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Contemporary organizations operate in turbulent en-
vironment, where a strong competition prevails. Present
markets are no longer definite geographically, i.e., they
became global and international. Therefore the organiza-
tions to further remain successful should acquire a long-
term competitive advantage. However the enterprises
become incapable to ensure this process, since their ac-
tivities are based on limited material resources only. Un-
fortunately a competitive advantage may not be guaran-
teed even by human resources, the shortage of the latter
both qualitative and quantitative becomes more signifi-
cant every day. Knowledge, which generates a new crea-
tive potential and establishes a surplus value, becomes
the main criterion of the success. Organizations, when
developing new knowledge, create organizational per-
petuum mobile, i.e., new invented products are manufac-
tured, more efficient methods are applied, thus ensuring
profitable activities, which enable to focus even more on
the development, transfer and implementation of new
knowledge in the organization. However desultory “hunt-
ing” or retention of the knowledge will not provide good
results. A consistent and systematic process of knowledge
management, which is defined by the stages of knowledge
identification, acquirement, development, inter-
change/distribution, application, and retention, is neces-
sary. As one of the most significant factors the spread of
knowledge may be mentioned, when knowledge created
for all members of organization is transferred. Transfer
of knowledge is particularly important, since individual
knowledge does not form a surplus value, and may re-
main individual and ulterior.

The main factors of knowledge management, which
lead to successful knowledge management and ensure
long-term competitive advantage, are organizational
structure, culture, strategy, systems and IT infrastructure,
effectual and systematic processes and their assessments
(Liebowitz, 1999). Culture may be considered as an es-
sential factor, which not only guarantees a successful
knowledge management, but also influences an effective
knowledge transfer. An appropriate formation of organ-
izational structure, assurance of transfer channels, intro-
duction of systems and technologies will not result in
effective knowledge transfer (Akhavan, 2006). Since
knowledge, whatever (definite or rather hidden) is trans-
ferred by people. And so often relatively called the “soft”
part, i.e., culture, assumes a special importance and sig-
nificance. Organizational structure allows, and organiza-
tional culture ensures an efficient knowledge transfer.
The culture of knowledge is defined as organizational
lifestyle, which enables and initiates people to create,
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share and use knowledge on behalf of organization and
continuous success (Bock, 1999).

Keywords:  knowledge organization, knowledge, knowl-
edge culture, knowledge transfer.
Introduction

A successful activity of knowledge organization is
based on constant training, acquirement and transfer of
knowledge. Knowledge culture is one of the factors,
which results in long-term competitive advantage. In the
knowledge management knowledge culture is an organ-
izational lifestyle enabling and motivating to create, share
and use knowledge on behalf of organization and con-
tinuous success (Bock, 1999). It not only leads to proper
environment for effective knowledge transfer and en-
courages people to share knowledge but also presumes,
which knowledge is worth to be managed, and which not;
defines relationship between individual and organiza-
tional knowledge, by determining, who are likely to pos-
ses knowledge to be transferred, and who it should be
transferred to; creates a context of social interaction,
which defines how knowledge will be applied in specific
situations, and forms the processes resulting in develop-
ment, validation and distribution of new knowledge in the
organization. The organizations creating knowledge cul-
ture, which prompts inter-cooperation, experimentation,
risk assumption, focusing on essential valuables and work
models, will create working atmosphere and will achieve
better results of organizational training, as well as de-
velop specific routines, which maintain knowledge trans-
fer, in organization. In fact, knowledge culture is one of
the factors, development and control of which is the most
difficult, as it influences human resources, their behav-
iour, and it is very susceptible to time. Adam and Creedy
(1999) claim, that organizations in order to become or-
ganizations of knowledge, should change not their cul-
ture, but to adapt the concept of knowledge management
to existing organizational culture, since cardinal altera-
tion of current culture will lead to strong opposition reac-
tion of employees, and will considerably aggravate the
pursue of purpose (Denison, Mishra, 1995). Knowledge
culture is the “soft” part of organization. The employees
identify themselves as the company, become loyal to it
only after some time passes, after shake down with ex-
pressed valuables, artefacts and standards. However only
with implementation of knowledge management, the ex-
isting organizational culture will not become knowledge
culture. To obtain good results, knowledge culture should
be formed gradually, i.e., to introduce organizational



valuables, related to encouragement for knowledge crea-
tion, sharing, and application in daily life of organization,
and only then organizational culture will become knowl-
edge culture. The organizations in order to avoid strong
opposing reaction, should apply only those features of
knowledge culture, which are directly affecting the proc-
esses of knowledge management, and make good condi-
tions for them. Other problems of knowledge manage-
ment are related to the fact, that organizational culture is
not homogenous. Different groups within the organiza-
tion may have slightly different or completely opposite
culture (so called subculture). Thus the strength of
knowledge culture, which may be measured in such di-
mensions as homogeneity, stability, intensity, wide
spread, integrity and the same understanding of organiza-
tion goals, is a very important rate. Therefore a wide and
deep spread of essential valuables of knowledge culture
within the whole organization (Hansen, 1999), as favour-
able conditions for knowledge circulations in whole or-
ganization will be then created. The purpose of this arti-
cle is to determine, what features of culture makes opti-
mal conditions for knowledge transfer, and how they af-
fect the transfer of knowledge within organization, and
what obstacles result.

An effective process of knowledge transfer directly
depends on certain features of knowledge culture. There-
fore the analysis of interactions between knowledge cul-
ture and knowledge transfer is new and urgent problem.

Object — features of knowledge culture.

Goal — to determine, what features of knowledge
culture create good conditions for efficient knowledge
transfer.

Methods — comparative literature analysis, and
grouping.

In the article scientific literature was referred to, and
comparative analysis of literature was carried out. At the
end of the article the analysed theories were summarised,
and inferences were presented, what essential features
should be characteristic to knowledge organization cul-
ture to implement the main goal — effective transfer of
knowledge.

Knowledge and knowledge transfer

Knowledge is becoming the only and enexhaustible
source of organization, which enables development, crea-
tion and competition of the company. Consistent knowl-
edge management increases the possibilities of the or-
ganization to become the long-term and successful or-
ganizations. Probst accentuates the following stages of
knowledge management process: knowledge identifica-
tion, acquirement, deveoplment, sharing/distribution (or
spread/transfer otherwise), application and retention.
Transfer of knowledge might be considered as essential
stage of that process, since it ensures knowledge distribu-
tion throughout entire organization. Individual knowledge
and knowledge not transferred to other member of the
organization will never become collective or organiza-
tional knowledge. Such knowledge may in the course of
time be even lost (in case of employee’s resignment). In
the theory of knowledge management there may be found
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many definitions of knowledge transfer. First of all natu-
rally the major differences between knowledge and in-
formation should be found. Though this question is con-
sidered in the scientific literature, often information and
knowledge are identified. Information in literature is de-
scribed as state of world (MacMilan, 2000), data having
some significance and purpose (Davenport and Pru-
sak,1998), purposeful and useful data (Bierly,
Keesler,Chistensen, 2000) significant to a specific sub-
ject. In the theory of information information is treated as
transferring purport, which does not depend on the indi-
vidual. It is claimed, that by providing more structure to
information, by analysing it, sorting and interpreting, it
passes to higher level and becomes knowledge. In that
case, information has similar features as knowledge
information is considered as not containing any purport
and information transferor should complete the major part
of work by transforming it to knowledge (Sveiby, 1997).
This work this theory highlighted as a human factor,
which is one of essential elements of knowledge man-
agement. Thus knowledge transfer is the process during
which one source transfers specific knowledge to other
source (Rogers, 1983). A constant movement of knowl-
edge takes place in the organization in all directions,
methods and ways. First of all in consideration of knowl-
edge transfer the theory of Polanyi should be reffered to,
which says that knowledge is spread in two ways: ex-
pressed and tacit knowledge should be accentuated in
expressing and transferring by means of speech and writ-
ing. As knowledge is a result of interaction between cre-
ateive processes and experience of a person, by its nature
is not expressed, however speech and writing allow to
partly articulate it by transforming into expressed one. A
theory of Polanyi is based on different attitudes to knowl-
edge management in the organization: one accentuates
encoding of tacit knowledge by transforming it to ex-
pressed one with a help of various means; the second is
based on creativity of a person and on interactions be-
tween new knowledge creation and grounding, and seeks
to make favourable conditions for employees to individu-
ally expand and share knowledge within the teams.
Transfer of expressed knowledge is not as complicated
and difficult as of tacit one. This knowledge could be
even equated to information in sme sence, because a dif-
fusion of expressed knowledge in organization is enabled
with a help of systems and tehnologies introduced. This
type of knowledge is easily shared, assimilated, and insti-
tutionalized. Of course an optimum result depends on
personal features (ability of absorbance and retention) of
transferor and recipient of the knowledge. Transfer of
tacit knowledge requires special methods, ways, channels
and conditions of transfer (Krogh, Ichijo, Nonaka, 2000).
This type of knowledge is hard to purify, transfer and
institutionalize (Argote, Ingram, 2000). Therefore in con-
sideration of efficient transfer of tacit knowledge knowl-
edge culture, which conditions a flow of that knowledge
in the organization, is very important. Other theoreticians
in description of knowledge transfer involve such factors
as speed, efficiency, scope, and institutionalization (Nis-
sen, Kamel, Sengupta, 2000). Some scientists state, that
neither the rate of knowledge transfer nor the scope of



knowledge being transferred is important. The most im-
portant is to achieve a desired result (efficiency), and that
knowledge achieved was validated in everyday life of
organization (institutionalization) (Davenport, Prusak,
2000). This statement may be agreed upon not in absolute
sence, but subject to the situation. In fact, only in critical
situations, when quick decisions are to be made, the
speed of knowledge transfer is in particularly important.
However in knowledge management assimilation of
knowledge and institutionalization are mentioned. These
are the processes susceptible to time.

Two different schools analyse knowledge transfer.
The first school refers to resources based attitude, and
states, that knowledge may be transferred efficiently only
by controlling major resources. To accomplish that, focus
must be directed towards abilities of absorbance and re-

tention. Employees should not only strive to acquire, as-
similate, and apply new knowledge (Cohen, Levinthal,
1990), but also to be able to find the ways for its institu-
tionalization as well as for reduction of its tenacity (Szu-
lansky, 1996).

The second school emphasizes that knowledge trans-
fer is a social activity by its nature. Successful transfer of
knowledge includes the understanding how employees
develop and manage intercommunication (Brown and
Duguid, 1991; Dixon, 2000; Goh,2002; Hansen, 2002).
This school highlights such factors as structure, culture,
activities, control of teams, and networks as essential and
affecting knowledge transfer. The second school, is ref-
fered to, since it gives prominence to a human factor and
indicates interactions between knowledge culture and
knowledge transfer.
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Figure 1. Model of knowledge

Figure 1 shows that, knowledge (definite and tacit)
concentrates both in people and in processes. Individual
knowledge may be acquired throughout experience and
later are formalized (defined), or transferred personaly to
other individual (tacit). Process knowledge occurs in rou-
tines, daily activities of organization. However, even
process knowledge may be hidden (appears when a per-
son having specific knowledge about the components
participates in the process). Definite knowledge is usually
transferred with a help of technologies, in automated
way, and without interference of human factor (Garud,
Nayar, 1994). The impact of knowledge culture consid-
erably decreases, and knowledge moves by definite chan-
nels, methods and ways of organizational structure. To
transfer hidden knowledge a human factor should be con-
sidered. To ensure this process such knowledge culture of
organization should be formed, which would encourage
and motivate employees to share and distribute express-
able knowledge with difficulty.

Knowledge transfer in organization is conducted in
several levels and ways. Knowledge within organization
moves in vertical and horizontal directions. General
schedule of knowledge movement could be shown by a
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network, i.e., each part of organization (individual) trans-
fers knowledge to every individual. In a horizontal level
transfer of knowledge is analysed under information con-
version to knowledge. Information here is acquired from
internal and external resources, then it is filtrated,
whether it is a new information to the organization, and if
it is useful, later allocated. Its effect is verified, further
the process of knowledge creation takes place and finaly
it is spread. Knowledge transfer may be analysed accord-
ing to the method suggested by Nonaka (1999), where
conversion of knowledge from tacit individual knowledge
into definite organizational is analysed. In this case
knowledge moves in vertical direction. Knowledge trans-
fer may be studied also by applying the conception of
“life cycle”. Here knowledge movement takes place since
it is identificated up to institutionalization (knowledge
management steps — creation, organization, formalization,
sharing, usage, application). Nissen (2000) integrates all
above indicated models and creates multidimensional-
phenomenologic model, which reflects knowledge trans-
formation and movement.

Figure 2 very clearly reflects knowledge movement
in the organization, at the individual level knowledge is



hidden and it is created, when transforming to group
knowledge it is definite, organized, also sharing takes
place, at organizational level knowledge is applied, used,
but again, tacit knowledge also appears in the processes.
Thus in general it may be claimed, that knowledge trans-
fer in organization is a consistent process, during which
individual knowledge of one organization member (both
expressed and tacit) is transferred apropos and voluntarily
(valuables and norms formed by knowledge culture) to
other organization member through the channels, means,
and methods determined by OVS, which lead to acquire-
ment of collective and organizational knowledge by the
organization.
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Figure 2. Nissen multidimensional-phenomenologic model of
knowledge transfer in organization

Knowledge culture

Before starting the analysis of culture impact on
knowledge transfer, initially the culture should be de-
fined. Studies of culture definition showed, that there are
more than 160 culture definitions in anthropology, soci-
ology and psychology. But most of them group the fol-
lowing common features: groups or collectivism, lyfe
style and habits learned by human, beliefs, valuables, and
knowledge obtained. According to Fairbain (2005), or-
ganizational culture is a combination of valuables and
features describing the organization. Lemken and others
(2000) described organizational culture as a whole of
phylosophies, valuables, assumptions, hopes, and ap-
proaches incorporating entire organization. Tyler (1971)
describes culture yet more widely: that is a complex
comprising knowledge, beliefs, ethics, affinities, habits,
and other capacities and behaviours characteristic to a
member as a part of organization. This definition empha-
sises knowledge, individuals, groups and society as con-
stituents of culture. According to Schein (1985), culture
is described as an entirety of general valuables, beliefs,
and common practice in organization.

Knowledge culture in knowledge management is or-
ganizational life style, which enables and motivates peo-
ple to create, share and use knowledge on behalf of or-
ganization and continuous success (Bock, 1999). As to
knowledge culture, an attitude of organization members
to knowledge, significance of its transfer to the organiza-
tion is important. Behaviour of organization members,
formed by knowledge culture, will determine whether
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knowledge is shared or not. De Long and Fahey (2000)
determined four methods by which culture influences
knowledge creation, transfer and usage: initially culture
creates an assumption, that some knowledge is worth to
be managed, and other is not; secondly culture defines
relationship between individual and organizational
knowledge determining who is likely to have knowledge
to be transferred, who knowledge should be transferred
to; thirdly culture creates the context of social interaction,
which defines how knowledge will be applied in specific
situations; fourthly culture forms the processes resulting
in creation, validation, and distribution of knowledge in
organization. Analysing impact of knowledge culture on
accentuated the following cultural assumptions: relations
of organization members based on trust; openness of or-
ganization in respect of its members regarding its activi-
ties, problems, experience, goals, and strategy; openness
to variety of original approaches and interpretations; dia-
logue between members of organization; attention to
creation of relations and immediate contacts among or-
ganization members; belief of organization members that
a way to cognition is an endless process; constant ques-
tioning of organization’s beliefs about the surroundings;
toleration of reasonable risk and failures, and assessment
of learning from mistakes at all organization levels; affin-
ity of the main valuables, norms and beliefs of organiza-
tion culture to the members of organization; readiness of
organization to apply knowledge, information, and inter-
pretations of its members in decision making leading to
important changes. Assumptions of valuables, norms and
beliefs of organization culture are more significant to
those knowledge management activities, where tacit cog-
nition and which are oriented towards renewal of cogni-
tion. Cultural valuables directly affect the process of
knowledge spread in the company, they allow (encour-
age, motivate individuals) efficient knowledge flow. Also
it may be stated, that

Types of knowledge differently determine the influ-
ence of culture on knowledge transfer: definite knowledge
decreases culture impact on knowledge transfer, and hid-
den knowledge increases culture impact on knowledge
transfer.

Cultures of organizations are different. Certain cul-
ture features, beliefs and valuables are characteristic to
each company. Therefore it is very important to deter-
mine, what features of knowledge culture form appropri-
ate conditions for knowledge management processes.
Analysing of knowledge culture features Rao (2002) ob-
serves the rule 8 ,,Cs”: connectivity, content, community,
culture (maintenance and vision of the highest manage-
ment level, shared sense of vision, trust, openness, satis-
faction, wish to constantly learn from the specialists of
organization), cooperation, capacity, commerce, and capi-
tal. Hubert (2002) emphasises creativity, empowerment,
enthusiasm, involvement, cooperation, trust, synergy and
positive attitude, Davenport and Prusak (1998) suggest
such features: reputation, altruism, trust and reciprocity.
Most of these features may be attributed to certain groups
according to their nature.



Table

Features of knowledge culture

Author Features Origin source Features Author
Ii?{lllz;gl;gl empowerment MANAGERS empowerment S.Kermally
motivation of groups
motivation of individual aknowledgement
incentive system
mistake tolerance tolerance
trust nurturing trust
cooperation INDIVIDUALS net work
risk bearing
decision making talented persons
openness to changes
openness to experimen-
tation
informal relations be- BEHAVIOUR OF o
tween employees INDIVIDUALS open communication

Entirity of different features constitutes knowledge
culture, which forms suitable environment for knowledge
transfer. After features were grouped, the following logi-
cal diagram was obtained: the managers nurture empow-
ering, motivation of groups, motivation of individual,
system of incentive, mistake toleration, and trust; indi-

viduals, empowered by manager and trusting him, coop-
erate, bear the risk, make decisions, become open to
changes and experimentation; behaviour of individuals
forms informal relations between employees (Beech,
Crane, 1999). Thus the chain of reasons-consequencies
may be charted:

Motivate Make decisions COOPE II(‘E]?(\*X;
Managers —{ (incentive > »| Employees - »
system) = TRUST | — RATION Tl;%is-
/ Become open to
Tolerate changes and
mistakes P|  experiments

Bear the risk

Figure 3. Model of interaction between managers and employees

Although different scientists accentuate different fea-
tures of knowledge culture, however one the same feature
existing in all classifications may be noticed — a trust.
This is essential basis both for open settlement of prob-
lems (communication and dialogues), and for coopera-
tion. An employee trusting its organization and manager
will become open to changes and to experiment. Empow-
erment is based on presumptions; employees feel trust
and want to take responsibility (APQC, 2002). Trust
leads to impact of reputation on knowledge transfer (Za-
heer, McEvily, Perrone, 1998). Reputation is the opinion
of others about person’s capacity to answer their hopes.
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Reputation may be acquired from previous communica-
tion to the third persons and transferred to others, or from
direct communication (Rao, 1994). Reputation directly
influences the process of knowledge transfer, since
knowledge recipient may not accept knowledge trans-
ferred due to unacceptable reputation of the transferor,
i.e., knowledge recipient will not trust knowledge trans-
feror (Leyland Lucas, 2006).

The culture of organization may be formed in several
ways: from top to bottom, from bottom to top, and in
both directions, however culture of knowledge organiza-
tion ir formed only from top to bottom and it is com-



pleted by managers. So significance of managers in the
context of culture formation is exclusive. Managers start
the formation of knowledge already by hiring potential
knowledge employees. Such, who are ready to cooperate,
are flexible, open to innovations, tend to take risk, re-
sponsible, and of course are proficients in their field. The
range of absorbance and retention capacity of such candi-
dates is wide and deep. Properly selected employees
quicker socialise and start generating new knowledge.

Managers who are open to changes, experiment
themselves, who tolerate risk and understand, that mis-
takes are not loss incurred, but they will help to find a
right decision, will precondition the creation of suitable
environment — knowledge culture. Empowerement for
problems, and at the same time the toleration of mistakes
developes trust. Managers create and introduce system of
incentive, which appreciates and awards for knowledge
sharing. It may be claimed, that the manager of knowl-
edge organisation should be attributed to the type of
transformational manager. Such a manager trusts, re-
spects others and empowers his employees. It should be
emphasised, that we are talking not only about top-
ranking, but also about the managers of middle and the
lowest link. More important is the fact that managers of
middle and the lowest link would feature as transforma-
tional managers, since the managers of these links namely
create the atmosphere of immediacy, accelerate decision
making (to be more correct they have such possibility to
accelerate or to slow this process), encourage to share the
knowledge, and evaluate those efforts (award for sharing
the knowledge) (S. Oliver, Kandadi, 2006).

Several cultures of organization are found in typol-
ogy literature. Grouping different features different theo-
reticians suggest various variations of culture types. One
of most prevailing typologies is of Cameron and Quinn
(1999), which gives four types of culture

Clan
Market
Adhocratic
Hierarchic

The main features of clan culture are trust, respect,
sincere communication, market culture riented towards
results, completion of tasks, correct achievement, and
perfect results of activities; adhocratic culture features by
innovations and canges, new ideas, vision, new concep-
tion testing, hierarchic culture pays great attention to or-
der, stability and succession, analysis and control, as well
as to predictable outcome. Thus after analysis of features
describing knowledge culture the conclusion could be
made, that knowledge culture may be described as com-
bination of clan and adhocratic cultures. The first two
culture feature by friendship, support, cooperation, and
adhocratic culture features by nnovations, rapid adapta-
tion to altered market situation. The centralised power
and authoritarian interconnections are not used here.
Power is transferred by one individual to another, subject
to the task. Individualism, risk acknowledgement are dis-
tinctly expressed. It is a dynamic and creative organiza-
tion, where employees are eager to devote themselves and
take risk. Efficient leadership is based on ability to pre-
dict the future, on innovation and riskiness. Readiness for
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changes and defeat of new obstacles is appreciated.

In summary it may be stated, that organizations creat-
ing culture, which encourage inter-cooperation, experi-
menting, risk bearing, focusing on essential valuables and
work models, will create working atmosphere and
achieve better results in organizational training as well as
develop introduction of specific routines, which maintain
knowledge transfer, in the organization.

Knowledge culture formation

Knowledge culture is a complex and protractedly
formed part of organization. Organization is made up of
many different individuals having different attitudes, be-
liefs, and valuables, not to mention expressed artefacts. In
order to create knowledge culture, the system should be
implemented, which would encourage employees to coop-
erate, create, and share knowledge, to experiment. The
systems created will stimulate appropriate and desirable
behaviour of employees, in the course of time the employ-
ees will identify themselves with propagated culture in the
company, and will become its full-fledged members. Even-
tually this system will ensure the formation of employees’
approach to the same training, knowledge significance,
sharing, responsibility, interchange, and this means the
“spontaneous” formation of knowledge culture. There are
also certain requirements for organization members, i.e.,
they should tend to constant training, be positive, risk and
responsibility bearing. Formation of knowledge culture is
conducted in several steps: first by employing potentially
suitable employees, later by employees’ socialisation in
current knowledge culture. However all these processes are
in particular susceptive to time. This involve both the
search of new and suitable employees, their socialisation,
and creation, introduction and implementation of common
system. Formation of knowledge culture means the altera-
tion of already existing valuables and norms. And changes
may lead to inadequate reaction — rapid change in valu-
ables and norms almost always causes opposition. There-
fore as one of key possible obstacles is time. One more of
likely obstacles, which will be faced when creating knowl-
edge culture and later transferring knowledge in that envi-
ronment, is the fact, that organization is not homogeneous.
Within the organization difeerent groups may have slightly
different or completely opposite culture (so called subcul-
ture). It is very important that essential valuables were
widely and deeply spread throughout entire organization
(Hansen, 1999). Sometimes existing silo metaphor defining
different habits, valuables, norms and coordination, coop-
eration and wish to share knowledge existing in different
subcultures can become impossible in the organization.

Suming up it may be stated, that the formation of
knowledge culture is a long and complicated process, and
very susceptible to time. However a successful knowl-
edge implementation and establishment, what is very
important, will ensure a successful knowledge distribu-
tion in the organization.

Suggestions and conclusions

In summary of influence of knowledge culture on
knowledge transfer, it could be claimed, that:



1. Significance of knowledge management in the
company is great. One of the main stages is
knowledge distribution in the organization, during
which individual knowledge becomes organiza-
tional, and thus resulting in competitive advantage
of organization.

2. OVS enables and provides means for knowledge
transfer, and knowledge culture ensures an effec-
tive knowledge transfer process.

3. Knowledge culture may be attributed to the type of
clan culture having some features of adhocratic
culture.

4. Knowledge culture should have the following fea-
tures: communication and dialogues (open solution
of problems); trust and respect to collegues; em-
powerment; cooperation; respect and variety;
transformational leading; reputation.

5. The main obstacles, faced during formation of
knowledge culture, are a long process for the for-
mation of culture itself (creation, implementation,
search of new suitable employees, their socialisa-
tion), internal existing subcultures, which worsen
knowledge culture and are an obstructions to
knowledge spread. Absolute alteration of existing
culture, but not its gradual adaptation, also may
lead to unsuccessful transformation of knowledge
culture as well as to aggravate knowledge transfer
process.

6. Different types of knowledge differently determine
the impact of culture on knowledge transfer: defi-
nite knowledge decreases the influence of culture
on knowledge transfer, tacit knowledge increases
the influence of culture on knowledge transfer.

Organizations are successful when adapt the theory
of knowledge management to existing organizational cul-
ture, and not in opposite, when they try to adjust their
culture to the theory of knowledge management.

After the analysis of influence of culture on knowl-
edge transfer the following suggestions may be presented:

1. Knowledge transfer should be integrated into
common strategy of organization. If knowledge
management will exist as a separate strategy, it
will be treated as one more strategy to be imple-
mented after the implementation of company’s
business strategy.

2. Knowledge transfer as strategy may be hidden un-
der other activities, policy or strategy. Sometimes
people reisist to changes, innovations. Constant
changes rebate people. Therefore after integration
of conception of knowledge management into
common strategy, and without naming it directly,
better acceptance by people may be reached.

3. Knowledge sharing should become a routine, daily
practices, and not some especial action. When
knowledge sharing becomes a routine process, it
becomes a part of culture. It also becomes a norm
of behaviour characteristic to entire organization.

4. Knowledge transfer systems should be adapted to
previously operating systems. This suggestion is
analogous to the first one. People intuitively resist
to innovations. If any internal system of informa-

42

tion transfer was previously existing (Lotus Notes
or other), after introduction of a new system for
knowledge acquisition, transfer, the opposition by
ignoring a new system will most likely be faced.
Informal explanation about existing abilities of the
system to transfer knowledge and to compile it
will provide much better results.
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Lina Girdauskiené, Asta Savanevi¢iené
Ziniy kultiiros jtaka efektyviam Ziniy perdavimui
Santrauka

Siuolaikinés organizacijos veikia turbulentidkoje aplinkoje, kurioje
vyrauja atkakli konkurencija. Dabartinés rinkos nebéra apibréztos
geografiskai — jos tapo globaliomis ir internacionalinémis. Tad organi-
zacijos, norédamos ir toliau iSlikti sékmingoms, turi jgyti ilgalaikj
konkurencinj prana$umg. Ziniy organizacijos turi daugiau sékmingos
veiklos galimybiy, nes jos ne tik reaguoja j iSoring ir viding aplinkas bei
valdo jy sukeliamas pasekmes, bet ir visoje $itoje aplinkoje kuria naujas
zinias ir jas naudoja, siekdamos jgyti ilgalaikj konkurencinj pranasuma.
Tik efektyvus ziniy valdymas yra kelias j sékmingg ir ilgalaike veikla.
Ziniy kultdira yra vienas veiksniy, salygojanéiy ilgalaikj konkurencinj
pranaguma. Ziniy vadyboje Ziniy kultiira — tai organizacinio gyvenimo
budas, kuris jgalina ir motyvuoja zmones kurti, dalytis ir naudotis Zin-
iomis organizacijos naudai ir besitesianciai sékmei (Bock, F.,1999). Ji
sukuria tinkama aplinka efektyviai zinias perduoti bei skatina Zmones
dalytis ziniomis. Organizacijos, kurian¢ios ziniy kultdra, kuri skatina
tarpusavio bendradarbiavima, eksperimentavima, rizikos prisiémima,
gilinimasi j esmines vertybes ir darbo modelius, sukurs darbing atmos-
fera ir pasieks geresniy organizacinio mokymosi rezultaty bei vystys
specifiniy rutiny, kurios palaiko ziniy perdavima, atsiradima organi-
zacijoje. Straipsnyje remiamasi poziiiriu, kad ziniy perdavimo prigimtis
yra socialiné veikla. Sékmingas Ziniy perdavimas apima supratima, kaip
darbuotojai vysto ir valdo tarpusavio santykius (Brown ir Duguid,
1991; Dixon, 2000; Goh,2002; Hansen, 2002). Sis poziuris i$skiria
tokius veiksnius kaip komandy sudétis, kultiira, veikla, valdymas, ir
tinklus, kaip esminius, darancius jtaka ziniy perdavimui. Tad Ziniy
kulttrai priskiriami pagrindiniai Sie poZymiai: bendradarbiavimas,
igalinimas, sprendimy priémimas, lankstumas, grupiy motyvavimas,
individo elgsena, individo motyvavimas, neformals darbuotojy san-
tykiai, atvirumas poky¢iams, atvirumas eksperimentavimui, skatinimo
sistema, rizikos prisiémimas, tolerancija klaidoms ir pasitikéjimo ug-
dymas. Ypatinga reikSme turi pasitikéjimas, nes tai esminis pagrindas
tiek atviram problemy sprendimui (komunikacija ir dialogai), tiek ir
bendradarbiavimui. Darbuotojas, pasitikédamas savo organizacija ir
vadovu, taps atviru pokyciam ir eksperimentui. Jgalinimas yra paremtas
prielaidomis, kad darbuotojai jaucia pasitikéjima ir nori prisiimti atsa-
komybe (APQC, 2002). Pasitikéjimas salygoja reputacijos jtaka per-
duoti zinias (Zaheer, A., McEvily, B., Perrone, V., 1998). Reputacija
yra kity nuomoné apie zmogaus galimybe pateisinti jy viltis. Reputacija
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gali buti jgyta i§ ankstesniy bendravimy su treCiaisiais asmenimis ir
perduota kitiems arba i§ tiesioginio bendravimo (Rao, H., 1994). Repu-
tacija tiesiogiai veikia ziniy perdavimo procesa, kadangi ziniy gavéjas
gali nepriimti perduodamy ziniy dél jam nepriimtinos ziniy davéjo
reputacijos, t.y. Ziniy gavéjas nepasitikés ziniy davéju (Leyland M.
Lucas, 2006). Organizacijos kultiira gali biiti formuojama kelias buidais:
i§ virSaus j apadia, i§ apaios j vir$y ir abiem kryptimis. Ziniy organi-
zacijos kultiira formuojama i§ virSaus | apacia, ir tai atlieka vadovai.
Tad vadovy reikSmé kultiros formavimo kontekste yra ypatinga. Va-
dovai, ziniy kultGros formavima pradeda jau samdydami potencialius
ziniy darbuotojus, tokius, kurie yra pasirenge bendradarbiauti, yra
lankstiis, imlas naujovéms, link¢ rizikuoti, atsakingi ir, zinoma, savo
srities zinovai. Siy kandidaty absorbuojanti ir i§laikomoji geba yra
plataus ir gilaus diapazono. Tinkamai parinkti darbuotojai greiCiau
socializuojasi ir pradeda generuoti naujas zinias. Vadovai, kurie patys
yra atviri poky¢iams, eksperimentavimui, toleruoja rizika ir supranta,
kad padarytos klaidos yra ne patirti nuostoliai, bet padés rasti teisinga
sprendima, sudarys prielaidas tinkamai aplinkai — ziniy kultiirai — su-
kurti. Jgalinimas spresti problemas ir drauge tolerancija klaidoms ugdo
pasitikéjima. Vadovai sukuria ir jdiegia skatinimo sistema, kuri jvertina
ir apdovanoja uz dalijimasi ziniomis. Galima teigti, kad ziniy organi-
zacijos vadovas turéty buti priskiriamas transformacinio vadovo tipui.
Toks vadovas pasitiki, gerbia kitus ir jgalina savo darbuotojus. Bitina
pabrézti, kad ¢ia kalbama ne tik apie auksciausio lygio, bet ir apie
vidurinés bei Zemiausios grandies vadovus. Daug svarbiau tai, kad
viduriniosios ir Zzemiausios grandies vadovai pasizyméty transforma-
cinio vadovo savybémis, nes biitent §iy grandziy vadovai sukuria betar-
piskumo atmosfera, pagreitina sprendimy priémima (teisingiau
pasakius, turi tokia galimybe pagreitinti arba sulétinti §j procesa), skat-
ina dalytis ziniomis bei jvertina tas pastangas (apdovanoja uz dalijimasi
ziniomis) (Oliver, Kandadi, 2006).

Tiesa, ziniy kultGra yra ir vienas sunkiausiai sukuriamy bei val-
domy veiksniy, kadangi ji veikia zmogiskuosius isteklius, jy elgsena.
Organizacijos, siekdamos tapti ziniy organizacijomis, turi keisti ne savo
kultra, o ziniy vadybos koncepcija adaptuoti egzistuojanciai organi-
zacinei kultirai (Adam, Creedy, 1999). Esamos kultiros keitimas
sukels stiprig darbuotojy pasiprieSinimo reakcija ir gerokai apsunkins
tikslo siekimg (Denison, Mishra, 1995),tad ziniy vadybos koncepcija
turéty bati tiksliai pritaikyta jsigaléjusiai organizacijos kultiirai
(Joia,,2000). Kitos ziniy kultGros valdymo problemos siejamos su tuo,
kad organizaciné kultiira néra homogeniska. Organizacijos viduje skirt-
ingos grupés gali turéti Siek tiek kitokia arba visiskai prieSinga kultiira
(vadinamosios subkulttiros). Kultliros stiprumas matuojamos tokiomis
dimensijomis kaip homogeniskumas, stabilumas, intensyvumas, platus
pasiskleidimas, vientisumas, vienodas organizacijos tiksly supratimas.
Todél labai svarbu, kad esminés vertybés biity placiai ir giliai paplitu-
sios visoje organizacijoje (Hansen, 1999).

Atliekant organizacijos kultiiros vaidmens efektyviam Zziniy per-
davimui analizg, siekiama iSrySkinti galimas kliditis ir barjerus, kuriuos
salygoja ziniy kultira perduodant zinias bei labai svarbu nustatyti, ar
ziniy rusys veikia ziniy kultiira perduodant zinias. Atlikus lyginamaja
mokslinés literatiiros analiz¢, galima teigti, kad ziniy organizacijos
kultira yra bendradarbiavimo ir adhokratinés kultiry samplaika; pasi-
tikéjimas, atvira komunikacija, jgalinimas ir bendradarbiavimas yra
pagrindiniai ziniy kultiros pozymiai, kurie salygoja efektyvy Zziniy
perdavima; svarbiausios klifitys, iSkylancios perduodant Zinias, yra
organizacijoje egzistuojancios subkultiiros, o pagrindiné — tai pacios
organizacinés kultlros keitimas i§ principo. Dar viena iSvada, kuria
buty galima padaryti, yra ta, kad ziniy rasys skirtingai lemia kulttros
itaka perduoti zinioms: apibréztos zinios mazina kultiiros jtaka zinioms
perduoti, uzsléptos zinios didina kultiros jtaka Zzinioms perduoti.
Apibendrinant galima pateikti tokius pasitilymus: ziniy perdavimas
turéty buti integruotas | bendraja organizacijos strategija. Jei ziniy
vadyba egzistuos kaip atskira strategija, tai ji ir bus traktuojama kaip
dar viena strategija, kuria reikés jgyvendinti, kai bus pirmiausia jgy-
vendinta jmonés verslo strategija; ziniy perdavimas kaip strategija gali
buti paslépta po kita veikla, politika ar strategija; ziniy dalijimasis
turéty tapti rutina, kasdieniniu jprociu, o ne kokiu nors ypatingu veik-
smu. Ziniy dalijimgsi pavertus rutininiu procesu, tai tampa kultiiros
dalimi. Tai tampa elgsenos norma, blidinga visai organizacijai, Ziniy
perdavimo sistemas pritaikyti jau prie anks¢iau veikianciy sistemy.

Raktazodziai: Ziniy organizacija, Zinios, ziniy kultira, Ziniy perdavimas.
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