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Abstract: The paper tries to establish the correlation tiat® between the types of organizational culturé the
factors that influence knowledge transfer. We sthftom the hypothesis that organizations whichehlaigh score
for cultural factors of openss to change and innovation as well as for-oriented organizational growth will har
the tendency of being favourable to knowledge fiandloreover, we started from the hypothesis trganization:
that have high scores for bureaucracy and coron factors will have the tendency of being unfaatle to
knowledge transfer. The research reached the cainolthat there seems to be a correlation betweganizationa
culture and the factors that influence knowledgesfer
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1 I ntroduction

Once with being aware of the importance of knowéedmd educatio organizations started

research the way in which they could increase drgéional knowledge in orddo achieve a strateg
advantage. A special interest was given to knowdettgnsfer. There has been an increase i
interest given to the exploitation of knowledgensfer lately, as is offers a cheap alternativeh
creation and codification of meknowledge. A practitioner said: “We used to sapwkledge is powel
Now we say that sharing it is power”. The incregsamare of knowledge can create the benefi
increasing organizational knowledge, without negdthe energy and costs associateth the
creation, codification or acquisition of additionmhowledge. The increase in the quantity

knowledge transferred within an organization haes plotential of saving the organization’s fun
offering it, at the same time, a better positiomider to deal with the future challenges; howeves,
organizational culture is a powerful for— one that can impede the implementation of knowle
management in an organization. Specifically, trganizational culture can affect the organizatic
ability to transfer knowledge, as that culture may emage individuals either to be reluctant to sei
for and receive knowledge or to be reluctant tadfer the knowledge they possess. To the exte
which this statement is true, it is important fa to know what types of organizational cultu
support knowledge transfer. In order to study thégter, the study aims to establish whether thes
correlation between the types of organizationalucaland the factors influencing knowledge trar.
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2 The FactorsInfluencing Knowledge Transfer

In philosophy, the study of knowledge has its owame, epistemology. In epistemology, the
traditionally accepted definition is that knowledggresents a justified true belief. According toren
recent literature, knowledge is not informationr i®it data, but it is made of both categoriestals,
generally, defined as facts, devoid of structureantext, or free of the previously existing struret
and context. Information is, generally, defined data endowed with meaningful structures.
Knowledge, on the other hand, represents informatimdowed with context. Therefore, knowledge,
although consisting in data or information, is stdnrme more. Additionally, many definitions of
knowledge add that it has to exist in the mind duanan being. In other words, whereas a computer
can store and transmit data as well as informatioly a human being can store and transmit
knowledge. Another point of view on knowledge desdt into explicit and tacit. Explicit knowledge
is knowledge that can be explained, whereas tacitvledge cannot be explained. Knowledge can be
explicit, tacit or a combination of the two typ&doreover, knowledge can become more explicit or
more tacit as a person learns or is better abl¢t¢éo what he thinks.

Finally, it is useful to understand the personaureaof knowledge. All knowledge is inertly persgna

all knowledge having a tacit component when insde a person’s mind. Therefore, when knowledge
is transferred from one person to another it chanigethe sense that the other person has to meterp
the knowledge in the context of his or her own perdJnder these circumstances, one can state that
the traditional philosophical definition of knowigel as justified true belief, becomes irrelevant in
practice because knowledge means different thiogdifterent people. Thus, a revised definition is
necessary: knowledge is a dynamic human proceggstifying personal belief towards the truth.
There are three main components of knowledge mamage knowledge creation, knowledge
codification and coordination and knowledge transfdthough knowledge transfer is just one of the
three aspects of knowledge management, it is areragty important one, as the widespread use of
information that is already to be found within thiganization can represent a very profitable use of
resources. One of the phenomena related to knowledthat, unlike material assets, which decrease
as they are used, knowledge assets increase asatbeysed: ideas breed new ideas, and shared
knowledge remains to the one offering it, but & #ame time enriching the one who receives it.
Therefore, knowledge transfer is a corollary of Whemlge creation. Once knowledge is created, it
behaves as an economy of scale when it is shamdthe one hand, because it can be used at the
same time by various people, and on the other banduse shared knowledge stimulates the creation
of new knowledge. Moreover, knowledge transfer seémbe reducing the overall organizational
costs by preventing the fact that a second groupdividuals repeating the mistakes of a first grou

of individuals. In fact, it seems that intensiveolwbedge transfer is as important as knowledge
creation — maybe even more important, if we take consideration the overall organizational costs

Four factors that seem to influence knowledge feartzave been discovered. These include: relational
channels, partner similarity, organizational selbWwledge and divergence of interests. The qualfity o
transferred knowledge (tacit or explicit) affectsokledge transfer. Specifically, the more tacit the
knowledge, the more difficult it will be to transfthis knowledge. However, if all knowledge has a
tacit component, then in order to transfer knowkedgfectively, a sort of relational channel is
necessary, defined broadly as a two-way individaahdividual contact.An organization with many
relational channels for knowledge transfer may ekpeore knowledge to be transferred than an
organization which has fewer such channels. Relatiohannels provide the individual to individual
connection necessary to support transfer of tamitedge. In this case, more relational channels wi
represent more and varied sources of shared infmaFor this reason, an organization which
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promotes many relational channels for knowledgesfiex can be considered a fertile organization in
terms of knowledge transfer.

We can imagine that, similar to the tacit - expl@dntinuum, the complexity of knowledge that will
be transferred influences the transfer. In facts inore likely that the similarity of individuaisho
make the transfer will influence the transfer. Aawt study showed that partner similarity is argjro
predictor of knowledge transfer between organiratio- especially strategic similarity.An
organization with many similar partners can expexire knowledge to be transferred than an
organization which has fewer similar partners, beeathe first one reduces the complexity of
achieving the understanding of the complex concdptan organization where all members have a
similar training, level of education and experierités more likely that its members will understiaa
mission in the same way and share a strategicagityil Strategic similarity among all members of an
organization will reduce barriers to sharing anavill thus increase knowledge transfer. For these
reasons, an organization which encourages attoactimilar partners, strategic allies can be
considered an organization favourable to knowlettgasfer. The concept of organizational self-
knowledge refers to the extent to which individuale aware of what they know, as individuals, and
what those around them know. This concept is apkeynise for knowledge transfer, because without
self-knowledge, it is very likely that the knowledgender and receiver will never meet to make a
transfer. An organization whose members possesmnizdional self-knowledge may expect more
knowledge to be transferred than an organizationse&hmembers possess little organizational self-
knowledge. Their shared understanding of what edicthem knows and of what the others know
facilitates the connections necessary for knowlettgasfer. For this reason, an organization that
encourages its members to keep and increase tleé dévorganizational self-knowledge can be
considered a fertile organization in terms of kredge transfer.lt is clear that any dysfunction on
behalf of the knowledge sender or receiver in tesfrthe intention to transfer knowledge will impede
the emergence of a knowledge transfer. It has betablished that individuals’ interests and thdse o
the organization have the tendency of being diverggased on this reasoning, it is possible that th
divergence of interests might have the tendendgtobiting knowledge transfer.

An organization where the members’ interests arerdent may expect less knowledge to be
transferred than an organization whose members baveergent interests. A divergence of interest
seems to increase the probability of common intebetaviours, to the detriment of the general
organizational performance — because individuateeeido not understand the way in which
organizational performance brings them advantageshey do not care. For these reasons, an
organization that does not encourage its membeaskonowledge and to compensate for the costs of
knowledge transfer can be considered an unfavoeiraifglanization to knowledge transfer. From an
organizational point of view, the collective valuasd beliefs of the individual members of that
organization represent what we call organizatiandture. This is a pattern of basic assumptions
belonging to the people in the organization, whghised for approaching adaptation and integration
issues. A number of factors related to organizalicalture have been identified. Four of thesediact
can be considered as types of organizational @lfline types of culture open to change/innovation
contain the following concepts: humanist orientatiaffiliation, achievement, self-updating, support
in task accomplishment, innovation in task accoshpfient, participative management. An
organization that gets high scores on this facorle considered friendly and open to change.

The types of organizational culture oriented towatdsk accomplishment include the following
concepts: being the best, innovation, attentiometails, quality orientation, profit orientationdan
shared philosophy. An organization that gets higbres on this factor can be considered task
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oriented, as opposed to people oriented. The tygbdsureaucratic culture include the following
concepts: approval, conventionalism, dependencaeidance and lack of personal freedom. It is a
formal culture with centralized decision making. Arganization that gets high scores on this factor
can be considered conservative or defensive. Tiestpf competitive organizational culture contain
the following concepts: oppositional orientatioower, competition and perfectionism. It is a cudtur
in which perfectionism is the goal, and where iidlnals may have the tendency of reacting
negatively to the ideas of others and/or beingctaht to new ideas. An organization that gets high
scores on this factor can be considered a perfesti@rganization. In a negative way of putting
things, this organization can be named a dog epbdganization. Having explored the organizational
culture, the issue that arises is what particwaes$ of organizational culture can be identified as
favourable or unfavourable in terms of knowledgmsfer.

Based on the factors that affect knowledge trarefier the types of organizational culture mentioned
above, we can issue hypotheses on the fertilitynofvledge transfer for each type of organizational
culture. We will try to analyse each of the foupeag of organizational culture in terms of the
probability that this supports each of the ideatlfifactors that affect knowledge transfer. An
organizational culture that is open to change, vation and achievement seems to be one where more
relational channels are likely to exist, because thill support and promote human to human
communication that creates relational channelsilliprobably present also partner similarity, leayl

to reduced frictions in knowledge transfer. Such @mganization will also probably present
organizational self-knowledge, which will suppdnetsearch and identification of those who possess
knowledge worthy of being shared. Finally, suchoeganization is likely to have few divergences of
interest, as openness and communication will prighatomote the type of communication that leads
to shared understanding and, therefore, to commafsgSuch an organization is probably fertile for
knowledge transfer. An organizational culture tsaems interested in being the best and being
innovative seems to be one that supports operiamddtchannels, as a way of achieving excellence
and innovation goals. Due to this fact, it is dlkely to have partner similarities in the importdield

of shared goals and interests. Such an organizatitinprobably promote organizational self-
knowledge as a way of assuring a large understgrafithe ways in which organizational excellence
and innovation goals can be achieved. In the bfietdiof organizational goals, it is likely to hafew
divergences of interests; as such divergencespmilbbably act against achieving the organizational
goals. An organizational culture that is orientedards task accomplishment can be considered, in
this way, a fertile organizational culture in terofknowledge transfer. An organizational cultunatt

is bureaucratic seems to be one in which relatichahnels are not well developed. The wish for
conventionalism and originality avoidance will agfainst the establishment of such channels. It may
present little partner similarity, particularly the important field of developing tacit knowled@éis
development would act against conformity and laickaints of view organizational structure. Due to
the fact that the focus is on conformity and folllogvrules, there will be little support for devetopnt

of organizational self-knowledge. Finally, there uleb probably be many divergences of interests,
because personal interests would not play an irapbrtole in the organization’s operations.
Therefore, personal interests would be less impgrtand so there would be fewer reasons for
communion to exist. Thus, such an organization withbably be relatively infertile in terms of
knowledge transfer.

An organizational culture that is marked by contpsii and confrontation seems to be one where
relational channels will be limited and protectiedorder to protect individuals within the orgartina
from the negative effects of competition and pditeism. The partner similarity and organizational
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self-knowledge will also be reduced for the sarmesoa. Due to the need of such an organization to
protect against the confrontational approach, theile be a lower development of the type of
communication that develops partner similarity amdjanizational self-knowledge. In such an
organizational culture, divergences of interests pvbbably be numerous, since each member of the
organization will aim to achieve his personal goalthin a competitive, perfectionist organization.
Therefore, such an organizational culture will @oly be infertile in terms of knowledge transfer.

Based on the discussions referring to the factbas &ffect knowledge transfer and the types of
organizational culture we can create the followggotheses:

1. Organizations that have an organizational cultutk fepenness to change/innovation” will have:

a) more relational channels;

b) higher partner similarity;

c) more organizational self-knowledge;

d) less divergences of interests than those that tihawe an organizational culture with “openness to
change/innovation”.

2. Organizations that have an organizational cultdréoganizational growth oriented towards task
accomplishment” will have:

a) more relational channels;

b) higher partner similarity;

c) more organizational self-knowledge;

d) less divergences of interest than those that ddva¢ an organizational culture of organizational
growth oriented towards task accomplishment.

3. Organizations that have a “bureaucratic” organareti culture will have:

a) fewer relational channels;

b) lower partner similarity;

c) less organizational self-knowledge;

d) more divergences of interest than those that ddvaxat a “bureaucratic” organizational culture.

4. Organizations that have a “competitive/confrontzaid organizational culture will have:

a) fewer relational channels;

b) lower partner similarity;

c) less organizational self-knowledge;

d) more divergences of interest than those that do Immie a competitive/confrontational
organizational culture.

The research method was the cross-sectional gneatie in order to measure the correlation between
the four types of organizational culture taken imtnsideration in this research and the factors
influencing knowledge transfer. In order to ideptifie four indicators of knowledge transfer, wedise
the indicators’ description from the specialisedéture. The initial questionnaire was made upGof 9
items, using a five-point Likert scale. The fivehptoscale was chosen so as to keep the questiennair
in accordance with the FOCUS questionnaire, whidsua five-point Likert scale. The 90 items were
randomly ordered to reduce any interaction betwserilar questions — reducing the respondent’s
ability to guess the expected answers based gorév@us questions.
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3 Results

The results we got reached the level of the confidethreshold. As it was assumed, hypothesis 1
(openness to change/innovation) and hypothesis r@aiitzational growth oriented towards task
accomplishment) were strongly supported for refetiacchannels and organizational self-knowledge
and negatively for divergence of interests. Hypsith@ was supported for partner similarity, even
though hypothesis 1 was not. Hypothesis 3 (bureay¥rwas not supported by any of the factors.
Hypothesis 4 (competition/confrontation) was negdyi supported for relational channels and
positively for divergence of interests, but not fmrtner similarity. Although organizational self-
knowledge, the result was close enough to sugbasthis relationship needs to be exploited in more
detail. After concluding this research, the answerthe study’'s question “is there a correlation
between the types of organizational culture anddh#ors influencing knowledge transfer?” seems to
be yes, there is a correlation between some typeerganizational culture and some factors
influencing knowledge transfer. After a correlatitis been established between the types of
organizational culture and the factors influendimgwledge transfer, this research suggests a &sear
direction for the researchers who are interestetthéninteraction between organizational culture and
other variables. It also establishes the basispfactitioners interested in the ways of increasing
knowledge transfer in their organizations. Sincastaucts of organizational culture and knowledge
transfer seem to be correlated, the trainee majotmeasure one of the two constructs, and then to
make calculated deductions on the state of ther aibrestruct in his organization. This method may
reduce the time and costs of measuring these cmtstrwhen the implementation of projects on
knowledge management is wanted. This research seerffer support to the warning of some
trainees that organizational learning is a longtactivity that will be a competitive advantageidgr
time and one that requires attention, dedicatiahtae management’s constant effort. In other words,
if there is a relationship between organizationdlure and knowledge transfer, there cannot bedrapi
solutions for an organization which does not havertle culture for knowledge transfer. Although
there is not a direct causal relationship betwaewhkedge transfer and the organizational cultune, o
can argue that the change effort of managemengdamb changing the organizational culture, is a
good start — with potential benefits in the fielidkmowledge transfer. Until the existence of such a
causal relationship is proved, one can state kigid the best place to start.

However, organizational culture is sometimes diftitco manage and for this reason it is frequently
neglected or not understood. Taking into considamathe long term consequences of the failure to
properly manage an organizational culture, it oremended to try this thing; however, any attempt
to manage the organizational culture must begit Wie management’s entire dedication to spend
time and effort in order to understand it. The peabof top management is not choosing the correct
basic assumptions, but indentifying those which pribmote successful organizational performance.

4 Conclusions

The study indicated the fact that there is a cati@h between some types of organizational culture
and some of the factors influencing knowledge tiema'he openness to change/innovation seems to
have a positive relationship with relational chdsrand organizational self-knowledge and a negative
one with divergence of interest. Organizationaiwgtooriented towards task accomplishment seems
to have a positive relationship with relational mhels and self-organizational knowledge and a
negative one with divergence of interests. Bureatycidoes not manifest any significant relationship

with any of the four factors that may influence Wwhedge transfer. Finally, competition/confrontation
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manifests a negative relationship with relationbhrmels and possibly with organizational self-
knowledge and a positive relationship with diverggemf interests. On the one hand, this research
seems to confirm what researchers and practition@ve stated about the importance of the fact of
taking into consideration organizational culture ewhprojects of knowledge management are
implemented. On the other hand, the research amksguestions, such as: if organizational culture
and knowledge transfer are related, what can a gesndo to assure that organizational culture is
taken into consideration when he suggests a kngeledanagement project? The answer to this
guestion can turn out as important for both redesasc and practitioners. A limitation of the
correlation research is that it cannot prove cétysdh this sense, although there seems to be a
correlation between the types of organizationaiucaland the indicators of knowledge transfer,gher
are no empirical proofs to prove the fact that ¢athrs of knowledge transfer anticipate in readity
significant level of knowledge transfer. Only futuconfirmation research can attempt to prove this
essential connection between theory and reality.

This research suggests some fields for future relse&irst of all, a subsequent study could redearc
the behaviours of the two constructs of organirati@ulture and knowledge transfer in a longitutlina
study, in order to establish a precedent for thg whinterpreting the correlation proved in this
research, applied to a real organization. Secoradybsequent study can explore the two constructs
of organizational culture and knowledge transferairgualitative study, in order to confirm the
relationship between the measured constructs andathstructs of interest, on which a hypothesis was
issued in this study. Such a study could review tbenstructs of bureaucracy and
competition/confrontation in order to establishlaeacer view of their correlations with knowledge
transfer and it could also search a correspondifagionship between organizational culture and the
construct of partner similarity.
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