1.50 4.70
Total | 141 | 3.3078 | .79003 | .06653 | 3.4393 5.60
Behavioural 1 |49 |3.2858|.23971 | .03424 | 2.67 3.83
Dimensions 2 23 | 3.3633 | .24896 | .05191 | 2.73 3.92
3 |36 |3.4495 | .37101 | .06184 | 3.00 5.00
4 |33 |3.3495|.29830 | .05193 | 2.83 4.17
Total | 141 | 3.3552 | .29695 | .02501 | 2.67 5.00
Workplace 1 |49 |3.4830|.71301 | .10186 | 2.00 4.67
Expectations 2 23 | 3.2826 | .51599 | .10759 | 2.17 4.17
3 |36 |3.3657 | .54163 | .09027 | 2.50 4.83
4 133 |3.2323 | .65609 | .11421 | 1.83 5.00
Total | 141 | 3.3617 | .63087 | .05313 | 1.83 5.00
Technology 1 |49 |3.3214 | .50375 | .07196 | 2.33 4.33
Dimensions 2 23 | 3.1558 | .48935 | .10204 | 1.92 3.83
3 36 | 3.1187 | .47367 | .07895 | 1.67 4.17
4 |33 |3.0386 |.47244 | .08224 | 1.92 3.75
Total | 141 | 3.1764 | .49448 | .04164 | 1.67 4.33
Learning 1 |49 |3.3450 | .46344 | .06621 | 2.39 4.39
Dimensions 2 23 | 3.2177 | .37418 | .07802 | 2.33 3.78
3 |36 |3.2841 | .36933 | .06156 | 2.56 4.33
4 |33 |3.1801|.31727 | .05523 | 2.67 3.89
Total | 141 | 3.2701 | .39639 | .03338 | 2.33 4.39
Culture, age and 1 |49 |3.7143 | .46019 | .06574 | 2.82 4.73
Gender Dimensions 2 |23 |3.6047 | .36426 | .07595 | 2.82 4.18
3 |36 |3.6253 | .42796 | .07133 | 2.82 491
4 133 |3.4950 | .39651 | .06902 | 2.82 4.36
Total | 141 | 3.6224 | .42663 | .03593 | 2.82 491

1, 2, 3, 4 are pseudonyms - university 1, university 2, university 3 and university 4
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Table 5.39 — ANOVA with various dimensions on universities

Sum of Mean
Squares | DF | Square F Sig.
Workplace Dimensions Between 7 389 3 2463 4219 | 007**
Groups
Within 79.992 137 | .584
Groups
Total 87.381 140
Behavioural Dimensions  Between 559 3 186 2164 | 095
Groups
Within 11.787 137 | .086
Groups
Total 12.346 140
Workplace Expectations  Between 1418 3 473 1192 | 315
Groups
Within 54.302 137 | .396
Groups
Total 55.720 140
Technology Dimensions  Between 1787 3 506 2516 | 061
Groups
Within 32.444 137 | .237
Groups
Total 34.231 140
Learning Dimensions Between 612 3 204 1307 | 275
Groups
Within 21.385 137 | .156
Groups
Total 21.997 140
Cl_JIture,_ age and Gender Between 956 3 319 1781 | 154
Dimensions Groups
Within 24.525 137 | .179
Groups
Total 25.482 140
( ]
| 181 J




Chapter Five Quantitative Result and Findings

Figure 5.10 shows the means plot of workplace dimension. In workplace dimension,
university 1 has the highest tacit knowledge transfer at 3.5000 followed by university 2
at 3.4217, then by university 3 with a mean knowledge transfer of 3.3389 and lastly by
university 4 at 2.909. As demonstrated in table 5.39, the F-ratio in workplace dimension
equals 4.219 and the P-value of the F-test is less than 0.01 demonstrating there is a
statistically significant difference between the overall tacit knowledge sharing of
academics in various universities at the 95.0% confidence level. Except for workplace
dimension, no other dimension such as behavioral dimension, workplace expectations,
technology dimension, learning dimension, culture, age and gender dimensions on tacit

knowledge transfer differs from one university to another.

3.5

2.5

15

0.5

Mean of Workplace Dimension

University

Figure 5.10 — Means plots of workplace dimension

Figure 5.11 shows the means plot of the behavioural dimension. In the behavioural
dimension, university 1 has a mean knowledge, skills and ideas transfer at 3.2858, while

other universities 2, 3, 4 have means equal to 3.3633, 3.4495, and 3.3495 respectively.
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As demonstrated in table 5.39, the F-ratio in behavioral dimension equals 2.164 and the
P-value of the F-test is more than 0.05 demonstrating there is no statistically significant
difference between the overall tacit knowledge sharing of academics considered in

various universities at the 95.0% confidence level.

3.5

3.45

3.4

3.35

33

Mean of Behavioural Dimension

University

Figure 5.11 — Means plots of behavioural dimension

Figure 5.12 shows the means plot of workplace expectations. In workplace
expectations, university 1 has again highest mean at 3.4830, followed by university 3 at
3.3657. In university 2, mean knowledge transfer is 3.2826 and in university 4 mean is
3.2323. As demonstrated in table 5.39, the F-ratio in Workplace dimension equals 1.192
and the P-value of the F-test is more than 0.05 demonstrating there is no statistically
significant difference between the overall tacit knowledge sharing of academics

considered in various universities at the 95.0% confidence level.
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Figure 5.13 shows the means plot of the technology dimension.

Figure 5.12 — Means plots of workplace expectations

In the technology

dimension, universities 1, 2, 3, 4 have descending means at 3.3214, 3.1558, 3.1187 and

3.0386 respectively. These means indicate that universities do not differ in a significant

manner in the technological dimension in transfer of knowledge, skills and ideas at 95%

level of confidence.

3.35
33
3.25
3.2
3.15
3.1
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2.85

Mean of Technology Dimension
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Figure 5.13 — Means plots of technology dimension
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Figure 5.14 shows the means plot of the learning dimension. In the learning dimension,
university 1 is highest mean at 3.3450, followed by university 3 at 3.2841, then by
university 2 at 3.2177 and finally by university 4 at 3.1801. As demonstrated in table
5.39, the F-ratio in learning dimension equals 1.307 and the P-value of the F-test is
more than 0.05 demonstrating there is no statistically significant difference between the
overall tacit knowledge sharing of academics considered in various universities at the

95.0% confidence level.

3.4

3.35

3.3 4
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University

Mean of Learning Dimension

Figure 5.14 — Means plots of learning dimension

Figure 5.15 shows the means plot of the culture, age and gender dimension. For culture,
age and gender dimension, university 1 is best with a mean of 3.7143, followed by
university 3 with a mean response of 3.6253. The other two universities, universities 2
and 4 have means of 3.6047 and 3.4950 respectively. As shown in table 5.39, the F-
ratio in culture, age and gender dimension equals 1.781 and the P-value of the F-test is

more than 0.05 demonstrating there is no statistically significant difference between the
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overall tacit knowledge sharing of academics considered in various universities at the

95.0% confidence level.

3.75

3.7 ~

3.65 -

3.55 ~
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Mean of Culture, Age and Gender Dimension

3.35 -
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Figure 5.15 — Means Plots of culture, age and gender dimension

The overall conclusion is that in all other dimensions of tacit knowledge transfer (except
behavioural dimension) i.e. workplace dimensions, workplace expectations, technology
dimension, learning dimension and cultural, age and gender dimensions, university 1
has been doing the best. Tacit knowledge transfer is preeminent at university 1. The
other universities can analyse the knowledge management processes at university 1 and
they can try to use same techniques/processes and procedures to enhance sharing of
ideas, skills and knowledge in their universities as well. University 1 needs to look
clearly at the behavioural aspects where all other universities in the sample are doing

better, although the differences in mean responses in this aspect are not significant.
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Investigation and improvement in tacit knowledge transfer processes is most warranted
in university 4 which consistently has the lowest mean response in the behavioural
dimension, workplace expectations, technology dimension, learning dimension and
cultural dimensions. University 4 needs to revisit various knowledge transfer processes
and communication and technology techniques (both formal and informal) it has put in
place. University 2 and university 3 are performing moderately so far as the tacit
knowledge transfer in universities is concerned because the mean responses for various

dimensions in these universities lie in between university 1 and university 4.

In the six dimensions of tacit knowledge, the F-ratio and the P-values of the F-test are
greater than 0.01, so there is not a statistically significant difference between the overall
tacit knowledge sharing of academics in various universities at the 95.0% confidence
level except for workplace dimension where significant differences exist across the
four selected universities. So, specific focus is required on the workplace dimension
because statistically significant differences exist in all four universities in this

dimension.

5.14 FACTOR ANALYSIS OF STATEMENTS RELATING TO TACIT

KNOWLEDGE TRANSFER IN SAMPLE UNIVERSITIES

Factor analysis focusses on identifying ‘underlying variables, or factors, that explain the
pattern of correlations within a set of observed variables’ (IBM 2011, pg.1). This is a
data reduction technique employed for identification of a small number of factors that

describe most of the variance that is detected in a much larger number of evident
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variables (ibid). Inter-correlation between variables needs to checked as a first step
before using factor analysis. For initial data screening, the inter-correlation between
various dimensions was checked. R-Matrix determinant was found to be greater than the
necessary value of 0.00001. In this test, correlation matrix of all variables was created to
check if the variables correlate too highly. This is called singularity problem meaning
that variables are perfectly correlated. Therefore, the multi-co linearity or singularity is
not counted as a serious concern for this data. It is noted that all questions concerning
tacit knowledge, skills and experiences transfer are fairly correlated. None of the
variables is correlated very highly with other, thus there are no serious concerns with

regards to singularity.

Table 5.40 - KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.577

Bartlett's Test of Sphericity Approx. Chi-Square 3,320.673
DF 1,596
Sig. 0.000

Table 5.40 presents two important parts of factor analysis i.e. the Kaiser-Meyer-OlKkin
(KMO) Measure of Sampling Adequacy and Bartlett's Test of Sphericity. According to
Pek (2008), the Kaiser-Meyer-Olkin measure of sampling adequacy ‘tests whether the
partial correlations among variables are small’ (pg.3). Bartlett's test of sphericity tests
‘whether the correlation matrix is an identity matrix, which would indicate that the
factor model is inappropriate’ (ibid). Field (2005) recommends that if the value of
KMO is greater than 0.5, then the sample is considered adequate for factor analysis. The

KMO value in table 5.40 is greater than 0.05 (that is mediocre). Thus, it is acceptable to
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indicate that factor analysis should provide reliable factors which are distinct from other
factors. Thus, the suitability of factor analysis is checked for this data. Bartlett's Test of
Sphericity has a value less than 0.05 and is highly significant (p< 0.001), indicating
there are some significant relationships between the data. This test again confirms that

factor analysis is an appropriate statistical tool for this data.

The Eigen values which are associated with each factor presents the variance explained
by that particular linear component. For ‘Eigenvalues over’ option in SPSS software

‘Eigen values over 1’ which is a default option in factor analysis is used.

Table 5.41 — Eigen values associated with each linear component (factor/question) before
extraction, after extraction and after rotation

Component Initial Eigen values Extraction Sums of Squared Rotation Sums of Squared
(factor/question) Loadings Loadings

Total | % of Cumulative | Total | % of Cumulative | Total | % of Cumulative

Variance | % Variance | % Variance | %

1 8.34 | 14.63 14.63 8.34 | 14.63 14.63 4.69 |8.23 8.23
2 449 |7.88 22.50 449 |7.88 22.50 420 | 7.36 15.59
3 299 |5.25 27.75 299 |5.25 27.75 2.88 | 5.06 20.65
4 2.68 | 4.70 32.45 2.68 | 4.70 32.45 2.60 | 4.56 25.21
5 241 | 4.23 36.68 241 | 4.23 36.68 2.55 | 4.48 29.69
6 2.10 | 3.69 40.37 2.10 | 3.69 40.37 2.32 | 4.08 33.77
7 1.86 | 3.26 43.62 1.86 | 3.26 43.62 215 | 3.77 37.53
8 1.77 | 311 46.73 1.77 | 311 46.73 212 | 3.71 41.24
9 1.65 | 2.89 49.62 1.65 | 2.89 49.62 2.04 | 3.57 44.82
10 1.57 | 2.75 52.37 1.57 | 2.75 52.37 192 | 3.37 48.19
11 151 | 2.65 55.02 1.51 | 2.65 55.02 191 |3.35 51.54
12 143 | 2.52 57.53 143 | 2.52 57.53 155 | 2.72 54.26
13 1.28 | 2.25 59.78 1.28 | 2.25 59.78 1.52 | 2.66 56.93
14 1.23 | 215 61.93 1.23 | 215 61.93 149 | 261 59.5
15 1.18 | 2.07 64.00 1.18 | 2.07 64.00 1.48 | 2.59 62.13
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Component Initial Eigen values Extraction Sums of Squared Rotation Sums of Squared
(factor/question) Loadings Loadings
Total | % of Cumulative | Total | % of Cumulative | Total | % of Cumulative
Variance | % Variance | % Variance | %

16 1.13 | 1.97 65.98 1.13 | 1.97 65.98 1.47 | 2.58 64.72
17 1.07 |1.89 67.86 1.07 | 1.89 67.86 1.43 | 2.50 67.22
18 1.05 | 1.84 69.70 1.05 | 1.84 69.70 1.41 | 2.48 69.70
19 0.99 |1.73 71.44

20 0.95 | 1.66 73.10

21 0.90 |1.58 74.68

22 0.86 |1.51 76.19

23 0.80 |1.40 77.59

24 0.75 | 1.31 78.90

25 0.74 | 1.30 80.21

26 0.71 | 1.24 81.44

27 0.66 |1.16 82.60

28 0.65 |1.13 83.74

29 0.63 |1.11 84.85

30 0.60 | 1.05 85.90

31 0.58 | 1.01 86.91

32 0.57 | 1.00 87.91

33 0.52 | 0.91 88.82

34 0.51 | 0.90 89.72

35 0.45 |0.79 90.51

36 0.44 | 0.77 91.28

37 041 |0.71 91.99

38 0.39 |0.69 92.68

39 0.38 | 0.67 93.35

40 0.35 | 0.62 93.97

41 0.34 | 0.60 94.57

42 0.33 | 0.58 95.15

43 0.31 | 0.54 95.69
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Component Initial Eigen values Extraction Sums of Squared Rotation Sums of Squared
(factor/question) Loadings Loadings
Total | % of Cumulative | Total | % of Cumulative | Total | % of Cumulative
Variance | % Variance | % Variance | %
44 0.28 |0.48 96.17
45 0.27 |0.48 96.65
46 0.25 | 0.45 97.09
47 0.23 |0.40 97.49
48 0.22 |0.38 97.88
49 0.21 | 0.37 98.25
50 0.19 |0.33 98.58
51 0.17 |0.30 98.88
52 0.16 | 0.28 99.16
53 0.14 | 0.24 99.41
54 0.12 |0.21 99.62
55 0.10 | 0.18 99.80
56 0.06 |0.11 99.91
57 0.05 |0.09 100.00

Extraction Method: Principal Component Analysis.

Table 5.41 shows the Eigen values in terms of the percentage of variance explained, so

factor 1 explains 14.63% of the total variance. It should be noted that the first few factors

always explain more variance than the others. In this case, first 18 factors cumulatively

explain 69.70% of the total variance. The subsequent factors explain relatively small

amount of variance. Table 5.41 lists the Eigen values associated with each linear

component (factor/question) before extraction, after extraction and after rotation. 57

factors have been identified by SPSS before extraction (same as the number of variables

I.e. 57). These Eigen values associated with each question/factor explain the variance

explained by each factor so, factor 1 explains 14.63% of the total variance. Similarly,
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factor 2 and factor 3 explain the 7.88 % and 5.25% of the total variance in transfer of
tacit knowledge, skills and ideas. Other sets of factors namely 4 to 15 explain more than
2% but less than 5% of the total variance in tacit knowledge transfer. Extraction sums of
squared loadings explain the same values as before extraction , but the values for the
discarded factors are not reported (the table is blank after 18" factor). To improve the
interpretation of the factors, and assuming the factors to be independent, Varimax
rotation has been conducted. In the third part of the table, (the last three columns named
as Rotation Sums of Squared Loadings) the Eigen values of the factors after rotation are
displayed. This rotation is expected to equalize the relative importance of the 18
selected factors. It shows that factor 1 accounted for considerably more variance than
the remaining factors (14.63%) as compared to factors 2, 3, and 4 (at 7.88%, 5.25% and
4.70%). After extraction it accounts for only 8.23% only. This variance explanation is
not a lot higher than the other factors accounting for 7.36%, 5.06% and 4.56% for
factors 2, 3, 4 respectively. The importance of all other extracted factors has increased
as these explain little more variance than before rotation. Overall, it can be said that
69.70% of the variance in tacit knowledge transfer in universities is explained by the 18

extracted components.

Figure 5.16 provides the Scree plot for all the 57 components. It is a plot of the variance
which is associated with each factor. Scree plot is used to determine how many factors

should be kept.

——

]
192 |



Chapter Five Quantitative Result and Findings

Scree Plot
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Figure 5.16 — Scree plot for 57 components

According to Soliman (2011), the scree plot shows a distinct break between the steep
slope of the large factors and the gradual trailing off of the rest of the factors (the scree).
It is evident from the plot that the curve begins to tail off after the first seven factors, but
there is yet another drop that can be seen after these seven factors before a stable plateau
is formed. After six more factors, the Scree plot line is mostly flat, meaning that each

successive factor is accounting for smaller and smaller amounts of the total variance.

5.15 EMERGING THEMES

Table 5.42 presents an abridged version of Rotated component matrix. Three themes

have emerged comprising questions 1, 24, 3, 5, 2, 38, 27, 6 in theme 1(Eigen values in
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bold and italics), questions 7, 4, 8, 9, 10, 45, 29 in theme 2 and questions 30, 36, 35 in

theme 3.

Table 5.42 — Rotated component matrix

Part 1- Set of statements in theme 1

Q Statement Theme | Theme | Theme
no. 1 2 3
My university encourages and facilitates sharing of
1 my professional experiences, skills, and knowledge | 0.817 | 0.130 | 0.150
with others.
My manager values new ideas and encourages
24 | _ 0.754
innovation.
3 My university encourages transfer of my ideas, 0.750
skills, and experiences through mentoring programs. '
My university facilitates transfer of personal ideas,
5 skills, and experiences through seminars, workshops | 0.670 | 0.253 | 0.169
and so forth.
My university provides adequate time to document
2 _ 0.590 |0.374
and share my tacit knowledge.
My university is a learning organisation i.e. it
provides continuous learning opportunities for staff,
38 0.586 |0.333 |0.214
demonstrates and openness to change and
adaptability, has a shared vision.
Senior management at my university acknowledges
and rewards staff who share personal knowledge and
27 _ _ 0.440 |0.245 |0.342
experiences with rewards (e.g. Conference funds,
Promotion, higher salary).
My university has an up-to-date directory (like
6 Yellow pages) of academics that can provide 0.408 |0.393 |0.122

information about their work, skills, and experience.
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Part 2- Set of statements in theme 2

Q Statement Theme | Theme | Theme
no. 1 2 3

My university has a formal process of transferring
; best practices through regular documentation (e.g. 0751
FAQs, administrative manuals, lessons learnt, '

conference reports and so forth)

My university encourages contribution of ideas,

skills, and experiences through rotation of courses
4 o 0.239 |0.722 |0.207
that | can teach i.e. different courses to teach every

few terms.

My university fosters formal networks, such as

communities of practice, to encourage sharing of
8 |. ) 0.104 |0.668 |0.103
ideas amongst academics.

My university encourages sharing of ideas amongst

academics. For instance, presentations of publications
9 0.356 | 0.605 |0.113
amongst peers

My university provides opportunities for employees
10 | to interact with one another on an informal basis.(For | 0.371 | 0.588 | 0.117

instance time off work, social gatherings)

Academics at my university readily share their ideas,
45 _ o _ _ 0.282 | 0.572 | 0.247
experiences and skills in seminars and meetings.

My university makes effective use of information
technology (e.g. e-mail, groupware, Internet, Intranet,
learning management systems and

29 | videoconferencing) for developing better 0.431 |0.551
communication between staff, students and

management.
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Part 3- Set of statements in theme 3

Q Statement Theme | Theme | Theme

no. 1 2 3
My university provides training and education on the
use of new information technologies that they

30 | _ 0.172 | 0.197
introduce to make us more adept at their usage. 0.800
My university provides a ready access to application
software (e.g. chatting, discussion groups, bulletin

36 ) _ 0.229 |0.197 |0.714
boards) and hardware to help me in sharing my
personal experiences.
The policies and procedures on the staff Intranet at

35 0.196 |0.316 |0.592

my university get rapidly and continually updated.

All of those statements which affect transfer of tacit knowledge can be grouped in three

themes. Themes based on the Eigen values of various statements as given by factor

analysis are discussed below:

Theme 1: University approach and vision of senior management

(a) General and specific approaches prevalent in different universities: On the

basis of factor analysis, it is concluded that transfer of tacit knowledge, skills

and ideas transfer depends upon universities being encouraging, and facilitation

in general. In addition, there are some specific aspects that universities should

take care of because these issues also help in transfer of tacit knowledge. These

aspects are:

1. Conducting of various mentoring programs, seminars, workshops and so forth.
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2. Universities need to provide adequate time to document and share tacit

knowledge of their academics.

3. The approach of university: university being a learning organisation i.e.

provision of continuous learning opportunities for staff.

4. Universities need to demonstrate openness to change and adaptability.

5. Universities need to have a shared vision and provide facilities like maintaining
up-to-date directories of academics. These directories are expected to have
information about work, skills, and experience of the academics. The easy
availability of such information about academics may assist in the transfer of

tacit knowledge, skills and experiences in the universities.

(b) Viewpoints of senior staff members: Besides universities, there are some
important perspectives or viewpoints held by the senior management which help

in transfer of knowledge and skills in universities. These viewpoints are:

1. Tacit knowledge transfer should be valued and recognized by senior
management. If new ideas and innovation find the encouragement of senior staff
in universities, this kind of motivation shall lead to more people working on new
ideas and innovating efforts by the academics. If new ideas and innovations are
not given due importance by senior staff, the transfer of knowledge will be

suppressed and will not be active.

2. Acknowledgement of knowledge transfer efforts and rewards to staff members
for sharing personal knowledge and experiences can help impact tacit

knowledge, skills and ideas transfer favorably. These rewards and
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acknowledgements can be given in terms of various financial and non-financial
incentives e.g. conference funds, recognition, promotion, higher salary and so

forth.

Theme 2: Formal and informal processes for the transfer of tacit knowledge

Three formal processes in universities act as tacit knowledge transfer enablers:

1. The formal process of transferring best practices through regular documentation
through various tools like FAQs, administrative manuals, lessons learnt,
conference reports and encouraging formal networks, such as communities of

practice.

2. Through rotation of courses various academics can teach i.e. teaching different
courses every few terms are expected to have enhanced levels of tacit knowledge

transfer.

3. Presentations of publications amongst peers

In addition to these two formal processes, informal processes enabling tacit knowledge

transfer are:

1. Informal opportunities for employees to interact with one another - for instance

time off work, social gatherings.

2. Willingness of academics in various universities to readily share their ideas,
experiences and skills in seminars and meetings impacts the transfer of tacit

knowledge, skills and experiences in a favourable manner. To enhance this
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willingness, universities can provide an enabling environment for academics to
share their knowledge, such as informal research/ teaching meetings at

department or inter-department levels.

Theme 3: Use of technology

The level of technology used in universities also impacts the transfer of tacit

knowledge. Universities need to:

1. Encourage effective use of information technology (e.g. e-mail, groupware,
Internet, Intranet, learning management systems and videoconferencing) for

developing better communication between staff, students and management.

2. Provide training and education on the use of new information technologies with

a view to making academics more adept at their usage.

3. Provide ready access to application software (e.g. chatting, discussion groups,

bulletin boards) and adequate supporting hardware.

4. Have policies and procedures on the staff Intranet for easy access and usage.

5.16 CONCLUSION

This chapter has analysed the results of the data collected via the TKTS. The results
presented in this chapter were based on the descriptive and correlation analysis of the

responses provided by the universities’ academics.
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The findings have revealed a positive consensus that the surveyed universities are
generally very favourable to tacit knowledge transfer. The results indicate a high level
of commitment from these universities towards the transfer of tacit knowledge. Time
seemed to be one of the deterrents towards tacit knowledge transfer and universities
need to address this issue by providing staff time or a reduction in their regular teaching
loads. Expertise finder directories should be developed so that it is easy to identify staff
that specialise in particular areas of expertise. Formal processes of transferring best
practices should be explored and implemented. Where possible, academics should be
encouraged to document their tacit knowledge. Universities should also explore
opportunities to develop more mentoring programs for staff especially given that this

will be a valuable tool in transferring tacit knowledge.

After analysing the responses of the TKTS, the next chapter now focusses on the

qualitative analysis of the interview responses.
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Not everything that can be counted counts, and not everything that counts can be

counted - Albert Einstein (1879-1955)

CHAPTER 6 QUALITATIVE RESULTS AND FINDINGS

6.1 INTRODUCTION

Chapter 5 discussed the results of the TKTS. This chapter now presents an analysis of
the interviews conducted as part of this research. This chapter describes the qualitative
results of the research project as described in Chapter 3. In order to better understand the
extent to which tacit knowledge transfer takes place in Australian universities,
interviews were conducted. The end of the chapter provides a brief summary of the

results.

For the analysis of the interview responses, eight interviews (n=8) were transcribed and
imported into the computer software NVivo, a qualitative analysis software. Data was

then coded using NVivo. The coding involved different iterations to provide details as
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the data was reviewed. The process involved the development of a coding template that
summarised the themes identified by the researcher and organised them in a meaningful
format. The iterations involved reviewing the interview transcripts and coding relevant
information that would be useful in investigating and reaching upon potential findings.
Together the analyses involved the use of the whole data while subsequent analyses
looked at data by the required dimensions. The reporting of data is based on a
structured approach drawing illustrative examples from each interview transcript as
required. Direct quotes from the participants have been provided to provide a flavour of
the original texts. Short quotes were included to aid in the understanding of specific
points of interpretation and a smaller number of more extensive passages of quotations
to provide a flavour of the original texts were also added. The aim was to analyse a
textual database (from the interview transcriptions) and discover variables relevant to

tacit knowledge transfer and their interrelationships.

The findings are structured to answer the research questions utilising the qualitative

(interview) data.

The outline of chapter six is illustrated in figure 6.1.
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¢ Introduction

e Interview Data Analysis

e Workplace Dimensions and Tacit Knowledge Sharing

¢ Behavioural Dimensions and Tacit Knowledge Sharing

* Workplace Expectations and Tacit Knowledge Sharing

e Technology Dimensions and Tacit Knowledge Sharing

e Learning Dimensions and Tacit Knowledge Sharing

e Cultural, Age and Gender Dimensions and Tacit Knowledge Sharing

e Barriers and Enablers Of Tacit Knowledge Sharing

o/ e Capturing, Managing and Distributing Tacit Knowledge

o/ e Conclusion

ok 3¢ 2 3§

Figure 6.1 — Chapter six outline

6.2 INTERVIEW DATA ANALYSIS

After the administration of questionnaires, interviews were subsequently conducted
with 8 academics who responded affirmatively to the interview request. The respondent
profile considered ideal for the interviews was a lecturer or senior lecturer and an
associate professor or professor from each university. 2 academics were interviewed
from each of the four universities and they were either a lecturer or senior lecturer and
an associate professor or professor. The total of 8 interviews amounted to 321 minutes

of audio, which were transcribed by an external transcription services provider.
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The interview questions (Appendix 11) were directly related to the various aspects of
the research questions. The research questions focussed on the following aspects:

1. Workplace dimensions - This focusses upon exploring how academics’
workplace (university) encourages the transfer of tacit knowledge.

2. Behavioural dimension — This focusses upon assessing academics’ personal
traits and their thoughts on tacit knowledge sharing.

3. Workplace expectation — It focusses upon the expectations that the workplace
(university) has from academics for tacit knowledge sharing.

4. Technology dimension — It explores the use of different information and
communication technologies and academics’ adaptability to ICT for tacit
knowledge transfer at the workplace (university).

5. Learning dimension - It explores the academics’ and their workplaces’
(universities) conduciveness to be lifelong learners and learning organisations
respectively.

6. Cultural, age and gender dimensions - This explores academics’ willingness to
share tacit knowledge based on cultural background, age and gender.

7. Barriers and enablers of tacit knowledge transfer in universities

8. Measures to capture, manage, and distribute tacit knowledge

Before analysing the interview responses with each dimension individually, it was felt
important to assess whether all the interviewees/respondents had a good understanding
of tacit knowledge. The first question of the interview asked the respondents to define
tacit knowledge. The various responses that were gathered have been highlighted in

italics below:
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‘Knowledge that’s passed from one to the other informally. It’s a sort of experientially-

based knowledge, that’s passed to people informally.’

‘the knowledge which is not visible, which we cannot see but people hold them and

people share them informally in staff rooms, in discussions, in lunches and dinners.’

‘Tacit knowledge means to me the kind of knowledge that is not easy to transfer to
another person by means of writing it down or verbalising it and, therefore, tacit

knowledge is difficult to be shared and can become personal knowledge only’

‘tacit knowledge is a person's understanding, skills, intuitions, experience that they
derive from practising a particular — acquiring or practising a particular knowledge

set.

‘the knowledge that is difficult to quantify and transfer. It is the knowledge in your
head. Tacit knowledge comes from personal experience, skills and other experiences in

life. One could also say that it’s intangible knowledge. It’s an intangible asset for you.’

‘*knowledge which is in the subconscious, but maybe even as an individual | have never
probed it - what all do I know? And we all have in fact when we take some decisions
and we think that was an instant decision. It is not an instant decisions, it is a decision
based on years and years of subconscious knowledge which has been building up in our

brain.’
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The responses for the meaning of tacit knowledge confirm that the respondents had a
good understanding of tacit knowledge. These responses also confirm the respondents’
understanding of the questionnaire before proceeding with interviews as the respondents

were recruited from academics who had completed the questionnaire earlier.

Subsequent parts of this chapter now address each of the research questions individually
by drawing on the results of the interview. The relationship between the research
questions and the interview questions has been outlined in Chapter 1(figure 1.2). The
qualitative analysis in the following sections embeds excerpts of the interviewees’

responses in italics.

6.3 WORKPLACE DIMENSIONS AND TACIT KNOWLEDGE SHARING

This section aims to qualitatively address the first research question that aims to explore
the extent to which academics’ workplaces (university) encourage the transfer of tacit
knowledge. In order to address this research question, three interview questions (2, 8 &
9) were analysed. These three interview questions focussed on assessing the role of
universities/workplaces in encouraging tacit knowledge transfer, role of the academic
supervisor in promoting or hampering tacit knowledge transfer and value given to new

ideas and innovation.

Workplaces play an important role in providing the right environment for tacit
knowledge transfer. The role of a manager is also crucial in providing the right

conditions for tacit knowledge transfer to take place effectively. As one respondent
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pointed out that the transfer of tacit knowledge is ‘a pretty tough gig. It’s a tough,
tough call and it’s easier said than done.” This interviewee also remarked that ‘I don’t

believe they’ve got a formal strategy for transfer of tacit knowledge.’

It seems that universities have gone in a much mechanised direction in recent times with
little emphasis on rooting out tacit knowledge. In support of this one of the
interviewee’s revealed that ‘universities are more bent upon bean-counting these days,
which is totally contrary to the philosophy of transfer of the top player of tacit
knowledge.” This feeling also touches on the way universities should value altruism, and
how the current feelings are incorporated into employment, promotion, rewards and so

forth.

However some respondents also felt that whether their university formally encouraged
the transfer of tacit knowledge, it does take place in informal settings. From a
systematic perspective, changes need to be made to encourage the transfer of tacit
knowledge in universities. A lack of openness in communication was also seen as a
deterrent with one interviewee pointing out that ‘everyone is playing safe and playing

safe leads to disaster’.

Interviewees from one university felt that there are certain cultural traits which in fact
work against tacit knowledge transfer. An interviewee noted that ‘the culture of the
university — both at the faculty level and at the university level totally undervalued, and
it did not trust, experience gained elsewhere.” The whole idea of tacit knowledge

transfer is utilising the skills and experience of people which they have gained over their
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lifetime and it is these skills and experience that can be used to provide value for

universities.

Managers (senior academics responsible for academic matters) play an important role in
facilitating the transfer of tacit knowledge. Apart from being facilitators, they are
themselves in an important position of transferring tacit knowledge to others below
them. However, most interviewees saw their managers (academic supervisors) as being
a deterrent in the transfer of tacit knowledge. They perceived their managers as
information gatekeepers who were mostly very reluctant to impart their tacit knowledge
to others. One of the interviewee remarked that their manager lacked skills that would
have promoted tacit knowledge transfer. To this effect, the interviewee remarked that
‘Managers like these create a very tense work environment. Which then doesn’t allow
us to believe in tacit knowledge transfer because if you’re going to be reprimanded for
every small thing that you are trying to do, why would you do it?” Undoubtedly
different types of leaders make different decisions that can either hamper or enhance the
sharing of knowledge. Transformational leadership style is considered a key driver of
knowledge management initiatives in an organisation. Transformational leadership
places greater emphasis on motivating people and develops long term strategic visions
and further inspires people to work towards achieving the vision (Hislop 2009; Vera &
Crossan 2004). Nonaka et al. (2006) have argued that leaders need to enable the
creation of knowledge. Transformational leaders can be seen as enablers of knowledge
management initiatives in an organisation. Pan and Scarbrough (1999) have stated that
senior management can help to create a valuable knowledge sharing culture by being

proactive and driving a cultural change. Micromanagement is not seen as conducive to
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knowledge management efforts. The focus of micro-management is towards day-to-day
activities, short term goals and operationally focussed rather than being strategically

focussed as in transformational leadership.

The display of the information gatekeeper characteristics by a manager (academic
supervisor) led one interviewee to comment that ‘I just couldn't get anything out from
him and that frustrated me a lot and lured me into a few mistakes | made, which I could
have avoided if information was passed on to me, even just a little bit of it.” This implies
that frustration and unnecessary mistakes can be reduced if staff is provided access to
information and managers freely share their knowledge with staff below them. One of
the interviewees commented that displaying the traits of an information gatekeeper by a
manager as ‘the antithesis to creativity. When people feel humiliated there isn't a worse

emotion to kill and curb motivation than humiliation.’

The issue of power was also evident in the responses provided by the interviewees.
Managers see themselves as the power-holders and are hence prone to say that ‘Don’t
come to me, | don’t want to tell you, you do it on your own’ (Interviewee). This notion
of information gatekeeper could be seen ‘as a red flag in communication. This could
also imply that tacit skills are not being passed’ (Interviewee). Knowledge sharing can
sometimes be seen as threatening and managers may be reluctant to share as it impacts
their status, esteem and power in the university. Baumard and Starbuck (2005) have
argued that senior management are often responsible for creating an unconducive
environment for employees’ unwillingness to share knowledge. Some of the conditions

in an unconducive environment could be a culture where employees are reprimanded for
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sharing, experimentation and risk taking is not encouraged and inquiry of existing

business practices is seen as a threat.

In the case of an interviewee who saw their manager as being a person who wasn’t an
information gatekeeper, it was evident that trust was an important part in the display of
this trait. This interviewee noted that ‘my manager would pass any information to
others, especially me, provided that | keep it confidence, which I’ll always do. So | do
prefer this practice because it means I’m a trustworthy person. More importantly, it
certainly helps me to make decisions and better or do my job more efficiently and
effectively. It especially helps me to increase the accuracy of the work when
information is clear, is right in front of you.” One of the interviewees very aptly put that
being an information gatekeeper ‘depends from person to person” and managers need
to “understand the importance of the dissemination of information.” Information here

implies both tacit and explicit knowledge.

The interviewees displayed a very equally divided response to the value that their
managers’ displayed towards new ideas and innovation. One on the interviewee
remarked that ‘it is rhetoric in reality and theory in practice.” However it is evident that
academics generally prefer an open door policy that promotes communication. One of
the interviewees noted that ‘We don’t see the managers. We don’t - there’s no
interaction. They take advice from a select few people, which means that you don’t get
the chance.” This comment could also imply that managers need to involve more staff in

decision making rather than a select few and create a more democratic work process.
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Hence, the general notion was that most universities provide a mixture of facilitating
conditions however there are areas of improvement. These findings are consistent with
the findings of the gquantitative analysis too. To conclude this section, the words of an
interviewee are quoted who believes that ‘The whole purpose of an educational
institution is to spread knowledge - that is the fundamental purpose of educational
institutions. So the ethos should be exactly the same, otherwise subconsciously the

people you are teaching will learn as if information is to be hidden.’

6.4 BEHAVIOURAL DIMENSIONS AND TACIT KNOWLEDGE SHARING

This section aims to address the second aspect of the research aim that focusses on
academics’ personal traits and their thoughts on tacit knowledge sharing. In order to
address this research question, three interview questions (3, 4 & 7) were analysed.
These three interview questions focussed on assessing whether academics freely shared
their knowledge with others, how tacit knowledge transfer can improve performance

and willingness to pass on tacit knowledge to others.

Apart from a conducive work environment, the personal traits of academics also play an
important part in tacit knowledge sharing. In order to identify their personal traits, a
question about their willingness to share was asked. All the interviewees responded
positively and remarked that they all freely share their knowledge with others. Reasons
for why they share freely were also explored. Table 6.1 outlines some of the key reasons

that the interviewees provided.
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Table 6.1 — Reasons for tacit knowledge sharing

Reasons why academics freely share their tacit knowledge

1. Experienced hence people want to listen

2. Love to share

3. Knowledge sharing is closely tied to identity

4. Allows peers to view you as knowledgeable and skilful

5. Not to get siloed and get a depth in functional disciplinary specialisms

It is important that these reasons are identified and possibly ingrained in all academics.
One of the interviewees remarked that the ‘love for sharing should be nurtured.” If
universities do not want to hear and to leverage from the tacit knowledge of others, and
if it wants ‘to constrain and narrow things, then you're just going to get a lot of very
frustrated people who basically are constrained in their capacity to share their

ideas.’(Interviewee)

The literature review in Chapter 2 has already pointed out that tacit knowledge transfer
can be used to improve employee and workplace productivity, the interview asked
academics to reflect on how tacit knowledge transfer can improve their and their

university’s performance.

In response to this question, one of the interviewees responded that ‘It can make you
aware of different ways of approaching problems, the different ways of approaching
situations. It can make you aware of different capacities of dealing with learning
difficulties.” Since tacit knowledge transfer is not one way transfer and can be

bidirectional, it can provide advantages for both parties in the exchange process. An
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interviewee remarked that ‘I gain a lot by engaging into sharing my knowledge, because
other people share their knowledge. So it’s not a one-way traffic, it’s a two-way traffic.’
This also implies that tacit knowledge sharing leads to enhanced engagement and
opinions are ‘tested and challenged’ (interviewee). Sharing of tacit knowledge can also
be seen as value addition. This has been endorsed by an interviewee who stated that
tacit knowledge transfer ‘adds value to my work. | feel I freely share my tacit
knowledge with others to get better ideas and more improvements in my work, and
sometimes to improve their work as well.” This also corroborates the bi-directional

nature of tacit knowledge transfer as it can help both parties in knowledge interchange.

An interviewee also answered that ‘you can become more culturally aware, especially
in a situation dealing with conflict.” Sharing tacit knowledge could also imply that you
become more culturally sensitive and aware as you increase your knowledge about other
cultures. In terms of the usefulness of tacit knowledge transfer for universities, one of
the interviewee responded that ‘tacit knowledge definitely will help them in making a
right move. Strategically, again, we will make a better decision, particularly in today’s
competitive world. That certainly can gain the university some competitive advantages

over others.’

There is undoubtedly a lot of competition in every organisation. Interestingly all the
academics who were interviewed believed that they share knowledge freely however an
interviewee commented that ‘A lot of academics do not want to share and | can’t
believe the competitiveness within academia. So these gate-keepers of knowledge, they

keep that knowledge to themselves and they don’t want to share that with others, which
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| find a bit strange, but also | find that strange because that’s our job, isn’t it, to
distribute that sort of stuff as academics, as educators. There’s a pedagogical issue

there.’

Converting tacit to explicit knowledge is vital in order to retain tacit knowledge in an
organisation and make it available for reuse. To this effect, an interviewee commented
that ‘by making tacit knowledge explicit, the knowledge is available for re-use and to be
used by others, and so knowledge is not tied to a single person. It’s tied to the system.’
The real value of tacit knowledge transfer is that it is available for reuse and passed on
between different individuals. Tacit knowledge is like ‘a guru sitting with disciples and
talking about life and experiences’ (Interviewee). It can only be encouraged by making

the environment conducive to tacit knowledge transfer.

The real focus of tacit knowledge transfer is ensuring that staff experience and skills are
transferred to others. An interviewee’s comments to this effect are that ‘“Tacit knowledge
transfer is important because people with experience with all sorts of different things
can pass that experience on to people who are starting their jobs.” Hence it is also
assumed that older more experienced employees will pass on their tacit knowledge to
much younger and often inexperienced staff. Another interviewee who believed in the
importance of transferring tacit knowledge stated that ‘in any organisation, tacit
knowledge is unspoken know-how. If managers can draw and then effectively use it,
tacit knowledge is amongst the organisation’s, potentially, most valuable assets and,
therefore, it is important for tacit knowledge transfer to happen. It’s a very important

asset and organisations, including universities.’
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The umpteen anecdotes provided above prove that all the interviewees recognise that

tacit knowledge transfer can improve their and their university’s performance.

Since the interviewed academics are experts in their field, it was logical to assess
whether they would be willing to pass/teach their skills to others in the university.
Irrevocably, the answer from all the academics was positive. This led to the assessment
of how their skills could be transferred. Overwhelmingly the response was to utilise
both formal and informal methods for imparting their skills to others. Formal methods
identified by the interviewees were lectures, training sessions, meetings, discussion
forums, and seminars. Informal methods mostly focussed upon the provision of social
venues (staff room, cafes) where tacit knowledge could be exchanged. Whilst
discussing the availability of support for these informal sessions, one of the
interviewees exhibited some concern about the availability of resources by commenting
that ‘1 am more than willing to pass my skills to others, whether I have resources to do

it is the main issue, main question.’

An interviewee commented that ‘I am willing to offer my help without any time delay.
This can be done anywhere suitable to the seekers or anywhere they put you.” On the
other end, one of the interviewee exhibited some reluctance that is evident in this
comment ‘I will leap in and do, in the programs that | do — only when invited; | don't

push myself in there, only when invited.’

It definitely seems that the scenario is changing and there is definitely willingness

towards tacit knowledge sharing (at least from the employees’ perspective). One of the
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interviewees commented that ‘what | know today, I’ve learned from others. If others
had hidden their knowledge - which used to be the paradigm many years ago - only a
few people had knowledge and they didn’t want the others to have it.” As evident from
the analysis earlier, it is this mindset of an information gatekeeper that needs to be

totally eliminated for tacit knowledge transfer to take place successfully.

An interesting perspective from an interviewee has been quoted to conclude this section
‘Tacit knowledge transfer involves experience but it doesn’t necessarily mean age. |
remember a teacher saying to us once that if people say they’ve got 20 years’
experience, have they had one year’s experience 20 times over or have they really had
20 years’ experience? So age isn’t necessary. | mean, it’s about how you articulate the
experience you’ve had in the time that you’ve had.” University academics need to be
supported to be able to deliver and share their tacit knowledge. In reality as one of the
interviewees commented that “When anybody goes into a job you bring 90 per cent of
the last job you're in.” That 90 percent is realistically tacit knowledge. Sharing of tacit
knowledge is crucial from both a personal and organisational level as this comment
from an interviewee notes ‘Knowledge is power and we’re in a knowledge economy,
supposedly, so it’s a commodity, isn’t it, really, so it’s certainly going to help the

university and the individual.’

Academics have demonstrated a keenness to freely share their knowledge with others.
All the interviewed academics recognise that tacit knowledge transfer can improve their

and their university’s performance.
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6.5 WORKPLACE EXPECTATIONS AND TACIT KNOWLEDGE SHARING

This section aims to address the third research aspect of tacit knowledge transfer that
attempts to explore the expectations that the workplace (university) has from academics
for tacit knowledge sharing. In order to address this research question, question 5 from
the interviews was analysed. This interview question focussed on assessing whether
transfer of tacit knowledge can be made mandatory and a key performance indicator in

the annual performance appraisal/review of academic staff.

Since tacit knowledge transfer is advantageous from both employees’ perspective and
organisational perspective, it was important to review whether the transfer of tacit
knowledge could be made mandatory and a key performance indicator (KPI) in the

annual performance appraisal/review for academic staff.

None of the interviewees liberally agreed to this expectation. An interviewee said that
‘anything mandatory becomes a pain.” Another interviewee stated that tacit knowledge
transfer is often done ‘without knowing it and that’s the natural way of tacit
management share - and let’s encourage that natural way, don’t put any barrier to that
- and that itself is better than mandatory.” The reluctance also came out clearly in the
following statement by an interviewee who said that ‘Mandating anything for
academics is very difficult.” The interviewees provided different options under which it
could be included as a key performance indicator however the reluctance was very
evident in the responses given. One of the option provided by an interviewee was

‘develop a mentoring system which was part of the deal, part of your employment that
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you had to be attached to somebody of experience for a period of time, then | think you

could.’

Another interviewee preferred the need to explore putting tacit knowledge transfer as a
KPI however focussed more on the need to recognise staff for their efforts. The
interviewee exemplified that “if we are honest enough we can actually figure out a way
of putting it into KPI in a way not greatly weighted, but recognising people for their
efforts.” Another interviewee was concerned about the lack of communication skills and
saw that as a deterrent to tacit knowledge transfer and including it as a key performance
indicator. The interviewee remarked that ‘people often have different communication
skills so some people may not possess the necessary transferable ability to do so.” An
interviewee also cited concerns about contractual obligations which are exemplified in
this statement ‘If it is made mandatory then inclusion as KPI would be good, but there

will be contractual obstacles, and these need to be well considered.’

Developing some sort of measurable benchmarks was also an evident issue and
academics did not want to be held responsible for tacit knowledge transfer especially if
it was not measurable or difficult to measure. An interviewee stated that ‘the question is
how do we measure the transfer of tacit knowledge?’ In order to know that knowledge
has actually been transferred there need to be ways to measure it. To this effect an
interviewee commented that “if you are going to set an objective then you need to have
a measurement that is going to adequately measure whether the tacit knowledge has

been transferred.” Another interviewee remarked that tacit knowledge transfer ‘is
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something that has to be spontaneous and it will become quasi mandatory really

through voluntary participation and that is much better than making it mandatory.’

Considering that the overall consensus from all the interviewees was the non-inclusion
of tacit knowledge transfer as a key performance indicator, it seems that other ways of
measuring tacit knowledge transfer should be explored. However measurable
benchmarks could include a set number of research outcomes, seminar presentations,
documenting organisational processes, developing best practice manuals, and
participation in communities of practice and so forth. If employees are not willing to
part with their sticky tacit knowledge, it has to be cultivated by developing a sharing
culture. At this stage, an interviewee’s remarks help in concluding this section ‘tacit
knowledge transfer should be encouraged rather than made as mandatory, as

compulsory.’

6.6 TECHNOLOGY DIMENSIONS AND TACIT KNOWLEDGE SHARING

This section aims to address the fourth research aspect that focusses on the different
information and communication technologies used by universities to aid tacit
knowledge transfer at the workplace (university) and academics’ adaptability to ICT. In
order to address this research question, two interview questions (question 10 and part of
guestion 2) were analysed. These two interview questions focussed on assessing
whether there were any technology/systems in the universities that aid tacit knowledge
transfer and academics’ adaptation to information technology implemented by the

universities.
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Majority of the interviewees were not aware of any information and communication
technologies used by their universities to aid tacit knowledge transfer. In fact some of
the interviewees even commented about the lack of any such technology in their
workplace. Some excerpts from the interviews have been reproduced below to illustrate

these facts:

‘I don’t see any systems or technology actually specifically for knowledge
management.’
‘There isn’t any technology or computerised systems at this place that can assist tacit

knowledge transfer.’

‘Technology used in the university-None come to mind.’

‘Only in the extent of the expertise guide. The expertise guide simply tells people which

people have this knowledge.’

‘No, there are no technologies or systems in this University that aid in knowledge

transfer.’

‘Technology should be used, yes. That’s right. We are living in the IT world. Why

don’t we capture this potential? | am not aware of any IT usage not that I’m aware of.’

Since information and communication technologies can be used to improve tacit

knowledge transfer, it was imperative to assess how academics adopted to any
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information technology implemented by their university. Universities are implementing
different technologies to enhance learning and teaching activities although as evident
from the statements above, there is lack of technology in the area of tacit knowledge
transfer. An interviewee commented that ‘there’s a lot of technology floating around

and | think that’s happening in all universities’.

In this arena of adaptation to information technology, academics were definitely not
laggards although it was evident that they were slow adopters. Putting a perspective on
the adoption of technology, an interviewee remarked that ‘informally is the way I’m
thinking of it.” However this interviewee also highlighted that ‘I find it very slow and
time-consuming and I’ve talked to people at other universities about it, too, and they’ve
said the same thing.” On the other hand, an interviewee felt that he was ‘a quick learner,
but a lonely learner.” The lonely learner adage was used because this interviewee was
able to access ICT support through phone only and hence felt that geographical distance
was a limitation. Lack of training to the academics was a problem that came out clearly
in the interviews. One interviewee exemplified that ‘I did figure it out by trial and
error, trial and error. But | wouldn’t claim that I’m on top of things, but | can get by
with the changes in technology.” Another interviewee echoed similar thoughts on the
adoption of information technology by saying that ‘I'm certainly not the first out there, |
can tell you. I'm the third, probably — the third or fourth — and I need to find out its
social benefit before | leap into it.” However an interviewee who was more confident in
the use of technology commented that ‘I can’t consider myself a digital native but,

certainly, | feel comfortable with any IT systems.”
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As evident from the interviewees’ comments, there is currently a dearth of systems in
universities that support tacit knowledge transfer however in anticipation that such
technology will be made available in the future, academics have to rapidly adapt to it.
To conclude this section, it is important to say that ICT is here to stay and academics
will have to use it in the near future (if they haven’t already begun). In fact the sooner
they leap, the easier it will become. There will definitely be a learning curve for every
new technology. This interviewee’s comment helps to conclude this section- ‘We have
to do it - no choice. Being a slow learner, medium learner, quick learner depends on

your operational use of that technology.’

6.7 LEARNING DIMENSIONS AND TACIT KNOWLEDGE SHARING

This section aims to address the fifth research aspect that examines the academics’ and
their workplaces’ (universities) conduciveness to be lifelong learners and learning
organisations respectively. In order to address this research question, question 6 from
the interviews was analysed. This interview question focussed on assessing academics’

propensity to be a lifelong learner and universities as learning organisations.

The issue of university workplaces as learning organisations has been explored
extensively using data provided by the questionnaire’s respondents. This section
analyses academics’ conduciveness to be lifelong learners using data collected from the
interviews. Specifically identifying the traits that lifelong learners exhibit was the main

motive. Undoubtedly all the academics identified themselves as being lifelong learners.
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An interviewee observed that “When you’re an academic you can’t escape it. Learning

never ends.’

The traits that interviewees identified as lifelong learners have been summarised in table

6.2 below.

Table 6.2 — Traits of a lifelong learner

Traits of a lifelong learner

1. Curiosity, interest, being exposed to different ideas.

2. An open and inquisitive mind

3. Challenged by new ideas

4. Aims for goals

5. Evaluates choices and makes judgements

6. Passion for sharing

7. Desire

8. Ability to admit ignorance

9. Enjoys change

The curious and inquisitive nature of academics was also identified through a statement
by an interviewee who said that ‘Do not discard any opinion outright - Dig it out, find
out why this person said this. It probably looks like out of the blue, but there must be
some reason - okay? If that reason is that that person has some personal problem or
something, then you put it in a different basket, but if there is some logic, look into that

logic.” Other traits of lifelong learners come out in these remarks by an interviewee who
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said that a lifelong learner ‘looks for new challenges, evaluates and solves problems,

and also applies knowledge to create new knowledge.’

As some of the interviewees recognised that lifelong learning means a critical capacity
to make judgements then staff have to be given that space to be lifelong learners and to
make judgements in organisations. An interviewee commented on how some managers
reprimand staff for making mistakes by saying that ‘And if they're going to be punished
for that — you know, I don't care how many times they use the sort of — the jargon, it's
not going to happen.” One of the critical traits of lifelong learners that came out in the
literature review was learning from mistakes. Reprimanding will not help however it is
important to learn from those mistakes so that they do not occur in the future. Vince
(2001) has stated that learning is about developing and using knowledge, hence the
issue of power is organisations needs to be addressed too. Coopey (1998) has suggested
that the non-separability of power and knowledge is related to the authority managers
possess. A sceptical view of a learning organisation does not focus on providing
employees opportunities for creativity and self-development rather subjects them to
increased control (Kunda 1992) that stymies tacit knowledge transfer. In such control
based learning organisations, an effective communication process should be developed
that allows staff to communicate without fear and communication is a two-way process

(Hislop 2009).

With the fast pace of changes taking place in academia, it has become more important to
be lifelong learners. One of the interviewees recognised that ‘most importantly to

survive in academia it is important to be a lifelong learner. Especially when new
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developments take place all around.” Another interviewee reverberated similar thoughts
although they were more aligned towards the need to change and adapt continually and
not just a one-time effort. This interviewee said that ‘in order to adapt ourselves to

continual change, we also need to learn continually.’

Being a lifelong learner is a positive attribute for academics and obviously their
workplaces. The analysis reveals that academics are open to lifelong learning. This will
help to take universities in the right direction as things evolve. Lifelong learners also
display a great passion for sharing. The sharing could be for tacit knowledge too. An
interviewee also remarked that ‘One is never too old to learn’ hence learning really
never stops and as another interviewee put it “You learn from your kids, you learn from
a football match, you learn from your colleagues, you learn from the students’. Hence

learning is also a form of tacit knowledge sharing and an endless journey.

6.8 CULTURAL, AGE AND GENDER DIMENSIONS AND TACIT

KNOWLEDGE SHARING

This section aims to address the sixth research aspect that explores whether there is a
difference in willingness to share tacit knowledge based on educational qualification,
age and gender of academics. In order to address this research question, two interview
questions (11 and 12) were analysed along with the qualitative data from the comments
section of the questionnaire. These two interview questions focussed on identifying
whether educational qualification, age and gender of academics were barriers to tacit

knowledge transfer.
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It may be possible that academics with valuable knowledge and experience will be lost
if universities do not act to retain such assets. To emphasise the importance of people in
tacit knowledge sharing, Drucker (2001 p.287) states ‘knowledge is always embodied in
a person; carried by a person; created, augmented or improved by a person; applied by a
person; taught and passed on by a person; used or misused by a person. The shift to the
knowledge society therefore puts the person in the centre.” Hence retaining people is
important. Since it is not always possible to retain older staff, a sustainable approach to
preserve tacit knowledge is required. Various authors (Jamrog 2004; Ready & Conger
2008; Somaya & Williamson, 2008) have argued that retention of employees’
knowledge is important especially when the knowledge has high competitive value.
The threat of losing organisational knowledge would be enigmatic after organisations
have invested their resources in nurturing it. There is definitely a need to tap into the
tacit knowledge of older much experienced employees. A questionnaire respondent
commented that ‘See what works/has worked for me on the basis of extended experience
and personal maturation. As you get older and more experienced, your outlook and
perspectives change. Thus your reservoir of communicable knowledge also grows.’
However this does not seem to be the case as the interviewees mentioned age as being a

limiting factor.

Two interviewees explicitly focussed on age and gender being barriers to tacit
knowledge transfer. To this effect an interviewee commented that ‘I have people who
are in their 60’s, now they’re counting retirement days. They wouldn’t be interested in
transferring or receiving anything.” Another interviewee reverberated similar thoughts

by saying that ‘I guess other barriers could be age, definitely, we have a large portion

——

]
226 |



Chapter Six Qualitative Results and Findings

of academics, particularly, who are in — what’s called seniors in the late ‘60s.” It seems

that these remarks imply that older aged employees are less reluctant to share.

However the quantitative analysis of this study revealed no difference and it seems that
when it comes to willingness to share knowledge, skills and experiences from the
perspective of older experienced staff or younger novice staff, there is no difference. It
is important to note that the quantitative analysis revealed that the correlation between
behavioural dimensions and gender, academic title, age, and level of qualification is
weak and insignificant, implying that gender, academic title, age, and level of
qualification do not hinder or facilitate the sharing or transfer of knowledge, ideas, skills
and experiences by university academics. However further in the correlation of
behavioural dimensions with employment status, it was found that employment status
affects/restricts the free flow of tacit knowledge to each and every one. Knowledge,
skills and experiences are shared more by part time academics than other full time
academics and sessional staff. Also, this study revealed that statistically significant
differences exist in terms of people being selective with whom they share knowledge on

the basis of length of service.

An interviewee commented on the gender imbalance but did not specifically mention
anything about the reluctance of any particular gender in transferring tacit knowledge.
An interviewee commented that “The other thing, you may have observed in our place
on this campus, we do have a gender imbalance. There’s more females than male.
Now, whether this is a barrier of tacit knowledge transfer, many people may not prefer

to admit it but | do feel it is a barrier.” A female questionnaire respondent saw ‘Male
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bullying” being common in their workplace and saw that as a deterrent towards tacit

knowledge sharing.

Another female questionnaire respondent focused on seniority and gender as being
deterrents of tacit knowledge sharing. The respondent commented that ‘Senior staff,

particularly professors are often the worst. Worse of all are male professors.’

A respondent of the questionnaire added that ‘my age (28) -the fact that I am an ex-
student, now undertaking a PhD -the fact that as a sessional staff member our stake in
the role of the university is perceived as very little.” Another respondent of the
questionnaire who was also concerned about gender being a deterrent added that ‘I do
not have the opportunity to do so as | am a casual lecturer. I rarely see other lecturers
as most come in, lecture and leave. And | don't try because they are an old boy's club
anyway, there is no chance for a younger woman to get ahead.” Yet another
questionnaire respondent focused on the age factor by stating that ‘I mentor young

tutors as the older staff think they know everything and are against sharing.’

The qualitative responses gave no specific clue about educational qualifications being a
deterrent towards tacit knowledge sharing however age and gender did appear to be a
concern as evident from the quotes provided above. However drawing from the above,
it seems that higher the age the lower is the level of sharing. It also seems that males are
less reluctant to share than females. It is important to add here that the quantitative
analysis of the questionnaire has portrayed contrasting results where it is evident that

educational qualification, age and gender do not hinder or facilitate the sharing or
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transfer of knowledge, ideas, skills and experiences of the university academics.

6.9 BARRIERS AND ENABLERS OF TACIT KNOWLEDGE SHARING

This section addresses the ninth research aspect that aims to explore the different
barriers and enablers of tacit knowledge transfer in universities. In order to address this
research question, three interview questions (11, 12 and part of 2) were analysed along
with the qualitative data from the comments section of the questionnaire. These three
interview questions focussed on identifying the barriers and enablers of tacit knowledge

sharing and steps that universities can take to encourage tacit knowledge transfer.

There are several barriers that make the transfer of tacit knowledge difficult. It is vital to
identify the barriers so that corrective action can be initiated. An interviewee illustrated
differing barriers that deter the transfer of tacit knowledge ‘Politics, mind sets,
personalities’ to name a few. Other barriers that were identified by another interviewee
were ‘Lack of leadership, and lack of knowledge management technology in the
university’. Communication was big on the list of barriers that most interviewees
provided. One of the interviewee remarked that ‘communication issues, and cultural
issues - personal - culture of the person and the organisational culture both. The
person who is coming from a different background who’s not willing to share on the
forums, if we go for coffee he will share more than writing which is available to public.’
It is evident from this comment that providing an informal means of communication
may be more suitable to tacit knowledge transfer rather than strictly formalising it or

making it mandatory.
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An interviewee who identified culture as a barrier remarked that ‘on this campus, we
have different background people. Again, that’s my — we have different agenda only in
people’s mind. It could be an advantage, it could be a barrier but, again, if the culture
is correct, barrier could become an incentive. So different ways, two sides of the coin.’
This implies that if universities cultivated the right sharing culture, it could actually be

an incentive and academics would be more willing to share.

Age and gender as barriers to tacit knowledge sharing have already been identified in
the section 6.8. Another barrier was the lack of interest that was resonated by a
questionnaire respondent in the comment that ‘some staff are not interested in my ideas
my intentions may be misinterpreted as criticism.” Moving away from these personal
characteristics, an interviewee identified ‘Job insecurity as another one’ Work overload
was also cited as a barrier by a questionnaire respondent who stated that ‘people are
often too tired and overburdened with admin and bureaucracy to engage in meaningful
sharing and reflection.” Another questionnaire respondent remarked that ‘Realistically,
we are overloaded with work and the flow of information. This can often prevent
sharing of ideas, experiences and skills because you need to prioritise your work and
the basics (research, teaching, administration) take precedence.” In fact the issue of
high staff workload being a barrier was cited a number of times by various
questionnaire respondents. This issue was certainly high on the agenda for the

respondents.
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Table 6.3 outlines the barriers that were identified from the interviews and

questionnaires.

Table 6.3 — Barriers of tacit knowledge sharing

Barriers of Tacit Knowledge Transfer

=

Culture — personal and organisational

2. Inadequate Communication

3. Lack of resources — time, money

4. Inadequate documentation

mechanisms

5. Lack of peer openness/trust

6. Job instability/insecurity

7. Lack of leadership

8. Organisational Politics

9. Lack of incentives

10. Lack of technology and technology
incompetence

11. Age and gender

12. Lack of avenues for informal
interactions

13. Work overload

Organisational instrumentalist philosophy or bean-counting is seen as being detrimental
to tacit knowledge transfer. The problem with bean counting is that it solely comes
down to profit and loss and neglects the people aspect. As one of the interviewee
exemplifies that ‘the barrier is this: everything bean-counted - bean-counting

mechanism is the basic barrier. Every time you are doing something you are thinking -

——

]
231 |



Chapter Six Qualitative Results and Findings

am | fulfilling - am 1 ticking a box or not? And most people are just coping with the
ticking the boxes. The answer is we are academics, we do not separate between week
day and weekend and then we’re a sliding scale - you do more work on the weekday,
less on weekend - but you can’t turn yourself off and if you do, then you’re not an
academic. So as soon as you even start thinking that as an academic we only work five
days a week, it’s contrary to being an academic’ Academics have echoed a
conscientious notion that tacit knowledge transfer should not be made mandatory
otherwise it will lead to a further decline in tacit knowledge transfer rather than

encouraging it. In fact to make it work more incentives need to be provided.

It is imperative that the identified barriers are eliminated or at least reduced so that tacit
knowledge transfer can take place effectively. To support this claim an interviewee very
appropriately commented that ‘I guess if all the barriers I mentioned could be turned
into — really examined or turned to the table around, that would be a way of capturing
the tacit knowledge.” However the interviewees also specifically identified various

enablers of tacit knowledge transfer so that it can be captured and reused.

One of the interviewee remarked that it is important to ‘create an atmosphere of
encouraging people’ so that tacit knowledge transfer can take place. This interviewee
also focussed on the need to create more avenues for informal sharing. The interviewee
said that ‘I actually personally enjoy the coffee room for knowledge sharing - we help
each other, advise each other, so I think it’s just great. There’s no bossing in there - we
are all equal - and that’s just the kind of environment probably - very good.” This is a

good example of collegiality and possibly posits a departure from academic hierarchy!
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Quite a few interviewees focussed on the provision of more resources so that tacit
knowledge transfer could take place. An interviewee remarked that ‘the rules of the
resource allocation right from the top is not conducive of tacit knowledge transfer at
all.” Apart from monetary resources, lack of time was another concern. A questionnaire
respondent commented on the reason for not engaging in sharing knowledge was that
‘Without sufficient time, with fulltime teaching and part time researching, sharing my
ideas, experiences and skills are not on my priority list. 1 am struggling to have
sufficient time to teaching and research on everyday basis.” Time as a prohibiting factor
was definitely very high on the responses provided by the questionnaire respondents.
Another questionnaire respondent said that ‘There is absolutely no time provided.
Everything we do is on top of our other duties.” A questionnaire respondent added that
‘I teach between 12 and 15 hours per week (including online offshore student teaching).
This drains personal energy and provides little opportunity or motivation to reflect and
share ideas, experiences and skills.” The lack of time was a common problem and hence
to enable the transfer of tacit knowledge, senior management in universities need to
look into this issue and explore how staff can be encouraged to share tacit knowledge. A
fine line between the economics of academics’ day-to-day operations and sharing of
knowledge can only be achieved if some sort of time-release is provided. Below are
some excerpts from the questionnaire respondents about a reduction in teaching time so

that more time for tacit knowledge transfer is available:

‘reduce teaching related load so that | can have time to do other things.’

‘Reduce teaching load’

——

]
233 |



Chapter Six Qualitative Results and Findings

‘create time for such activities’

“free time to focus on information transfer’

Cultivating a culture that encourages and promotes tacit knowledge sharing is also vital.
One of the interviewee’s commented that ‘there's a challenge in tempering someone’s
tacit understanding in a culturally contextual sort of environment.” It is this sort of
challenge that senior managers need to reduce so that the university environment can
become more conducive to knowledge sharing. Another interview stated that “cultivate
a sharing culture, it’s a good way to start with.” Yet another interviewee focussed upon
the importance of an open culture by saying that ‘develop a knowledge sharing culture,
so that people come forward and share their good and maybe sometimes bad
experience. A learning organisation is one that allows people to take risks.” A
questionnaire respondent said that ‘Culture of blame, Fear of failure, Putting people
down in public meetings’ are not conducive to sharing ideas, experiences and skills
within any university. Another questionnaire respondent exemplified that ‘the
bureaucratic mindsets and often controlling culture operates antithetically in regard to
the notion of building social capital in dynamic and boundaried interfaces and spaces
where new paradigms, ideas and solutions might emerge. Control and standardisation
can be inhibitive concerning creative thought and sharing ideas’ This comment also
aligns with the notion of too much control from senior management as being a
prohibitive factor in tacit knowledge sharing. A questionnaire respondent commented
that “Cultural change often needed lead by management encouraging the sharing of

ideas.” Hence a cultural shift is required which needs to be promoted by top
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management. Developing a knowledge sharing culture is possible but that can be a
difficult and time consuming process (Pan and Scarbrough 1999). Pan and Scarborough
(ibid) have emphasised that senior management play an important role in bringing about
and facilitating a cultural change. Senior management plays an important role because
their behaviour influences that of people working under them. Senior management who
exhibit positive leadership traits can motivate their team and have a positive impact on
enhancing organisational performance. One of the behaviour influences that senior
management can have on their staff is increasing the willingness of employees to share

tacit knowledge.

Senior management’s commitment in enabling the transfer of tacit knowledge is
important. The role of senior management is very crucial in ensuring that staff
understand the importance of tacit knowledge transfer. Apart from that, the funding for
such activities to take place have to come from senior management. A questionnaire
respondent remarked that ‘I would have the top-management to announce formally and

encourage the sharing.’

Knowledge worker retention is enhanced when an organisation cultivates an active
learning culture, its human resource program and practices support knowledge
management initiatives and its senior management supports and understands the
importance of knowledge management (Ho 2008). This also leads to an important
factor of developing a learning culture that promotes and supports innovation, creativity

and risk taking rather than admonish it.
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Technology has also been identified as an enabler of tacit knowledge sharing by five
interviewees who see ICT playing an important role in capturing, sharing and applying
the tacit knowledge. An interviewee focussed on developing expertise finder directories
that “they could set that up so it’s sort of a knowledge bank of saying these are the
topics that people have the skills in.” Expertise finder directories are available at some
universities. It can be argued that access to academic staffs’ expertise does not

necessarily translate to a knowledge sharing culture. It may, though, help.

The role of technology in promoting the transfer of tacit knowledge has been explored
in the next research question. However, academics must take the first step in trying to
codify their knowledge. Then, IT staff must find a way of indexing and structuring the
codified knowledge so that it is easily accessible. The stored codified knowledge is of
little use if employees are not willing to search for this knowledge when required (Bock
et al. 2006). Alternatively universities can adopt push systems where the codified
knowledge is pushed out to employees rather than waiting for them to pull it. It can be
argued that a push-based system may not be favoured as it can be intrusive and
employees may not need the information at that instant. A searchable repository of
academics’ expertise and know-how can also be seen as a starting step towards
knowledge sharing — once tacit knowledge is codified, it becomes, easy to transfer and

share between other employees through the use of ICT.

Table 6.4 outlines the enablers that were identified from the interviews and

guestionnaires.
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Table 6.4 — Enablers of tacit knowledge sharing

Enablers of Tacit Knowledge Transfer

1. Cultivate a sharing culture

2. Encourage open communication (both
formal and informal)

3. Provide adequate resources (time and
monetary)

4. Motivation

5. Introduce and encourage

documentation

6. Promote openness and trust

7. Provide job stability/security

8. Senior management commitment

9. Reduce unnecessary organisational
politics

10. Provide incentives

11. Introduce technology and provide
training

12. Encourage older staff to share

13. Provide more avenues for informal
interactions

Nothing can really be done about the age and gender issue except that these staff need to
be encouraged to share more freely. The advantages that are there in sharing for them
have to be highlighted to them. An interviewee stated that ‘motivate people to make

people realise how tacit knowledge is so important.’
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For any successful knowledge management initiative in organisation, it is vital that
human, social and cultural factors are addressed to ensure success. However, all
organisational initiatives towards knowledge sharing will be futile if employees are not
motivated to share. Employees’ willingness to share will depend upon their perception
of the pros and cons of sharing knowledge. If the sharing of knowledge does not
produce any good for the employees themselves, the reluctance will be higher and vice-

versa.

6.10 CAPTURING, MANAGING AND DISTRIBUTING TACIT KNOWLEDGE

This section addresses the tenth research aspect that focusses on measures to capture,
manage, and distribute tacit knowledge. In order to address this research question, three
interview questions (11, 12 and part of 2) were analysed along with the qualitative data
from the comments section of the questionnaire. These three interview questions
focussed on identifying the processes that universities could take to capture, manage,

and distribute tacit knowledge.

Mentoring, as means of transferring tacit knowledge, was high on the list for most
interviewees. An interviewee remarked that ‘I would want to see mentoring as a
procedure, introduced in all universities.” Another interviewee reverberated similar
thoughts by stating that ‘some mentoring programs might be a good way to start with
and that people want to be mentor or some people want to be mentored would be great.’
The value of mentoring was very evident in this interviewee’s comments who said that

‘I think mentoring people is a very fine way to articulate that sort of thing. I’'m very
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much in favour of mentoring. | think people can be mentored, particularly young
people who are joining an organisation.” Another questionnaire respondent resonated
similar thoughts on the value of mentoring programs in transferring knowledge from an
experienced to an unexperienced staff by stating that ‘University can create a
knowledge sharing culture by attaching junior staff with senior staff who should work
as a mentor to junior staff to foster knowledge creating and sharing culture.” A
questionnaire respondent also suggested that ‘Setting up and monitoring a mentoring
program’ will be a good way to improve the current situation. One of the interviewee’s
university already has a mentoring program in place but suggested that ‘Developing
mentoring programs. We have that system, | already told you, but it can be made more
effective by more resource allocation.” Hence the focus on adequate resource allocation

(both time and money) is vital so that knowledge transfer can take place successfully.

Universities already have students from diverse cultural backgrounds hence they should
also hire staff from diverse cultural backgrounds. One of the interview commented that
‘working with people from a variety of different cultures would also be a great
advantage.” Another interviewee remarked that ‘We have to value the diversity. We

have to value opinions from all walks of the place.’

In order to make tacit knowledge available for reuse, it is important to convert it into an
explicit form i.e. document/record it. To this effect an interview exemplified that
‘Because tacit knowledge is informal, it’s in your mind all this time. You’re sharing it
in your informal networks, in the lunch room or when you’re going out for informal

chats but maybe documenting might help.” Another interviewee suggested that
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‘developing best practice manuals, so that people can learn from those resources.” A
questionnaire respondent echoed similar thoughts by saying that ‘I would record and
codify best practice for future references.” Another questionnaire respondent remarked
that ‘promote journalising and documenting activities and events.” Documentation will
enable easy access and distribution of knowledge too. Technology can be used to enable
documentation. A knowledge portal/hub could be developed where organisational
policies, standard operating manuals, best practices are stored. The portal could also
have an online discussion forum built into it along with a café style chat room where
staff could discuss ideas and share experiences freely. Video conferencing is useful
when employees are geographically dispersed as in multi-campus operations. In
geographically dispersed environments, virtual knowledge cafes that support and

facilitate knowledge sharing could be developed (Alavi, Kayworth & Leidner 2006).

A system, such as a wiki, could be developed that allowed brief ideas to be captured as
they occur to staff. Any system that has a low barrier to entry (i.e., the idea does not
have to conform to a standard policy template nor be very detailed) would be helpful. A
wiki or other collaborative system that allows groups of documents to be tagged or
otherwise grouped based on the areas to which they relate would facilitate sharing of
ideas across different areas of the university. That is, common themes that transcend
specific teaching and research areas could be identified and different staff could

contribute to them, while techniques specific to particular fields could also be identified.

However, it is vital to note that knowledge management initiatives that utilise ICT are

necessarily not going to be successful unless accompanying socio-cultural factors are
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investigated and addressed. Employees need to address the usefulness of the suggested
ICT, if implementation and usage has to succeed. Knowledge sharing in an online
space is likely to be more successful in instances, where there is a pre-existing positive
social relationship amongst employees (McLoughlin & Jackson 1999). It is possible
that ICT combined with face-to-face interactions will be more successful than ICT

alone.

Incentives and rewards should be developed for staff who take the time to document
their knowledge and/or share their knowledge with others. An interviewee stated that
‘incentivise people who share knowledge.” A questionnaire respondent commented that
‘by introducing some sort of acknowledgement or reward on the one's
participation/contribution in those knowledge sharing activities’, it is possible to
achieve some level of tacit knowledge sharing. Another questionnaire respondent
echoed similar thoughts by stating that universities should ‘Really reward collaboration

and sharing, collective work.’

The issue of inadequate time has been highlighted earlier however it is important to
reiterate it again here because if staff do not have sufficient time, they will not engage in
tacit knowledge sharing. A questionnaire respondent remarked that ‘the heavy workload
often prevents a proper scholarly exchange.” Another questionnaire respondent
remarked that ‘the workload model rewards individual efforts so there is little incentive
to share.” Hence staff workloads should definitely be evaluated if tacit knowledge

sharing is to be achieved.
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Technology plays an important part in the capturing, managing and distribution of tacit
knowledge. As an interviewee commented that ‘developing computerised systems such
as knowledge-management systems, even developing blogs, with several discussion
forums, chat rooms, all this will help, certainly’, it is important that such technology is
explored and implemented by universities not just for access by students but also for
tacit knowledge transfer to take place between staff. Another interviewee commented on
the usefulness of an online medium in relation to curriculum content by saying that
‘develop learning objects within curriculum, particularly for online because it only
works best online, which capture people's perspectives and experience in relation to
curriculum content.” The key focus of this interviewee’s statement was on capturing
people’s perspectives and experience hence capturing tacit knowledge and making it
available for reuse. Similar thoughts were echoed by another interviewee who stated
that ‘implement technology and application of technological tools that promote tacit

knowledge sharing - Blogs, discussion forums, wikis, expert directories.’

Table 6.5 identifies key processes to capture, manage and distribute tacit knowledge.

Table 6.5 — Tacit Knowledge Processes

Processes through which tacit knowledge be captured, managed, and distributed

e Mentoring

e Hiring staff from diverse cultural backgrounds

e Documentation

e Develop best practice manuals

e Implement ICT
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Processes through which tacit knowledge be captured, managed, and distributed

e Training — soft skills and technology skills

e Develop Communities of Practice

e Balanced workload

e Encourage more seminar and workshops

Since one of the barrier that came out earlier focused on the lack of leadership, an
interviewee remarked that ‘executive training might not be too bad, and a bit of really
well thought out org behaviour, development and such like, just to broaden people's
tolerance and understanding of the perspectives and their value contribution.” Hence
adequate training should be provided to widen senior management perspective on the

importance of tacit knowledge sharing.

It is crucial to create an environment that can encourages staff to share more freely. An
interviewee commented that “You can only create an environment which encourages
people to talk more, have more discussions. They’re not necessarily formal, in fact lots
of these are informal discussions.” This interviewee also focussed upon ‘one thing we
are doing is very interesting - what’s called now this community of practice’ In fact
communities of practice are also a very good way of tacit knowledge sharing and often
provide an informal environment over which such ideas can be brought out and
discussed. A questionnaire respondent stated that ‘creating right environment and
mediums for knowledge transfer to flourish, involve champions, identify a process that

works for the uni and incrementally develop it.’
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To conclude this section, an interviewee’s comments brilliantly resound the whole point
of this research that ‘I do feel positive and | think we’re on the way that tacit knowledge
is going to be captured and should be reused. Otherwise, it’s a pity for university, for
any other organisation, to lose those people who have experiential knowledge. Once
they go, they go. That’s not good. Their knowledge should be in-house and your
organisation, whatever it is, will definitely maintain competitive advantage.” However
all the resources and support that a workplace will provide will be inadequate if staff do
not feel intrinsically motivated to share their tacit knowledge. A questionnaire
respondent commented that ‘These are useful, but the true motivation comes from my
own drive.” Another questionnaire respondent echoed similar thoughts that focussed on
intrinsic motivation by commenting that ‘My university relies on self-motivation in the
sharing of ideas, experiences and skills.” No level of technology and support will help
as a questionnaire respondent commented that ‘It comes down to an individual's
personal attitudes and practices in relation to dissemination of such things.” Hence tacit
knowledge transfer efforts should be made by academics too by focussing on how it

will improve their and the university’s performance.

6.11 CONCLUSION

This chapter has analysed the results of the data collected during the interviews. The

results presented in this chapter were based on qualitative analysis of the responses

provided by the universities” academics.

——

]
244 |



Chapter Six Qualitative Results and Findings

As pointed out in the discussion, analysis of most of the qualitative responses was quite
consistent with the quantitative analysis responses. Whilst age, gender and culture did
not come out as barriers in the quantitative research, they evidently appeared as barriers

in the qualitative research.

However, adopting a mixed method research has provided a far greater perspective and
better understanding of tacit knowledge sharing than would have been achieved through
solely one method. Johnson & Onwuegbuzie (2004) have stated that ‘in many cases the
goal of mixing is not to search for corroboration but rather to expand on our

understanding’ (pg.19).

The findings have also revealed various enablers and barriers of tacit knowledge
transfer and importantly some key processes to capture, manage and distribute tacit
knowledge. The last chapter will now focus on presenting a summary of the research, its

contributions and limitations, as well as the directions for future research.
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If you have knowledge, let others light their candles at it - Margaret Fuller (1810-1850)

CHAPTER 7 CONCLUSION

7.1 INTRODUCTION

This research has attempted to advance the understanding of tacit knowledge transfer in
Australian universities. The complex nature of tacit knowledge challenges every
organisation and different approaches to retain and transfer tacit knowledge have been
attempted in practice with varying levels of success and failure. The research began
with identification of the research aim and questions and the selection of a research
methodology. The research questions of this study were geared towards achieving an
overriding aim. The research aim of the study was to explore the extent to which
transfer of tacit knowledge takes place in Australian universities. Four Australian
universities (CQUniversity, RMIT, Swinburne and Victoria University) were selected

based on their long history in the education sector thus providing a lot of scope for
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analysing tacit knowledge transfer. These four universities are undergoing a lot of
change, both in terms of organisational structure and introduction of new programs, and
are rapidly strengthening their position towards the provision of learning and teaching
services to national and international students. It is their uniqueness in the education
sector that made them ideal for this study. The four universities were also chosen based
on their program offerings to undergraduate and postgraduate students. Student cohorts
in the chosen universities exceed 20,000 students. One of the focus in choosing a
representative sample was also to spread out over research and training intensive

universities. All four universities are public universities.

The empirical findings for this study were drawn from the responses to the specifically
designed questionnaires and interviews. The survey instrument was designed to
understand the various dimensions (workplace, behavioural, workplace expectations,
technology, learning, and cultural, age and gender) of tacit knowledge transfer by
university academics and to address the research questions. The development of the
survey instrument was deemed necessary for this research as such previously used and
validated instrument did not exist, especially one that focussed on the university
environment. The interview questions enabled the researcher to gather in-depth
information that helped in exploring and corroborating the six dimensions identified in

the data analysis of the survey instrument.

This chapter firstly summarizes the findings and implications of this study and provides
some key recommendations that may encourage and contribute towards the transfer of

tacit knowledge in universities. It then focuses on the main contributions of this
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research. This chapter also discusses the limitations of the study, together with some
suggestions for future research directions in this area. This chapter finally wraps up with
concluding thoughts for the study. The outline of chapter seven is illustrated in figure

7.1.

¢ Introduction

e Summary of the Study

e Main Contributions of this Research

¢ Limitations of this Research and Future Research Avenues

¢ Concluding Thoughts

Figure 7.1 — Chapter seven outline

7.2 SUMMARY OF THE STUDY

A recapitulation of the key findings of this study can be found below as they relate to
the research questions. The first aspect of enquiry aimed to focus on workplace
dimensions was ‘the extent to which academics’ workplaces (university) encourages the
transfer of tacit knowledge.” The key findings were:
1. The selected universities generally encourage and facilitate the sharing of
professional experiences, skills and knowledge with others however this is
incongruent with some other findings in this dimension such as inadequate

provision of time.
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2. Universities provided inadequate time to facilitate documentation and sharing of
tacit knowledge.

3. Universities do not encourage transfer of ideas, skills, and experiences through
mentoring programs.

4. Universities do not encourage contribution of ideas, skills, and experiences
through rotation of courses. Getting academics to teach different courses in their
discipline area will help in rooting out tacit knowledge from the minds’ of
academics.

5. Universities facilitate the transfer of tacit knowledge university through
seminars, workshops and so forth.

6. There was a lack of up-to-date directory of academics to facilitate transfer of
information about their work, skills, and experience.

7. A lack of formal process of transferring best practices through regular
documentation was evident.

8. Formal networks are fostered by universities to encourage sharing of ideas
amongst academics.

9. A lack of informal settings to facilitate sharing of tacit knowledge was indicated

by the respondents.

The second aspect of enquiry aimed to focus on behavioural dimensions was
‘academics’ personal traits and their thoughts on tacit knowledge sharing.” The key
findings were:

1. Most academics believe in sharing of tacit knowledge and sharing does not lead

to the erosion of their academic standing. However managers were seen as
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information gatekeepers who were reluctant to participate in tacit knowledge
sharing.

2. There is a high agreement from the surveyed academics that tacit knowledge
sharing leads to improved outcomes for everyone.

3. Sharing of tacit knowledge will not negatively impact academics’ careers
prospects however academics are selective with whom they share their
knowledge.

4. Most respondents believe that the transfer of ideas, skills and experience
encourages an autonomous work environment by providing more information to
others enabling them to complete their tasks.

5. There is no significant difference between male and female respondents about
plagiarism and false claims out of tacit knowledge sharing although male
respondents are more fearful of plagiarism and false claims out of tacit
knowledge sharing than female academics. Most academics readily share their
academic and administrative experience and knowledge with others. Female
academics have indicated a higher level of propensity to share knowledge than
their male counterparts. Most respondents prefer and like to collaborate with

others however male academics collaborate more than female academics.

The third aspect of enquiry aimed to focus on workplace expectations was ‘expectations
that the workplace (university) has from academics for tacit knowledge sharing.” The
key findings were:

1. More than two-thirds of the respondents feel that their managers value new ideas

and encourage innovation.
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2. Low expectations of senior management towards the transfer of tacit knowledge.
The respondents felt that managers should have a higher expectation of tacit
knowledge sharing.

3. Respondents generally felt that their senior management does not acknowledge
and reward staff for sharing personal knowledge and experiences. Rewards for
sharing knowledge could encourage academics to share tacit knowledge with
others.

4. Respondents felt that it is important to utilise the knowledge of near retirement
highly experienced academics to mentor their peers.

5. None of the interviewees liberally agreed to the expectation that the transfer of
tacit knowledge could be made mandatory and a key performance indicator
(KPI) in the annual performance appraisal/review for academic staff. This may

imply the development of a more collegial and scholarly structure.

The fourth aspect of enquiry aimed to focus on technology dimensions was ‘the
different information and communication technologies used by universities to aid tacit
knowledge transfer at the workplace (university) and academics’ adaptability to ICT.’
The key findings were:

1. Universities make effective use of various means of information technology
(e.g. e-mail, groupware, Internet, Intranet, learning management systems and
videoconferencing) for developing better communication between staff, students
and management. Majority of the interviewees were not specifically aware of

any ICT used by their universities to aid tacit knowledge transfer. In fact some
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of the interviewees even commented about the lack of any such technology in
their workplace.

2. Academics are can easily adapt to information technologies implemented by
their university but adoption can be slow. On the other hand respondents showed
scepticism towards the use of a lot of technology (discussion forum, web chat,
blogs) to share tacit knowledge.

3. Electronic transmission of information does not lead to an overload of
information.

4. Access to the documents academics need within their university’s databases is
not very easy.

5. Access to application software (e.g. chatting, discussion groups, bulletin boards)

and hardware to help in sharing personal experiences is low.

The fifth aspect of enquiry aimed to focus on learning dimensions was ‘the academics’
and their workplaces’ (universities) conduciveness to be lifelong learners and learning
organisations respectively.” The key findings were:

1. An overwhelming majority of academics consider themselves to be lifelong
learners i.e. inquiring mind, committed to ongoing personal development,
experiment with new ways of doing their work.

2. Most respondents also believe that their university provides continuous learning
opportunities for staff, demonstrates and openness to change and adaptability,
has a shared vision. However, on the other end, respondents believe that
universities are very critical of failure and do not see it as a learning process.

3. Peers are appreciative of the feedback provided about their work.
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The sixth aspect of enquiry aimed to focus on culture, age and gender dimensions was
‘to identify a difference in willingness to share tacit knowledge based on educational
qualification, age and gender of academics.” Key findings were:

1. Academics strongly feel that tacit knowledge in terms of skills, ideas and
experience that has been acquired over a number of years should be available for
reuse.

2. More than half of the participants have held the opinion that cultural background
of people has an impact on their willingness to share ideas, skills and
experiences. Respondents felt that training of cultural awareness can improve
people’s willingness to share ideas, experiences and skills.

3. When it comes to willingness to share knowledge, skills and experiences from
the perspective of older experienced staff or younger novice staff, there is no
difference. All share equally. However the views reflected differently in the
qualitative analysis, where age and gender were seen as being deterrents of tacit
knowledge sharing. Male academics are less likely to share than females.

4. Qualitative responses gave no specific clues about educational qualifications
being a deterrent towards tacit knowledge sharing.

5. Trust plays an important part in the sharing of ideas and experience. This also
ties in with the notion of being selective of people with whom knowledge is
shared. Respondents indicated that job security has a major role to play in
transfer of knowledge, skills and experiences in universities settings. Job

security promotes tacit knowledge sharing.
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The seventh aspect of enquiry aimed to identify whether ‘employment status has an
impact on tacit knowledge sharing.” The key findings were:
1. On-going part-time academics have a more favourable viewpoint on tacit
knowledge sharing.
The eighth aspect of enquiry aimed to identify whether “tenure at the university has an
impact on tacit knowledge sharing.” The key findings were:
1. No statistically significant difference between the overall tacit knowledge

sharing for six different levels of length of service was found.

The ninth aspect of enquiry aimed to identify ‘the different barriers and enablers of tacit
knowledge transfer in universities.” The key findings were:

1. Barriers: culture (personal and organisational), inadequate communication, lack
of resources, inadequate documentation mechanisms, lack of peer
openness/trust, job instability/insecurity, lack of leadership, organisational
politics, lack of incentives, lack of technology and technology incompetence,
age and gender, lack of avenues for informal interactions and work overload.

2. Enablers: cultivate a sharing culture, encourage open communication, provide
adequate resources, motivation, introduce and encourage documentation,
promote openness and trust, provide job stability/security, senior management
commitment, reduce unnecessary organisational politics, provide incentives,
introduce technology and provide training, encourage older staff to share and

provide more avenues for informal interactions.
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The tenth aspect of enquiry aimed to identify ‘ways to capture, manage, and distribute
tacit knowledge.” The key findings were:

1. The processes through which tacit knowledge be captured, managed, and
distributed are: mentoring, hiring staff from diverse cultural backgrounds,
documentation, developing best practice manuals, implementing ICT, training (
soft skills and technology skills), developing communities of practice, balancing

workload, and encouraging more seminar and workshops.

Perhaps the most unexpected finding of this study was the high degree of participation
in tacit knowledge transfer exhibited by academics. The data revealed that most
academics readily share tacit knowledge with others and majority also agreed that
sharing of tacit knowledge leads to improved outcomes for everyone through enhanced
performance. Based on the data analysis, there is reasonable certainty that for the
population of academics surveyed and interviewed, a positive perception exists that tacit
knowledge transfer takes place however there are key areas where the selected
universities can provide procedural and social support to encourage further tacit

knowledge transfer.

This study contributes to the literature by providing a more integrative view of various
tacit knowledge transfer enablers and barriers; as both driven by individuals

(academics) and the expectations of workplaces (universities).

Since tacit knowledge is elusive in nature, it is vital to retain tacit knowledge that is

highly valuable although the retention comes with its own unique challenges.
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Increasing job mobility in the workforce is a growing concern. This problem is
exacerbated with the baby boomers retiring. These problems are not necessarily unique
to any particular industry since it is a trend across all industries. However university
academics are an increasingly aging populace and hence retaining their tacit knowledge

is paramount.

Since knowledge is often embedded in practice, the practices or processes adopted by
academics and the tacit knowledge they possess is localised and context specific. It is
becoming very vital that universities need to make all attempts to convert tacit
knowledge to explicit. In order to enhance any university’s performance, it is crucial

that the knowledge, skills and experience of staff are retained.

However implementation of tacit knowledge sharing practices should be seen as only
the first step in an evolving management process that will eventually include more

formal and systematic practices.

Senior management needs to play a more important role in facilitating the management
and sharing of tacit knowledge. To do this, open communication needs to be
encouraged and social processes need to be developed that are conducive to tacit

knowledge transfer.

The enablers and processes identified earlier will require considerable monetary
investments especially if staff teaching loads are varied so that tacit knowledge transfer
can take place. It really is a catch-22 position since currently universities are at

doldrums to reduce their spending. However, it is crucial that universities acknowledge
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the value of their intellectual capital and develop channels that allow the transfer of tacit
knowledge. There is no doubt that to usher such a tacit knowledge sharing attitude
organisationally would require significant investment in resources from different levels
of a university. Any direction that universities will take will require some level of
experimentation to see what works best for them. A one-size-fits-all shoe may not be

suitable.

7.3 MAIN CONTRIBUTIONS OF THIS RESEARCH

This research is important in the evolution of learning organisations and presents a
number of original contributions to research in the area of tacit knowledge transfer. This
research focussed on the level of tacit knowledge transfer analysis largely untouched by
current academic literature. Although most of the tacit knowledge transfer within
organisations lacks focus on people, the transfer of tacit knowledge transfer cannot be

explored without understanding the perceptions of people.

The research incorporated a qualitative and quantitative analysis approach to the data
gathered to analyse the extent to which tacit knowledge transfer takes place in four
Australian universities. A questionnaire was specifically developed for this study and
the questionnaire itself represents a research tool that has practical applications in

multiple domains.

Most significantly, the research has taken place using academics as the main sample as

they deal with tacit knowledge on a daily basis. They are involved in tacit knowledge
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creation, distribution and application. This research is the first to explore the transfer of
tacit knowledge by university academics. Previous research explored the notion of tacit
knowledge transfer within universities but ignored academics. This research has
allowed the findings to be better placed with regard to the university environments in
which they were discovered. The collection and analysis of empirical data in this
research supplements the current limited understanding of tacit knowledge transfer
specifically in university settings. The results of this research highlight the barriers that
need to be addressed and areas where universities need to make improvements in order
to encourage and facilitate tacit knowledge sharing. It focuses attention on important

areas that are often neglected but are significant for tacit knowledge transfer.

In the broader context of universities, there a number of significant implications for tacit
knowledge transfer from an organisational perspective. Some practices that can be

adopted to improve tacit knowledge transfer are:

Develop and nurture communities of practices
Develop online discussion forums
Promote a knowledge sharing culture

Develop rewards that encourage sharing

YV V VYV VvV V

Develop a mentoring system that pairs experienced and inexperienced
academics
» Develop avenues that encourage more social interactions (both formally and

informally)
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Universities also need to take steps to motivate their staff, invest in training and reward
staff for sharing their tacit knowledge with others in the university. Tacit knowledge

transfer should be valued and recognized by senior management.

The findings of the research will have both theoretical and practical implications for
information science, knowledge management and business management. Possible
beneficiaries of the research will include universities that will be able to implement the
findings towards the adoption of knowledge management in their organisational culture
with an aim to improve processes and performance. The findings can assist universities
by concentrating their resources in dimensions that are currently inadequate. The
evidence that was revealed from the academics provides insights for universities that
should help in improving tacit knowledge transfer. It will also provide a valuable
resource to my professional peers who wish to conduct further study into this field since
limited quantitative research has been accomplished in this field. It is hoped that the
findings open up further avenues and opportunities for future research into the area of

tacit knowledge transfer in a diverse range of organisations.

7.4 LIMITATIONS OF THIS RESEARCH AND FUTURE RESEARCH

AVENUES

Like any study, this study also has a number of limitations and areas where further
study could be conducted. The study has identified a few limitations that hindered it
from obtaining more conclusive results. A prime limitation of the research and the

underlying survey was that the questions were very mono-directional on "sharing" of
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tacit knowledge only. There are other dimensions such as idea/skill generation,
unforeseen problem solving skills, impromptu help, voluntarism and interests in cross-

discipline areas that can be further explored in research ahead.

The second limitation involves the scope of empirical investigations, which was
conducted in selected four universities (higher education). The results must therefore be

validated against other types of organisations.

Thirdly further research could be undertaken by performing a longitudinal study of tacit
knowledge transfer within a single university in order to track the transfer. A
longitudinal study is likely to indicate changes in the way tacit knowledge is transferred
and the research could be of benefit to track how actively academics are engaging in

tacit knowledge transfer.

The fourth limitation is that the scope of the investigation of knowledge objects focused
solely on individuals (academics) and excluded any assessment at collective levels such
as those of teams, functional groups, and inter-organisational level. The conversion
processes of knowledge objects at the collective level may not be the same as at the
individual level. Hence there is considerable scope for future research into the tacit

knowledge transfer dimensions between knowledge objects at the collective level.

The fifth limitation of this study is that it was conducted in Australian universities. It is
plausible that universities in other countries with different cultures may demonstrate

dissimilar results.
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Finally, owing to the current sample size, it would also be deemed inappropriate to
generalise the findings to a larger population of academics. However, like any survey
this study also provides a picture of the reality. The data gained is not necessarily
indicative of the universities but only indicative of the academics who responded. It is
also not advisable to assume that the analysis revealed the view of all academics in
Australia or universities but a view of the respondents only. It definitely represents how

these people view the transfer of tacit knowledge.

The limitations described above may affect the interpretation and generalisation of the

results. Hence, it is important that the findings are interpreted and applied with care.

This study was primarily explorative as it sought to understand various dimensions that
impact on tacit knowledge transfer. The findings have contributed to the existing body
of tacit knowledge transfer by providing a deeper insight into universities specifically
and more importantly transfer of tacit knowledge by academics. However the findings
should preferably be used as a research foundation to trigger further future investigation

into the following potential areas:

Assess tacit knowledge transfer against other philosophical and theoretical
dimensions.

e Assess the role of ICT in the transfer of tacit knowledge.

e Assess the transfer of tacit knowledge in other professional departments of a
university.

e Explore inter-university tacit knowledge transfer.
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e Replicate this study and utilise the TKTS and interview questions in other
organisations. Future research could broaden the applicability of the findings of

this study.

7.5 CONCLUDING THOUGHTS

The research questions raised as part of this research have been addressed. This final
chapter provided a summary of the research, followed by key findings. The chapter
concluded with the contributions made by this research and the impact it will have on
theory and practice, followed by suggestions for further research stemming from the

identified limitations.

Tacit knowledge in general is an abstract concept and hard to measure. The importance
of knowledge transfer cannot be inconspicuous and effort needs to be made to retain it.
Bringing about any change in universities is not going to be easy but it is hoped that
some of the concrete ideas presented would lead to practical implementations in the
future. The ineffability of tacit knowledge does not imply that universities or any other
organisation should not expend resources to encourage tacit knowledge transfer. It is
through encouragement, allocation of resources and elimination of barriers that tacit

knowledge transfer will take place successfully.

The most basic step for every organisation is to realise the importance of creating and
applying tacit knowledge as a primary rationale. Tacit knowledge transfer is important

for all organisations and universities are unique since they are knowledge organisations.
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Tacit knowledge is an intangible asset for any organisation which is ingrained in their
employees and leaves the company once the employee decides to leave. This research
has emphasised that tacit knowledge is elusive and fluid in nature but has to be
disseminated and internalised to create new knowledge in the form of explicit
knowledge. For any knowledge management effort to be effective within an
organisation, an assortment of different approaches is required to deal with the diversity

of knowledge types and differences.

The findings have revealed that universities are consciously trying to capture, retain and
transfer tacit knowledge although there are some areas where further improvement is
possible. Whilst the analysis in this research is limited to the higher education sector, it
can be argued that the vast majority of such tacit knowledge transfer characteristics are

embedded within other organisations in diverse sectors too.

For any organisation, tacit knowledge is an intangible asset which is ingrained in their
employees and leaves the company once the employee decides to leave. In conclusion,
universities should continue to provide ample opportunities for tacit knowledge transfer.
This will enable them to have a competitive advantage and also ensure that tacit

knowledge is readily available for reuse.

On a more cautious note, it is important to remember that simply by implementing the
recommendations, employees may not necessarily respond to these initiatives.

Appropriate training will need to be structured to create an awareness of the final aims
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of tacit knowledge sharing and how it will take universities into the future by making

them more competitive and a place where learning culture thrives.
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Appendix 1 - Ethics Approval

VICTORIA UNIVERSITY

MELBEOURME AUSTRALIA

MEMO

Cr Josef Fojter
TO School of Enginesning and Science DATE 20572011
Footecray Park Campus

[Cr George Messinis
Cenire for Strategic Economic Studies
City Flinders Campus

AProf Liza Heslop

FROM Acting Chair
Faculty of Heath, Enginesing and Science Human
Research Ethics Committee

SUBJECT  Ethice Application - HRETH 100183

Dear Dr Rofer and Dr Messinis,
Thank you for submitting this appliication for ethical approval of the project
HRETH 10183  Knowiedge Ubiguity through the Transfer of Tact Knowledge in Australian Universifies

The propossd research project has besn accepisd and deemead to mest the requirements of the Mational Health and Medical
Research Councd (NHMRC) ‘Mational Statement on Ethical Conduct in Human Fesearch (2007)' by the Acing Chair of the
Faculty of Health, Enginesring and Science Human Fesearch Ethics Committee. Approval has been granizd from 30 June 2011
to3 June 012

Contnued approval of thie research project by the Faculty of Health, Engineerng and Scence Human Research Ethics
Commitizs is conditional upon the provizion of a report within 12 mondhs of the above approval date by 4 Jure 2012) or upon
the complefion of the project (f earfier) A report proforma may be downloaded from the VUHREC web sie at
hitpiresearchou. e auhrec php

Please note that the Human Fesearch Efucs Commitize must be informed of the followng: any changes o the approved
recearch protocol, project timelines, any senous events or adverse and'or unforeseen events that may affect continued eshical
acceptabiity of the project. In these unlkely events, reseanchers must immediziely cease dl data collection undil the Commities
has approved the chanoges. Researchers are also reminded of the need to notfy the approving HREC of changes to personnel in
research projects via a request for a minor amendment.

If you hane any further quenss please donot hesitate to contact me on 9919 2252
(On behalf of the Committes, | wish you all the best for the conduct of the proect
Kind Regards,

AProf Liza Heslop
Acting Chair
Faculty of Health, Engine=mng and Science Human Research Ethics Committes

——

]
289 |



Appendices

Appendix 2 - Letter for gaining approval from participating universities

VICTORIA UNIVERSITY

MELEOQURNE AUSTRALIA

Email: Sample letter to gain approval from participating universities

Date: XX Month 2010
To: PVC (Learning and Teaching)
Dear Sir/Madam,

As someone currently responsible for the learmng and teaching activities 1n vour umversity, I
would greatly appreciate a few munutes of your time towards my request. My name is Ritesh
Chugh and T am undertaking research for a Doctor of Philosophy Program from Victoria
Unaversity under the supervision of Dr. Josef Rojter. The research will explore the enablers and
mhibitors of tacit knowledge transfer in Australian umiversities for improving processes and
performance by revealing various knowledge transfer mechamsms. The specific aums of the
tesearch are to create a model that will combine various knowledge management enablers from
both a social and mnstitutional perspective to enable the creation, aoquisitic:ul and distribution of
Imowledge.

I intend to gather data from Four Australian universities (Victonia University, Swinbume, RMIT
and CQUmversity) and vour university has been selected based on its long lustory m the
education sector thus providing a lot of scope for analysing tacit knowledge transfer. All these
four universities are undergoing a lot of change, both in terms of organisational structure and
mtroduction of new programs, and are rapidly strengthening their position towards the provision
of learning and teaching services to national and international students. It 1s their uniqueness i
the education sector that makes them 1deal for this study.

In order to meet this aim_ T have designed a questionnaire that will need to be administerad to all
academic staff in vour university that will take approx. 15-20 minutes to complete. Also, at a
later stage in the research I intend to conduct mterviews with 5 academics. Please find attached a
plain language statement that sheds more light on this project.

In conclusion, T request you to provide me approval to gather data from your umiversity’s

academics.

Tlook forward to hearing back from yvou with a positive response.
Thank you for vour tume and contribution.

Regards.

Ratesh Chugh
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Appendix 3 - Recruitment letter for the questionnaire

<

VICTORIA UNIVERSIT
E A A

MELEOURN USTRALIA

Email: Recruitment Letter for Questionnaire

Dear Sir/Madam,

My name is Ritesh Chugh and | am undertaking research for a Doctor of Philosophy Program from
Victoria University under the supervision of Dr. Josef Rojter.

It would be greatly appreciated if you (as_a higher education academic staff) could kindly spare 15-

20 minutes of your valuable time towards our research and complete an anline questionnaire (Click

here). Clicking the link will also show you an Information Sheet, which provides more details about
this research.

The purpose of this questionnaire is to collect data on the transfer of tacit knowledge (tacit
knowledge is skills, ideas and experiences that people have in their minds and is, therefore, difficult
to access and not necessarily able to be easily expressed e.g. putting together pieces of a complex
jigsaw puzzle, interpreting a complex statistical equation) within Australian universities towards the
fulfilment of a Doctor of Philosophy program. The research will explore the enablers and inhibitors
of tacit knowledge transfer in Australian universities for improving processes and performance by
revealing various knowledge transfer mechanisms. The specific aims of the research are to create a
model that will combine various knowledge management enablers from both a social and
institutional perspective to enable the creation, acquisition and distribution of knowledge.

The guestionnaire solicits data on the tacit knowledge enablers and inhibitors at your work
place. The results of the questionnaire are confidential and the identity of the participant and
university will remain anonymous. If you wish, a summary of the findings of the research that is not
identified against you or your university can be made available to you. Data will be stored at Victoria
University for a period of 5 years.

This project has ethical clearance from Victoria University and the administration of the survey at
Swinburne has been approved by Swinburne's Deputy Vice-Chancellor (Research). Please contact
Victoria University's Office for Research (Ph.03 9919 5577) should there be any concerns about the
nature and/or conduct of this research project.

| sincerely thank you for your time and contribution towards this research. Your help is greatly
appreciated.

Regards,
Ritesh Chugh

and
Dr. Jozef Rojter
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Appendix 4 - Information sheet for the questionnaire

VICTORIA UNIVERSITY

MELBOURMNE AUSTRALIA

INFORMATION
TO PARTICIPANTS
INVOLVED IN RESEARCH

You are invited to participate

You are invited to participate in a research project entitled “Enowledge Ubiquity through the
Transfer of Tacit Knowledge in Australian Universities™.

This project 15 being conducted by a student researcher (Ritesh CHUGH) as part of a PhD study at
Victoria University under the principal supervision of Dr. Josef Rojter from Faculty of Health,
Engineering and Science.

Project explanation

This project is concerned with the study of universities as learning orgamisations. Some
organisations are based solely in the business of knowledge, where they focus on creating
transferring and putting meaning to knowledge. Universities are the epitome of learning that exhibit
many characteristics of learning organisations. Universities are, also, an inseparable part of our
growing society and play a key role in tacit knowledge transfer. Tacit knowledge is skills, ideas and
experiences that people have in their minds and is, therefore, difficult to access and not necessanily
able to be easily expressed e g putting together pieces of a complex jigsaw puzzle, inferpreting a
complex stafistical equation The resources that universities provide to academics are largely
unknown especially resources that encourage tacit knowledge transfer. It can be argued that
universities would enhance their status as leaming organisations by facilitating internal tacit
knowledge transfer.

The initial literature review has not revealed any existing studies that focus on tacit knowledge
transfer within Australian universities. The lack of a particular mechanism for knowledge transfer,
both explicit and facit. has prompted the researcher to identify ways of tacit knowledge fransfer by
analysing knowledge management enablers, inhibitors, processes that will aid in the creation
retention and distribution of tacit kmowledge. Such a study would strengthen the claim that
universities exhibit characteristics of learning organisations and their academics are involved mn the
transfer of tacit knowledge.

This research will explore different tvpes of knowledge and knowledge management practices of
four Australian universities in order to aid tacit knowledge transfer. This research will explore and
expand issues of knowledge management adoption towards improving organisational processes in
different universities as previous papers have limited themselves to a marginal sample and thus
provide neither a comparison nor a single model for its adoption. The research will also explore
how knowledge management can be helpful in support of the sharing and creation of knowledge
and how if can act as a catalyst for improved organisational processes. The specific aims of the
research are to create a model that will combine various knowledge management enablers from both
Pagelof3
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a social and technological perspective to understand the creation, acquisition and distribution of
knowledge.

Four Australian universities (Victoria University, Swinbume, EMIT and CQUniversity) have been
selected based on their long listorv in the education sector thws providing a lot of scope for
analysing tacit knowledge transfer. These four universities are undergoing a lot of change, both in
ferms of organisational structure and infroduction of new programs, and are rapidly strengthening
their position towards the provision of leaming and teaching services fo national and international
students. It 15 their uniqueness in the education sector that makes them ideal for this study.

The research outcomes from this study will assist university academics in creating a systematically
driven collaborative environment by capturing tacit knowledge and making it available for reuse.
Given the increased interest in knowledge management by organisations such a study 1s timely and
relevant.

What will | be asked to do?

Participation in this research will involve answering a questionnaire that will take approximately
15-20 nunutes to complete.

What will I gain from participating?

Please note that participation is enfirely voluntary and you are free to discontinue at any time,
without the need for reason or explanation. You will not gain any personal benefit from the project,
but you will contribute to the development of knowledge in the area of tacit knowledge transfer.

How will the information | give be used?

The mformation that vou provide will be used to understand the enablers and inhibitors of tacit
knowledge transfer in Australian universities for improving processes and performance. The
findings of this research will mamly be documented in the student researcher’s thesis submitted to
Victoria University as a requirement of the doctoral program and may also be published in
academic journals, or presented at conferences.

What are the potential risks of participating in this project?

There are virtually no risks, side effects or discomforts associated with your participation in this
research.

The results of the questionnaire will remain confidential and the identity of the participant and
undversity will remain anonymous. No information gained will enable yvou or vour university to be
identified to anvone other than the research team and data will only be reported using pseudonyms.
All information gathered will be coded to prevent identification. Participation in this research will
not affect your relationship with your emplover in any way. The data will be stored in a secure
computer or file storage in the office of the principal researcher (Dr. Josef Rojter) in Faculty of
health, Fngineering and Sciences at Victoria University and will be held for 5 vears post-publication,
after which it will be destroved.

How will this project be conducted?

Page2of3
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Four Australian universities (Victoria University, Swinbume, EMIT and CQUniversity) have been
selected based on their long listorv in the education sector thws providing a lot of scope for
analysing tacit knowledge transfer.

The survey is being administered to academics from each wniversity through email.

Who is conducting the study?

Principal Researcher

Dr Josef Rojter

Faculty of Health, Engineering and Science
Victoria University PO Box 14428 MC
Melboumne VIC 8001

Tel. 61 399134745

Fax 61 399194139

Email. Josef Rojteri@vu.edu au

Associate Researcher
Dr. George Messinis
Cenfre for Strategic Economic Studies

Lewel 13, 300 Flinders 5t
Melboume VIC 3000

Tel. 61 3 9919 1339
Fax 61 2 o919 1350

Student Researcher

Ritesh Chugh

Victoria University PO Box 14428 MC
Melboumne VIC 8001

Australia

Tel. 0430 161 401

Email ritesh.chughi@iive. vu.edu.au

I thank vou in advance for assisting in this studyv. Any queries about vour participation in this project
may be directed to the Principal Researcher listed above. If vou have anyv queries or complaints
about the conduct of this study, vou may contact the Secretary, Victoria University Human Research
Ethics Committee, Victoria University, PO Box 14428 Melbourne, VIC, 8001 phone (03) 9919
4781

Page3ofd
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Appendix 5 - Consent form for the questionnaire

VICTORIA UNIVERSITY

MELBOURNE AUSTRALIA

CONSENT FORM
FOR PARTICIPANTS
INVOLVED IN RESEARCH

INFORMATION TO PARTICIPANTS:

We would like to invite you to be a part of a study that will explore the enablers and inhibitors of tacit knowledge transfer
in four Australian universities for improving processes and performance by elucidating vanous knowledge fransfer
mechanisms. The specific aims of the research are to create a model that will combine various knowledge management
enablers from both a social and institutional perspective to understand the creation, acquisition and disinbution of
knowledge.

CERTIFICATION BY SUBJECT

l, (Pnnt Participant Name)

of (Print Suburb)

certify that | am at least 18 years old and that | am voluntanily giving my consent to participate in the study “Knowledge
Ubiguity through the Transfer of Tacit Knowledge in Australian Universities” being conducted at Victornia University by Dr.
Josef Rojter, Principal Researcher.

| certify that the objectives of the study, together with any risks and safequards associated with the procedures listed
hereunder to be carried out in the research, have been fully explained to me by Ritesh Chugh, Student Researcher and
that | freely consent to participation involving the below mentioned procedures:

» Filling out the attached guestionnaire
* Have no objection in the findings of the research being used to complete the student researcher’s doctoral thesis

and published in journals, or presented at conferences

| certify that | have had the opportunity to have any questions answered and that | understand that | can withdraw from
this study at any time and that this withdrawal will not jeopardise me in any way.

| have been informed that the information | provide will be kept confidential and anonymity will be maintained.

Signed: Date:

Any queries about your participation in this project may be directed to Ritesh Chugh on 0430 161 401 or alternatively
emailed to ritesh.chughi@live vu.edu.au

If you have any queries or complaints about the conduct of this study, you may contact the Secretary, Victoria University
Human Research Ethics Committee, Victona University, PO Box 14428, Melboune, VIC, 8001 phone (03) 9919 4781

——
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Appendix 6 - Questionnaire
Demographic information

1. Which University do you work for? *

) CQUniversity
RMIT University
) Swinburne University of Technology

) Victoria University

2. Please write your current position(academic fitle) in the box below: *

3. How long have you been working at this university? *

Lessthanlyear [ 1ltoSyears ' StolOyears [ 10tolSyears [ 15to20years [ Above 20years

4. What is your gender? *

) Male ) Female

5. What is your age? *

) 20to29years (0 30to39years [ 40to49years [ 50to509years () 60to69years ) Above 69 years

6. What is your highest level of qualification? *

Bachelors Degree ' Masters Degree ' Doctorate

7.What is your employment status? *

) On-going Ful-ime ' On-going Par-time [ Contract ) Sessional/Casual

Page Four

INSTRUCTIONS FOR COMPLETING THE QUESTIONNAIRE

For each question, please indicate your level of agreement or disagreement by pressing one of the buttons against each questions, as in the
example provided below:

My university encourages and facilitates sharing of my professional experiences, skills, and knowledge with others.

——
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Neither agree nor
Strongly Disagree Disagree disagree Agree Strongly Agree Don't Know

Now please complete the questions below:

Workplace Dimensions

Neither
Strongly agree nor Strongly Don't
Disagree Disagree  disagree Agree Agree Know

1. My university encourages and facilitates sharing of my
professional experiences, skills, and knowledge with others.

2. My university provides adequate time to document and share
my tacit knowledge.

3. My university encourages transfer of my ideas, skills, and
experiences through mentoring programs.

4. My university encourages contribution of ideas, skills, and
experiences through rotation of courses that | can teach ie.
different courses to teach every few terms.

5. My university facilitates transfer of personal ideas, skills, and
experiences through seminars, workshops and so forth.

6. My university has an up-to-date directory (like Yellow pages)
of academics that can provide information about their work, skills,
and experience.

Neither
Strongly agree nor Strongly Don't
Disagree  Disagree  disagree Agree Agree Know

7. My university has a formal process of transferring best
practices through regular documentation (eg. FAQs,
administrative manuals, lessons learnt, conference reports and so
forth)

8. My university fosters formal networks, such as communities of
practice, to encourage sharing of ideas amongst academics.

9. My university encourages sharing of ideas amongst
academics. For instance, presentations of publications amongst
peers.

10. My university provides opportunities for employees to interact
with one another on an informal basis (For instance time off work,
social gatherings).

11. These opportunities (For instance time off work, social
gatherings) that my university provides are important for sharing
skills and experience.

] D
Behavioural Dimensions

Neither
Strongly agree nor Strongly Don't
Disagree  Disagree  disagree Agree Agree Know

12. | believe that sharing of personal tacit knowledge leads to
erosion of my academic standing because |am not seen as the
information gatekeeper anymore in terms of my scholarly
expertise.

13. | believe that sharing my tacit knowledge leads to improved
outcomes for everyone because they can perform better.

14. | feel that sharing my ideas and experiences could negatively

——
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affect my career prospects.

15. | believe that the transfer of ideas, skills and experience
encourages an autonomous work environment by providing more
information to others enabling them to complete their tasks.

16. | believe that sharing one’s personal ideas, skills and
experience with others can lead to plagiarism and false claims.

Strongly
Disagree

17. I readily share my academic and administrative experience
and knowledge with others.

18. |am selective with whom | share my knowledge.
19. | share my ideas and knowledge with everyone.
20. | like to use other people's ideas.

21. 1 acknowledge other people's ideas in my work.

Strongly
Disagree

22. | prefer and like collaborating with others.

23. | believe that sharing ideas, experiences and skills can be
seen as intrusive and extra workload.

Kl

Workplace expectations

Strongly
Disagree

24. My manager values new ideas and encourages innovation.

25. The senior management at my university expects me to share
my personal knowledge and experiences with others.

26. Senior management should expect you to share your
personal knowledge and experiences with others.

27. Senior management at my university acknowledges and
rewards staff who share personal knowledge and experiences
with rewards (eg. Conference funds, Promotion, higher salary).

28. |feel that such rewards provide encouragement to share
knowledge with others.

1]

Technology Dimensions

Strongly
Disagree

29. My university makes effective use of information technology
(eg. e-mail, groupware, Internet, Intranet, leamning management
systems and videoconferencing) for developing better
communication between staff, students and management.

30. My university provides training and education on the use of
new information technologies that they introduce to make us more
adept at their usage.

31. I quickly adapt to information technologies implemented by the
University.

32. My university documents policies and procedures and makes it
available through the staff intranet.

Neither
agree nor

Disagree  disagree

Neither
agree nor

Disagree  disagree

Neither
agree nor

Disagree  disagree

Neither
agree nor

Disagree  disagree

Strongly
Agree Agree
Strongly
Agree Agree
Strongly
Agree Agree
Strongly
Agree Agree

Don't

Don't

Don't
Know

Know

——
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33. Ifeel that electronic transmission leads to an overload of
information and encourages frequent changes in policies.

Neither
Strongly agree nor Strongly Don't
Disagree  Disagree disagree Agree Agree Know
34.ltis easy to access the documents that | need within my
university's databases ie. information is well organized.
35. The policies and procedures on the staff Intranet at my
university get rapidly and continually updated.
36. My university provides a ready access to application software
(eg. chatting, discussion groups, bulletin boards) and hardware to
help me in sharing my personal experiences.
Kl | D
Learning Dimensions
Neither
Strongly agree nor Strongly Don't
Disagree  Disagree  disagree Agree Agree Know
37. | consider myself to be a lifelong learer ie. inquiring mind,
committed to ongoing personal development, experiment with
new ways of doing my work.
38. My university is a learning organization ie. it provides
continuous learning opportunities for staff, demonstrates and
openness to change and adaptability, has a shared vision.
39. My university is very critical of failure and does not see itas a
learning process.
40. My inquiry and dialogue is seen as threatening.
Neither
Strongly agree nor Strongly Don't
Disagree = Disagree disagree Agree Agree Know
41.1am actively involved in curriculum development.
42.1am actively involved in assessment development.
43. I regularly provide feedback to my peers about their work.
44, My peers are appreciative of the feedback that | provide to
them about their work.
Kl D
Cultural. Age and Gender Dimensions
Neither
Strongly agree nor Strongly Don't
Disagree Disagree disagree Agree Agree Know
45. Academics at my university readily share their ideas,
experiences and skills in seminars and meetings.
46. Knowledge (skills, ideas and experience) should be
available for reuse.
47. Cultural background of people has an impact on their
wilingness to share ideas, skills and experiences.
48. Training on cultural awareness can improve people's
willingness to share ideas, experiences and skills.
Neither
Strongly agree nor Strongly Don't
Disagree Disagree disagree Agree Agree Know

49. My experience is that the older experienced staff is more
willing to share ideas, experiences and skills.

RN Mv exnerienees is that the vannner novies staff is more

——
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g e em i im e —am e e

willing to share ideas, experiences and skills.

51. | feel that trust plays an important part in the sharing of
ideas and experience.

52. Ifeel that job security plays an important part in the
sharing of ideas and experience.

K1l

Page Five

For the statements given below, please choose the response that you feel is the most appropriate.

53.John has been working at the university for 20 years with extensive research, teaching and academic administrative experience. His peers

can readily approach him whenever required. He is retiring soon. What should the university do?

Try to retain him

Get John to mentor his peers

Get John to document his best practices
Let John go without doing anything further

54 Kumar is an active researcher but very reluctant to share his ideas and knowledge with others. Is Kumar's practice of non-sharing:

Very good

Good
Moderate
Bad

Very bad

55.The university Tim works for is very critical of failure. Every time Tim does something incorrect, he gets reprimanded for it. The university does

not see failure as a learning process. As a result Tim does not want to experiment and try new ideas. What should Tim do?

Leave the university
Speak to management
Keep experimenting for self-development

Do nothing

56.Chan does not have enough time to share his skills, ideas and experience with his peers. If his university implements technology that enables

Chan to transfer his knowledge, will it be helpful?

Yes

Cannot know
Probably not
No

Do not know

]
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57 Thanh uses a lot of technology (discussion forums, web chat, blogs) to share knowledge and feels that technology encourages people to
share. If your university also provided the right technology to you, would you be willing to share your knowledge?

O Definitely

) Probably

) Probably not
) No

) Do notknow

Page Six

OPEN ENDED QUESTIONS

(The questions below can be answered in bullet points, if that is convenient for you. Regardless of how you put your thoughts below they
are much appreciated)

1. How do you identify, create and share your skills, ideas and experiences with others in the university?

2. How does the university motivate and encourage you to share your ideas, experiences and skills?

3. Can you think of some barriers that stop you from sharing ideas, experiences and skills within your university?

4. If you were to improve the situation, what would you do?

5. How can your university create a knowledge sharing culture?

€. Other comments:
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Thank You!

That concludes this survey. Thank you for giving your time and assistance to this study. It is greatly appreciated.

302
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Appendix 7 - Follow-up reminder email for the questionnaire

VICTORIA UNIVERSITY

MELBOURNE AUSTRALIA
Email: Reminder - Recruitment Letter for Questionnaire

Dear Sir/Madam,

| really apologise to be intruding upon your time again however you can understand how important
it is to explore the enablers and inhibitors of tacit knowledge transfer in Australian universities. The
email (appended below) that that was sent to you about a2 month ago requested you to complete a
survey. Pls. ignore my email if you have already completed the survey and a big thank you for taking

the time out from your busy schedules. If you haven't done the survey yet, can| kindly request you

to take 15-20 minutes of your valuable time in providing me with your views. Completing the survey

itself constitutes a form of tacit knowledge transfer! The survey can be accessed by clicking HERE.

| look forward to your responses to the survey. Thank you for your time and contribution towards
this research.

Regards,
Riteshl
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Appendix 8 - Recruitment letter for the interview

VICTORIA UNIVERSITY

M FE RN F A
M v IN K A

Email: Recruitment Letter for Interview

Dear Sir/Madam.

[Thank you for completing my research survey (Knowledge Ubiquity through the Transfer of Tacit
Knowledge in Australian Universities) earlier last month. I am currently soliciting your participation
for an interview. Given your interest and knowledge in this topic, it would be really great to have your
views.

This project has ethical clearance from Victoria University.

Please find attached an Information Sheet, which provides greater details about this research.

I would be very grateful if you could agree to be interviewed. IfI have an affirmative response from
vou, then we can work out mutually suitable timings for the interview.

I look forward to hearing back from vou.
Thank you for vour time and contribution. Your help is greatly appreciated.
Kind regards,

Ritesh

——

]
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Appendix 9 - Information sheet for the interview

VICTORIA UNIVERSITY

MELBOURMNE AUSTRALIA

INFORMATION
TO PARTICIPANTS
INVOLVED IN RESEARCH

You are invited to participate

You are invited to participate in a research project enfitled “Enowledge Ubiquity through the
Transfer of Tacit Knowledge in Australian Umversities™

This project 1s being conducted by a student researcher (Ritesh CHUGH) as part of a PhD study at
WVictoria University under the principal supervision of Dr. Josef Rojter from Faculty of Health,

Engineening and Science.
Project explanation

This project is concerned with the study of universities as learning organisations. Some
orgamisations are based solely in the business of knowledge, where they focus on creating,
transferring and puftting meaning to knowledge. Universities are the epitome of learning that exhibit
many characteristics of learming organisations. Universities are. also, an inseparable part of our
growing society and play a key role in tacit knowledge transfer. Tacit knowledge is skills, ideas and
experiences that people have in their minds and 1s, therefore, difficult to access and not necessanly
able to be easily expressed e g. putting together pieces of a complex jigsaw puzzle, interpreting a
complex statistical equation. The resources that universities provide to academics are largely
unknown especially resources that encourage tacit knowledge transfer. It can be argued that
universities would enhance their status as leaming organisations by facilitating infernal tacit
knowledge transfer.

The initial literature review has not revealed any existing studies that focus on tacit knowledge
transfer within Australian universities. The lack of a particular mechanism for knowledge transfer,
both explicit and tacit, has prompted the researcher to identify ways of tacit knowledge transfer by
analysing knowledge management enablers, inhibitors, processes that will aid in the creation
retention and distribution of tacit knowledge. Such a study would strengthen the claim that
unmiversities exhibit characteristics of learning organisafions and their academics are involved i the
transfer of tacit knowledge.

Thus research will explore different fypes of knowledge and knowledge management practices of
four Auvstralian universities in order to aid tacit knowledge transfer. This research will explore and
expand 1ssues of knowledge management adoption fowards improving organisational processes in
different universities as previous papers have limited themselves to a marginal sample and thus
provide neither a comparison nor a single model for its adoption. The research will also explore
how knowledge management can be helpful in support of the sharing and creation of knowledge
and how it can act as a catalyst for improved organisational processes. The specific aims of the
research are to create a model that will combine various knowledge management enablers from both
Page 1of 3
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a social and technological perspective to understand the creation acquisition and distribution of
knowledge.

Four Australian nniversities (Victoria University, Swinbume, EMIT and CQUniversity) have been
selected based on their long history in the education sector thus providing a lot of scope for
analysing tacit knowledge transfer. These four universities are undergoing a lot of change. both in
terms of organisational struchure and introduction of new programs, and are rapidly strengthening
their position towards the provision of leamning and teaching services to national and international
students. It is their uniqueness in the education sector that makes them ideal for this study.

The research outcomes from this study will assist university academics in creating a systematically
driven collaborative environment by capfuring tacit knowledge and making it available for reuse.
Given the increased interest in knowledge management by orgamisations such a study 15 fimely and
relevant.

What will | be asked to do?

Participation in this research will involve taking part in a 30-40 minute face to face interview. With
your permission. the interview will be digitally audio-recorded and transeribed for analysis so that
we can ensure to have an accurate record of what yvou choose to say. You reserve the right to refise
to answer any specific question and vou can terminate the inferview at anv time.

What will | gain from participating?

Please note that participation is enfirely voluntary and you are free fo discontinue at any time,
without the need for reason or explanation. You will not gain any personal benefit from the project,
but vou will contribute fo the development of knowledge in the area of tacit knowledge transfer.

How will the information | give be used?

The mformation that vou provide will be used to understand the enablers and inhibitors of tacit
knowledge transfer in Australian universities for improving processes and performance. The
findings of this research will mainly be documented in the student researcher’s thesis submitted to
WVictoria University as a requirement of the doctoral program and may also be published in
academic journals, or presented at conferences.

What are the potential risks of participating in this project?

There are virtually no risks, side effects or discomforts associated with your participation in this
research.

The results of the questionnaire will remain confidential and the identity of the participant and
university will remain anonymous. No information gained will enable you or your university to be
identified to anvone other than the research team and data will only be reported using psendonyms.
All information gathered will be coded to prevent identification. Participation in this research will
not affect vour relationship with vour emplover in any way. The data will be stored in a secure
computer or file storage in the office of the principal researcher (Dr. Josef Rojter) in Faculty of
health Engineering and Sciences at Victoria University and will be held for 5 vears post-publication,
after which it will be destroyed.

How will this project be conducted?

Page2afd
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Four Australian universities (Victoria University, Swinbume, EMIT and CQUniversity) have been
selected based on their long history in the education sector tlms providing a lot of scope for
analysing tacit knowledge transfer.

Academics from each university have been invited to parficipate in an inferview. The interview
solicits data on the tacit knowledge enablers and inhibitors at vour work place.

Who is conducting the study?

Principal Researcher

Dr Josef Rojter

Faculty of Health, Engineering and Science
Victoria University PO Box 14428 MC
Melboumns VIC 8001

Tel. 61 399124745

Fax 61399154139

Email. Josef Rojterdw.edu.au

Associate Researcher
Dr. George Messinis
Centre for Strategic Economic Studies

Lewel 13, 300 Flinders 5t
Melboume WIC 3000

Tel. &1 3 0012 1339
Fax &1 3 o818 1350

Student Researcher

Ritesh Chugh

Victoria University PO Box 14428 MC
Melboumne VIC 8001

Australia

Ted. 0430 161 401

Email ritesh.chugh@live. vu.edu.au

I thank vou in advance for assisting in this study. Any queries about vour participation in this project
may be directed to the Principal Researcher listed above. If you have any queries or complaints
about the conduct of this study, vou may contact the Secretary, Victoria University Human Research
Ethics Commuittee, Victoria University, PO Box 14428, Melboume, VIC, 8001 phone (03) 9919
4781

Page 3of3
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Appendix 10 - Consent form for the interview

VICTORIA UNIVERSITY

MELEOURNE AUSTRALIA

CONSENT FORM
FOR PARTICIPANTS
INVOLVED IN RESEARCH

INFORMATION TO PARTICIPANTS:

We would like to invite you to be a part of a study that will explore the enablers and inhibitors of tacit knowledge transfer
in four Ausiralian universities for improving processes and performance by elucidating various knowledge transfer
mechanisms. The specific aims of the research are to create a model that will combine various knowledge managament
enablers from both a social and institutional perspective to understand the creation, acquisition and distribution of

knowledge.

CERTIFICATION BY SUBJECT

I, (Print Participant Name)
of (Print Suburb)

certify that | am at keast 18 years old and that | am voluntarily giving my consent to participate in the study “Knowledge
Ubiquity through the Transfer of Tacit Knowledge in Australian Universities™ being conducted at Victoria University by Dr.
Josef Rojter, Principal Ressarcher.

| certify that the objectives of the study, together with any risks and safeguards associated with the procedurss listed
hereunder to be carried out in the research, have been fully explained to me by Ritesh Chugh, Student Researcher and
that | freely consent to participation involving the below mentioned proceduras:

« Participate in an interview

» Have no objection in the findings of the research being used to complete the student researcher’s doctoral thesis
and published in journals, or presented at conferences

s Give permission for the interview to be digitally audio-recorded

| certify that | have had the opportunity to have any questions answered and that | understand that | can withdraw from
this study at any time and that this withdrawal will not jeopardise me in any way.

I have been informed that the information | provide will be kept confidential and anonymity will be maintained.

Signed: Date:

Any queries about your participation in this project may be directed to Ritesh Chugh on 0430 161 401 or altematively
emailed to ritesh.chugh@live.vu.edu au

If you have any queries or complaints about the conduct of this study, you may contact the Secretary, Victoria University
Human Research Ethics Committee, Victoria University, PO Box 14428, Melbourne, VIC, 8001 phone (03) 9319 4781

——
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Appendix 11 - Interview questions

10.

11.

12.

INTERVIEW QUESTIONS

What does tacit knowledge mean to you? Why is tacit knowledge transfer important?

Does the university encourage tacit knowledge transfer? If yes, how? If not, what can the
university do to encourage tacit knowledge transfer? Are there technology/systems in the
university that aid tacit knowledge transfer?

Do you freely share your knowledge with others? Why / Why not? Can you give me some
examples?

How will tacit knowledge transfer improve your and the university’s performance?

Do you think transfer of tacit knowledge can be made mandatory and a key performance
indicator in the annual performance appraisalireview? Why/\Why not?

How do you consider yourself to be a lifelong learmer?

You are an expert in your field. Would you be willing to pass/ieach these skills to others in
the university? When? Where? Why/why are you not willing to teach them to others?

Do you perceive your manager as the information gatekeeper who does not pass
information to others? Do you prefer this practice?

How does your manager value new ideas and innovation?

How do you adapt to information technology implemented by the university?

Can you think of some barriers to tacit knowledge transfer in your university?

What processes/ways would you suggest in your university so that tacit knowledge can be
captured and reused?

——
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Appendix 12 — Statistical analysis tables

These tables provide analytical data for individual behavioural statements and various variables

in the second research question (Section 5.5 - Quantitative Analysis of Behavioural

Dimensions). Just because no significant differences existed, these have been included in the

appendix rather than in the chapter five. Moreover, in chapter five, aggregative analysis of

behavioural dimensions has been included.

Descriptive statistics of Individual Statements of Behavioural Dimension and Academic

Title
Academic
Title 012 | 013 Q14 Q15 Q16 | Q17 018 | Q19 | Q20 Q21 Q22 Q23
Academic  Mean | 1733 | ) oo | 19333 | 4333 | 2266 | 4500 | 3198 | 3214 | o057 4785 | 4214 | 2266
Administra 3 7 8 3 7
tion
N 15 14 15 15 15 14 13 14 14 14 14 15
SD. | 883 |.726 703 816 798 | 854 987 | 136 | 1.02 425 699 1.16
% of 10.7 10.1
Total N | 10.8% | 10.09% | 10.7% | 109% | 100% | 94% | 10.0% | 101% | 10.1% | 10.8%
0 0
fske""”e 1317 | -516 1511 | -1649 | 415 |-2155 |-353 |-028 |-1663 |-1566 |-321 | .344
Professor Mean
130 )47 13846 | 4.6154 1'923 47692 2'538 3'692 36154 | 4.6923 | 4.4615 (2)'000
N 13 13 13 13 13 13 13 13 13 13 13 13
s.D. | .8548 1.037 9674 | 1.031 1.290
5 43853 | 65044 | 50637 | I 43853 | 5 76795 | 48038 | 51887 | o
?r"otal ﬁlf 96% |96% | 95% | 96% | 95% |95% | 9.6% | 9.6% |95% | 9.6% |96% | 9.6%
fske""”e 3078 |-1451 | 1576 |-539 | .704 |-1451 | 525 |-882 |-456 | -946 | .175 1373
Associate  Mean 1 2090 | 43535 | 50000 | 41000 | 2%%% | 43636 | 2% | 3454 | 35455 | 45000 | 44000 | 2950
Professor 9 5 5 5 6
1 11 1 10 11 11 1 11 11 10 10 9
sD. |1221 1.035 1035 | 1.293 1013
o 67420 | 1.00000 | 99443 | 7 67420 | 33 o 82020 | 70711 | 51640 | oo
?rA)otal ,?lf 81% |81% | 80% | 74% | 80% |80% | 81% |81% |80% |74% |74% | 6.6%
fske""”e 1405 | -593 | .733 1.085 | 147 | -593 | 147 | -048 |-176 | -1.179 | .484 270
Senior Mean | 1.633 2.645 3322 | 2.967 2451
onturer 3 43226 | 23548 | 43548 | 42258 | ¢ ; 37097 | 47097 | 41333 | ¢
30 31 31 31 31 31 31 31 31 31 30 31
sD. | .8087 1170 1221 | 1.079 1.206
5 54081 | 1.27928 | 66073 | 66881 | < 63 86385 | 46141 | 73080 |
% of 226 228 | 228
ToalN | 221% | 228% | 226% | 28.0% | o 26% | o " 206% | 230% | 22.2% | 22.8%
fske""”e 1211 | .105 1010 | 207 492 | -1.006 | -672 | 068 |-1.036 |-972 |-214 | 1.095
Lecturer - Mean | 2000 | 4535 | 20702 | 41250 | 2380 | 40414 | 3206 | 3140 | 5pnas | 45263 | 41034 | 2327
Level B 0 0 9 4 6
N 57 57 57 56 57 58 58 57 58 57 58 58
SD. 1 LIB | 20355 | 106670 | 97351 | 0 | geazr | 1135 | 1076 | g1500 | 60075 | 69306 | 2980
03 6 68 35 3
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B 4L [41ow | aLe% | 415% | o0 | a23% | 020 | M9 laaaw | a22m | 430% | 426%
fske""”e 1589 |-122 |1137 |-872 | 526 | -1509 |.023 |-378 |-547 |-872 |-140 | .826
Icasua' Mean | 1.600 | 4 4000 | 20000 | 40000 | 24%0 | 40000 | 3390 | 2900 37000 | 46000 | 40000 | 269
ecturer 0 0 0 0 0
N 10 10 10 10 10 10 10 10 10 10 10 10
SD- 1 5432 | o6609 | oaze1 | 81650 | o 07* | oaosr | P23 | BTS0 1 4g305 | s1640 | eee67 | %0
?ﬁ’otal ﬁlf 74% | 74% | 73% | 74% | 7.3% |73% | 74% | 74% | 73% | 7.4% | 74% | 7.4%
fske""”e 1001 |-111 | .994 000 322 |-994 | -687 |.223 |-1035 |-484 | .000 111
Total Mean | 1801 ) 4a0aa | 20438 | 42370 | 2% Tazose | 31O 13199 | 36560 | ap1a8 | 4704 | 237
136 | 136 137 135 137 | 137 136 | 136 | 137 135 135 136
S:D. %'3009 67086 | 1.05627 | .84824 1'9017 79115 (1)'1120 é'gm 81744 | 54616 | .67515 16085
?f"otal ,(\’lf }/?0'0 100.0% | 100.0% | 100.0% clygo.o 100.0% }/?0'0 clygo.o 100.0% | 100.0% | 100.0% clygo.o
fske""”e 1592 | -242 | 1203 | -923 | .505 |-1.420 |-124 | -144 |-764 | -1.027 |-219 | .774
ANOVA Table- Individual Statements of Behavioural dimension and academic title
Sum  of
Squares df Mean Square | F Sig.
Q12 Between Groups 7.661 5 1.532 1.533 184
Within Groups 129.97 130 1.000
Total 13764 | 135
Q13 Between Groups 2.154 5 431 .955 448
Within Groups 58.604 | 130 451
Total 60.757 | 135
Q14 Between Groups 8.011 5 1.782 1.635 155
Within Groups 142.82 131 1.090
Total 15173 | 136
Q15 Between Groups 3.883 5 a77 1.083 373
Within Groups 92532 | 129 717
Total 96.415 | 134
Q16 Between Groups 5.126 5 1.025 991 426
Within Groups 135.58 131 1.035
Total 14071 | 136
Q17 Between Groups 4.731 5 .946 1.542 181
Within Groups 80.393 | 131 614
Total 85124 | 136
Q18 Between Groups 11.304 5 2.261 1.860 .106
Within Groups 158.04 | 130 1.216
Total 16934 | 135
Q19 Between Groups 6.512 5 1.302 1.054 389
Within Groups 160.59 130 1.235
Total 16711 | 135
Q20 Between Groups 991 5 .198 .289 918
Within Groups 89.885 | 131 686
Total 90.876 | 136
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Q21 Between Groups 1.346 5 .269 .899 484
Within Groups 38.624 129 .299
Total 39.970 134
Q22 Between Groups 2.248 5 450 .986 429
Within Groups 58.834 129 456
Total 61.081 134
Q23 Between Groups 3.050 5 .610 .508 770
Within Groups 156.00 130 1.200
Total 159.05 135
Descriptive statistics Individual statements of Behavioural dimension and Age
Q12 | Q13 |Q14 |Q15 | Q16 | Q17 | Q18 | Q19 | Q20 | Q21 | Q22 |Q2
20t0 29 Mean | 1.500 | 3.500 | 3.000 | 3.500 | 2.000 | 3.500 | 3.000 | 3.000 | 3.500 | 4500 | 4.000 | 2.500
years 0 0 0 0 0 0 0 0 0 0 0 0
2 2 2 2 2 2 2 2 2 2 2 2
S.D. 7071 | 7071 | 1.414 | .7071 | .0000 | .7071 | .0000 | .0000 |.7071 | .7071 | .0000 | .7071
1 1 21 1 0 1 0 0 1 1 0 1
OTA)ota| &f 14% | 14% |14% |14% | 14% |14% |14% |14% |14% | 14% | 14% | 1.4%
30 to 39 Mean | 2071 |4.357 | 2071 |4321 | 2357 |4.107 |3.214 |3.035 |3535 | 4555 | 4.178 | 2.500
years 4 1 4 4 1 1 3 7 7 6 6 0
N 28 28 28 28 28 28 28 28 28 27 28 28
S.D. 1.303 | .6214 | .8575 | .7228 | 1.026 | .8317 | 1.066 | .8811 | .9615 | .5063 | .6696 | 1.071
23 8 8 3 11 4 57 7 6 7 4 52
% of o | 20.1 o | 20.3 o | 20.0 . o | 200 |196 |203 .
Total N | 20:1% | o 20.0% | o 20.0% | o 203% | 20.1% | o % % 20.1%
fske""”e 1589 | -407 | 995 | 049 | 527 | . |-658 | -073 | -782 | -237 | -219 | .973
40to 49 Mean |2.000 | 4300 | 2.166 | 4000 | 2.433 | 4354 | 3.354 | 3.032 | 3.806 | 4.677 | 4225 | 2.612
years 0 0 7 0 3 8 8 3 5 4 8 9
29 30 30 30 30 31 31 31 31 31 31 31
S.D. 1.069 | .6512 | 1.147 | .9826 | 1.104 | .7978 | 1.198 | 1.139 | .7491 | .5408 | .6688 | 1.202
04 6 21 1 33 5 57 70 9 1 1 15
% of 21.6 21.7 22.1 221 | 225 | 225
Total N | 20:9% | o7 21.4% | o 214% | o 22.5% | 22.3% | o % % 22.3%
Skewne - -
o 1130 |-385 | 1120 | -935 | .674 | .o, | -254 | -067 | -169 | . |-202 | .331
50 to 59 Mean | 1.717 | 4557 | 2150 | 4.352 | 2.358 | 4.365 | 3.100 | 3.173 | 3557 | 4.607 | 4.080 | 2.153
years 0 7 9 9 5 4 0 1 7 8 0 8
53 52 53 51 53 52 50 52 52 51 50 52
S.D. 9277 | 6690 | 1.261 | .7955 | 1.075 | .8171 | 1.092 | 1.248 | .7252 | .5684 | .6651 | 1.073
2 2 81 8 86 9 65 08 7 5 7 47
% of o | 374 o | 37.0 o | 371 . o | 371 | 370 |362 .
Total N | 381% | o 37.9% | o 37.9% | o 36.2% | 37.4% | o % % 37.4%
Skewne - - -
= 1357 |-014 | 1436 |-486 |.382 | g0 | =010 | -215 | 00| o, | 089 | 1165
Above  Mean | 1629 | 4.407 | 1.740 | 4222 | 2555 | 4.444 | 2.703 | 3500 | 3.740 | 4592 | 4.333 | 2.230
59 years 6 4 7 2 6 4 7 0 7 6 3 8
N 27 27 27 27 27 27 27 26 27 27 27 26
S.D. 9260 | .7472 | 8590 | .8915 | .9337 | .6405 | 1.102 | 1.029 | .9443 | 5723 | .7338 | 1.031
4 6 1 6 0 1 9% 56 2 9 0 80
% of o | 19.4 o | 19.6 o | 193 ) o | 193 196 |196 .
Total N | 19:4% | o 19.3% | o 19.3% | o 19.6% | 18.7% | o, % % 18.7%
Skewne - -
o 2.100 | -256 | .943 | o0 | 438 |-726 |.273 | -238 | -912 | .. | -63L | .444
Total Mean | 1.827 | 4.417 [ 2071 | 4231 | 2407 | 4314 | 3101 |3.172 |3.642 | 4608 | 4181 | 2.345
3 3 4 9 1 3 4 7 9 7 2 3
N 139 139 | 140 138 | 140 140 | 138 139 140 | 138 | 138 | 139
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S.D. 1.042 1.031 |.7873 | 1.115 | 1.109 | .8229 | .5461 | .6752 | 1.094
07 14 6 84 43 7 8 7 86
% of | 100.0 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0
Total N | % % % % % % % % %
Sske""”e 1.562 473 | 4pg | ~107 | -155 | -743 | -989 | -235 | 756
ANOVA Table- Individual Statements of Behavioural dimension and Age
Sum of Mean
Squares df Square F Sig.
Between Groups 4.448 4 1.112 1.025 .397
Q12  Within Groups 145.408 134 1.085
Total 149.856 138
Between Groups 3.225 4 .806 1.783 136
Q13  Within Groups 60.574 134 452
Total 63.799 138
Between Groups 5.284 4 1.321 1.101 .359
Q14  Within Groups 162.001 135 1.200
Total 167.286 139
Between Groups 3.659 4 915 1.282 .280
Q15  Within Groups 94.921 133 714
Total 98.580 137
Between Groups 1.142 4 .286 .263 .901
Q16 Within Groups 146.651 135 1.086
Total 147.793 139
Between Groups 3.172 4 .793 1.290 277
Q17  Within Groups 83.000 135 .615
Total 86.171 139
Between Groups 6.639 4 1.660 1.347 .256
Q18 Within Groups 163.941 133 1.233
Total 170.580 137
Between Groups 3.982 4 .995 .804 525
Q19  Within Groups 165.874 134 1.238
Total 169.856 138
Between Groups 1.828 4 457 .668 .615
Q20 Within Groups 92.315 135 .684
Total 94.143 139
Between Groups .253 4 .063 .207 .934
Q21  Within Groups 40.616 133 .305
Total 40.870 137
Between Groups 1.265 4 316 .687 .602
Q22  Within Groups 61.206 133 .460
Total 62.471 137
Between Groups 5.185 4 1.296 1.084 .367
Q23  Within Groups 160.239 134 1.196
Total 165.424 138
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Descriptive statistics Individual statements of Behavioural dimension and Level of
qualification
Q12 |Q13 |Q14 |Q15 |Q16 |Q17 | Q18 |Q19 |Q20 |[Q21 |Q22 |Q23
Bachelor Mean | 1.909 | 4090 | 2.090 | 3.909 | 2.181 | 4272 | 2.727 | 3.363 | 3.818 | 4545 | 4.090 | 2.181
s 1 9 9 1 8 7 3 6 2 5 9 8
Degree 11 11 11 11 11 11 11 11 11 11 11 11
S.D. 8312 | .7006 | .9438 | .7006 | .7507 | .6466 | 1.348 | 1.026 | 1.167 | .6875 | .7006 | .7507
1 5 8 5 6 7 40 91 75 5 5 6
0,
fotal ﬁlf 79% | 79% |7.9% |80% |79% |79% |80% |79% |79% |80% |80% |7.9%
fske""”e 190 | -123 | 663 | 123 | -329 | -291 | 304 | -229 | -1420 | ., |-123 | 1404
Master's Mean | 1.695 | 4521 | 2.021 | 4260 | 2.282 | 4.239 | 3.266 | 3.066 | 3.673 | 4.652 | 4.130 | 2.425
Degree 7 7 7 9 6 1 7 7 9 2 4 5
N 46 46 46 46 46 46 45 45 46 46 46 47
S.D. 7562 | .6579 | .9997 | .9051 | .9583 | .9471 | 1.053 | 1.156 | .9202 | .5256 | .7182 | 1.117
9 1 6 6 1 5 13 01 5 7 9 93
% of o | 331 o | 333 o | 329 . . ., | 333 | 333 .
Total N | 331% | o 32.9% | of 32.9% | o 32.6% | 32.4% | 32.9% | o % 33.8%
Skewne - - -
- 902 | -083 | .932 | ..o 500 | |-079 | .050 | -898 | .., | -200 | .536
Doctorat Mean | 1.890 | 4402 | 2.096 | 4.259 | 2.506 | 4.361 | 3.061 | 3.204 | 3.602 | 4592 | 4222 | 2.321
e 2 4 4 3 0 4 0 8 4 6 2 0
N 82 82 83 81 83 83 82 83 83 81 81 81
S.D. 1.196 | .6824 | 1.175 | .8333 | 1.097 | .7084 | 1.114 | 1.101 | .7146 | .5426 | .6519 | 1.127
77 0 09 3 37 6 97 65 5 3 2 24
% of 59.0 58.7 59.3 587 | 58.7
Total N | 590% | o 59.3% | 4 59.3% | 59.4% | 59.7% | 59.3% | o % 58.3%
g’ske""”e 1545 | -234 | 1472 |-922 | 410 | .. |-123 | -251 | -474 | -861 | -257 | 836
Total Mean | 1.827 | 4417 | 2071 | 4231 | 2407 | 4314 | 3.101 | 3.172 | 3.642 | 4608 | 4.181 | 2.345
3 3 4 9 1 3 4 7 9 7 2 3
N 139 139 | 140 138 | 140 140 | 138 139 140 138 | 138 | 139
S.D. 1.042 | 6799 | 1.097 | .8482 | 1.031 | .7873 | 1.115 | 1.109 | .8229 | .5461 | .6752 | 1.094
07 3 04 7 14 6 84 43 7 8 7 86
% of | 100.0 | 100.0 | 1000 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0
TotalN | % % % % % % % % % % % %
Skewne -
= 1562 | -186 | 1316 | -902 | .473 | .o |-107 |-155 | -743 | -989 | -235 | .756
ANOVA Table - Individual statements of Behavioural dimension and Level of
qualification
Sum of
Squares df Mean Square F Sig.
Q12 Between Groups
1.196 2 598 547 580
Within Groups 148.660 136 1.093
Total 149.856 138
Q13 Between Groups 1.692 2 .846 1.852 161
Within Groups 62.107 136 457
Total 63.799 138
Q14 Between Groups .169 2 .085 .069 .933
Within Groups 167.116 137 1.220
Total 167.286 139
Q15 Between Groups 1.245 2 .623 .864 424
Within Groups 97.334 135 721
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Total 98.580 137

Q16 Between Groups 2.083 2 1.042 .979 378
Within Groups 145.709 137 1.064
Total 147.793 139

Q17 Between Groups 463 2 232 370 .691
Within Groups 85.708 137 .626
Total 86.171 139

Q18 Between Groups 2.903 2 1.451 1.169 314
Within Groups 167.677 135 1.242
Total 170.580 137

Q19 Between Groups .993 2 496 400 671
Within Groups 168.864 136 1.242
Total 169.856 138

Q20 Between Groups 518 2 .259 379 .685
Within Groups 93.625 137 .683
Total 94.143 139

Q21 Between Groups 152 2 .076 .252 778
Within Groups 40.718 135 .302
Total 40.870 137

Q22 Between Groups .345 2 172 374 .688
Within Groups 62.126 135 .460
Total 62.471 137

Q23 Between Groups .644 2 322 .266 767
Within Groups 164.780 136 1.212
Total 165.424 138

——
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