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Abstract

Effective delivery in the fields of development aid relies on knowledge and its communication and
reach of dissemination. Development assistance organizations, practitioners and stakeholders are
considered as key actors in the production and communication of knowledge. Knowledge
exchange among practitioners in development assistance is now at the forefront of global
development policy formulation. This is also true in Ethiopia where a multitude of development
agencies interact, produce knowledge and share among themselves to meet their development
assistance objectives in support of the country’s growth and transformation plan.

To better understand the ongoing state of knowledge management (KM) in development aid
organizations, this study adopts the perspective of Kruger and Synman (2003) to assess and
describe the process in which knowledge management is defined, managed, controlled and
implemented in knowledge-intensive Development Aid Organizations in Ethiopia.

The survey assessed the level of knowledge sharing activities and suitable arrangements in place
to facilitate the implementation of knowledge management initiatives in their respective
organizations. Majority of the respondents indicated that their organization has strong knowledge
sharing mechanisms even though not all mechanisms are yet systematic and well organized.
Almost all respondents (90%) felt they have adequate ICT infrastructure in place that could support
current or future KM initiatives.

The majority of the organizations who participated in this study recognize the importance of
managing knowledge and claim to be making serious attempts to establish active KM initiatives.
Respondents felt varying degrees of current and future KM initiatives represent a significant
opportunity to improve their current work performance. Responses to a question on key challenges
impeding effective knowledge sharing fell in the realm of lack of time or resources, some staff
members being reluctant to share knowledge, concern that sensitive/confidential information
becoming public and most importantly lack of formal organizational guidelines on proper
knowledge sharing and management.

While the overall lack of well-defined KM strategies is a challenge, there are good practices and
respondents have shared that their organizations are rapidly moving towards building on and
further developing their knowledge management practices in the coming few years. Based on the
responses gathered the study concludes by recommending action points that enhance conducive
conditions for effective knowledge sharing in support of development goals.

Further research is needed to evaluate the direct or indirect relation between the knowledge
management practices already in use and the implementation effectiveness of development
assistance objectives.
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CHAPTER ONE

INTRODUCTION

1.1 Background

There is a growing consensus that the effective and productive management of knowledge is a
critical factor for the success of an organization. Knowledge is a most valuable strategic resource
that requires constant renewal. Yet not many organizations in Ethiopia have started building their
capacity to manage knowledge. It is important to build the knowledge-based organization and
leverage knowledge to increase effectiveness, productivity and quality; in a nutshell to improve
the performance of an organization.

The term ‘knowledge management’ (KM) could be defined as the systematic process of
identifying, capturing and sharing knowledge people can use to improve performance according
to Alavi and Leidner (2001) . KM is a dynamic process and multidimensional in nature,
encompassing information/knowledge content management, organizational aspects, information
and communications technology (ICT) etc. Accordingly, any comprehensive KM strategy should
take into consideration the cross-functional nature of the issue, involving broad areas of activity
of the organization, from human resources management to information and technology services.

Effective knowledge organizations support free flow and sharing of knowledge and information
in all activities. Through Knowledge Networks and communities of practice development
organizations can promote partnership, teamwork, with the free exchange of knowledge and best
practices between the organization, operational partners and international agencies.

KM is not new to development aid in Ethiopia. Knowledge sharing has progressed in development
and aid organizations in the country over the past few years through several initiatives and tools
(public website, emergency response portals, intranets, Information Centers, databases available
in different forms and accessible through Internet, etc). Some common web based tools for
knowledge sharing include websites and portals, web based discussion forums, online directories,
blogs, wikis, calendars, online decision support tools and content management systems.

Since the 1950s, a central question in international development has been how knowledge can best
be generated, mobilized, made available, applied and adapted to improve the human condition. In
development aid organizations in Ethiopia, there is a great deal of knowledge generation albeit
limited knowledge organization and structure. The two main limitations of the knowledge
management functions in these organizations are systematic knowledge codification and the
strategic planning and execution of knowledge dissemination. This limitations can be alleviated
by putting in place an effective knowledge management initiative. This research intends to assess
the state of knowledge management practices in development aid organizations in Ethiopia.



1.2 Statement of the problem

A defining key role development aid organizations have is building the capacity of beneficiary
entities to process and use knowledge to engage effectively in substantive development debates
and decision making processes (Keeble, 2002). This mandate requires development organizations
to have quality learning and knowledge management systems. In addition it calls for knowledge-
based aid and the globalization of knowledge requiring development organizations to reflect on
how their internal Knowledge Management and learning systems interact with external
information flows and policy trends (King, 2001).

In Ethiopia, development aid organizations play a crucial role in accelerating development
assistance. The critical roles of these organizations are coordination of aid efforts, supporting
development planning, building development capacity, investing in infrastructure and
humanitarian aid.

Where knowledge sharing is concerned, the working culture of most of these organizations in
Ethiopia is in a way that the focus is on practical questions of day-to-day work rather than on
lessons being learned at a strategic level. It’s usually hard to find good examples of a coordinated
and strategic approach either to knowledge dissemination or knowledge strategy in the non-profit
industry. The information services in these offices are mainly supply oriented, and user needs do
not always coincide with the way information is made available.

Most of the time, the problems associated in this regard are not what technological platform to use
but how to manage the vast amount of knowledge generated in a way that satisfies stakeholders,
peers and government counterparts as a strategic asset for development assistance.

Although some development organizations try to actively align their work processes with a
knowledge management component, these segregated tools (intranets, shared network drives etc),
case studies and best practices are not always available to other similar organizations. They merely
serve as knowledge repositories for the specific organization’s internal and usually mandate
specific purposes.

The above stated challenges are main causes for the lack of known solutions to have a unified
knowledge management practices where management, program staff, technical working groups
synthesize their knowledge to reach development aid objectives.

Furthermore, there is an extensive and rich literature on knowledge management and its
implications worldwide but most of these studies are conducted in the context of the profit making
industries. There’s little evidence, if any, regarding practical applications of knowledge
management in development aid organizations in Ethiopia. It’s critical to explore and implement
knowledge management’s relevance and impact on aid effectiveness in a development aid
organization (Ramalingam, 2005).



It is essential that non-profit organizations working in the country have a viable strategy to manage
and share their knowledge as well as learn from themselves. Without such a mechanism:

Much knowledge must be re-learned in each region, project or programme, wasting costly
time and resources

Aid Organizations do not learn what is working and what needs to be changed in order to
make their aid efforts more effective in Ethiopia.

To alleviate this, it is mandatory that an effective knowledge management initiative is in place
which can be measured for effectiveness when considering enhancing the efficiency of
development assistance. In order to establish an effective measurement of the impact of knowledge
management we must first evaluate the structure of the knowledge flow and make up of knowledge
sharing practices in the development aid organization in the country.

In light of the above, this study aims to explore the following research questions:

How do development aid organizations in Ethiopia use ICT and information management
as enablers of knowledge management?

Do development aid organizations in Ethiopia put in place strategies and policies to manage
knowledge resources and/or to leverage existing knowledge?

To what extent are development aid organizations in Ethiopia aware of the importance of
knowledge management as a strategic enabler?

To what extent do development aid organizations in Ethiopia rely on external knowledge
sources to carry out their development assistance objectives?



1.3 Objective(s)

1.3.1 General Objectives

The primary objective of this research is to asses Knowledge Management maturity of
development aid organizations in Ethiopia, and as a result to provide an insight for the
development of a concise baseline.

1.3.2 Specific Objectives

e To discover what strategies and policies development aid organizations put in place to
manage knowledge resources and/or to leverage existing knowledge.

e ldentifying the major initiatives and suitable arrangements made to enhance knowledge
management implementation efforts.

e Assessing how development aid organizations use ICT and information management as
enablers of knowledge management.

e Examine the extent that development aid organizations regard knowledge management as
a strategic resource

e Assess what external knowledge sources development aid organizations in Ethiopia rely
on to carry out their development assistance objectives.

e Propose key considerations of Knowledge Management planning and implementation in
development aid organizations based on analysis of gathered data.

1.4 Scope and limitation

The guiding principle and practice behind Knowledge Management in non-profit organizations is
one that aims to disseminate knowledge to every individual involved in the organization no matter
their standing or rank which is somewhat similar to the role of Knowledge Management, in profit
making industries, as a tool ensuring end users’ access to knowledge irrespective of their position
in society.

This paper concentrates on the applicability, progression and maturity of Knowledge Management
in the non-profit sector in Ethiopia. This will include basic definitions of Knowledge Management,
the essence of KM in non-profit organizations, application areas, exploration of research findings
conducted in the area as well as survey and analysis of a comprehensive Knowledge Management
maturity assessment for development aid organizations in Ethiopia. To achieve this, the study will
only include selected development aid organizations in the country.



The result of the research would have provided a more holistic view of KM in the country if it was
conducted widely including several public and private organizations from other sectors. However,
due to time, labor and monetary constraints the study is limited to treat the problems and factors
of knowledge sharing among international development aid organizations in Ethiopia

1.5 Significance of the Research

This study aims to explore factors that influence the exchange of knowledge in aid and
development organizations. The finding of this study is expected to build ways of putting in place
effective knowledge management strategy and implementation in the development aid sector.
Output from this study will also strengthen sharing successful KM initiatives, learnt from the staff
experience, both successes and failures, emerging from survey responses of experts.

The result from this research is expected to help in:-

e Assessing knowledge resources of all actors and concerned stakeholders in a way that
guides reaching development aid objectives.

e ldentification of information/knowledge needs, which will be compared with knowledge
assets, followed by preparation of respective action plan.

e Expanding ways in which information and knowledge are disseminated, using explicit and
tacit knowledge to solve practical problems.

e Capturing and sharing best practices and lessons learnt.

e Systematically include KM in development programmes of aid agencies in the country

e Give way to a development aid Knowledge Management Strategy, Streamlining
management practices by institutionalizing KM or blending systematically KM processes
with normal work processes.

e Strengthen government oriented capacity building operations.

1.6 Organization of the study

This paper is organized into FIVE chapters. The first chapter is about the background of the study,
statement of the problem, objective of the study and scope and limitation of the study. The second
chapter presents review of related literatures to knowledge management, international
development aid in Ethiopia, knowledge management maturity models and related works in that
area. The third chapter discusses the methodologies and procedures followed for the data
collection, analysis and interpretations. The fourth chapter presents the study findings, analysis
and presentation of the results. The fifth chapter brings to an end of this survey research with
conclusion and recommendations.



CHAPTER 2

REVIEW OF RELATED LITERATURE

2.1 International Development Aid

The concept of government sponsored development aid was brought to light post World War 2 in
the 1940s. The first official aid program was launched by the United States in 1948. Development
aid organizations play a crucial role in accelerating development assistance. The critical roles of
these organizations are coordination of aid efforts, supporting development planning, building
development capacity, investing in infrastructure and streamlining resources.

In development aid, services are remarkably free from self-interest and more oriented towards their
stated objectives of poverty alleviation, the promotion of democracy and human rights. The focus
in these organizations is targeting developmental aims be it economic, environmental, social or
political to developing countries. Development cooperation harnesses partnerships between donors
and recipients.

Sources for aid are distinguished as bilateral and multilateral. In the former case resource for aid
is given directly from one country to another while in the latter donor countries give funding for
aid to international organizations such as the World Bank or the United Nations which then
distribute these resources among developing countries. OECD’s 2013 aid statistics shows that, ,
Official Development Assistance (ODA) flows have continued to rise and in 2010 reached their
highest real level ever at USD 129 billion.

How aid is allocated across recipient countries and how it should be allocated so that aid resource
can effectively promote economic development in LDCs is another important topic in the aid
literature. In fact the effectiveness of aid is often contingent on the underlying principle of aid
allocation. The type of aid and its relevance to the particular country; and the term and condition
of aid and its link with trade and other financial inflows do affect the capacity of aid resources to
address the development problem of the recipient. It is often common to see in the aid literature
that "aid effectiveness" and "aid allocation" addressed side by side.

In the early decades of development economics the underlying assumption of aid literature has
been that aid is given by rich country donors to promote development in the third world countries.
Whereas at the same time the official aid reports of donors didn't conceal the fact that they take in
to account national interest in disbursing aid money along with the development motive (Maizels
and Nissanke, 1984).

Most of the existing literature attempts to determine the motivation of aid giving through a cross-
country test of these two broad categories of motive without much of a theoretical explanation.
6



Some of the theoretical literature that attempt to understand the demand and supply behavior of
aid giving on the other hand treat foreign aid as an international public good.

One of the most widely cited choice-theoretic model by Mosley (1985) treat foreign aid as a public
good for which there is imperfect market -imperfect mainly because of ignorance of those who
demand aid expenditure by their government (the tax payers) about the nature of the commaodity
they are buying with tax price. Donor country public demand for aid expenditure by their
government can’t be modeled in the standard decreasing function of tax price of aid because of
public ignorance (about the total quantity of aid expenditure and hence its tax price to them and
about the output of aid), and altruistic bases of public demand for aid. Rather than the tax price the
donor country public demand for overseas aid expenditure is assumed to be influenced by the
public perceptions weather the country could afford it or not and the quality of the aid process.
Mosley (1985) corroborates this hypothesis by a survey of British public opinion that confirms the
quantity ignorant, quality conscious and altruistic public demand.

Thus tax price is absent in the demand function for aid. Instead the relative national income of the
donor country (to measure the affordability constraint on public demand for aid expenditure) and
an Index of aid quality indicators are the variables used to explain the desired public demand for
aid expenditure. However this altruistic and humanitarian public demand for aid expenditure
doesn’t necessarily lead to an increase in the flow of a more “poverty focused” aid to developing
countries. The major hypothesis of the model is that given the proposition the voting public is more
humanitarian than their government in aid giving,

...If a donor government is willing to come half way to meet the public (demand)
by altering its aid program in a more “poverty focused’ direction (as happened in a
number of countries in 1973-75), then the public demand for aid, at a given level
of relative national income will increase, (Mosley, 1985)

But whether the donor government will come half way, that is, how far the government’s supply
of aid expenditure adjusts to the desired demand by the voting public is crucial to the hypothesis.
The actual consumption of overseas aid (in fact the consumption of all publicly supplied services)
can’t be adjusted to desired level by market mechanism, that is, by varying the amount of
consumption. This is simply to say that the actual supply function is exogenously fixed (vertical).
The voting public can influence to adjust the actual to the desired through political action (by
politically pressuring the government to push the supply curve in the desired direction).

The actual aid supply function (donor government aid budget) in a particular time is assumed to
be predetermined -influenced by the previous time expenditure- for the good reason that aid money
is committed money that can’t be easily changed in any given time. At any given time then the
donor government is suppose to have only a marginal influence, which is to be affected by the
state of the domestic economy, international norms (the aid program of a given donor need to keep-
up with the decisions of others in the donor community) and the effectives of the public pressure
to adjust actual supply to desired demand. It is this effectiveness of the public pressure that will
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determine whether the government will come the half way to meet the humanitarian public demand
for oversea aid expenditure and lead to a more quantity and quality of aid.

It is clear then that the high quality and quantity in public demand for aid would not necessarily
lead to a more inflow of development assistance and a more poverty focused distribution of aid.
The public may not be effective in politically pressurizing its government to adjust the actual to
the desired. In fact, aided by the public ignorance, the donor government can even influence its
public to adjust its desire to the actual quantity and quality of aid expenditure.

In general this choice-theoretic model of aid allocation by Mosley (1985) determines the type and
quantity of aid disbursement at a particular time by domestic factors that shape demand and supply.
On the supply side, aid disbursement of a donor is influenced by past disbursement, disbursement
by other countries and the present state of the economy. It is then to be expected that the aid
disbursement of a donor at any particular time is positively related with past disbursement and
other donors’ disbursement and negatively related with the present level of unemployment and
budget deficit in the donor country. The preliminary empirical test by Mosley (1985) confirms
this, but found only past disbursement and the disbursement of other donors are significant for
most of the donors. On the demand side aid disbursement of a donor is influenced by the relative
income of the donor and aid quality. The coefficient for both relative income and aid quality are
the response of public demand for these variables as well as the response of the government to
public demand -both are unobservable responses.lIt is the more sophisticated study by (Mckinlay
& Little 1979) that has innovated the "recipient need" and "donor interest" models to analyze the
underlying principle of aid allocation by the four major bilateral donors-Germany, the United
States, France and Britain. The "recipient need” model assumes the underlying principle of aid
allocation is the economic and welfare (or generally humanitarian) need of the recipient whereas
the alternative "donor interest” model assumes foreign policy interests of the donor as the
underlying principle.

The empirical literature to determine the aid relation on the other hand broadly conclude that both
humanitarian motive and national interest are present in the aid allocation of the western donors,
the latter motive dominating aid disbursement for a long period. Davenport (1970) regressed aid
from OECD countries to 34 developing countries, on the level of per capita income, inflow of
private capital (as percentage of GNP), foreign reserve assets (as percentage of imports) and on
population size; and found that the inflow of private capital and foreign reserve assets are
significant and positive, whereas the level of per capita income is significant and negative. The
positive sign of the coefficient of private capital inflow, which is used as a proxy variable to the
absorptive capacity of the recipient country, shows aid and private capital inflow are
complementary to each other. This could be interpreted as suggesting stability (at least financial
stability that helps to attract foreign portfolio investment) and western disposition go together. The
negative relationship between aid inflow and the level of per capita income shows aid is allocated
to poor countries, proving the existence of the development motif in the allocation of aid from
OECD counties. Henderson (1971) on the other hand found only population size has a significant



and negative relationship with aid inflow for the period between 1961-67, suggesting the tendency
aid inflows to diminish with the size of the recipient.

The recipient economic and humanitarian need is defined by the relative domestic resource and
foreign exchange availability short falls. The level of Per capita GDP and its growth rate primarily
measure the domestic resource shortfall in real terms. To compensate for the crudeness of per
capita GDP quality of life indicators such as the physical quality of life index (PQLI) is often used
to measure the relative domestic resource shortfall to address poverty in recipient countries. The
relative foreign exchange availability short fall, which represents the balance of payment constraint
faced by the recipient, is measured in the Mckinlay-Little studies by the size of the national
liquidity holdings as a percentage of imports.

To identify the various foreign policy interests western donors pursue through foreign aid
commitment, the Mckinlay-Little studies consider two main propositions. (1) By establishing
commitment and dependency a state can realize certain foreign policy utilities; (2) aid can be used
to establish commitment and dependency. The various foreign policy interests derived from these
propositions that cover both internal and external aspects then are grouped in to five broad
categories, viz;

1. Development interests focuses on economic development and performance capabilities of low
income countries

2. Overseas economic interests focus on the variety of domestic and foreign benefits that can
accrue to high-income country through trade and investment ties with low-income countries.

3. Security interests focuses on the security issues raised by the perceived threat of communist
expansion.

4. Power political interests focuses on the power capabilities of low-income countries.

5. Political stability and democracy focuses on the political structure and ideology of low-income
countries.

These are not mutually exclusive categories but are simply the different possible interests a donor
may pursue in a recipient country. The variables used to operationalize these interests include the
level and growth rate of per capita GDP, the ratio of export and import to GDP, the existence and
number of defense treaties, gross military expenditure, international liquidity holdings and bans
on parties other than the communist party.

Mckinlay and Little applied their innovative model to data for each year between 1960 and 1970,
and found, for all the major donors, the application of the recipient need model produce no
statistically significant results. The donor interest model, on the other hand, provides a good
explanation of aid allocation during the period, while the dominant category of interest varies
substantially across the major donors.



The Mckinlay-Little studies used absolute commitment - the absolute amount of aid or aid inflow
per GDP - as the dependent variable to explain the motivation behind bilateral aid allocation. These
studies then left the underlying principle of multilateral aid allocation unexplained. Beside,
absolute commitment by a donor is substantially influenced by the size of the recipient measured
by its total population. A high population size is a good indicator for the potential economic,
political and military power of the recipient thus making population size a donor interest variable.
However population size can as well be taken as a recipient need variable for a more populated
developing country is suppose to require more aid inflow to address domestic resource short fall.
This creates confusion in interpreting the coefficient of the total population in the aid allocation
equation, which many cross-country studies found the most significant independent variable.

Maizels and Nissanke (1984) extend the Mckinlay-little studies by fitting the two alternative
models to both bilateral and multilateral aid inflows. They also come across the population
problem by taking relative aid commitment - the value of aid per head of the population size - as
the dependent variable. In a cross-country regression of both bilateral and multilateral aid per
capita inflows to 80 developing countries, Maizels and Nissanke found the recipient need model
provide a reasonable explanation of multilateral aid allocation in 1969-70 and 1978-80. Among
the recipient need elements they found the balance of payments constraint the most significant
element for multilateral aid allocations. In fact they also found the balance of payment constraint
highly significant to bilateral aid allocation, contrary to the Mckinlay-little studies. This contrast
between the two is primarily due to the different variables used to measure the balance of payment
constraint. Maizels and Nissanke(1984) used the current account deficit relative to GDP to
measure relative shortfall in foreign exchange availability. The significantly negative coefficient
of the current account deficit could be interpreted, as foreign exchange constraint on economic
growth is an important element in both bilateral and multilateral aid allocation. However it could
be because of the OLS estimation technique they used do not take in to account the simultaneous
causation between aid flows and economic performance of the recipient country. Thus the
significant coefficient of current account deficit could also be interpreted as aid inflow encourages
expansion of recipient import.

To test the donor interest model, Maizels and Nissanke (1984) took only the external linkage of
donor-recipient relationship, and include only political and security interests (operationalized by
arms transfer) and donor investment and trade interests in the recipient country. Nevertheless their
test, like the Mckinlay-Little test, found donor interest model provide a good explanation of
bilateral aid flows, while at the same time acknowledging difference in the weight of the different
donor interest elements across the major bilateral donors.

In a stepwise regression by using the independent variables from both models in to a single
equation, Maizels and Nissanke test for the change in the balance between recipient need and donor
interest over the decade. They found a shift from donor interest to recipient need aid inflows over
the 1970s, reflecting a shift from bilateral to multilateral channels and the decline in bilateral aid
during the period.
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However this shift towards recipient need aid inflow has not been sustained for long. Recent
empirical studies has shown the donor interest model still provide a good explanation of total aid
inflow to developing countries. Boone (1995) found political factors operationalized by political
dummies largely determine aid per GNP inflows for the period 1971 to 1990. He also found that
once per capita GNP is controlled aid per GNP inflow is not directed to countries with poor human
development indicators and that most of the inflow is to small countries, indicating recipient
humanitarian need had not been the primary motive of aid giving during the period. Burnside and
Dollar (1997) also found political dummies that capture donor strategic interest have large positive
coefficient for the period 1970-1993. Again these donor strategic elements are found to be more
important in bilateral aid inflows than the multilateral aid allocation.

2.2 International development aid in Ethiopia

Despite the fact that the history of the growth performance was poor in the past; the country has
experienced strong economic growth in the current time (especially, since 2003/04). According
to Ncube, Lufumpa and Ndikumana (2010) real GDP averaged 11.2 % per annum during
the2003/04 and 2008/09 period, placing Ethiopia among the top performing economies in sub
Saharan Africa and rapidly becoming Africa’s fastest-growing non-energy economy. In spite of
this growth the country remains heavily dependent on foreign aid in order to function.

After World War 11, the flow of foreign aid has been seen as the panacea to overcome
underdevelopment globally. Ethiopia is not an exception to this view. The country is now one of
the leading recipients of large foreign aid inflows. Foreign aid funds in the country are used not
only to provide emergency relief but also to support long-term economic development as well as
cover yearly budget deficits.

Researchers give a few reasons for the economy’s dependency on aid. Dependency of economic growth
on climate conditions hinders the adequate expansion and growth of the largest economic resource,
agriculture. Weather conditions and economic performance are still strongly tied with each other. The
other most critical challenge is the financial gap particularly savings investment gap, foreign exchange
gap and fiscal gap that plague the economy. In recent years the savings-investment gap has been
widening from an average of 1.1% of GDP during the Imperial period (1960-74) to 6% of the GDP
during the Derg period to 11.7% of the GDP in the EPRDF (1991/92-2007/08) (Tadesse, 2006). This
financial resource shortfall leaves the country with no choice but compulsory constant inflow of foreign
aid to bridge the gaps. For this reason foreign aid keeps contributing a significant portion of the
country’s yearly fiscal budget. Donor countries and the United Nations have numerous representative
offices in the country to manage funds and implement development programs.
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2.3 Knowledge Management and its common frameworks

The advents of the Internet and the World Wide Web have made unlimited sources of knowledge
available to us all. Forty years ago, nearly half of all workers in industrialized countries were
making or helping to make things; now that proportion is down to 20% (Drucker, 1994). Labor-
intensive manufacturing with a large pool of cheap, homogeneous labor and hierarchical
management has given way to knowledge-based organizations. There are fewer people doing more
work. Organizational hierarchies are being put aside as knowledge work calls for more
collaboration. The only sustainable advance a firm has comes from what it collectively knows,
how efficiently it uses what it knows, and how quickly it acquires and uses new knowledge,
(Davenport & Prusak, 1998). An organization in the Knowledge Age is one that learns, remembers,
and acts based on the best available information, knowledge, and know-how.

We define Knowledge Management as a framework for designing an organization’s goals,
structures, and processes so that the organization can use what it knows to learn and to create value
for its customers and community (Kimiz Dalkir, 2007). Thus, there is no single, universal recipe
for managing knowledge, each organization has to think through and design its own approach.

One way to describe KM is as a process of building a mosaic of knowledge from a collection of
both trivial and invaluable pieces of information. These pieces of data ranging from tangible facts
and figures to elusive assumptions based on time-sensitive circumstances can be daunting to
process or make meaning of especially when different departments are either unwilling or unable
to share information with each other.

Knowledge Management encompasses theories, models, processes and technologies that support
the protection, development and exploitation of knowledge assets. By managing intellectual capital
that exists in both explicit and tacit forms, knowledge management enhances an organization’s
ability to learn from its environment and to incorporate knowledge into business processes.

Researchers have proposed a plethora of KM frameworks, models and perspectives to help
understand KM phenomena. The below aims to give the reader a comparison of existing
knowledge management models as seen from diverse perspectives by different authors who wrote
published articles on the area between 1997 and 2003.

Given, the importance of knowledge management in development aid and the complexity of its
nature, it is important to understand the latest theories and models underlying knowledge and
knowledge management. In an attempt to address this issue, this part of the literature review
examines the latest models of knowledge management and discuss on the assumptions and views
of each model. The aim is to investigate the current understanding of the theory and practice of the
emerging and existing knowledge management models. Hence, practitioners in development aid
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organizations can understand their concepts and improved approaches can be developed and
applied to organizations and to those who need to work and implement knowledge management.
The selection criteria of these models was primarily based on applicability. From the various KM
models available the researcher selected those that can be applied to both profit making and non-
profit industries. Core ideas of selected models are discussed here under.

1. Nonaka’s Knowledge Management Model

Nonaka’s (1994) knowledge management model presumes that knowledge consists of tacit and
explicit elements. In this aspect, tacit knowledge is defined as non-verbalized, intuitive and
unarticulated, whilst, explicit knowledge is articulated and can be specified in writing, drawings,
computer programming etc. This model believes tacit knowledge can be transferred into tacit
knowledge in others by socialization and tacit knowledge can be transferred into explicit
knowledge by formalizing a body of knowledge or through externalization process.

The model also presents that explicit knowledge can be transferred into tacit knowledge by
translating theory into practice also known as a process of internalization and explicit knowledge
can be transferred to explicit knowledge in others by combining various existing theories known
as combination process.

Boisot’s (1987) codified and uncodified knowledge has some degree of similarity with Nonaka’s
category of tacit and explicit knowledge: both models assume that there is a spread or diffusion of
knowledge across the organizations as indicated in Figure 1 and Figure 2. In correspondence with
Boisot’s model, Nonaka’s tacit and explicit knowledge are two separate categories of knowledge.

. Taci_t _ EXpIicit_ _ Codified Propriety Knowledge | Public Knowledge
Tacit | Socialization | Externalization Uncodified | Personal Knowledge | Common Sense
Explicit | Internalization | Combination Undiffused Diffused

) Figure 2: Boisot’s knowledge Category Model
Figure 1: Nonaka'’s knowledge Management Model

2. Hedlund and Nonaka’s Knowledge Management Model

Knowledge transfer in organizations is not as simple as Nonaka’s simple matrix suggests.
Knowledge transfer can be very complicated and complex hence, a more elaborate version of
Nonaka’s model was developed to describe the four levels of carriers or agents of knowledge in
organizations. This four levels of ‘carriers’ perspective assumes that knowledge is categorized into
the individual, the group, the organization and the inter organizational domains. In this aspect, the
inter organizational domain includes important customers, suppliers, competitors and others.

Hedlund and Nonaka (1993) argue that knowledge management characteristics can have serious
implications for the various types of activities such as innovation and strategies and this can affect
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organizations’ success or failures. Hence, this suggests that the essence of organizations’ survival
and success can depend on how they create, transfer and exploit their knowledge resources.

Inter-organizational

Individual Group Organization Domain
Knowing calculus Quality Circle’s Supplier’s patents and
Articulated documented analysis of | Organization chart documented practices
knowledge its performance
Tacit Cross-cultural Team coordination in Corporate Culture Customer’s attitudes to
knowledge Negotiation Skills complex work products and expectations

Figure3: Hedlund and Nonaka’s KM model

3. Kogut and Zander’s Knowledge Management Model

Kogut and Zander’s (1993) work is focused on the idea that “what firms do better than markets is
the creation and transfer of knowledge within the organization”. They assert that 1) firms are
efficient by which knowledge is created and transferred, 2) a common understanding is developed
by individuals and groups in a firm through repeated interaction to transfer knowledge from ideas
into production and markets, 3) what a firm does is not depending on the market’s failure rather
the efficiency in the process of transformation relative to other firms, and 4) the firm’s boundary
is determined by the difference in knowledge and the embedded capabilities between the creator
and the users (possessed with complementary skills) and not market failure.

Knowledge
Creation

Knowledge
Transfer

Process &
Transformation Efficient Firms/
Of Knowledge Lead to Competitive
> Advantage

Knowledge
capabilities

Figure 3: Kogut and Zander’s KM model

Individual
“Unsocial
sociality” —
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4. Arthur Andersen and APQC Organizational KM Model

Arthur Andersen and APQC (1996) have advanced a model comprised of seven KM processes that
can operate on an organization’s knowledge. These processes are creating, identifying, collecting,
adapting, organizing, applying, and sharing. The model identifies four organizational enablers that

Figure 4: Arthur Anderson &
&R C Organizational KM

facilitate the workings of the KM processes: leadership, measurement, culture, and technology. As
such, it identifies knowledge manipulation activities and their enablers. The below figure
illustrates this model.

Considering this research’s objectives to explore the technological and human factors influencing
KM in development aid, this model is used as an additional model to guide this study, primarily
because of the below reasons that are in line with the objective of this research work:

1. The intent of the Arthur Andersen and APQC framework is to provide a basis for
benchmarking the conduct of KM within and among organizations

2. This model gives emphasis to the critical influence of technology on knowledge
management

3. The model addresses key enabling factors (measurement, culture, technology and
leadership) to develop a knowledge management framework. These enablers are common
to KM in all organizations regardless of the industry and therefore they are cross cutting
meaning they could be taken as influencers of a KM framework in the non profit sector as
well.

2.4 Knowledge Management and Information Technology

KM is not identical with Information technology but largely uses technological tools and thus
tightly related to IT especially in terms of Knowledge codification. KM and IT converge at not
only knowledge, codification, storing and transferring stages but also during elicitation where data
mining tools such as data analysis, statistical tools and OLAP technologies are used to create
additional knowledge (Feher,2002).
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5. Additionally KM and IT relate in
terms of strategic focus. KM strategies
usually  outline the level of
technological and non-technological
support needed to avail best knowledge
processing, storing and transferring.
Deducing from extensive review of
plenty of studies Feher devised a
framework that depicts the connection
of knowledge management strategy,
knowledge = management  support
systems and IT strategy.

Internal Corporate

Conditions Strategy

Knowledge

Management

IT Strategy

P Activity Plannine Figure 5: The organizational process of

¢ knowledge management (Feher, 2002)

Strategy

A 4

—

[ KM practice

|

L Evaluation ]

Activity planning is the selection of tools and methods for supporting or creating the KM activities
in each domain. In some cases technological tools are employed in others non-technical solutions
are necessary. The personalization knowledge codification component of KM is more human
oriented (sometimes this is referred as the human infrastructure) and functions with non-technical
tools. This sometimes makes the role of IT lower.

Choi and Lee’s research support the connection of KM and IT further. The researchers argue that
information technology can be used for both system and human approaches of KM strategy. In
system approach, it's used to codify knowledge using traditional information processing
technologies while in human approach technology is used to implement communities of practice
and online discussion groups as well as facilitating video conferencing for face to face meetings.

Feher also argues that it's generally accepted that most KM support systems are dependent on
experts and co-workers as they are designed to be maintained, updated and verify knowledge by
humans. For this reason, the systems remain static as stored knowledge usually represent only a
specific period of time

Table 1 shows assessment of different technological solutions as per strategic focus against
knowledge management support systems.

16



Knowledge Discussion Groupware Knowledge Rule- Case based Model based Neural Nets

Repository Forums Creating Based Reasoning systems
Techniques Systems

Domain * 0 0 0 Complex Complex No model Complex Unstructured
Knowledge Size 2 0 0 0 0 Small Medium Big Big
Role of Expert ® Input Answer Cooperate No Rules Solutions Model no
Complexity of knowledge Low Middle Middle Middle-high High middle High middle
Static/dynamic knowledge  Static Dynamic Dynamic Static Static Dynamic Dynamic Dynamic
Tacit knowledge ® Middle Middle Middle Low Low High High High
Finding/elicitation * 2 B 2 4 2 2 2 8
Processing/Organizing * 3 0 2 3 3 3 3 3
Storing * 3 0 2-3 2 3 4 3 4
Transferring * 2 5 4 0 2 2 2 2

.- The complexity and exploration of knowledge domain (structures,elements, relations)
2- The deepness of knowledge, how detailed for a domain
3- The possibility of representing tacit knowledge
4- Assessed at 1 (poor) 5(excellent) scale

5- The role of the knowledge holder experts

0- null or not defined

Table 1: Assessment of different technological solutions

Rule-based systems, Cased-based technologies, Model-based systems and Neural nets represent
Knowledge Management support systems (KMSS). Knowledge can be represented in rule-based
systems as a collection of If(x) then(y) rules. They are applicable for heuristic domains especially
in support of expert systems. Cased-based technologies are problem solving systems based on
human reasoning models using previous experiences. Model-based systems construct models of
the reality of the human environment. They store, represent and organize all types of knowledge.
Neural nets are systems that are trained by example before the first use. They are based on
mathematical rules.
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2.5 Knowledge Management Maturity Models

AKkin to the life cycle theory, a maturity model describes the development of an entity over time
and have the following properties (Klimko, 2001; Weerdmeester et al., 2003): an entity’s
development is simplified and described with a limited number of maturity levels (usually four to
six), levels are ordered sequentially and characterized by certain requirements that the entity must
achieve, and the entity progresses from one level to the next without skipping any level.

Maturity models have been developed for many different entities, including IS. One of the best
known models is Nolan's stages of growth of EDP (Nolan, 1979). The model identifies various
organizational issues in IS implementation and development and highlights the priorities requiring
managerial attention at different stages of growth. It has stimulated much interest among IS
scholars (e.g., Benbasat et al., 1984; Henderson and Treacy, 1986; Kazanjian and Drazin, 1989)
and is considered a significant conceptual contribution that promotes a more structured approach
to studying information processing in organizations (King and Kraemer, 1984).

In view of the complex nature of KM, past studies have identified several requirements that an
ideal Knowledge Management Maturity Model (KMMM) should fulfill (Ehms and Langen, 2002;
Paulzen and Perc, 2002). It has been suggested that KMMM should be applicable to different
objects of analysis such as organization as a whole, traditional and virtual organizational units, and
KM systems (Ehms and Langen, 2002). This can be achieved by focusing on processes rather than
specific objects of analysis (Paulzen and Perc, 2002).

It has also been recommended that a KMMM should provide a systematic and structured procedure
to ensure the transparency and reliability of assessment (Ehms and Langen, 2002).

It should also provide both qualitative and quantitative results (Ehms and Langen, 2002). Paulzen
and Perc (2002) emphasized the importance of measurement and echoed the suggestion that the
characteristics of each maturity level should be empirically testable (Magal, 1989). In IS research,
the lack of a clearly specified assessment procedure for Nolan’s model has been identified as one
of the reasons for its validation to be inconclusive (Benbasat et al., 1984; Kazanjian and Drazin,
1989). Clearly articulating the assessment procedure can help to avoid such problem by allowing
independent application and validation.

In addition, it has been suggested that the underlying structure of KMMM should be
comprehensible and allow cross references to proven management concepts or models (Ehms and
Langen, 2002) to support continuous learning and improvement (Paulzen and Perc, 2002). This
can be achieved by reviewing existing literature to identify salient KM issues and incorporate the
findings into the development of KMMM.

Nolan’s model has been criticized as being overly simplistic for overlooking development in other
organizational aspects (Lucas and Sutton, 1977). Therefore, it is important for the proposed
KMMM to look beyond technology. Indeed, it has been suggested that KM models should adopt
a multifaceted and socio-technical view of organizations by considering not just technology but
also its people and processes (Alavi and Leidner, 2001).

In reality, it can be challenging for a KMMM to satisfy all the requirements. One reason is that
some requirements may require tradeoff with other requirements when implemented together. For
example, Ehms and Langen (2002) have suggested that KMMM should ideally be applicable to
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different objects of analysis. This may require higher level of flexibility in the model’s formulation
which may result in a less systematic assessment approach. Hence, it is important to strike a
balance among these requirements.

2.5.1 KMMMs versus the Capability Maturity Model (CMM)

CMM is proposed to describe and determine the software engineering and management process
maturity of an organization. Its main purpose is to guide software organizations in progressing
along an evolutionary path from ad-hoc and chaotic software process to matured and disciplined
software process (Herbsleb et al., 1997). The model has gained considerable acceptance worldwide
and has been regarded by many as the industry standard for defining software process quality. Like
many other concepts that originated from practice, empirical assessment of CMM by researchers
lagged its adoption in organizations. Nevertheless, its widespread adoption has allowed realistic
evaluations to be conducted and many peerreviewed studies of CMM have provided empirical
evidence of its validity in describing and guiding the development of software organizations (e.g.,
Lawlis et al., 1995; McGarry et al., 1998).

CMM defines five levels of maturity: initial, repeatable, defined, managed, and optimizing. Each
maturity level is described by a set of characteristics. For example, the level “initial” is
characterized as ad-hoc and chaotic, where few processes are defined and success is due to
individual effort. Except for level 1, several key process areas (KPA) are identified at each maturity
level to indicate the areas that an organization should focus on. Each KPA is further described in
terms of actionable practices.

Although CMM was originally proposed to describe software processes, it has been adapted to
develop several KMMMs, based on the premise that software process management can be
considered as a specific instance of KM and the concepts proposed in CMM may therefore be also
appropriate to describe KM (Armour, 2000; Cuena and Molina, 2000; Paulzen and Perc,

2002). However, several differences between software process management and KM are worth
noting. KM covers a wider range of issues and is less structured compared to software process
management. Its activities are also less standardized and outcomes are less quantifiable. Hence,
KM maturity must be judged from multiple perspectives, including technologies, processes, and
employees, in order to achieve a holistic assessment of KM development.

2.5.2 General KMMM (G-KMMM)

Akin to life cycle theory and the majority of existing KMMMs, (Pee & Kankanhalli 2003)
proposed what is called a General KMMM (G-KMMM) that follows a staged-structure and has
two main components: maturity level and KPA. Each maturity level is characterized in terms of
three KPAs (people, process, and technology), and each KPA is described by a set of
characteristics. These characteristics specify the key practices that, when collectively employed,
can help organizations accomplish the goals of the particular maturity level.
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G-KMMM defines five levels of maturity: initial, aware, defined, managed, and optimizing

(see Table 2). Organizations at the initial level have little or no intention to formally manage
knowledge as it is not explicitly recognized as essential to their long-term success. At the aware
level, organizations are aware of the significance of knowledge and have the intention to manage
it formally, but may not know how to do so. Organizations at this level often initiate various pilot
projects to explore the potentials of KM. Organizations at the defined level have basic
infrastructures supporting KM, with management actively promoting KM by articulating KM
strategy and providing training and incentives. In these organizations, formal processes for
creating, capturing, sharing, and applying both formal and informal knowledge are specified. Pilot
projects exploring more advanced KM applications are also being carried out. At the managed
level, KM is tightly incorporated into organizational strategy and is supported by enterprise-wide
KM technology. KM models and standards such as those integrating knowledge flows with
workflows are also adopted (Zhuge, 2002). In addition, quantitative measures are utilized to assess
the effectiveness of KM. At the optimizing level, organizations have KM systems that closely
support key business activities. With an institutionalized knowledge-sharing culture,
organizational members, while not expected to share every single piece of their knowledge, are
willing to contribute unique and valuable knowledge that is important to the performance of the
organization.

G-KMMM proposes that organizations should progress from one maturity level to the next without
skipping any level. In practice, organizations may beneficially employ key practices described at
a higher maturity level than they are. However, being able to implement practices from higher
maturity levels does not imply that levels can be skipped since they are unlikely to attain their full
potential until a proper foundation is laid. (Pee & Kankanhalli 2003)
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Maturity | General Description | Key Process Areas
Level People Process Technology
Initial Little or no intention to | Organization and its people No formal processes to No specific KM
formally manage are not aware of the need to capture, share and reuse technology or
organizational formally manage its organizational knowledge | infrastructure in
knowledge knowledge resources place
Aware Organization is aware of | Management is aware of the | Knowledge indispensable | Pilot KM

and has the intentionto | need for formal KM for performing routine projects are

manage its task is documented initiated (not

organizational necessarily by
knowledge, but it might management)
not know how to do so

Defined Organization has put in -Management is aware of its | -Processes for content -Basic KM
place a basic role in encouraging KM - and information Infrastructure in

infrastructure to support | Basic training on KM are management is place (e.g.,

KM provided (e.g., awareness formalized -Metrics are single point of
courses) -Basic KM strategy | used to measure the access) -Some
is put in place -Individual increase in productivity enterprise-level
KM roles are defined - due to KM KM projects are
Incentive systems are in put in place
place

Managed | KM initiatives are well -Common strategy and Quantitative -Enterprise-
established in the standardized approaches measurement of KM wide KM
organization towards KM -KM is processes (i.e., use of systems are

incorporated into the overall | metrics) fully in place -
organizational strategy - Usage of KM
More advanced KM training systems is at a
-Organizational standards reasonable level
-Seamless
integration of
technology with
content
architecture

Optimizin | -KM is deeply Culture of sharing is -KM processes are Existing KM

g integrated into the institutionalized constantly reviewed and infrastructure is
organization and is improved upon -Existing | continually
continually improved KM processes can be improved upon
upon -1t is an automatic easily adapted to meet

component in any new business

organizational processes requirements -KM

procedures are an integral
part of the organization

Table 2: G-KMMM
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2.5.3 Knowledge Management Maturity Instrument

In the effort to bridge the gap between theoretical and practical applications of knowledge
management measurements, researchers Kruger and Snyman (2007) developed an instrument to
test and assess knowledge management maturity for organizations. Not only does this instrument
help organizations to measure knowledge management maturity but also serve as a guide to
successfully institutionalize knowledge management.

e ICT as an enabler of Knowledge Management

e Information Management's role for knowledge management in an organization

e Formulation of Knowledge Management principles, policy and strategy in an
organization

e Implementation of Knowledge Management in an organization

e Ubiquitous knowledge transfer in an organization

e Assessment of Knowledge Management Growth in an organization

The assessment tool primarily focuses on a set of questionnaires that consist of 6 sections,
containing 101 descriptive questions. This tool helped to clarify both maturity levels and success
factors of institutionalizing knowledge management in any organization. Taking into
consideration. The instrument’s focus on institutionalizing KM and learning within any
organization and recognizing that this instrument addresses key enablers of knowledge
management practices in the development aid sector across the board, the researcher will base its
exploration of KM maturity in development aid sector in Ethiopia on this framework to best match
the objective of the study

2.6 Knowledge Management in development aid organizations

Development aid organizations play a crucial role in accelerating development assistance. The
critical roles of these organizations are coordination of aid efforts, supporting development
planning, building development capacity, investing in infrastructure and streamlining resources.

Another key role development aid organizations have is building the capacity of beneficiary
entities to process and use knowledge to engage effectively in substantive development debates
and decision making processes (Keeble, 2002). This mandate requires development organizations
to have quality learning and knowledge management systems. In addition it calls for knowledge-
based aid and the globalization of knowledge require development organizations to reflect on how
their internal KM and learning systems interact with external information flows and policy trends
(King, 2001).

Knowledge for development is critical to knowledge societies as it is the source of basic skills, a
foundation for knowledge acquisition and innovation and an engine for socio-economic
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development. However, knowledge management in the country has been relatively slow to respond
to this new demand, typically tending to focus firstly on technical ICT skills and only latterly
beginning to consider the range of knowledge sharing skills which development workers need to
think creatively, solve problems, communicate effectively, identify and analyze existing
information, and create knowledge.

Two types of theoretical distinction prevail as types of knowledge creation in development
organizations. Knowledge in the field (bottom-up learning) and knowledge of high-level
negotiation processes (top-down learning). Fowler argues knowledge in the field is more relevant
for development organizations to boost their legitimacy and influencing power.

Hovland (2003) outlined the various challenges and characteristics of organizations working in the
development area. Not only does the research review the current literature in order to map out the
rationale and objectives of KM and learning within international development and to identify gaps
and emerging themes, it also talks about the two KM strategies and discusses the limits to KM at
the organized level by quoting Levitt and March®s article which highlights the limitations and
ambivalence of organizational learning. They suggest that the limitations stem from three sources:
1. The amount and complexity of experience within an organization; the more complex the
experiences, the more difficult it is to draw lessons from them.

2. Human habits: there are limits to the rationality of human behavior within organizations.

3. Features of the organization may hinder learning, such as hierarchical structures and routines.

In recent years, development aid organizations have showed considerable interest in finding ways
to assess what they know and the intangible impact of their work such as policy influence
(Hovland, 2003). Performance measurement models from the corporate sector largely overlook
the idea of intangible impact focusing instead on models to measure internal tangible assets and
how performance can be showcased using metrical figures.

Knowledge Management research conducted by (Mathew,2002 ) state “The benefits from
Knowledge Management initiatives are: enhanced decisions, flexibility, increases in profits,
reduced and workloads in the regular process, improved productivity, new opportunities, cost
reduction, use of best practice, transfer and network, sharing and exchange, collaboration, market
development, higher and better performance, learning environment, improved motivation and
retention of employees”. The question then remains, how can these benefits provide competitive
advantage for a development aid organization wishing to strengthen its ability to influence?

Researches attempted to answer this question (Peszynski, Cooper and Molla, 2005). The research
team adopted action research to investigate suitable Knowledge Management application for a
development organization in Australia. They chose action research for this study having two
justifications in mind:

1. The researchers' desire to embark on a practical problem they can explore hands on and that
they can provide concrete solutions for whose methods are scientifically proven.

2. The researchers concurred that by using action research method, strategies are made "“more

spontaneous than specific, and more contingent than calculative, in other words, strategies can
emerge or form in action”.
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The researchers followed specific steps for this study that included: Studying the problem domain,
studying what KM means and its critical success factors and selecting a strategy approach based
on findings.

Key stakeholders were selected as target groups for this study, in the first iteration of data
collection, twenty-one interviews were carried out with questions that included identification of
Knowledge management issues related to organizational knowledge, technology, work processes
and knowledge flows. The inference from this first cycle of interviews was that three basic themes
of KM perspectives exist in the organization namely people, processes and technology.

In the second iteration of this study focus group exercise was conducted where discussion topics
and key arguments were taken as data input. The findings from the first and the second iteration
of data collection resulted in the actual strategy formulation based on identified key focus areas
and core priorities the organization puts in place with regards to knowledge sharing.

Beyond analysis of data, findings and strategy formulation the authors also reflected on what need
to be considered during knowledge management implementation. These recommendations are;

e Adequate education to stakeholders/users on the benefits of KM and the implications
of KM strategy implementation on their daily tasks.

e Knowledge management activities should be crafted in a way that puts knowledge
products in an interactive, user friendly format.

All in all the researchers advised that knowledge management in development organizations
should;

 Establish the background and scope for the KM strategy;

» Include an explanation of KM and its objectives;

» Describe the key drivers of KM for the organization;

» Establish the current state of KM in the organization (including a knowledge, process
and technology audit);

* Outline how the organization can move towards the “where it wants to be” by setting
specific projects and targets to be achieved,;

« Discuss why KM is the responsibility of every employee as well as identifying
individuals and teams who should be responsible for particular projects/targets set out
in the strategy;

« Use simple language with all key terms explained; and

» Use an easy to follow format.

Knowledge for Development researchers and practitioners Le Borne and Cummings (2009)
studied similar problem domain. Their research emphasizes on highlighting knowledge
management in development organizations supported by suitable technological tools. In recent
years, there are requirements levied on international development organizations multi-stakeholder
strategic focus to meet short and long term development objectives (Moriarty, 2005, Stremmelaar,
2009). These requirements call for better understanding of knowledge resources within and
knowledge resources beyond boundaries via interactions. That is the explanation behind emerging
and rapidly growing inter-organizational communities of practice both through the web and
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through face to face communications. With this in mind Le Borne and Cummings discovered the
following findings based on extensive study of related literature.

Development organizations are actively aligning their KM activities with learning,
which explains a trend observed in increased interaction with external parties, more
participatory decision-making, and increased attention to contextual knowledge-
sharing. Although considerable attention is given to knowledge, many development
organizations lack the instruments to link their knowledge sharing practices with a
thorough theoretical framework (Krohwinkel-Karlsson, 2007).

The social component of organizational culture and the contribution of personal values
and capacities to more effective development activities are being increasingly
recognized as influencing factors of knowledge management. (Olsson and Halbwirth,
2007)

Communities of practice are making a crucial contribution here: values the importance
of local knowledge in decision-making and refers to the use of communities of practice
as perhaps ‘the most important device because of the multiple contexts (personal, social
and cultural) that its interactivity includes' (Braga de Vasconcelos, 2005) while
Heizmann (2008) emphasizes the value of different perspectives as opportunities.
This collaboration is primarily supported with technology tailored to best serve cross
organizational knowledge exchange. Therefore, organizations that lack the
technological capacity to support knowledge exchange cannot benefit fully from the
capture, transfer and storage of knowledge. Interactive digital tools (often named as
Web 2.0) that allow for enhanced personalization, increased interaction, shorter
feedback mechanisms and joint sense-making are the technologies that serve this.
Examples include blogs, wikis, slidecasting, online bookmarking, microblogging,
syndication of resources (RSS feeds) etc.

Organizations in the development sector are taking advantage of the various learning
approaches that evolved with the emergence of the knowledge era. These organizations
are able to align their knowledge strategy with learning.

Development organizations have knowledge policies that serve departments within the
organization or, alternatively knowledge management strategies that address the
knowledge needs of their partners, governments and external partners that are directly
affiliated with them.

Hearn, Leborgne and Brown (2011) provided a detailed overview of monitoring and evaluating
KM in different establishments sheds light on the dark areas of current practices and paradigms
while stressing the need to better bridge the gap between the knowledge industry supported by
organizations and the knowledge needs of their clients.
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Ramalingam (2009) synthesized existing research on knowledge and learning in the development
sector, and draws out key questions for examining related approaches and systems in development
agencies. It poses significant questions to help shape future investigations that may be carried out
to improve knowledge and learning in development organizations such as:

e What are the knowledge and learning needs, capacities and challenges of beneficiary
groups? And how can issues of culture, national identity and religion be addressed among
them?

e What possible mechanisms are there for monitoring and evaluation (M&E) of knowledge
and learning approaches? How can these be made more systematic and evidence-based?

e In what ways do information technology systems support or inhibit the knowledge and
learning agenda? How is this impacted upon by the various forms of ‘digital divides’ that
exist across different actors in the development sector?

e What mechanisms exist for inter-organizational KM and learning, and how can knowledge
management activities of specific agencies support these?

By means of answering these questions, the paper proposes that it would be possible to derive a
comprehensive “knowledge framework™ to assess complex processes of change within the
development and humanitarian sector. The dimensions of this new knowledge framework are
mapped out as organizational knowledge, organizational links, organizational contexts, and
external factors.

The paper suggests that each of the dimensions of the knowledge framework mentioned above is
considered in developing, revising and evaluating strategies for knowledge and learning, and
further, that the framework may also be of use in systematic comparisons across different settings.

The research also clearly identifies and distinguishes between the three known types of knowledge
i.e tacit knowledge which is intuitive and comes from routine action, explicit knowledge which is
readily accessible to anyone who reads or looks at it and implicit knowledge which is the set of
values or beliefs that a community shares and helps us know how to behave in certain social
situations. A framework provided as an example is the below diagram (Figure 5).
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Knowledge
_ Tacit Explicit Implicit
Create Research Business Statistical modeling
Q Workshops Intelligence Reasoning tools
2] Challenge sessions Funding analysis
o Store Capacity assessments Shared drives Space management
- Exit interviews Info center Workflow
- Handovers Taxonomies M&E
Q. Databases Process map
Share Mentoring Intranet, internet AARs
Coaching Email Retrospects
Communities Publications Evaluations
Training CD ROMs

Figure 5: Knowledge Management framework (Ramalingam, 2009)

The horizontal axis refers to the types of knowledge described earlier. The vertical axis refers to
the knowledge process being considered. Reading across the framework enables identification of
appropriate tools in a given context.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This study followed quantitative research methods via an online survey in the belief that this will
achieve greater understanding and validation of results. This method was chosen due to the reason
that the nature of the research problem calls for a description and identification of factors that
portray existing conditions.

3.2 Participants

This research targeted development aid organizations in Ethiopia that have planned, implemented,
or evaluated (to a certain extent) Knowledge Management related work processes and activities.
The selected development aid organizations were identified on the basis of perceived relevance
and access, giving priority to those that have relatively better internet availability, ICT
infrastructure and relevant information management and knowledge management practices. They
were selected based on the above criteria indicated either through professional partnerships,
personal interactions and online professional communities with interests relevant to Knowledge
Management.

3.3 Sampling Technique

In light of the above, the researcher decided to use purposive sampling for this research to be able
to focus on the most relevant respondents for this study based on the principle that the selected
respondents would most likely be significantly and directly interested in and/or involved in the
phenomenon under investigation and hence provide a well-informed response. Therefore the
sampling technique was selected to provide depth of coverage rather than breadth.

The following organizations participated in the survey

e Action Aid Ethiopia
e Adoption Advocates International
e DKT Ethiopia
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e Food for the Hungry

e GIZ Energy Coordination Office

e GOAL

e |ILO

¢ International Food Policy Research Institute

e International Institution for Communication and Development
e International Livestock Research Institute (ILRI)
e International Rescue Committee

e Jhpiego

e Pact International

e Save the Children — Ethiopia

e United Nations Economic Commission for Africa
e UNICEF

e United Nations Office for the Africa Union

e United Nations Population Fund

e United Nations World Food Programme

e USAID

e Water Aid Ethiopia

e World Bank

e World Learning Ethiopia

e World Vision Ethiopia

3.4 Data collection instrument

Using quantitative research methodology, this study focused on empirical answers from
knowledge management practitioners in the context of their organization’s knowledge sharing
practices. Structured data input were collected from the questionnaire that were distributed for this
purpose.

After examining various research and practice-oriented publications including the Capability
Maturity Model of the Software Engineering Institute (SEI) that many writers refer to, the
researcher found that most knowledge management maturity models in the literature are ad hoc,
and have not been empirically tested (Ehmset al, 2002; Harigopal et al, 2001)

To compensate for this shortfall, a knowledge management maturity measurement instrument
developed by Kruger and Synman (2007) was used. The rational in using this survey instruments
is two folds. 1) The researchers (Kruger and Synman) adhered to a research design that adequately
combined theoretical propositions of knowledge management with practical applications while
designing the knowledge management maturity questionnaire. 2) The questionnaires designed
were not only benchmarked against known maturity assessment survey instruments, but also were
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thoroughly pre-tested and validated in collaboration with a team of knowledge management
experts.

The above mentioned rational ensures that the survey instrument put in place can validate this
research’s empirical inquiry to rate factors that influence the success of Knowledge Management
activities in development aid organizations in Ethiopia.

The online survey principally consisted of questionnaires specifically designed to measure
knowledge management maturity. The instrument is composed of 101 descriptive questions under
six sections namely;-

ICT as an enabler of Knowledge Management
e Information Management in organizations

e Formulation of Knowledge Management principles, policy and strategy
e Implementation of Knowledge Management

e Ubiquitous knowledge transfer

e Assessment of Knowledge Management Growth

Each question was measured against a four-point scale with labels of Yes definitely, Yes but not
significantly, No but probably within the next 5 years and No respectively.
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3.5 Data Collection Procedure

Data were collected using primarily online survey questionnaire. The online tool Survey Monkey
was used to collect survey responses. The questionnaire was sent to 30 selected individuals as a
link via an e-mail containing all relevant information and expressing the strict confidentiality of
their responses outside of the research interest. A mandatory consensual statement which verified
that all participants are above 18 years of age was used to ensure that voluntary responses are based
on adult judgment.

The on-line survey, based on Kruger and Synman’s measurement instrument, queried many
different aspects of capabilities for knowledge-sharing and management, which are summarized
and discussed as follows.

A total of 24 organizations responded to this survey from a selected 30. The 30 organizations
identified are based on the sampling criteria discussed earlier. By using the online data collection
tool, the questionnaire was distributed to the 30 targeted organizations of which 24 responded via
their national and international staff members who are responsible for knowledge management and
communication practices in their organizations. These organizations have implemented at least a
working information and knowledge sharing strategies that primarily serve an estimated 2,000 to
3,000 staff members as well as development partners and stakeholders.

Prior to answering the questionnaire the respondents were provided with an outline detailing the
purpose and nature of the study, what the study focuses on and how the findings will benefit the
non-profit industry. In addition, the fact that the questionnaire was distributed over the internet
resulted in wider coverage of the target population placing a great deal of convenience to many
respondents at ease to participate in the survey. Face to face meetings, telephone conversations
and e-mail messages were used to encourage participants to respond to the survey in a timely
manner.
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CHAPTER FOUR

DATA ANALYSIS & INTERPRETATION

4.1 Results of the survey and discussion

The result of this research was intended to provide an insight for the development of a concise
baseline that not only helps researchers to study further the research topic but also to enable
development aid organizations to consider important factors when designing effective KM
strategies, implement knowledge management initiatives and/or evaluate knowledge management
activities already in place to improve their internal functions, processes, and operations as well as
external strategic interventions.

The data collection instrument was composed of 101 descriptive questions under six sections
namely;-

I. ICT as an enabler of Knowledge Management
[l. Information Management in organizations

I1l. Formulation of Knowledge Management principles, policy and strategy
IV. Implementation of Knowledge Management

V. Ubiquitous knowledge transfer

VI. Assessment of Knowledge Management Growth

4.1.1 ICT as an enabler of knowledge management

The on-line survey asked respondents to assess whether there is an adequate ICT infrastructure in
the organization that is capable of shifting information and knowledge within the organization and
beyond. About 74% of respondents indicated that their organizations are capable of planning an
ICT system for information and knowledge sharing. In spite of rather limited Knowledge
Management systems in general, 90% of the respondents answered that their organizations regard
ICT as an enabler of knowledge management.
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The organization is capable of evaluating an
ICT system

The organization is capable of designing an
ICT system

The organization is capable of planning an
ICT system

The organization has an effective ICT
infrastructure

Yes definitely

81.1% (11)

61.1% (11)

73.7% (14)

57.9% (11)

Yes but not

significantly

33.3% (6)

33.3% (6)

26.3% (5)

36.8% (7)

Mo, but
probably
within
the next

5 years

56% (1)

56% (1)

0.0% (0)

5.3% (1)

Table 1: ICT as an enabler of KM — survey results

No

0.0%
(0)

0.0%
()

0.0%
(0)

0.0%
(0)

1.6

The organization is The organization is
capable of evaluating  capable of designing
an ICT system an ICT system

The organization The organization
is capable of planning has an effective
an ICT system ICT infrastructure

Graph 1: ICT as an enabler of KM — average ratings

Rating

Average

1.44

1.44

1.26

1.47
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H An enabler of knowledge
management

M As knowledge management

Pie chart 1: ICT as an enabler of KM — how respondents organizations regard ICT

The observed ICT capacity is primarily attributed to the potential of the country’s ICT
infrastructure to support the improvement and transformation of industries. Thanks to the spread
of ICT infrastructure networks and facilities provided, more and more institutions lie within reach
of at least low-speed Internet connectivity which enables email, messaging and downloads of
limited size. As a result of this, and of the proliferation of access devices, connecting all field
offices is becoming an increasingly viable proposition for almost all development aid
organizations. Combined with the kind of dedicated high speed backbones, such connectivity
enables resource sharing and other types of collaboration.

An important aspect of the use of ICT in development concerns the devices through which
development workers and beneficiaries access learning materials and collaborative platforms.

ICT is expanding the range of options available to donors and implementing partners in the
development assistance strategies they choose to use, providing an array of choices in systems,
report delivery options, teaching and learning combinations, and strategies for administering and
managing development programs.

ICT supports KM in the form of passive infrastructure functions. They include local area networks
(LANSs), use of intranets, Internet and the World-Wide-Web (WWW), e-mail, groupware
applications, and corporate memory data bases. The latter have been aptly described as often being
'knowledge junkyards' (Demarest, 1996) due to the inability to obtain relevant information from
them when needed. In most instances knowledge-based system (KBS) applications are used for
knowledge deployment and prompting systems for knowledge capture. Overall, we now see much
greater involvement of ICT supporting KM. In the past, both availability of appropriate software
models and the computer capability have been limiting factors.
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Additionally, as development practitioners have began to recognize the huge potential of Web 2.0
tools for promoting participatory development, knowledge driven from collaboration cannot
function without support from advanced IT.

As described in chapter 2, ICT and KM are very closely tied to each other not only in the
conversion process of tacit knowledge to explicit but also on a wider scale strategic focus and
evaluation tasks to reach organizational objectives (Feher,2002)

4.1.2 Information Management

In review of how their organizations make accessible, store, protect and evaluate information
resources, almost 57% of respondents indicated that the organization has a clearly defined
information management policy and strategy. Some 55% answered that in their organizations, it’s
clear which information resources are crucial to organizational objectives and 40% of respondents
felt that it’s clear in their organizations which managers are accountable for information resources
while 45% said that this fact, though it exists, it’s not significant enough in their organization.

Ease of access of information was also rated not significant enough is most organizations (55%).
Availability of information was rated easy by 45% of organizations while it was rated nonexistent
in 10% of the organizations who plan to implement ease of access within the next 5 years.

With regards to employees being trained to access sources of information relevant to their job,
65% of the organizations said the effort is not significant enough. Employees are well trained to
access relevant information in only 15% of the organizations. There are plans to introduce
employee training programs in 15% of the organizations while there are no such efforts in the rest
(5%) of the organizations.

Organizational proficiency in information activities was mostly rated favorably by majority of the
respondents. Identification of information needs (55%), information storage (55%), protection of
information (45%), institutional databases (60%) information management systems (55%) and
libraries (40%). Of these information management activities, tools and services, the lowest rating
were the determination of value and cost of information, information disposal, information
acquisition and information distribution. Overall, most of these organizations (55%) regard
information management as an enabler of knowledge management.
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Yes definitely

The organization has a clearly defined

information management policy 82 6LLH(10)

The organization has a clearly defined

information management strategy RLOEE)
The information understands which

information resources are crucial to the 55.0% (11)
business

It is clear which managers are accountable

for information resources <SG
Key information is easily available 35.0% (7)
All employees are trained to access sources 15.0% (3)

of information relevant to their job

Table 2: Information Management as an enabler of KM — survey results

Yes butf not

significanthy

26.3% (5)

35.0% (7)

30.0% (6)

45.0% (9)

55.0% (11)

65.0% (13)

No, but
probably
within
the next

5 years

15.8%
(3)

20.0%
(4)

15.0%
(3)

15.0%
(3)

10.0%
(2}

15.0%
(3)

No

5.3%
(1)

5.0%
(1)

0.0%
(0)

0.0%
(0)

0.0%
(0)

5.0%
(1)

Rating

Average

1.74

1.90

1.60

1.75

1.75

2.10
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Identification of information needs

Acquisition of information

Information storage

Information distribution

Information retrieval

Information disposal

Protection of information

Determination of value and cost of
information

Yes definitely

55.0% {11)

40.0% (8)

55.0% (11)

40.0% (8)

40.0% (8)

25.0% (5)

45.0% (9)

25.0% (5)

Yes but not

significantly

40.0% (8)

55.0% (11)

35.0% (7)

55.0% (11)

40.0% (8)

30.0% (6)

25.0% (5)

35.0% (7)

Mo, but
probably
within
the next

5 years

5.0% (1)

5.0% (1)

10.0%
(2)

5.0% (1)

15.0%
40.0%
(®)

20.0%
(4)

35.0%
(7

No

10.0%
(2)

5.0%
(1)

Rating

Average

1.50

1.65

1.55

1.65

1.85

2.25

1.95

220

Table 3: Institutionalized information management tools and services — survey result

W An enabler of knowledge
management

M As knowledge management

Pie chart 2: Information Management as an enabler of KM — how respondents organizations
regard overall Information Management practices
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Graph 2: Information Management as an enabler of KM — average ratings

4.1.3 Formulation of Knowledge Management Principles, Policy and Strategy

Majority of the participants responded that knowledge is seen as a strategic resource in their
organizations. In 42% of the organizations, Knowledge Management is one of the top 5 internal
priorities while in 36.8% of these organizations KM as a strategic priority is not significantly
influential. But even if most respondents felt KM is a key strategic priority, the actual management
of knowledge supplying a direct input to the strategic process in their organizations was rated low
(28%). 33% responded that the input exists but it’s not significant enough to influence strategic
directions.
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These results can be further analyzed from the perspective of viewing organizational knowledge
(both tacit and explicit) as a key strategic asset. Organizational knowledge as a subject of study
has been around for a long time thanks to researchers such as Fredrick Hayek, Edith Penrose and
Michel Polanyi (Easterby-Smith & Lyles 2003). One of the foundational works within the
economics perspective is Nelson and Winter (1982), which emphasizes the importance of tacit
knowing as a basis for individual and organizational competence. In contrast to explicit
knowledge, which can be articulated or documented with relative ease, tacit knowledge is based
on personal experience and skills. It is much less easy to express and can only be transferred
through socialization processes, such as jointly performed tasks, face to face discussions etc.

A practical application can be found in Nonaka and Takeuchi’s (1995) account of “the knowledge-
creating company”. Key findings in their work include: the significance of national culture to
understanding the construction and communication of knowledge; the importance of dialogue
between the policy domain and the operational levels in the creation of knowledge; and the general
insight that most dichotomies, such as tacit/ explicit and action/thinking, are problematic to
operationalize. Nonetheless, many of the developments within the stream have evolved around
distinguishing and understanding different types and forms of organizational knowledge. Popular
classifications are for example those of ‘know what’ (data/information), ‘know how’ (procedural
knowledge), and ‘know why’ (understanding/wisdom) (Ackoff 1989); and the four dimensions of
knowledge and awareness stretching from ‘knowing what you know’ to ‘not knowing what you
don’t know’ (Carayannis 1999).

Knowledge Management strategy Organizational knowledge cannot be retained or applied for
effectiveness without the formulation and implementation of a sound knowledge management
strategy that portrays the road map of where the organization wants to be in managing knowledge.
Knowledge management strategy involves predicting, choosing directions, ways of solving
problems, seeking the truth of the status quo and desiring the future. It also states whether or not
knowledge codification or knowledge personalization is suitable, the level of IT support needed,
definition of organizational domains, knowledge content structures and knowledge owners.

When knowledge management policy and strategy formulation is considered, two broad objectives
are usually put forward: ensuring value and developing a capability that enhances knowledge
sharing for effectiveness (Callahan, 2002). KM model in profit making organizations promotes a
level of consensus that facilitates an organization's best use of its most valued resource, knowledge,
to leverage competitive advantage. Callahan’s argument claims that the key players for effective
KM strategy formulation and implementation are individuals in the organization who are
responsible for operationalizing business initiatives and maximizing profit.

Taking a different perspective from a similar literature, KM strategic perspectives can be
differentiated on the basis of whether a focused, balanced, or dynamic approach is taken (Choi &
Lee). When taking the focused approach, the focus rests on either technological (systems
approach) or people-oriented (human-based approach). Systems approach emphasize codifying
storing and sharing knowledge formally using information technology tools while human-based
approach is focused on acquiring knowledge via dialogue with skilled personnel through social
networks. Employee empowerment through informal knowledge sharing is highlighted in this
approach.
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The second strategic perspective is the balanced view whereby a mixture of systematic and human
approaches is employed to balance the tension between these two extremes. Third is the dynamic
approach where the characteristics of knowledge determine the focus of the KM strategy
(Bloodgood & Sailsbury; Choi & Lee).

The nonprofit sector bases its strategic decisions around beneficiaries. Providing support to
vulnerable communities and capacity building are among the focus areas. KM strategy in
development aid thus needs to include the building blocks that maximize the effecient deliverables
to beneficiaries. The results suggest that although KM is considered a key strategic priority, the
systematic management of knowledge contributing directly into strategic performance is not
widely implemented mainly due to limited knowledge management strategies at work. Even
though it’s difficult to find a one-size-fits-all KM strategy formulation directions, based on the
gathered data and known phenomenon, the observed limitation can be alleviated by applying Choi
and Lee’s balanced approach to strategic KM perspective where the conjunction of technological
and non-technological components are carefully considered to formulate KM strategy in
development aid organizations.

i.  Motivating factors for enhancing knowledge sharing practices

Majority of respondents (80%) confirmed that their organizations regard knowledge production
and sharing as a motivating factors for improving work efficiency. 10% of respondents indicated
that knowledge sharing for efficiency will be implemented in their organizations within the next 5
years. Of the top rated similar motivators are, rapid release and accessibility of information to all
staff (70%) and improving working relations and trust within the organization (50%) and making
up for loss of knowledge (due to staff turnover, retirement etc) (45%). Two factors,
decentralization of authority and improving transparency, were rated either low or insignificant
motivators for enhancing knowledge sharing practices in the organizations (40%).
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Improving work efficiency and/or
productivity by producing and sharing
knowledge more rapidly within your
organization

Decentralization of authority

Releasing information more rapidly and
making it more widely available to staff

Promoting life-long learning

Improving transparency

Improving working relations and trust within
your organization

Making up for loss of knowledge (due to
staff turnover, retirements, etc)

Yes definitely

80.0% (16)

40.0% (8)

70.0% (14)

50.0% (10)

40.0% (8)

50.0% (10)

45.0% (9)

Yes but not

significantly

5.0% (1)

40.0% (8)

20.0% (4)

30.0% (6)

40.0% (8)

35.0% (7)

40.0% (8)

Mo, but
probably
within
the next

5 years

10.0%
(2)

15.0%
(3)

0.0% (0)

15.0%
15.0%
(3)

15.0%
(3)

10.0%
(2)

No

5.0%
(1)

5.0%
(1

10.0%
(2)

5.0%
(1

5.0%
(1

0.0%
(0)

5.0%
(1

Rating

Average

1.40

1.75

1.75

Table 4: Motivating factors for enhancing knowledge sharing practices — survey results
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Graph 4: Motivating factors for enhancing knowledge sharing practices — average ratings
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4.1.4 Implementation of knowledge management

A number of initiatives were presented to respondents to assess strategic arrangements made to
boost a working knowledge management function within the organizations and make knowledge
accessible for sharing.

Easing up bureaucratic divisions, the creation of central coordinating unit, reorganization of
offices, establishment of communities of practice, training programs and communication with
beneficiaries are among the highest rated initiatives implemented resulting in more than 40% of
responses for each indicated factor.

Factors such as appointment of chief knowledge officer (CKO) and incentive schemes for
knowledge sharing are not yet widely implemented to facilitate knowledge sharing. The CKO
position does not exist in 29% of organizations while it's planned to be implemented in the coming
5 years in 23% of the organizations. Incentives for knowledge sharing are planned as future actions
in 47% of the organizations.

Information Technology department and its staff were indicated as the primary responsible entity
by most respondents (36%). In 29% of respondent organizations a special knowledge management
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unit runs knowledge sharing activities. In the remaining 35% of organizations Human Resources
departments, management group and other units are responsible for knowledge management in the

organizations accounting for 6%, 6% and 23% respectively.

Good work practices are stored in training manuals (82.4% of responses), in the form of guidelines

(88% of the organizations) and in best practice documents in 76.5% of the organizations.

W Human resources management team
M Information technology team

m Special knowledge management unit
B Top managers

m Other

Pie chart 3: Organizational units responsible for KM
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Opening up bureaucratic divisions

The creation of a central coordinating unit
for Knowledge Management

The appointment of a Chief Knowledge
Officer (CKO) with executive status

Reorganization of offices (e.g. open plan
offices)

Establishment of informal networks (e.g.
Communities of practice - groups of
practitioners working on the same topic but
not on the same project, and regularly
sharing knowledge)

Institutionalization of training and mentoring
programmes

Communication with customers

Establishment of incentive schemes for
knowledge sharing

Communication with suppliers

Table 5: Strategic arrangements for KM implementation — survey results

Yes definitely

23.5% (4)

27.8% (5)

27.8% (5)

33.3% (6)

44.4% (8)

33.3% (6)

44.4% (8)

22.2% (4)

33.3% (6)

Yes but not

significantly

52.9% (9)

38.9% (7)

22.2% (4}

27.8% (5)

35.9% (7)

38.9% (7)

38.9% (7}

22.2% (4)

33.3% (6)

Mo, but
probably
within
the next

5 years

5.9% (1)

27.8%
(3)

22.2%
(4)

33.3%
(6)

16.7%
(3)

222%

(4)

11.1%
(2)

44.4%
(8)

16.7%

i b

Mo

17.6%
(3)

5.6%
(1)

27.8%
(3)

5.6%
(1)

0.0%
(0}

5.6%

(1)

5. 6%
(1)

11.1%
(2)

16.7%

T b

Rating

Average

218

211

250

211

1.72

2.00

1.78

244

247
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a. Staff involvement in the flow of knowledge sharing

Most staff members are engaged in informational meetings and presentation of projects regularly
(47% of respondents). Staff also share most of their information via email and electronic devices
(94% of respondents). 53% of respondents indicated that staff engagement in peer review is
minimal (not significant).

When respondents were asked about the knowledge sharing environment and staff, they also
answered that knowledge sharing practice in their organizations are favorable for career
development of staff (70%) and that staff members are active in organizing knowledge sharing
events such as meetings with their peers from other departments (70%).

Knowledge Management is a cultural change process, and staff need to be coached through change
to ensure effective implementation of knowledge management. Investment in ICT, such as the
practices seen in the international development NGOs who participated in the survey, is an
excellent start, and needs to be followed up with an equal, or greater, investment in coaching and
training to deliver the full benefits of KM. The need for an equal balance of people, process,
technology and governance is particularly true for Knowledge Management. No single one of these
factors will deliver a transformation in strategic results; only a holistic combination of the four.
The practical outcome of this is that KM implementation team should be split evenly between
technologists, HR people, process people and change agents, and not exclusively between ICT and
HR staff as the responses indicate.

Yes definitely Yes but not No, but No

significantly probably

Rating
within
Average
the next
5years
. . , , 12.5%
Informational meetings 43.8% (7) 43.8% (7) 0.0% (0) 2) 1.81
Peer reviewing/quality reviews 25.0% (4) 56.3% (9) 12'5;;’{; 6'%:"; 2.00
[+
Presentations of projects and activities 50.0% (8) 37.5%(6)  63% (1) 63& 1"; 1.69
lnfqnnation sharing by electronic device (e- 94.4% (17) 5.6% (1) 0.0% (0) 0.0% 106
mail, etc.) (0)
Building databases 37.5% (6) 313% (5) 188%: 125% 2.06

(3) (2)
Table 6: Staff engagement in KM — survey results
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b. Progress assessment of KM implementation

Majority of respondents (65%) indicated that written and oral feedback are used as assessment
tools in 65% of the organizations while the rest (41%) of the respondents do not use indicators for
assessment. 59% of respondents said that specialized indicators are used to assess the
implementation of knowledge management in their organizations

The use of Scorecards and comparisons between organizations are the least used in assessing
progress on knowledge management in organizations, accounting for only 18% and 25% of
responses respectively.

International development workers working in knowledge management are under constant
pressure to justify the relevance and return on investment of KM initiatives by senior management,
donors and stakeholders alike. KM practitioners do not have a formal directive or guideline on
how to go about impact measurement of a KM initiative. This is in line with the findings of a
recent study conducted by Walter Mansfield and Philipp Grunewald (2013). The researchers
conducted a wide scale survey involving practitioners from across the international development
sector globally to explore best practices of indicators used, common issues and challenges and
collaboration to improve KM indicators specific to international aid.

The findings reflected that lack of organizational support and lack of tools for measuring the
effectiveness of knowledge management are reasons for inadequate and inefficient methods for
measuring knowledge activities.

The most frequent KM evaluation frameworks used by international development organizations
around the world were discovered to be logical frameworks, theory of change, after action review,
outcome mapping and KM maturity models. Less comprehensive methods to measure knowledge
activities include web statistics, good practices, case comparison and knowledge audits.

The research also analyzed challenges in measuring KM:-
A lack of data availability from knowledge systems
No real idea of metrics for improved internal KM
Not knowing how to capture Knowledge activities
Lacking indicators for measurement

Lack of metrics and tools for measurement

Limited guidance in terms of best practice

Knowledge management initiatives and practices are often not measured to highlight the true
impact of what they accomplish. In the researcher’s experience, some organizations use software
usage statistics to measure success of implementation. But usage statistics can be misleading;
generally they are based on access metrics and are not true indicators of use, whether for quality
assurance processes or for actual application. A better option is conducting process based
interviews that trace the point of access to a point of action.
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To measure the success of KM projects, it’s essential to understand the drivers behind the project.
One would start by asking what it was intended for and who are the beneficiaries of the
initiative. The measurement of that would require process interviews, knowledge product
footprint analytics, storytelling and end user value-based benefits.

In some cases it’s better to assess in terms of value, which is less definitive and reflects the nature
of the knowledge concept the organization is attempting to manage. Organizations and donors
require evidence-based data and too many times impact measurement is produced through a one-
off reductive process that miss the bigger picture of the whole. This can be best alleviated by
linking knowledge and learning activities to HR processes where data collected can be embedded
with ongoing organizational routine as opposed to a one-off measurement of a KM initiative at a
particular point in time.

c. Implementation challenges

The most pressing factors indicated that hinder knowledge management practices are: -

Lack of time or resources to concretely share knowledge on a day-to-day basis - 70%
Staff not making documents available to others spontaneously- 70%

Difficult in capturing employee's undocumented knowledge (know-how) - 81%
Resistance of certain groups of staff - 52%

Concern that other organizations/general public would be able to access
sensitive/confidential information - 50%

The challenges least concerning for the respondents include:- The organizations putting strong
focus on information and communication technology, rather than on people or organizational
matters and knowledge and information management not being a top priority in the modernization
programs of the organizations, accounting for 35% and 29% respectively.

According to Kimiz Dalkir The biggest barriers to Knowledge Management in general are :-

o Knowledge is power - Too often people see knowledge hoarding as a way to personal
power.

e The Individual work bias of the past ("I have to solve this all by myself") is shifting to a
teamwork and a collaborative bias.

« Local focus is often a perceived barrier to knowledge management, which can be
converted to a network focus by the establishment of communities of practice.

« "Not invented here" can be a real barrier to the import of knowledge, if the relationship of
trust is missing. Trust will grow with face-to-face knowledge sharing, and few people
resist a request for help.

o People are often afraid that Errors will be penalized, and are therefore unwilling to share
what they may see as failures.

o People feel they are not paid to share. Knowledge management is often seen as not part
of normal business. Preserving the value of our knowledge assets is not seen as core
business.
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o People feel they have no time to share. This is a very real barrier; most people are 'maxed
out' at the moment. So we need to make knowledge sharing as quick and efficient as we
can, because really we have no time NOT to share

These challenges in KM can be summarized in the context of employee behaviors of sharing
knowledge in formal interactions within or across teams or work units. Knowledge is shared
through formal social interactions of a person-to-group channel. Personalization strategy of
knowledge management and sharing of tacit knowledge through formal face-to-face conversation
are strongly recommended for this type of knowledge sharing.

Organizational commitment can positively affect employees’ attitudes and behaviors of
knowledge sharing (Hislop, 2003, MacNeil, 2001). This is further motivated by employees’
willingness to contribute knowledge to the success of team and organization.

In this situation, employees believe through knowledge sharing they can help the organization as
a whole meet its business objectives, but not for their self-interests (Gurteen, 1999). When
employees believe that their contributions will be valuable to the organization, they give
themselves positive feelings of sociability or doing the right thing, and promote personal
responsibility (Cabrera 2002).

And when the organization recognizes this behaviors, they are more likely to be considered and
rewarded through the organization’s incentive systems. Rewards at different levels (pay based or
recognition based) enhances individual knowledge sharing within or across teams (Bartol &
Srivastava, 2002).

KM also focuses on employees’ contributing their ideas, information, and expertise through
written documentation rather than dialogs, such as by posting ideas to organizational database and
submitting reports which can benefit other employees and the organization. In this case, knowledge
is shared through a person-to-document channel. Codification strategy of knowledge management
and sharing of explicit knowledge are emphasized for this type of knowledge sharing.

Associating rewards with contribution to a database can be applied here too. Contributions being
easily tracked, accessed, evaluated, and recorded ensure employees that their knowledge sharing
will not be ignored or devalued by the organization which in turn has a positive impact on the KM
initiative as a whole (Bartol & Srivastava 2002).
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4.1.5 Ubiquitous knowledge

Respondents were asked to identify internal and external knowledge sources and entities that the
organizations increasingly reply on to carry out activities. Organizational departments, local
governments, peer organizations and beneficiaries were listed as the most critical knowledge
sources needed. Others such as universities, consulting firms, suppliers and trade unions were rated
the lowest as key external knowledge sources.

Between departments in your organization

Local governments

Peer organizations

Universities/Research centers

Suppliers

Customers/beneficiaries

Consulting firms

Trade Unions

Other

Yes

definitely

61.1% (11)

50.0% (9)

44.4% (8)

27.8% (5)

22.2% (4)

55.6% (10)

33.3% (6)

16.7% (3)

37.5% (6)

Yes but not

significantly

27.8% (5)

33.3% (6)

44.4% (8)

27.8% (5)

50.0% (9

38.9% (7)

44.4% (8)

16.7% (3)

25.0% (4)

Mo, but
probably
within
the next

A years

5.6% (1)

11.1%
(2)

0.0% (0)

222%
(4)

11.1%
(2)

0.0% (0}

16.7%
(3)

16.7%
(3)

12.5%
(2)

Table 7: Ubiquitous knowledge — survey results

Mo
Rating
Average
EEE?E]'I 1.56
5?:?; 1.72
11'1; 178
22'2;;; 239
15'?;? 222
EEE:E} 1.56
EEET; 1.94
50'?;? 3.00
25'?:36} 235
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35

25

1.5+

0.5+

Local govemmeants Universities/Research Customers/baneficianes Trade Unions
canters

Betwaen depanments Peer organizations Supgliers Consulting firms Other
in your organization

Graph 5: External knowledge sources — average ratings

Social mobilization in to development programming is widely adopted among international NGOs
in Ethiopia. Communities of practice (CoPs) are established for the purpose of meeting
development objective through dialogue and sharing information and experiences. Communities
of practice of various development priority sectors made up of representatives from various
international development organizations including government institutions are strong mechanisms
for knowledge generation, learning and policy participation. The United Nations Ethiopia Country
team (UNCT) programme coordination working groups, such as the Development Assistance
Group (DAG) and United Nations Development Assistance Framework (UNDAF) can be good
examples in this regard.

While the concept of CoPs is not new, in the researcher’s experience, most of the interactions take
place synchronously. The development of ICTs, combined with the need for more intentional,
systematic management of knowledge means that using electronic communications for CoPs may
afford an opportunity not only to manage knowledge as an asset but also to keep a pace of change
and core knowledge requirements.

The potential power of virtual CoPs, that allow both synchronous and asynchronous interactions,
is recognized by increasing interest in networked learning, e-learning and collaboration, as
witnessed by the successes of global online networking platforms in the west that more and more
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development organizations engage in. To strengthen this practice for effective development aid
knowledge sharing, experts and researchers recommend the below adaptations:-

Establishing a networked environment where the necessary interactions that improve
learning can occur (Wenger et al, 2002).

Implementing top-down approach to communities that consist of selecting best practice
areas that are strategic to the objective, and proactively starting up communities to cover
those knowledge areas and the bottom up approach to increase connectivity as opposed to
promoting strategic communities.

Promoting learning through social interaction and participating actively in a social
settings in the workplace (Lave & Wenger 1991)

Staff members participating in a virtual CoP facilitates gaining better knowledge/skills
from fellow community members/colleagues (Fowler & Mayes, 1999)

“Knowing how to be in practice”, rather than “knowing about practice” and thus involves
a process of identity development for the newcomer through participation in the practice
of the community (Brown & Duguid 2002).

Paying attention to cross-national and cross-cultural dimensions in international online
communities (Trayner, Smith & Bettoni 2006)

Giving consideration to the influence of culture in the development of a community
(Campbell & Uys 2007)
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416 Growth of KM

It was reported, by 53% of the respondents, that there is rapid growth of knowledge management,
over the past 5 years, in the respective organizations while 42% said that growth exists but not at a
significant rate. The rest of the respondents indicated that even if there's no exhibited growth

currently taking place, it is anticipated within the next 5 years.

Assessment of KM growth over the past 5 years

= Yes, rapid growth
= Some growth but not significant

= No growth, but probably within the next five years

Graph 7: Assessment of KM growth — survey results
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CHAPTER FIVE

CONCLUSIONS AND RECOMMENDATIONS

5.1 Conclusions

As noted at the onset, this study was an initial step to assess the state of KM in development aid
organizations in Ethiopia. The study also aimed at enabling development aid organizations to
consider important factors when designing effective KM strategies, implement knowledge
management initiatives and/or evaluate knowledge management activities already in place to
improve their internal functions, processes, and operations as well as external strategic
interventions. The findings are intended to shed light on what can be done to improve performance
for better results in development aid by exploring the synergies between people, processes and
technology. Contributing to the limited knowledge base of KM in the non-profit sector in the
country and identifying possible directions for future research are also among the objectives of
this study

The study started with the basic premise that implementing and diffusing KM projects or
knowledge-sharing philosophies throughout organizations often requires understanding of
organizational KM readiness. Fully embedding Knowledge Management (KM) is a change
process, and the first step in the change is to determine out the current status - to see what is already
being done, what works well, where the barriers and gaps are, and where the strengths are.

Given this idea, the study blended the KM and KM maturity literature to better understand KM
readiness, finding that these literatures converged and suggested that KM readiness is a complex
multifaceted concept influenced by the individual, the organizational context, the KM initiative’s
context, and the process used to introduce KM. From this, the study tests out an instrument that
others can use as a starting point to guide subsequent empirical efforts to further develop theories
and measures of KM maturity assessment.

Despite being based on a small number of targeted population, the researcher believes that this
paper has demonstrated the value of applying assessment in relation to knowledge management.
The survey comments served to confirm the researcher’s belief that the Kruger & Synman KM
maturity assessment instrument and the general knowledge management maturity model (G-
KMMM) by Pee & Kankanhalli provide a useful framework through which to assess knowledge
management.

Through a technique similar to critical success factor analysis, the three lenses of inquiry —
information communication technology, strategic input and implementation issues - provide a
rational and visible mechanism through which to conduct a knowledge management maturity and
thereby assess an organization’s current capability in relation to KM. With further research and
development it is envisaged that the Kruger & Synman KM maturity assessment instrument will
prove to be a useful diagnostic tool for those development aid organizations currently engaged in,
or considering embarking upon, a knowledge management initiative.
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Looking at the relations between the two chosen models used for this study (Kruger & Synman
assessment instrument and the G-KMMM), even though one is a model and the other an
assessment instrument, the fundamental issues discussed by both authors have similarities.
GKMMM emphasizes maturity levels against key performance indicators of three core pillars:
(people, process and technology). Each pillar is described by a set of characteristics that explain
specify practices that, when collectively employed, can help organizations accomplish the goals
of the particular maturity level they most likely resemble. The GMMK has five maturity levels
that are measured against the key performance indicators namely, initial:- where little or no
intention of KM is exhibited, aware:- Organization is aware of and has the intention to manage its
organizational knowledge, but it might not know how to do so, defined:- basic infrastructure is put
in place to support KM, managed:- KM initiatives are well established in the organization and
optimized:- where KM is adequately integrated into organizational processes.

While Kruger & Synman focus on 6 main areas of assesment when evaluating KM in an
organization. Kruger and Sunman's model incorporates the three main illars of the GKMMM in
that the first two critical success factors:- ICT as an enabler of Knowledge Management and
Information Management's role for knowledge management in an organization describe the
technological readiness of the organization. similarly the two other success factors of Kruger and
Synman namely Formulation of Knowledge Management principles, policy and strategy in an
organization and 'Implementation of Knowledge Management in an organization' touch upon the
processes involved for the smooth implementation of KM. The two factors assess the
organizational processes that are essential for establishing a successful knowledge management
initiative.

Kruger & Synman instrument also emphasizes on ubiquitous knowledge transfer which elaborates
on the soft issues of KM implementation that primarily involve people's perception of KM
processes and their behaviors towards it which directly relates to the GMMK's core pillar.

Based on the exploratory survey conducted, it appears that the vast majority of the firms examined
are doing at least some initiatives in the name of either Information Management and/or
Knowledge Management. It was found that higher levels of organization readiness for KM were
indicative of more commitment and less pessimism about KM.

The majority of the organizations who participated in this study recognize the importance of
managing knowledge and claim to be making serious attempts to establish active KM initiatives.
Despite this enthusiasm, the actual implementation of KM still tends to be conducted on an
informal, ad hoc basis with little evidence of effective co-ordination among departments.

The major findings of this survey can be summarized as : -

e There’s a rapidly growing interest and engagement to develop an effective KM initiative
as an enabler of development assistance objectives within the non for profit sector in the
country.

e Most organizations possess adequate ICT infrastructure that facilitate the implementation
and growth of knowledge management initiatives.
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e Most organizations have already in place a working knowledge management and
information sharing systems even though a lot of them don’t yet follow a systematic, well
organized mechanisms of retaining and disseminating knowledge.

e Staff and knowledge workers in these organizations are actively involved in sharing
information and knowledge resources as and when required for speeding up working
processes. This positive attitude towards knowledge sharing with colleagues and
stakeholders is a key conducive behavior to boost growth of KM.

e Albeit incomplete, development aid organization have put in place at least the basic
prerequisites and strategic arrangements that enhance the sharing of knowledge within and
outside their organizations.

e KM implementation challenges are well defined. The majority of the respondents find the
absence of proper organizational guidelines on knowledge sharing, lack of knowledge of
what colleagues need, and shortage of time and resources to facilitate knowledge sharing
hindering their desire to share knowledge with colleagues within and outside the
organization.

e Development aid organizations are actively involved in social mobilizations and group
learning activities with their stakeholders through various communities of practice that
frequently interact through face to face meetings.

e Despite all the above mentioned achievements, devising and implementing KM strategies
aligned with the organizations’ strategic priorities to guide future KM directions is still at
a very early stage.

e Matching analysis of the results of the study against the G-KMMM model, most
organizations fall under the third maturity level of the model titled ‘Defined’

(see Table 2).

While many of the respondents appeared to be critical of their respective organizations’
development of KM strategy, they did feel that KM initiatives, current and future, represented a
significant opportunity to improve their current work performance. Issues such as lack of time or
resources, some staff members being reluctant to share knowledge and concern that
sensitive/confidential information becoming public were mentioned as major hindrances to active
knowledge sharing practices.

5.2 Recommendations

Like most development assistance programs around the world, international NGOs in Ethiopia
face the need to improve the content, process and inclusivity of impact of their development
assistance efforts. Most of these organization are knowledge based, processing data and key
information for decision making on a daily basis. It is therefore pertinent that these organizations
are capable of increasing knowledge in the development sectors they operate and/or leverage
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existing knowledge to meet development goals. This calls for an efficient knowledge management
strategies coupled with acquiring the necessary leadership and support for implementation.

Looking at the diffusion of KM initiatives throughout an organization using a change lens, the
process of implementing KM would be expected to unfold through a series of stages. Readiness,
the initial stage, would occur when the organizational members’ attitudes are such that they are
receptive to a forthcoming KM effort. Adoption occurs when the organizational members alter
their attitudes and behaviors to conform to the expectations of the KM effort. Institutionalization
occurs when KM becomes a stable part of employees’ behavior and fabric of the organization.
According to the responses, most organizations are at the readiness level.

Because knowledge management implementation and integration is a cultural change process,
which involves changing the hearts and minds and work habits of staff, it can’t be done overnight.
It may take at least a couple of years before KM is fully institutionalized across the entire
organization. To achieve that development aid organizations need to continue their dedicated
implementation efforts, focused on breakthrough and delivery of new ways of working, which
lasts until they start to establish rules and disciplines for KM, a knowledge management strategy.

Based on the survey results and considering the observed KM readiness of the organizations who
participated in this study, the author forwards the following recommendations that further enhance
conducive conditions for effective knowledge sharing that support development goals and in the
long run can integrate leveraging organizational knowledge within strategic directions.

e Initiating formal trainings (including e-learning based), peer learning, experience sharing and
similar other formal and informal learning interactions, through knowledge management

initiatives, to meet the knowledge needs of the majority of staff.

e Provision of regular training and practical opportunities aimed at building and sustaining the
different knowledge creation and sharing skills to all staff of different levels. Establishing
knowledge sharing skills development strategies as well as programs to popularize knowledge

sharing among the staff of the organizations.

e Strengthening peer learning schemes using different mechanisms (such as communities of
practices and regular e-discussion) that best allow bringing together the knowledge of staff
members with experts from outside of the organization to ensure that continuous and focused

learning takes places within and outside development aid organizations.

¢ Virtual communities of practices could also be used for facilitating exchange of knowledge

across units. Initiating discussion forums, composed of face-to-face and e-discussion, to create the
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platform that would enables sharing experiences and lessons in turn building an environment of

trust with all its stakeholders and partners on a regular basis.

e Building knowledge sharing environment by combining the already popular knowledge sharing
mechanisms (such as face-to-face meetings and e-mail) with those not widely used e by the
respondents (such as e-discussions and virtual CoPs) in a balanced way to make the most of

available knowledge sharing mechanisms.

e Encouraging the use of e-mail based e-discussions. The organizations could then build on the
skills, experience, and interest that staff would have acquired in using the e-mail based e-

discussions to introduce and popularize web-based e-discussions and virtual forums.

e Making accessible knowledge resources (both tacit and explicit) to encourage self-teaching
(including e-learning resources) particularly on those areas of knowledge identified as strategic
input. Training and resource building by the organization therefore should be built around meeting

the knowledge needs of the staff.

e Making sources of knowledge relevant to the development objectives of the organization more
accessible both physically and electronically visible to encourage more use of the sources. Making
accessible knowledge products such as lessons learned documents, best practices documents, peer
learn files, and after action reports to all stakeholders involved in common areas of concern are
one of the key strategies that the knowledge management program has to consider to strengthen
discussions and exchange of knowledge across units of the organization.

e Making knowledge products easily accessible from centralized repository of easy to use interface
that can be accessed from different locations as prioritized by the knowledge needs and other

relevant criteria that the development assistance programs require.

¢ Strengthening and financing units responsible for knowledge management to facilitate further
identification of knowledge needs, training needs, barriers to knowledge sharing, and so on.
¢ Although the positive attitude towards sharing knowledge is an important asset for development

aid organizations in the country, more work needs to be done by the organizations to develop the
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appreciation and enthusiasm in all staff to engage knowledge sharing with experts and stakeholders
outside of the organization as well. It is important for the organizations to instill the value of the
importance of knowledge sharing across the board to make knowledge sharing a norm. Creating
awareness as to the personal and organizational values of knowledge and knowledge sharing,
provision of incentives for engaging in organizational knowledge sharing (through institutional
recognition of time spend on knowledge sharing, making knowledge sharing as one area of
competence the performance of staff would be assessed for, and so on), and provision of tools and
skill sets required to engage in knowledge sharing are the primary measures that the organization

has to take in order to improve knowledge sharing.

e Putting in place proper organizational guidelines, proper tools, and identification of the
knowledge that need to be shared should be considered as one of the primary measures to be taken
by the organizations to build their knowledge management programs on solid foundations. This

can be addressed through developing knowledge management strategy as one of the first steps.

The researcher hopes this investigation serves as a building block for subsequent research that not
only explores other facets of KM maturity assessment in development aid organizations, but also
advances the level of sophistication of the research. As previously implied, future efforts can use
this work to guide studies that examine the entire process that organizations might go through as
KM is introduced. It is envisaged that future studies, based on these findings, will build on
providing a pre and post implementation assessments of the success of KM initiatives, hopefully
with wider scope and coverage.
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ANNEX

Annex I: Questionnaire

Section 1 - ICT as an enabler Knowledge Management

1.1 To what extent do your organization's information and communication technolgoy
activities comply with the following statements;

1. The organization is capable of evaluating an ICT system
2. The organization is capable of designing an ICT system
3. The organization is capable of planning an ICT system
4. The organization has an effective ICT infrastructure

1.2 The organization regards ICT and the management thereof as.......
(please mark only one answer)

1. An enabler of knowledge management
2. knowledge management

Section 2 - Information Management in the organization

2.1 To what extent does your organization comply with the following statements?

The organization has a clearly defined information management policy

The organization has a clearly defined information management strategy

The information understands which information resources are crucial to the business
It is clear which managers are accountable for information resources

Key information is easily available

All employees are trained to access sources of information relevant to their job

ok wdE

2.2 Is your organization proficient in the following information management activities?

1. Identification of information needs
2. Acquisition of information
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Information storage

Information distribution

Information retrieval

Information disposal

Protection of information

Determination of value and cost of information

2.3 In your organization, the following information management tools and services have
been institutionalized

PopnE

Inventory of information entities
Information management systems
Databases

Information service/ Library

2.4 The organization regards Information Management as ( Please mark only one answer)

1. A prerequisite for knowledge management

2.

Knowledge Management

Section 3 - Formulation of Knowledge Management principles, policy and

strateqy

3.1 How would you rate the following statements?

1.

2.
3.

Your organization is aware of the power vested in knowledge, i.e knowledge is seen as a
strategic resource

Good knowledge management is one of the top five internal priorities of the organization
The management of knowledge is supplying a direct input to the strategic management
process i.e the Chief Knowledge Officer is an active participant in the formulation of
business strategy

3.2 Are the following goals important in motivating the establishment of knowledge
management practices in your organization?

1.

ocoakrwn

Improving work efficiency and/or productivity by producing and sharing knowledge
more rapidly within your organization

Decentralization of authority

Releasing information more rapidly and making it more widely available to staff
promoting life-long learning

Improving transparency

Improving working relations and trust within your organization
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7.

Making up for loss of knowledge (due to staff turnover, retirements, etc)

3.3 In your organization, the following initiatives have been taken to manage knowledge

1.
2.

3.

There is a conscious decision to invest in knowledge management

It is agreed upon that there is a need for hybrid knowledge management environments, i.e
technology and people

High-ranking knowledge champions are identified

There is commitment from top management to the establishment of a formal knowledge
management function

A decision was taken by top management to judge people according to their ability to
share knowledge

A decision was taken by top management to constantly improve knowledge work
processes

There is a conscious drive to get all employees involved in knowledge sharing exercises

3.4 To what extent does your organization comply with the following statements?

1.
2.
3.

The organization has clearly defined knowledge management policy
The organization has clearly defined knowledge management strategy
The KM strategy has been communicated widely to staff

3.5 If your organization already has a knowledge Management (KM) strategy/strategies,
which key element does it include?
(If your organization does not have a KM strategy, please continue to section 4 below)

N =

Information management

Information technology aspects

Human resources management aspects (incentives, recruitment, training, mentoring, etc.)
Organizational aspects (communities of practice, decentralizing authority, networks, etc.)

Section 4 - Implementation of Knowledge Management

4.1 In your organization, the following initiatives have been taken and organizational
arrangements made.

agrownE

Opening up bureaucratic divisions
The creation of a central coordinating unit for Knowledge Management
The appointment of a Chief Knowledge Officer (CKO) with executive status
Reorganization of offices (e.g. open plan offices)
Establishment of informal networks (e.g. Communities of practice - groups of
practitioners working on the same topic but not on the same project, and regularly sharing
knowledge)
Institutionalization of training and mentoring programmes
Communication with customers
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8. Establishment of incentive schemes for knowledge sharing
9. Communication with suppliers

4.2 Which of the following groups has the overall responsibility for knowledge management
in your organization? (Please mark only one answer)

Human resources management team
Information technology team

Special knowledge management unit
Top managers

Other

orwdPE

4.3 In your organization, staff members spend an increasing amount of time on the
following activities:

Informational meetings

Peer reviewing/quality reviews

Presentations of projects and activities

Information sharing by electronic device (e-mail, etc.)
Building databases

akrownE

4.4 In your organization, good work practices have been outlines and updated on a regular
basis, in documents such as:

1. Training manuals
2. Best practices
3. Guidelines

4.5 Which follow-ups are conducted to assess the progress made in implementing
knowledge management practices in your organization?

The use of indicators to assess the implementation of knowledge management practices
Use of scorecards

Written/oral feedback from staff on achievements in knowledge management
Comparison are made between your organization and other organizations in your industry

N =

4.6 Do you consider that the culture of your organization has changed in the following
ways:

1. Staffs now consider that sharing knowledge will be good for their career in your
organization

2. Staffs spontaneously organize knowledge events such as meeting with staff from other
divisions/departments

3. Staffs make documents available to others more spontaneously
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4.7 Has your organization experienced difficulties in implementing knowledge management
practices, because of the following factors?

1.

ok wn

Your organization has put a strong focus on information and communication technology,

rather than on people or organizational matters
Lack of time or resources to concretely share knowledge on a day-to-day basis

Resistance of certain groups of staff

Staff do not make documents available to others spontaneously
Difficult in capturing employee's undocumented knowledge (know-how)
Concern that other organizations/general public would be able to access

sensitive/confidential information

Knowledge and information management is not a top priority in the modernization

programme of your organization

Section 5 - Ubiquitous knowledge

5.1 Does your organization increasingly rely on outside knowledge coming from the
following entities/organizations to carry out its activities?

CoNoO~WNE

Between departments in your organization
Local governments

Peer organizations

Universities/Research centers

Suppliers

Customers/beneficiaries

Consulting firms

Trade Unions

Other

5.2 Staff is encouraged to take up positions in:

Section 6 - Assessment of Knowledge Management Growth

6.1 Please reflect on the growth of knowledge management in your organization over the

CoNUOR~WNE

Between departments in your organization
Local governments

Peer organizations

Universities/Research centers

Suppliers

Customers/beneficiaries

Consulting firms

Trade Unions

Other

past 5 years
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Annex II: Covering Letter Accompanying Questionnaire

1. Overview and Participant Consent

Welcome! Thank you for choosing to answer these assessment questions and for supporting this
study that that seeks to discover knowledge management maturity levels in development aid
organizations in Ethiopia.

Purpose: The study is part of an Msc thesis work at Addis Ababa University, School of
Information Science. Responses will provide insight for the development of a concise baseline
that not only helps researchers to study further the research topic but also to enable development
aid organizations to consider important factors when designing effective KM strategies, implement
knowledge management initiatives and/or evaluate knowledge management activities already in
place to improve their internal functions, processes, and operations as well as external
interventions.

Participants: This survey targets development aid organizations in Ethiopia that have planned,
implemented, or evaluated KM initiatives to rate factors that influenced the success of their
Knowledge Management activities. These selected organizations were identified on the basis of
having relatively better internet access and ICT infrastructure, relevant Knowledge management
experience due to their affiliations indicated either through professional partnerships, personal
interactions and online professional communities with interests relevant to Knowledge
Management.

Your privacy: Under no circumstances will data of your personal profile be shared with anyone.
Also note that data specific to your organization’s activities will not be shared with anyone outside
of the research interest.

The Questionnaire - What to expect

You will be presented questions that aim to explore your organization’s maturity level in
Knowledge Management for Development. The primary topics include (pertaining to your
respective organization)

e ICT as an enabler of Knowledge Management
e Information Management in your organization

e Formulation of Knowledge Management principles, policy and strategy
e Implementation of Knowledge Management

e Ubiquitous knowledge transfer

e Assessment of Knowledge Management Growth

Point of Contact

Please direct any questions and inquiries about the questionnaire to the principle
researcher, Hermella Ayalew, hermella.ayalew@gmail.com, +251922112348

Skype: hermellaa
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Completing the questionnaire indicates your voluntary participation in the study.
Select "Yes" to confirm you are 18 or older, to acknowledge the purpose of this questions, and to
grant your consent for your responses to be included in the research data. Select "No" if you do
not grant consent. (If you elect to participate, but quit prior to completing the questionnaire, your
responses will not be used.)

Yes
No

2. General Instructions

Please answer a question by selecting an appropriate number from the given choices in the table
next to it. When you make your selection please use the code:

1 = Yes definitely

2 = Yes but not significantly

3 = No, but probably within the next 5 years
4 =No
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