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Abstract 
 

In the Master Thesis research is carried out into the influence of national culture on the 

implementation of knowledge management (KM) systems, as well as providing the actions which 

should be carried out for successful implementation. Research was conducted in the Ukraine and 

the Czech Republic.  

The Master thesis starts with an explanation of the problem area, a review of the main 

definitions necessary for understanding the studied field: foundation of national culture and 

knowledge management are reviewed. Relevance of the topic is explained by the fact that usually 

more attention is paid to knowledge sharing than its creation, and if we ignore the fact of national 

culture, the used theories may lead to a collapse of the system of knowledge management, as they 

should be modified from country to country.  

Theoretical framework contains a literature review with information about the concept of 

knowledge and how to create it within an organization, properties of the knowledge base from 

which stems knowledge management system and its development. Aspects of national culture and 

organizational models are also described.  

Typology of culture proposed by Geert Hofstede, is presented, which is taken as a basis for 

conducting the research. Individualism and Collectivism dimension from his typology are descried 

in detail. Because of widespread criticism of Hofstede’s work, the main arguments “against” it were 

provided. Typologies of such researchers as Triandis, Kim, Kagitcibasi and Berry were reviewed to 

explain why they are not applicable to this study.  

Soft System Methodology, rich picture, is used to describe the process of implementing 

Knowledge Management Systems, as well as the processes required for solving problems and 

eliminating the identified barriers. Through Kotter's 8-Step Change Model reflected actions for 

implementing of Knowledge Management System and they are showing in rich picture what in 

addition with concomitant actions creates complete model for KM system implementation.  

As a philosophical worldview of the research, Social Constructivism was selected. For data 

collection, it was decided to create a survey which gave qualitative and quantitative data. Steps of 

survey creation and how it was delivered to respondents are explained, as well as data analysis and 

sampling methods. Paper provides practical application of gained knowledge. It explains identified 

barriers to the implementation of KM system, comparison of Ukrainian and Czech Republic 

companies in the context of KM, as well as KM on a national level. Described in detail is the 

creation of rich pictures which reflects the model of implementing KM System.  

While conducting the research it was proved that national culture affects the style of doing 

business and the process of implementing a knowledge management system in particular. In order 

to go deeper into the details of the differences that can exist between countries, the discussion talks 

about features of the national cultures in Europe, where research has been conducted, and Asia, as 

Chinese culture is one of the most influential countries.  

In conclusion, different levels of individualism are found in the studied countries. According to 

the results of the study and received data, it is safe to say that the question of the influence of 

national culture on the process of implementing a KM System exists and plays an important role. 

Opportunities for further research are given. 
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CHAPTER 1 

Introduction 

Chapter I contains the information about the sense of this work and the studied issue relevance. 

Paragraph I explains the research problem, and why this study is relevant nowadays. In the first part of this 

paragraph I start with the explanation of key definitions of the research, next there is information about 

Knowledge Management problems and why it is important, and in the last part I explain how National 

culture relates to Knowledge Management, and how they are connected. Then there is Justification part, 

based on which I create aims and research questions. In the fourth part there is brief information on the 

research scope. 

 

1 Introduction 

1.1 The Research Problem 

In the context of globalization and the development of knowledge economy, knowledge 

management in multinational companies is particularly relevant. Recently, there has been a strong 

tendency for the development of information collaboration tools, some of which are clearly 

positioned as a knowledge management system. But some companies may face problems with the 

implementation of KMS and knowledge base because of the cultural particularities of the country. 

The person transferring the knowledge remains its owner, whereas a part of knowledge can be 

transmitted any number of times, and in the transmission of knowledge it can be acquired by one 

owner more. Knowledge does not wear out, rather the opposite - with constant use, it develops and 

becomes more valuable. Knowledge exists virtually and can be formalized as (explicit) and 

personalized (tacit), and other resources exist objectively. 

In view of the importance of knowledge as a resource which provides a competitive advantage, 

that is why there is a problem of knowledge management, as only knowledge management is able to 

provide a positive result for the organization in terms of improved intellectual and information 

capital, and, ultimately, the financial results of the enterprise. To achieve a competitive advantage, 

when creating KMS, the company should consider such factors as "national culture". 

Knowledge management is closely linked to the issue of national culture. Doing business is 

quite different and depends on national culture and principles that have been created over a long 

period. Robert Mason says that "Culture: An Overlooked key to unlocking Organizational 

Knowledge" (2007). While in one country models work flawlessly, in another country, they require 

special handling, or even a complete overhaul to create the best conditions in the knowledge base of 

the company and its control systems (Giannetto and Wheeler, 2000). In section 1.1.2 the problems 

associated with the national culture regarding knowledge management are considered further. 

Despite this, knowledge of the companies is created under the same conditions, when there is a 

new situation and a response to change necessary (Giannetto and Wheeler, 2000). 

People working in the company collectively hold its knowledge. But in most companies, there 

are people who are addressed by others when they do not know how to do something. In companies 

where information and knowledge are managed inefficiently, the only way to get an answer to your 

question may be to consult knowledgeable people. But someone may decide that other people know 

just what they need to do their jobs, when in fact their knowledge can be much wider. Besides, one 

can move on to another project or position and getting his advice becomes more difficult, and if a 

person leaves the company for good, then the money spent on his education, is spent in vain 

(Giannetto and Wheeler, 2000). 

“The extent to which national cultural characteristics shape people's attitude to participation in 

knowledge management activities, is a subject that only partial and limited knowledge exists on as 

it has not been extensively or systematically researched” Hislop (2013). Significant part of analysis 

related to questions of national culture in knowledge management comes from studies of 

international collaboration, where it was found that cultural differences play a significant role 

(Hislop, 2013). One of such researches was the studies conducted by Inkpen and Pien (2006) - who 
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have studied the Chinese-Singaporean cooperation, communication based on IT between employees 

from USA and China in research about transferring knowledge between workers from Canada, 

China and USA. 

There is an assumption that the cultural basis of people can define their attitude to knowledge 

and activities in relation to the management of knowledge, it is recognized in the practice-based 

epistemology (Hislop, 2013). Epistemology assumes that valid types of knowledge (knowledge and 

understanding) of people are directly dependent on cultural factors, including national cultural 

characteristics. This theory is confirmed by a number of publications in which how the values and 

characteristics of the national culture of the people influence over their actions and behaviour in the 

field of knowledge management is specially highlighted (e.g. Huang, Davison and Gu, 2008; 

McAdam, Moffet and Peng, 2012; Tong and Mitra, 2009). 

Another motivation to perform my research is Kanzler’s (2010) research. He is using the 

example of German and Chinese scientists to show how the attitudes to share knowledge appeared 

to be shaped by national cultural characteristics. Kanzler noticed that “concerns about a loss of 

power were negatively related to the intention to share knowledge of the German, but not the 

Chinese scientists”. Kanzler argued “this was because German society is more individualistic than 

Chinese society and so concerns about a loss of power due to sharing and 'giving up' knowledge 

were greater for the German scientists” (Kanzler, 2012). 

Taking into account these factors, it was decided that such research in terms of European 

territory would be reasonable. The study of the two countries, which are almost neighbors, will 

show that the difference between cultures in questions of Knowledge Management does exist, even 

in the countries which are similarly developed, and have close national culture and history. 

 

1.1.1 The Main Definitions 

To start with, I would like to clarify key concepts that will be used. 

Knowledge management is a discipline that provides an integrated approach to search, identify, 

retrieve and evaluate knowledge and share entire corporate information. Such information may 

include databases, documents, policies, procedures, and the already known expertise and experience 

of individual employees (Duhon, 1998). Bukovich and Williams (2000) consider knowledge 

management as a process that allows the organization to profit from the amount of knowledge or 

intellectual capital, which it has at its disposal. 

A knowledge base is a database used for knowledge sharing and management (Giannetto and 

Wheeler, 2000). The knowledge base is a centralized repository for various types of information, 

such as: database with specific information about a particular topic in different formats such as a 

text, video, or audio. "In relation to information technology (IT), a knowledge base is a machine-

readable resource for the dissemination of information, generally online or with the capacity to be 

put online" (Rouse, 2007). The knowledge base is an integral part of KMS, and it is used to 

optimize data collection, its organization and implementation to be searched by the general public 

more easily (Giannetto and Wheeler, 2000). 

The term "culture" reflects the complex phenomenon, whereby it does not have a single 

commonly accepted interpretation. Imagine a "culture" as a set of basic beliefs and values that help 

members of the community to solve problems of adaptation to the external environment and 

internal integration (Schein, 1992). 

 

1.1.2 Knowledge Management 

Hence, Knowledge Management Systems and Knowledge Base come to help. 

The main component of KMS is the knowledge base that contains all the information. Often, the 

main problem is the creation of knowledge in the organization, rather than its distribution. The 

creation of the knowledge base means establishing a technological basis, and motivating employees 

to share knowledge, update and add information to the database. 
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Employees can hinder the building of the knowledge base. It is necessary to inform employees 

of their importance. In order to properly create the motivation it is necessary to analyse and take 

into account cultural characteristics of the country. As often happens, the use of models for 

knowledge management may change depending on the country where it is used (Giannetto and 

Wheeler, 2000). 

Knowledge in the company is completed and updated as a result of employees training, 

research, invitation of experts, along with the analysis of their own mistakes. All of this knowledge 

must be documented, so that the company should not lose it in the event of their employees leaving. 

Important competitive advantages are in such companies where new knowledge is quickly 

spread, and all employees share this knowledge with one another. As a result, new employees learn 

quickly, and the company is flexible and can quickly respond to changes (Giannetto and Wheeler, 

2000). 

If the knowledge base of the company is missing, people often duplicate functional 

responsibilities. They find ways to solve problems that have long been resolved and repeat one and 

the same error. This leads to over-valued resources, especially human ones (Giannetto and Wheeler, 

2000).The problem is that the data located in the database might not always be useful; it must be 

converted into knowledge. An important competitive advantage is achieved by companies that care 

about the preservation and dissemination of knowledge, and all employees share it with one 

another. This leads to the fact that new employees learn faster, and companies become more prone 

to rapid change (Giannetto and Wheeler, 2000). 

Knowledge Management provides a variety of advantages. Using KMS, more active exchange 

of information takes place, which helps to improve the relationship between employees (Giannetto 

and Wheeler, 2000). Employees, in turn, have a better understanding of the company's goals. 

Everyone in the company learns, drawing lessons from his own and other people's mistakes and 

achievements. Modern communication facilities allow the establishment of contact and unite not 

only individual members of staff but also entire groups which may be in another part of the country. 

This allows you to obtain the information you need at any time in any place. Therefore, this reduces 

the time taken to write reports and other documents and improves decision-making. 

Quickly obtaining information enables a fast response to changing market needs. Consequently, 

because they do not have to do double duty, departments and their employees do their job more 

efficiently and make fewer errors (Giannetto and Wheeler, 2000). 

 

1.1.3 National Culture 

There are three levels of culture in business: the first is a national culture, the second - 

organizational culture, the culture of the current business organization, and the third, of a lower 

level, is the management culture (Stanley, 1984).  

Despite globalization and technological development, the differences between countries, 

peoples, and cultures remain a serious challenge for those involved in the implementation of 

knowledge management systems. Although a number of major research efforts are devoted to the 

study of these differences, the transformation of knowledge into business results is still quite a 

difficult task. Considering the national culture as one of the important factors, it must be considered 

in the formation of a knowledge management system, including the motivation of the company. 

Knowledge of the features of the national business culture can help managers to understand the 

causes and possible consequences of many of their own decisions and the decisions and actions of 

colleagues and subordinates, their bosses or shareholders (Hofstede, 1991). 

It is necessary to realize that if the company did not try to copy samples of culture of other 

countries, there would still be real conditions, and it is very useful to know what they are. We must 

try to understand what has already been formed in the national business culture, and what features 

are inherent in it. One should understand that it is easier to predict what the real chances of 

implementing different models with respect to the national culture are (Hofstede, 1991; Graf, 2005). 



 

  10 (94) 
 

As have already been mentioned, there are three levels of culture. National culture strongly 

affects the organizational culture, which in turn affects the management culture. But with a strong-

willed leader the management culture can determine the organizational culture and in aggregate 

organizational systems can change the national culture. However, some studies have shown that 

there are age limits assimilated by people of another culture, by achieving which it is difficult to 

change anything (Stanley, 1984; Hofstede, 1991). 

In order to resolve the question of what is a motivating factor in the national context, we need to 

understand what a nation is motivated by. 

It is accepted to distinguish four main types of motivation, which correspond to one or another 

group of countries or cultures (Egan, Yang and Bartlett, 2004): 

- first type - achieving the goal, where money plays a major role, for example, the desire to 

become a leader in the market, the first to come up with a new product, etc.; 

- second type - the protective motivation, i.e. the desire to ensure that no one intervenes in the 

case, the desire to create his own world. This group of countries values stability most, but in general 

is against any motivation; 

- third type - a group of social motivation, which often performs equalization approach. In the 

countries of the third group, although people appreciate the quality of life, they believe that it is 

better not to change anything for the worse; 

- fourth type - mostly countries with a social motivation, but they want to improve the quality of 

life, and are willing to take risks. 

The most difficult thing for a company is to "change" people, not the system, but with a good 

system you can get people to change their habits (Giannetto and Wheeler, 2000). 

Knowing the history of the national culture, its values and patterns of behaviour of people in 

different business situations it is possible to prepare and educate future managers professionally. 

Without knowledge of the national business culture a difficult and complex task cannot be solved in 

a professional manner (Hofstede, 1991). 

The international company professes the same values in any country where it is found, and these 

values are realized in the forms that are most appropriate in a particular country. Some local leaders 

are able to adapt this system, while others are not. Sometimes the difference is not even understood  

Motivation to participate in the creation of a knowledge base rests upon a few key positions. 

These range from alleviation of performance of work and the development of competitive 

advantage of the company (leading to increased revenue and the number of customers) to personal 

needs in respect, recognition of personal contribution to the common cause of the company and the 

opportunity to feel like an important mechanism in the development of the Knowledge Base 

(Giannetto and Wheeler, 2000).   

Individual motivation is influenced by the following factors (Egan, Yang, Bartlett, 2004): 

1. Individual needs; 

2. Inner sense of justice: what the person considers it appropriate and what is not; 

3. Remuneration; 

4. Social norms and beliefs: what is accepted in the culture, and what is not; 

5. Personal beliefs and values. 

Most of these factors, one way or another, are shaped and arranged during the life of the nation 

and its culture (Egan, Yang and Bartlett, 2004; Hofstede, 1991). 

 

1.2 Justification 

Discipline of knowledge management has evolved until quite recently on the basis of universal 

assumptions, despite the fact that management theorists have been warned of the risks associated 

with the «cultural myopia» (Boyacigiller and Adler, 1991; Hofstede, 1996) in the days when 

knowledge management was just starting to become widely accepted in its various forms. Polanyi 

(1958) use knowing and not knowledge and doesn’t separate tacit and explicit knowledge (Polanyi, 
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1962). Wright and McCarthy (2010) use “the idea of knowledge without knower”, when knower is 

not included. 

Various approachs to knowledge management lead to its widespread and development. 

Knowledge management has been called «the most universal in the history section of Management» 

(Takeuchi, 2001, p. 328). However, recently several authors have dared to question the universality 

and applicability of theories and models of knowledge management (Glisby and Holden, 2003; Zhu, 

2004). This leads to the study of the influence of cultural characteristics of the country in the 

development of knowledge management and knowledge base of the company. 

The relationship between culture in its broadest sense and knowledge management has recently 

been recognized at both the national (Bhagat, Kedia, Harveston and Triandis, 2002; Javidan, 2005; 

Ang and Massingham, 2007), and organization (DeLong and Fahey, 2000; Kayworth and Leidner, 

2004) culture. Moreover, King (2007) stated the need to integrate cultural aspects of the various 

levels in the different models of knowledge management. 

The number of publications devoted to the study of "cultural" issues in knowledge management, 

increased, but most of the authors focus only on cross-cultural issues related to the 

transfer/exchange of knowledge, but not on creating a knowledge base (Ford and Chan, 2003; Li, 

2010; Peltokorpi, 2006; Appelbaum and Shapiro, 1998). This aspect of culture is generally regarded 

as a "problem". Some authors use the term "barrier" (DeLong and Fahey, 2000; McDermott and 

O'Dell, 2001) - in other words, the cultural differences presented in the form of barriers to 

knowledge flow (DeLong and Fahey, 2000; Munter, 1993). In this case, the lack of such an 

approach may result in the fact that, by focusing on the dangers that culture is for companies, 

managers lose sight of the fact that it can be regarded as a powerful organizational resource that has 

significant potential to improve the performance of the company (Holden, 2003). 

In contrast to the frequently discussed cross-cultural issues (Holden, 2001), the creation of 

knowledge has received much less attention than the process of knowledge sharing (Li, 2010). 

Cross-culture transfer knowledge covers only those aspects that allow the better organization of 

data transfer between countries and within the organization, taking into account the characteristics 

of the national culture (Gesteland, 1999). While the creation of a knowledge base, a purely personal 

question of the company, which relates only to the national culture of the country in which it is 

located. There are several studies on the impact of national culture on innovation (Shane, 1993; 

Couto and Vieira, 2004). 

The main conclusions of these studies can be extended to the creation of knowledge. That is 

why the current topic is particularly relevant. 

Also, the research topic of influence of national culture on the development of knowledge 

management is relevant, since the models used to create a knowledge base can be varied from 

country to country, and if we ignore the fact of the national culture, the used theories may lead to a 

collapse of the system of knowledge management (Ang and Massingham, 2007; EOLSS, 2007). 

I hope that this study will contribute to the development of knowledge management in 

countries, especially Ukraine and Czech Republic, and help their companies and organizations of 

any sizes achieve a new level to attain great results. As well as help to create a detailed picture of 

the companies regarding KM in the countries studied. In addition, I believe that this research will be 

useful for future researchers in the further analysis of the differences between countries around the 

world in the issue of Knowledge Management. 

Employees of different companies from two countries will be involved into the research. A 

specific questionnaire will be created for them which will be the basis for drawing the conclusion. 

At the end of the research we will get a complex understanding of influence on the KM in studied 

countries. 
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1.3 Aims and Research questions 

The aim is to explore and facilitate the process of implementing a knowledge management 

system in terms of the impact of national culture. The goal is to illustrate KMS implementation 

process by using Rich Pictures of Soft System Methodology.  

However, in this work, Rich picture is used in a different way than that proposed in SSM. The 

Rich Picture planned to be built in the work will be used to illustrate the behaviour of an 

organization during the process of implementing KMS, while SSM methodology proposes using it 

to illustrate a problematic situation. During the conduction of Master Thesis, SSM serves as a 

domain that proposes Rich Picture technique, to achieve goal set in master thesis. 

To create a valuable illustration, it is necessary to investigate problems during KMS 

implementation by looking on at the study area from different perspectives (from the moment 

where Knowledge Management exists as idea, until the moment when Knowledge management is a 

part of the working life of employees). As well, it is reasonable to include the point of view of 

actors (employees) who will use, create and maintain the KM system. Thus, Rich Picture will be 

built using information obtained during conducting research that will help us to explain possible 

barriers and behaviour during the whole implementation process within the. 

 

To achieve the specified aim and goal the following research questions are addressed: 

 

- What are the influences of the national culture on the process of knowledge creation and 

knowledge sharing in an enterprise? 

- What actions follow in order to implement company’s vision of Knowledge 

Management taking into account barriers created by influence of national culture? 

 

By answering the first research question, we will prove or refute the opinion that differences 

exist between countries in terms of national culture regarding KM. Then try to identify and 

understand these differences. We will compare two countries and conduct a survey in them to 

recognize their differences and similarities. We will analyse the country’s perspective on the 

development of Knowledge Management on a nationwide level. We will study national culture 

itself and its aspects, models of organizations in which national culture could be reflected. In the 

study we will review theoretical materials and research conducted in the studied area. Based on 

analyses it will be possible to form a first opinion on this issue then create a survey to study it in 

more depth. Through understanding basic aspects of the conducted area, we will be able to create a 

survey with relevant questions. Answers in the survey will help us to identify possible barriers from 

the point of view of employees. Also to understand it clearly, analyses of theoretical material will 

be conducted. 

To achieve the research goal it is important to answer the second question, identifying the steps 

which companies should follow when carrying out internal changes. Kotter’s changes framework 

will be used for organizing actions necessary for successful knowledge creation and sharing. 

Finally, when we know all the pitfalls associated with the implementation process and 

influences on it in terms of culture, we will be able to combine all the gained knowledge and 

prepare a rich picture which will help us to provide the reader with answers to the second question 

in a proper way, and explain the complete process of the implementation of KM system. 

Having obtained the results of the survey and knowledge gained during the research, in the 

discussion chapter we will be able to reach a conclusion on the topic. 

 

1.4 Scope and Limitations 

This study planned in the survey covers Czech Republic and Ukraine and creates a complete 

picture, which shows the state of development of knowledge management systems in these 

countries. For these purposes, a greater amount of time may be required, so that the decision could 
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be made to create a special web site that is hosting the survey, which should significantly reduce the 

time for data collection and analysis. 

When we talking about national culture it worth to mention multicultural countries, for example 

such countries as India. Countries in which survey is conducted, Ukraine and Czech Republic, are 

not multicultural, then it was decided to not pay attention to such factor as multicultural countries as 

it can lead to plant of additional information, it will much extend research area and can lead to blurs 

of the aims and objectives of the study, estrangement from basic idea of the research. In CHAPTER 

6 section “Opportunities for further research” provides idea how it is possible to cover multicultural 

issue when studying influence of national culture on working processes among the companies. 

Due to the lack of time it is impossible to undertake wider research and it is hard to conduct 

surveys in more countries. Mostly because much more time on data analysis is needed and it would 

be hard to operate with a larger amount of data.  This could lead us to the wrong conclusion, so that 

is why the survey was restricted to two countries – the Ukraine and the Czech Republic. But in 

studying national culture area in a business environment, it is necessary to talk about the strong 

impact on it that the national cultures of China and Japan have. Consequently, it was decided to pay 

some attention to them in the thesis work in terms of a comparison of the main characteristics with 

Ukraine and Czech Republic, and in the discussion part to talk about its influence on the business 

world. This should give us a wider understanding of the influence of national culture on change 

processes in companies, primarily on the implementation of Knowledge Management Systems. 
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CHAPTER 2 

Theoretical frameworks 

The current chapter contains information on the framework which I used for the master thesis. I start it 

with the literature review, where I give the information base to the reader who is not familiar with this 

subject. This will make reading this work easier, and will not prevent understanding its meaning. I start with 

the basics, allowing the reader to understand how knowledge is formed in the company, and after that, what 

impact it has and which benefits it gives to the company. Then follows the information on the development of 

Knowledge Management in general, and what processes it contains. Then I come to the consideration of 

National Culture issue and its aspects. After that I explain the existing model of organizational culture and 

their differences, telling the reader about the Hofstede’s study on national cultures. The chapter ends with 

the theories that will be used in the practical part of the study to develop a model of behavior for the 

implementation of Knowledge Management Systems. 

 

2 Theoretical frameworks and review of the literature 

After the literature analysis, it was found that very little research had been carried out on 

identifying the contribution of culture to the development of KMS and knowledge bases, as well as 

the potential problems that might arise. 

This study will provide benefits in the analysis of the differences between countries in the issue 

of knowledge management. 
Models used for knowledge management may not be appropriate depending on the country in 

which the business is located. Culture of the country undergoes its own changes to the application 

of the model and can be greatly influence by it. One of these aspects was researched by T. Andreeva 

(2009). According to her research, table 1 was created titled as the comparative analysis of 

Ukrainian vs. Japan business culture in the context of Knowledge Management. This table explain 

main characteristic of the mentioned countries and groups their similarities and differences for 

easier understanding of national culture aspects in context of Knowledge management. 

 

Table 1 – Comparative analysis of Ukrainian vs. Japan business culture in the context of 

Knowledge Management 

Elements Similarities Differences 

Social 

and 

organizational 

conditions 

Both cultural contexts 

include: 

• low level of external 

control (pressure from 

the stakeholders); 

• synchronous 

orientation; 

• (relatively) high level 

of focus on group 

In the Ukrainian and cultural 

context, as opposed to Japanese, 

rarely are presented: 

• the natural desire of individuals 

to share knowledge; 

• high level of employee’s 

loyalty; 

• co-operative consciousness (at 

the level of individuals and 

departments); 

• involvement of organizations in 

a wide external networks; 

• tolerant and constructive attitude 

to mistakes. 

Management 

tools 

In both cultural 

contexts are used or 

can be used: 

• metaphors, analogies 

and models in 

In the Ukrainian companies, as 

opposed to Japanese culture, the 

following is rarely used and 

difficult to be implemented: 

• the design of the workplace, you 
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explanations; 

• mentoring; 

• free access to 

corporate information; 

can share experience, to observe, 

imitate; 

• an open dialogue between 

employees and management; 

• «community of practice»; 

• deliberate duplication of 

functional responsibilities; 

• participative style of leadership 

and decision-making; 

• policies, allowing intensive / 

frequent "learning by doing"; 

• rotation between functions; 

• job descriptions of a general 

nature 

 
2.1 Knowledge as a concept, and its development in organization 

The concept of "knowledge" is closely associated with such well-known concepts as 

"information", "data". Between these concepts there are no clear boundaries. There could even be a 

certain mutual penetration. However, many scientists questioned what data, information and 

knowledge are, and what the difference is between them, and this often led to great expense on 

technology projects, which did not give the desired result. 

Russel L. Ackoff, one of the classic operations researchers, has suggested the following, quite 

convincing hierarchy: data – information – knowledge – [understanding] – wisdom. Based on this 

hierarchy was drawn Figure 1. 

 

 
Figure 1 – Hierarchy: Data to Wisdom 

 

Data by R. Ackoff (1989) – are some disordered symbols, considered without regard to any 

context. That is a set of objective facts about objects, events, phenomena and processes, everything 

that is recorded, described and perceived by the person. Data can be digital (facts, results), graphics, 

audio, video, etc. They can be described in different languages (char, math, graphics, etc.). 

Quality measures for the data are timely, relevant and accurate. Organizations sometimes 

accumulate data, because they are based on facts and therefore create the illusion of scientific 

accuracy. But if the data are not processed, there may come the time when supporting them will be 

more expensive then data themselves and the data become depreciated. 
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Thus, the level of "Data" is the basis of the chain. The next level of the chain is "Information". It 

adds a context, and is a dedicated and orderly organized part of the database, processed for use, 

which is, responding to the question: "Who? What? Where? When?” That is,  data in a particular 

context, that a user needs and is useful for decision-making (Ackoff, 1989). 

(Drucker, 1993) information - is "data endowed with relevance and purpose." It is a reasonable 

determination that information is data plus metadata which contain their description (data about 

data). Continuing this logical line of reasoning knowledge can be defined as information plus 

metainformation (information about information). 

Data are converted into information in various ways. Some of them are offered by Davenport 

and Prusak (1998):  

- Contextualization: we know the purpose for which the data were collected; 

- Categorization: there are the units of analysis or key components of the data; 

- Computable: the data can be analyzed mathematically or statistically; 

- Correction: errors have been removed from the data; 

- Compression: data can be summarized in a more concise form. 

Computers can help add usefulness and transform the data into information, but they are rarely 

able to help with the context, and there are people who should be involved in categorizing, 

processing and compression. It is necessary to provide employees with a proper motivation taking 

into account their national culture. 

Wielding information, "Knowledge" can be extracted from it. The level "Knowledge" follows 

the level "Information" and brings the concept "How?" to the chain, i.e. the mechanism for 

information use. Knowledge is to identify tendencies or significant links between facts and events 

presented in the media. In the definition and systematization of knowledge the views of Karl 

Popper, a famous philosopher of the XX century (Popper, 1972), holds a special place Experts in 

the theory of scientific knowledge from the Cartesian epistemology of rationality, are trying to 

understand what “to know" means. Therefore, the definitions presented in the work are pragmatic, 

because we are interested in some kind of working definition: 

"Knowledge is the information in the context". That is the context that makes knowledge from 

the information, if it (the information) is consistent and useful in the situational context (Ackoff, 

1989). 

Some other definitions are given below. They come primarily from the obvious fact that 

knowledge emanates from the information as well as information is derived from the data. 

- "Knowledge is justified true belief" – is held by many philosophers, especially empiricists who 

believe that knowledge can be verified by the facts; 

- "Knowledge is the ability to transform data and information into effective action" (Applehans, 

1999). 

- "Knowledge is the ability of employees to solve the problems they face". 

The problems may be related to different areas and aspects of the company such as planning, 

production, technology, finance, marketing, legal issues, etc. Knowledge is accumulated in the 

company as we gain experience of its employees, implementation of research, training and 

development of staff, developing standards and guidelines of the company. 

"Knowledge - a collection of information, understanding, awareness derived from experience" 

(Oxford Advanced Learners Dictionary, 1982). 

A similar definition is given in the dictionary (Houghton, 1992): 

"Knowledge - is the awareness, competence or understanding reached as a result of experience 

or training." And further, "Knowledge - the sum or range of what is perceived, discovered, or 

learned". 

In this definition, the educational component in the formation of knowledge dominates. 

Taking into account the explanations of knowledge of a specialist can be represented as a black-

box model (Figure 2). 

 



 

  17 (94) 
 

 
Figure 2 – Knowledge of specialist as a black-box model 

 

Concluding the discussion of the concept of "knowledge", it makes sense to give a working 

definition of the term "knowledge" given in the European Knowledge Management Scheme 

(European Guide to good Practice in Knowledge Management, Part1):  

"Knowledge - a combination of data and information, to which is added the opinion, skill and 

experience of the expert, which results in the valuable asset that can be used to assist in decision-

making". 

After the level "Knowledge" the level "Wisdom" comes, but sometimes an intermediate level 

"Understanding" is added. Understanding is the awareness of patterns in disparate knowledge that 

allows answering the question "Why?" (Ackoff, 1989). 

The final level of the chain is "Wisdom" and it brings the concept "When?" i.e. conditions for 

knowledge use. Wisdom is weighted, valued understanding of the laws in terms of past and future 

(Ackoff, 1989). 

Advancing through the levels of the hierarchy of concepts from "data" to the "wisdom" is not a 

mechanical summation of data, information, and knowledge. 

Each of these concepts is the basis for the subsequent, material for the production elements of 

the new higher-quality knowledge. In this case, according to Ackoff, the first four concepts deal 

with the past or the fact that is already known, and the "wisdom" for the future. 

 

2.2 Properties and Benefits of the Knowledge Base 

The knowledge base is a special kind of intellectual resource that has a number of specific 

properties. Knowledge is long-lived, because it is not material. It is easy to apply, especially in the 

modern digital telecommunication network. Moreover, it takes little or no cost as compared to 

material resources (oil, coal, ore, etc.). In addition, due to the globalization of knowledge it is 

essentially a fait accompli. 

Knowledge Base is a constantly growing resource. Expanded reproduction of knowledge 

provides science, technological development, and education. Recently, with the development of 

regional and international relations, new communication opportunities build up the rate of 

knowledge, and its use is largely increased (Giannetto and Wheeler, 2000).  

According to Paul (Romer, 1995): "Knowledge is an unopposed unlimited resource, 

the unopposed asset that increases with use". Ideas give rise to new ideas, transferred (sold) 

knowledge remains with those who share them (sells).  

However, knowledge is sensitive to the time factor. Its value is strongly related to time when it 

comes to making decisions. Aging of knowledge also takes place in a similar manner to the 

obsolescence of equipment. This leads to the fact that replenishment of new knowledge, as well as 

the upgrading of old knowledge, should regularly maintain the knowledge base (Giannetto and 

Wheeler, 2000). 
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In the USA there is even a term for obsolescence of knowledge meaning the half-life of 

knowledge, i.e. it is the time after training, during which professionals are losing half of the original 

competence. Knowledge with a long half-life is fundamental knowledge. 

Knowledge is an instrument of competition. Intellectual capital of knowledge management is 

recognized today as essential tools and resources of industrial and service companies to ensure their 

effectiveness and, therefore, to ensure their competitive advantage. Hence, there is an increasing 

interest in active companies to establish offices and technologies of knowledge management, the 

creation and development of knowledge management systems (Giannetto and Wheeler, 2000). 

 

2.3 Development of KM 

The ever-increasing interest in studying the impact of knowledge management emerged in the 

1990s. While researchers have found that knowledge appears as the most valuable strategic resource 

for the firm. 

It's only been a decade since Karl Wiig, a famous American expert on artificial intelligence, 

with his trilogy, marked the beginning of scientific publications on knowledge management (Wiig, 

1993, 1994, 1995). This was followed by hundreds of works - books, articles, reports that present 

the results of research on the issue and diverse practical advice. Among the most notable and 

interesting works are the studies conducted by Davenport (2000), Nonaka and Takeuchi, (1995), 

Stapleton (2003), Despres and Chauvel (2000), Bukowitz and Williams (1999), Stewart (1997)  

In different countries, developed and deployed active societies, associations, institutions on 

problems of intangible resources and knowledge management published magazines where the 

conducted extensive findings of surveys and accumulated experience are summarized. Every day 

there is more and more information about the designed and implemented programs for formation 

and the practical use of knowledge management systems in corporate management. 

Sveybi (1997) involved categorizing issue of knowledge management, introducing knowledge 

management as the management of the two processes of the organization: 1) Knowledge 

management as an object based on information technologies, and 2) knowledge management as a 

process - knowledge represents changing skills of people and their behaviour in the organization. In 

the works of Nonaka and Takeuchi's (1995) foundations were laid to divide knowledge into explicit 

and tacit categories. 

For knowledge management and building the knowledge base, the team (working group) and 

the company should implement a number of processes in the organization. Giannetto and Wheeler 

(2000) highlighted the key points, the achievement of which should include the implementation of 

the process. They are: 

- Identify existing knowledge in the company; 

- Determine which knowledge is the key to achieve success; 

- Systematize knowledge available in the company in such a way that all users can easily apply 

it; 

- Inform employees who require specific knowledge of their presence in the knowledge base of 

the company; 

- Create opportunities and necessary conditions to ensure that employees do not have difficulties 

in the use and exchange of knowledge, achievements and methods. 

When the company understands what benefits it will receive from the implementation of 

knowledge management and data warehousing, as well as the exchange of knowledge, it will be 

able to plan phased steps to create KMS (Giannetto and Wheeler, 2000). 

Knowledge management process should include the following: 

- The development of the plan; 

- The audit; 

- The creation of knowledge map; 

- Classification of knowledge; 

- Extraction of knowledge; 
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- The organization of knowledge storage; 

- Constant monitoring and updating of knowledge. 

The successful implementation of knowledge management in a company depends on many 

factors. One of these factors is the national culture.  

It is easier to implement the process of knowledge management in companies where there is a 

free exchange of knowledge between employees. Companies in which employees and departments 

compete with each other, believe that knowledge is purely their personal information and hide 

received knowledge should  analyse their cultural environment and turn the situation to the desired 

position (Giannetto and Wheeler, 2000). 

Business processes also provoke an atmosphere of distrust and secrecy in the company, but the 

need for a change in culture is a very specific problem, and a serious consideration should be given 

to it. 

 

2.4 National Culture and its Aspects 

With the development of research on knowledge management, the researchers had various 

opinions about how culture influences on this process and if it affects it on the whole. Some 

scholars (eg. Takeuchi, 2001) suggest that there should be several approaches to knowledge 

management, and that with the development and effective study of knowledge management, it may 

become universal. As well, studies of some scholars (eg. Simonin, 1999) could not prove that the 

national culture and its diversity in different countries can affect the practice of knowledge 

management. Another study conducted by Jensen and Szulanski's (2004), in the area of adaptation 

of cross-border organizational practices, has not been able to detect the influence of culture. 

Consequently, they have introduced the term "inappropriate adaptation", which means that the 

adaptation in the KM practices can reduce the effectiveness of the data transfer. 

Nevertheless, some scientists maintain the theory that adaptation is of great value in the practice 

of knowledge management in different countries. 

In practice, knowledge management, nevertheless, can influence on the differences of countries 

in their approach to knowledge management, which could arise throughout the history and during 

the formation of culture. Zhu (2004) came to the idea that "a universal concept of knowledge 

management is unrealistic, counterproductive and undesirable" (Ang and Massingham, 2007). 

Pauleen and Murphy (2005) also support this theory. From their viewpoint, the effectiveness of KM 

may be affected in the case of ignoring the influence of a country’s culture. As well, culture leaves 

its imprint on the ways of creation of databases, innovation, and on the business culture in general. 

Their study shows that we should not reject the national culture and its influence. 

In addition, it is shown in their research and other researchers, too (eg. Voel and Han, 2005; 

Finestone and Snyman, 2005). The difference of culture in North America and China, as well as a 

barrier to the implementation of knowledge management systems in South Africa, were proved. 

Scientists insist on the necessity of research into the influence of the culture and recognition of this 

factor. Researches by Voel and Han (2005), Finestone and Snyman (2005) demonstrate the 

presence of the factor of national influence, as well as the effect of individualism and collectivism 

in the companies (Hofstede, 1986), which influence knowledge management and the creation of a 

knowledge base in the organization. 

 

2.5 Models of Organizations 

"Technological" approach to KM prevailed until beginning of 21 century when under KM was 

understood a set of technological solutions, which were used to make certain actions with the 

information (rarely with knowledge) in companies - its preservation, retrieval, analysis, etc. 

Therefore, by the end of 2000, many companies have been disappointed with the results of KM: 

technological solutions did not fit into everyday business practices, these solutions were too 

complex for users who do not have time for familiarization with them; implementation of decisions 

was not accompanied by training of users, who also didn't see personal benefits in applying these 
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solutions, etc. The reason for this was the lack of a second necessary, organizational KM 

component. 

Processes occurring in the knowledge management in recent years coincided with the advancing 

of society in the information sphere. In place of the old, traditional management directing, as 

reflected in the so-called American model of management, and relatively new, behavioural, as 

reflected in the Japanese model, a new (informal) direction comes, which is also called marketing, 

individualistic information. 

The essence of the American model of management is in the initial belief that the success of the 

company depends primarily on factors that lie within its borders (the rational organization of 

production, reducing costs by identifying internal reserves, growth in labor productivity and 

efficient use of all resources) (Beechler, Najjar and Stucker, 1996). The company was considered as 

a closed system. In this approach, goals and objectives have been considered as stable for a long 

time; the basis of the strategy is the continued growth and deepening of specialization of 

production; organizational structure is based on a functional basis (with a clear separation of 

management according to duties); the control over all activities, accurate fulfillment by managers 

for instructions from above is crucial. 

The essence of the Japanese model of management and organization of activities comes down to 

the point that the ideal organization should not have any formal organizational structure nor any 

formal structure at all. The Japanese type of organization management, resulting from a specific 

culture and economic system, is estimated by experts as providing the greatest harmony and 

organizational mobility which is necessary in today's dynamic world (Beechler, Najjar and Stucker, 

1996). Features of the Japanese system are manifested in human resource management, production, 

marketing, and finance. The system of lifelong hiring and promotion, depending on years of service 

and age, the organization of group work, wages adjusted for age, contribution to streamlining and 

process quality, system of continuous education mainly in the production are the main 

characteristics of this management model. The principle of optimization of the entire production 

system as integrity is determining in organization of production management. 

The proponents of modern Japan’s management system argue that Japanese firms organization 

fits its employees, whereas in the control system of the American company, the notions of 

functions, tasks and responsibilities, rights and interactions are prior to hiring employees. Searching 

for the most suitable candidates for a specific position appears based on defined requirements, in 

other words, new employees should adapt to the system (Beechler, Najjar and Stucker, 1996). 

The features that characterize these various models of organizational management are shown in 

Table 2. 

 

Table 2 – Characteristics of the main models of organizations 

American model Japanese model 

 

Individualistic (information) 

model 

1. Hiring workers for a 

relatively short time 

1. Lifelong hiring of workers 1. Long-term hiring of workers 

2. Individual decision-making  2. Collective decision-making  2. Collective decision-making  

3. Individual responsibility  3. Collective responsibility  3. Individual responsibility  

4. Rapid development and 

promotion 

4. Slow development and 

promotion 

4. Slow development and 

promotion 

5. Mechanisms of clear, precise 

control 

5. Mechanisms of indirect control 5. Indirect, informal control with 

precise and formalized criteria 

6. Creating conditions for a 

specialized career growth of 

employees 

6. Creating conditions for a non-

specialized career growth of 

employees  

6. Moderately specialized career 

growth of employees  

7. Selective (differential) 

attitude to employee 

7. Holistic approach to the 

employee as an individual 

7. Holistic approach, including 

family 
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Experts believe that there is no ideal model of management, as each company is unique. 

Companies should seek their own model. Factors determining the choice of management model are: 

- The size of the firm;  

- The nature of the product;  

- The nature of the external environment. 

From the point of view of the latter factor, distinguish the following management models: 

- model of rational intercompany management in a calm external environment; 

- management model under conditions of sufficiently dynamic and diverse market; 

- model in condition of dynamic scientific and technological progress; 

- model of adaptation to problems which arise spontaneously and unexpectedly, under the 

influence of the external environment. 
Used models have significant differences, and allow us to consider the factors of interest with a 

wider range of aspects of organizational models. As mentioned above, it may be more 

organizational models, and it is logical, since each company is in constant search of its own 

management model. It is a continuous process due to constant changes in the company itself, and in 

the external environment. Most American companies implement organizational changes at least 

once a year, and large reorganizations are conducted every 4-5 years. 

Modern control system should be simple and flexible. It is the primary criteria is to ensure 

efficiency and competitiveness. Experts believe that the model must have the following 

characteristics: 

- small units, staffed by qualified experts; 

- a small number of management levels; 

- orientation of all activities of the company to the consumer. 

Therefore, in the European countries is particularly important to find a balance between 

technological and organizational tools in addressing the major tasks of KM. 

One of the tasks is "information overload" - the inability to find the necessary knowledge in the 

information flow. Information is difficult to transform into knowledge because of its randomness, 

infidelity, mistakes, disorganization, irrelevance, etc. Information overload is also characteristic of 

the majority of European companies by at least 2/3 of managers and employees of companies feel 

it. 

Companies need to learn how to structure the resources and compile catalogs; diagnose the 

effectiveness of the external source selection of information and knowledge and its usage; 

customize their resources of knowledge and information, i.e. to bring them closer to the user; 

develop "knowledge map", "knowledge packages" and other information products and navigational 

tools; conduct special training programs aimed at the efficient use of resources by the company's 

employees (community members). 

Employees from different departments will be able to interact and collaborate effectively, if they 

are aware of the knowledge and information resources used by their colleagues, as well as create the 

opportunities for collaboration. 

In addition, effective communication between departments largely depends on the corporate 

culture and the atmosphere of trust in the company. However, even if the atmosphere of trust in the 

company is still not formed, it also can be optimized through a series of activities with 

organizational character, for example, to protect the copyrights of employees, to determine the 

scope of their essential job functions and competencies, "play by the rules" - to respect agreements, 

etc. 

Knowledge sharing and creation of new knowledge is the basic condition and success factor for 

knowledge management. 26% respondents of the survey conducted in Ukraine, believe that the 

main obstacle to successful Knowledge Management is the inability to change the psychology of 

employees (to share knowledge). In order to make knowledge sharing in the company became a 

reality, it is necessary to observe at least four conditions for which can also be applied both 

technological and organizational tools. This is to create opportunities for exchange (communities, 
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forums, and databases), development of an effective system of employee motivation, evaluation of 

their participation in the exchange of knowledge, and also creation of a corporate "culture of trust 

and knowledge sharing." 

Addressing the major challenges of KM is possible in practice using both technological and 

organizational solutions. The intensity the company uses IT solutions for KM depends on many 

factors. The main one is the predominance of one or another scenario of KM - "codification" or 

"personalization". At first of them in the company pays more attention to the use of explicit 

knowledge (which appear in the document), the second - the hidden knowledge (tacit), intuitive. It 

is obvious that in a scenario of "codification" documents need to be saved, found, analyzed, and so 

forth, and these processes cannot be implemented without an active use of special IT solutions. 

Conversely, scenario "personification" suggests their use to a minimum extent. To determine, what 

kind of scenario of KM would be the most effective for business of the specific company, there is a 

set of organizational tools that determine the effective combination of the conditions of necessity 

and possibility of using one or another scenario of KM. 

 
2.6 Individualism-Collectivism 

For my research, I choose the model of Individualism-Collectivism. This model tends to be 

described in terms of topics of common views, beliefs and values (Triandis, 1995). Also, 

Individualism contains the description of the relationship in the team, depending on the culture. 

Triandis (1988) compared Ideocentrism-allocentrism with the Individualism-Collectivism. It was 

concluded that together with the participants, individualistic cultures tend to subscribe to 

ideocentric assumptions and beliefs, however, the focus on individual performance of those from 

collectivist cultures is likely to hold allocentric ideas emphasising harmony and cooperation 

(Michailova and Hutchings, 2004). Triandis (1995) in an extensive review identified four attributes 

of this continuum: 

- Conceptions of the self; 

- Goal relationships; 

- Relative importance of attitudes and norms; 

- Emphasis on relationships. 

High value in individualistic nations is independence, and personal achievements are of top 

priority. While in a culture prone to Collectivism the qualities of loyalty, solidarity and 

interdependence dominate (Hofstede, 2001). Collectivism is also manifested in the establishment 

and maintenance of harmonious relationships, even if it may affect the achievement of objectives 

(Kim, Triandis, Kagitcibasi, Choi and Yoon, 1994). 

Development of the organization and KMS in it depends on national culture particularities. This 

route of business administration and business motivation emanate from them. It is possible that a 

country with a high level of collectivism is more prone to sudden changes and the adoption of a 

knowledge management system, in which workers need to share their experiences and lessons 

learned with colleagues, as it involves more work with the team and harmonious relationships. As 

part of this work a survey to confirm or deny the fact will be conducted. 

For a more complete understanding of IC, Bhagat, Kedia, Harveston and Triandis (2002) 

proposed a horizontal-vertical classification. According to which it becomes easier to understand 

how knowledge is transferred and processed in different national cultures. This classification 

includes four classes: 

- Vertical individualism; 

- Horizontal individualism; 

- Vertical collectivism; 

- Horizontal collectivism. 
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2.6.1 Individualism-Collectivism according to Geert Hofstede 

A number of business organizations operating in different countries of the world, differ greatly 

from each other in levels of economic development, political system, culture, historical experience, 

environmental conditions, etc. This stimulates the search for an answer to the question of how these 

facts are reflected in the features of the organization's culture and, consequently, the behaviour of 

people in knowledge management. 

Today there are a number of typologies cultures created by researchers of organizational culture. 

The best known of them is Geert Hofstede. 

In 1980 he published the book “The consequences of culture” where there is a detailed 

presentation of results of his research. On the basis of the data obtained, a factor analysis of 117,000 

profiles that identify the central orientation of IBM employees in more than 50 countries around the 

world was carried out. This study hitherto remains the most voluminous relatively cultural research, 

both in terms of the range of countries, and in terms of the number of respondents (Zharova, 2007). 

Professor Geert Hofstede conducted one of the most comprehensive studies of how values in the 

workplace are influenced by culture. He defines culture as “the collective programming of the mind 

distinguishing the members of one group or category of people from others” (The Hofstede Centre, 

2015). 

The 6 Dimension of National Culture were proposed by Geert Hofstede and his research team. 

One of the dimension of studies to examine the national culture as a basic factor of organizational 

behaviour Hofstede is individualism - collectivism. It demonstrates the extent to which nationals 

and employees prefer to act independently and not as members of a group (Hofstede, 2001). 

Knowledge management as a discipline relates to the issues of national and, accordingly, 

corporate culture. It forms a kind of pyramid of knowledge management processes within the 

organization, arranged in order of complexity components: a distribution and the production of 

information, collaboration (collective) work and innovation. Collaboration is the second level of 

activity. In combination with the formation of knowledge, that means the possibility of joint 

participation in the work processes, product development, etc. 

Understanding of the human capital requires understanding of it not only as the complex 

characteristics of the individuals but also a general characteristic of separate groups of staff and the 

whole team. This characteristic is a set of indicators that reflect the properties of the group and the 

team on the basis of  such characteristics as total creative potential, teamwork (individualism-

collectivism), the structure of employees by social characteristics (length of service, age, life in the 

organization, marital status, etc.), business activity (Daft, 2006). In the combination of collectivism 

and individualism of personality, each person has an individual and personal interest, but for each 

person they are in their own combination, focused on the priorities, roles in behaviour, relation to 

people, a sign of development and can influence the processes in the organization, and even the 

management of knowledge. 

The extreme values of the scale are the absolving of their personal interests and the complete 

submission of interests to the public. Thus, by determining the value of this parameter, you can 

determine the closeness of the social and psychological connection between the members of the 

company or the organization. Indicators to do this by constructing appropriate measurement scales, 

surveys, and observations are presented in Table 3 (Hofstede, 2001). 

 

 Table 3 – The composition and the differences in the parameter indicators "individualism - 

collectivism" 

Countries with high values of collectivism Countries with high values of individualism 

The priority of the worker's training from the 

company (training, physical condition, etc.) 

Priority personal life of the employee (cost of 

free time) 

Emotional dependence on the company Emotional independence from the company 

The desire to work in large companies The desire to work in small companies 

The prevailing moral obligations in the Predominating good judgment in dealing with 
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relationship with the company the company 

Students feel less socially acceptable to 

pursue their own goals, not caring about others 

Students are considered socially acceptable to 

pursue their own goals, not caring about the rest 

Managers seek obedience and order Managers aspire to leadership and diversity 

Managers assess the situation, to place  

confidence and stability 

Managers assess their position with regard to 

their independence 

Managers have traditional views, not 

approving the employee or group activity 

Managers hold modern views on enhancing the 

employee or group activity 

Group decisions are more attractive than the 

individual 

Individual solutions are more attractive than 

the group 

Students are guided in  life in the imperative 

duty 
Students are guided to enjoy life 

Managers choose duty, experience and 

prestige as their main life goals  

Managers choose pleasure, desire and safety as 

their main life goals 

Individual initiative is condemned by 

society: fatalism 
Individual initiative is encouraged by society 

People think in terms of particularism People talk in general terms: Universalism 

Social relations are defined by their 

membership in a group or someone else 
People are in need of personal friendships 

Over a long period of apprenticeship (time 

to promotion) 

Shorter period of apprenticeship (time to 

increase positions) 

The greater value of the specific rate of road 

accidents 

The smaller value of the specific rate of road 

accidents 

The predominance of traditional pastimes The predominance of modern pastimes 

 

As part of his research, Hofstede studied the relationship between the level of wealth of the 

country (indicator - gross national product per capita), and its position on the scale of individualism 

(collectivism). According to the data they require rich countries (the U.S. and Western Europe) to 

meet the high individualism index (the ratio of the indicator values of individualism (collectivism)). 

Countries with low levels of welfare (Colombia, Pakistan, Taiwan, Russia, etc.) have high 

collectivism. 

Impact of Individualistic dimension on organization presented in Table 4. In table presented 

comparison of behavior inside organization depends on Individualism/collectivism according to 

parameters of culture (Hofstede, 2001). 

 

Table 4 – Characteristics of the individualistic and collectivistic culture of the organization 

Parameters of 

Culture 

Individualistic culture of the 

organization 

The collectivist culture of the 

organization 

Interference with 

employees’ privacy  

Management does not want to 

interfere in the private lives of 

employees 

Employees expected to participate 

in the organization of the decision 

of their personal affairs. 

The influence of the 

organization on the 

health of employees 

Weak Strong 

Protection of 

interests 

Employees feel that they should rely 

on themselves to defend their 

interests 

Staff expect that the company will 

protect their interests 

Functioning of the 

enterprise 

Individual initiative of each member 

of the organization 

Sense of duty and loyalty of 

employees 
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Promotion Inside or outside the organization on 

the basis of competence 

Exclusively within the 

organization in line with the 

experience 

Motivation Management uses new ideas and 

methods, stimulates the activity of 

individuals and groups 

Management uses traditional 

forms 

Social networks Remotely Cohesion 

 

Geert Hofstede and his team measured the maximum value of this parameter in 2010 in the 

United States: 91 points on a scale of 0 to 100. With almost the same high level of individualism is 

the British culture. Below a graph (figure 3) shows rate for countries which are mentioned in the 

work. 

 

 
Figure 3 – Individualism level 

 

2.7 Soft System Methodology (Rich Pictures) 

The scientific field, which Soft Systems Methodology (SSM) had the greatest impact on was the 

study of information systems. P. Checkland’s methodology can help deal with some problems that 

hinder the development and implementation of such systems (Wilson, 1984). 

The book by Checkland (Checkland and Holwell, 1998) is an ambitious attempt to eliminate 

ambiguity in the definition of concepts such as "data", "information", "knowledge" and the 

replacement of obsolete models and the representation of the organization as a mechanism that has 

traditionally been used in works on information systems. In this book, an attempt is made to provide 

a more accurate match between theory and practical experience in order to establish mutual 

information ties between them. The enclosed results of a number of special studies show how this 

can be achieved in practice and demonstrate the impact that allows for the introduction of the 

proposed approach for a more efficient use of information technology. 

Now SSM is based on several clearly defined principles or "constitutional provisions" 

(Checkland, 1981; Checkland and Scholes, 1990), which govern the process of intervention. 

Exactly these rules made it possible to study the methodology and ensure continuous improvement 

of methods, supporting SSM. Although SSM sets out the principles of the method, it does not 

define the features of its application. This allows for getting different reactions in each situation 

according to its nature and characteristics of the SSM user. This flexibility ensures the applicability 

of SSM in a variety of management situations. SSM uses systems thinking to the realities of human 

organizations, without the assumption of the simplicity of the subject. SSM, therefore, is a useful 

way of addressing difficult situations and relevant issues. 

To obtain an estimate of the problem situation, the analyst uses Rich Picture, which is part of 

Soft System methodology. Rich pictures represent the structure and processes of the organization 

which needs to represent a particular situation. The rich picture can also be used as a tool to 
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describe a particular situation, and it includes elements that affect this situation when they cannot be 

shown with formal methods (Darzentas and Spyrou, 1994). Rich Picture represents the structure, 

processes and organizational issues related to the considered situation or problem. (Darzentas and 

Spyrou, 1994). 

Rich Picture consists of special drawings that do not have formal syntax. They are made with 

symbols and schematic conventions to describe a specific situation so as to be understandable to the 

target audience. “They give users the opportunity to identify important aspects of their work, 

missing elements and incorrect terminology” (Darzentas and Spyrou, 1994). The analyst creating 

the Rich Picture can develop his own style, different from those of other analysts. 

The term Rich Picture used in soft systems methodology was introduced by Checkland (1972, 

1981, 1990). Rich Picture is intended for assessing the problem situation, and it is not a diagram as 

such. The greatest benefit of the picture is not in the picture itself, but in the process of its building 

(Darzentas and Spyrou, 1994). At the same time, Rich Picture can be a useful alternative to the 

textual description of the problem situation, as well as being a succinct way to give a description of 

the situation to the target audience (Checkland (1990)). 

Rich Picture is a symbolism acting as an epistemological device and is often used to help the 

target audience to perceive the description of the situation more realistically. In the article 

“Symbolism and Information Systems Development” Hirscheim and Newman (1991) said: 

“symbolism can be understood as an image used for, or regarded as, representing something else. 

Symbols give meaning to what is perceived; they act as a filter through which the script is read”. 

Hirscheim and Newman (1991) say that almost everything that is happening inside the company 

is of a demonstration pattern, which is symbolic. Relational expressions with the help of Rich 

Picture can be part of the understanding of the company's functions. Likeness of what is already 

known, as well as reliance on knowledge from other areas helps to build understanding of the 

current system (Matthews, 2000). 

Rich Picture can be regarded as a kind of metaphor. Metaphors are used as a creative tool for 

presenting information. If you are using Rich Picture as a tool of representation, it can be used as a 

mechanism for simplifying. (Campbell, 2000). 

In conclusion, Rich Picture provides a variety of symbols and elements that can be used. In its 

construction there are no restrictions for their use and what the picture may include. As a result, 

Rich Picture can transmit a wide range of information to the audience (Harry, 1994). This method 

of a schematic representation of information is widely used. Its final goal is the description of the 

system and the steps in it. Thus, a final Rich Picture makes the target audience understand the basic 

problem and the necessary processes more easily (Harry, 1994). This methodology will be used to 

describe the process of implementing Knowledge Management Systems. 

 

2.8 Kotter's 8-Step Change Model 

Decades of observing the companies that are trying to increase their competitive advantage by 

providing changes (implementation of quality management programs, reengineering, restructuring, 

optimization of sizes of business, improving corporate culture, etc.), J. Kotter concluded that the 

changes are performed in several successive steps. Violations of the sequence or rejecting of one of 

the steps result in illusion of rapid changes, but leads the desired result astray. This process and its 

steps he described in his book «Leading Change» (Kotter, 1996). Kotter suggested such steps: 

Step 1: Establishing a Sense of Urgency 

It is essential to convince people that changes are necessary and inevitable. It is vital to inform 

people of the problem in the right way and turn them onto the changes. According to Kotter, the 

creation of a new system is the responsibility of the leader (Kotter, 1996). Without a competent 

leader, the first step is almost impossible to make. John Kotter argues that when about 75% of 

company’s leaders recognize the need for changes, it is time to come to the second step (Kotter, 

1996). The capital error here may lie in underestimating the importance of the first step or its 

complexity, failure to convince employees or convince few of them (Kotter, 2007). 
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Step 2: Creating the Guiding Coalition 

This should be a strong, competent team with leadership skills. A cohesive team that works 

efficiently and has sufficient power, resources, and information. The primary error of the 

management at this step is weakness of the team and lack of leaders in it (Kotter, 2007). 

To sum up all of the above, the most widespread mistake at the first stage is that people often do 

not know how to urge workers to changes. This may be caused by gaps in the organizational culture 

of the company, which is affected by the national culture of the country. 
Step 3: Developing a Change Vision 

At this step, it should be considered how the future will be different from the present, by how 

much and what needs to be done to achieve this future. It is vital to build a vision. Vision is much 

more important than figures in long-term plans and statistics. Vision helps determine the direction 

in which the company should move. At this stage, the primary error is the lack of clear vision of 

changes and their outcome. (Kotter, 2007). Without vision, all changes will turn into a mass of 

useless projects that will mislead the company. 
Step 4: Communicating the Vision for Buy-in 

Make sure that enough people understand and accept the vision and strategy in order to push the 

process of change in the right direction to make it successful. It is necessary to discuss the program 

of changes at various meetings, conferences, in everyday communication. Not only words but also 

behavior matter. Leaders should try to become an example of adopting a new corporate ideology 

and culture. The mistake often made at this step is the lack of an example of a new ideology 

represented by management and influential persons of the company (Kotter, 2007). 

Step 5: Remove Obstacles 

At this step, all possible obstacles to changes are eliminated. Often this barrier is of a 

psychological nature, i.e. it exists employees’ minds. In this case, the role of leaders is to remove 

this psychological barrier. Efforts should be directed to establishing the appropriate culture in the 

company, contributing to make changes. The worst problem is a too conservative management, 

which refuses to change. Management may not really believe in the need for changes, or be unsure 

of any positive result of the changes. In any case, the obstacles should be removed. At this step the 

error is that the leaders neglect to eliminate barriers that hinder later changes (Kotter, 2007). 

Step 6: Generating Short-term Wins 

As opportunities arise, small short-term gains and achievements should be created, which will 

help keep up employees’ inspiration. It is necessary to create gains, and not to rely on them. They 

should be planned at an early stage, and then people helped to achieve them, followed by rewarding 

employees, including a cash award. Small wins help to maintain the sense of urgency that drives 

change. The fundamental error here is the absence of such small wins that leads to a decline of 

enthusiasm in employees. (Kotter, 2007). 

Step 7: Never Letting Up 

The first success having been achieved, it is worth working more actively and then tirelessly to 

promote changes until the vision becomes a reality. If the process of change is not fully completed, 

the company will gradually return to its original state, and will have to start it all over again, which 

will be much harder to do. At the seventh step, the critical error is an early celebration of wins 

(Kotter, 2007). This may destroy everything done before.  

Step 8: Incorporating Changes into the Culture 

At the last stage a new style of behavior, tracking compliance with the new rules is maintained 

until it becomes part of the corporate culture. The main thing is that a new generation of workers 

should also be prepared to accept the new culture. It is important to secure the new style of 

management’s behavior, because these are the people who are an example for all other employees 

of the company. 

Transformation of a company is a very complex process that cannot be squeezed into the 

framework of a specific sequence of actions. Therefore, specific adjustments should be performed 

to each change (Kotter, 1996). Since the introduction of KMS brings big changes, in the practical 
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part, when creating a model of implementation of KMS, it makes sense to describe the processes, 

required to implement KMS, through 8 steps proposed by Kotter. Kotter’s changes framework will 

help to organize actions necessary for successful knowledge creation and sharing. 

 

2.9 General theories criticism and reflection 

Further provides criticism on some of used theories and models, justification of why they was 

chosen and which alternative theories and models could be used. 
 

2.9.1 Organization models: Justification of the choice 

In the study these 3 organizational models will be used as basic ones. During conducting survey 

I will try to identify with bias to which model corresponds companies in studied countries. While 

the research will be conducted in European countries, where it could be logical to use an 

Organizational Model from EU countries in the analysis, such a model was not found during 

conducting the review and analysis of the literature. Even if such an organizational model existed 

and somewhere is explained, I venture to suggest that it does not reflect its essence to the full 

extent, which we require to conduct within the planned research. Perhaps, there are many models of 

organizations, but within the work limits it was decided to recap 3 models. More models can lead to 

bunching of information that may bring about erroneous results and conclusions; therefore it was 

decided to hold a narrower, but more qualitative research. 

The motivation to choose these 3 models is that they are fundamental. Japanese and American 

organizational models are regularly exposed to comparison since they are dominant in most 

American and Japanese firms. The competitive type of culture dominates in the United States, and 

in Japan - the culture of cooperation or collectivist culture. Individualistic (information) model, or 

«Z» Theory, developed by the American Professor Ouchi (1981) on the basis of Japanese 

management practices, is a new philosophy of management which describes a good worker who 

prefers working in a group and having stable objectives for a long term. The main characteristic 

feature of this theory is the study of collectivist principles of motivation. In many ways, it 

corresponds to Japanese employees of large industrial companies, but these workers are found in 

almost all countries in large stable companies. The effectiveness of the application of this theory is 

determined by a specific gravity of such people in the team.  

Thus, these three models have historically and practically intertwined with each other. All the 

specific and unique models for certain companies organizational, in varying degrees, have their 

origins in one of the 3 models, which is most appropriate for the company. Despite the fact that the 

two models relate to the countries in which they are the most popular, and the third in itself is 

unique, individualistic (information) model has absorbed the qualities of the American and the 

Japanese model (Table 2). Japanese, American and individualistic organizational models are ideally 

suited for the consideration of human behavior in the field of Knowledge Management. 

These three models together, allow us to consider both collective and individual work of 

employees in the company, in particular in the implementation of knowledge management systems. 

In addition, taking into account the culture of people regarding their preferences in the work career, 

lifetime employment in the company and movement upwards in the hierarchy of the positions 

within the same company or the short-term employment for the acquisition of new knowledge and 

professional growth become a priority. It is important for the company if it wants to retain 

knowledge of workers and to create a knowledge management system. 

Returning to the question of use of the European organizational model in the work, I venture to 

suggest that, due to the internationalization of management in Europe were combined theories and 

practices for managing proposed by experts from different countries and their collective work in 

this research area. Baigot and Efimchik (2000) argue that in the majority of European countries, the 

control systems are similar to the principles of the management of the American model. 

Further development of the sciences in general, significantly affected the European 

management. Thus, the development of cybernetics, economic and mathematical methods, 

computerization of management contributed to the active implementation of the management 
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system approach, which does not focus on the one facet interested problem. Such function as 

"organization of production" was defined as a major in the growth of labor productivity not only in 

the United States, but also in European countries (Vesnin, 1999). 

Nowadays, there are offices of the largest and oldest corporations in Europe. Their management 

methods are comparable with the American model, but mostly it is for small industrial companies 

with a simple organizational structure. European corporate management is somewhat different. 

Europe before anyone is exposed to new technological trends, including management. As a 

consequence, European management is a mixture of American and Japanese management models, 

and these embodiments vary from country to country. Therefore, unambiguously speaking about the 

European management as a specific and well-formed model is not quite correct (Baigot and 

Efimchik, 2000). Actually, this was the reason, why European organizational model is not taken for 

the analysis in the work - it doesn’t have exactly formed principles and ideas. 
 

2.9.2 Criticism of Hofstede's Research 

Hofstede’s work was widely criticized – it was pointed out that the results of studies tended to 

relate to «IBM» corporate culture rather than to the countries where the company operates, that they 

were artifacts of time, and not culture, that the choice of the countries studied, and measurements 

are incomplete and biased in favor of the West (as he himself perceives) that investigated the views, 

rather than behavior. 

The main argument “against” is a questionable operationalization of its indicators. Thus, in a 

number of papers (Roberts and Boyacigiller, 1984; Dorfmann and Howell, 1988) arbitrariness of 

empirical index chosen for each indicator is noted. They emphasize that those characteristics that 

built indexes, largely reflect the preferences of Geert Hofstede. Moreover, it was observed that 

some of the indicators appeared not in one (as is usual in most cases), but in several final 

performances. In addition, critics forwarded the idea of the need to highlight indicators from 

different cultural perspectives, not just the one which is certainly inherent primarily to Western 

people. The last remark was later partially removed by Hofstede by introducing a new index, 

Confucian dynamism (CDI), which is based on the Chinese cultural tradition. 

Another disadvantage of the data is associated with the representativeness of used samplings. It 

is obvious that the people working at the company IBM (one of the world's leading corporations for 

the production of high-tech products), for example, in France, are unlikely to be considered 

“average” by the French, although, of course, this distinction should not be essential. Most likely, 

the differences between the “average” Frenchman and “average” American will be even stronger 

than the differences between French and American employees of IBM. 

In general, it should be noted that most of the researchers working in cross-cultural paradigm, 

recognize the need for maximum caution when using a universal scale of values to human behavior 

and recommend, in each case proceeding from a concrete situation, rely entirely on the proposed 

classification of national cultures. 

However, even those who mark all negative properties of the tools created by Geert Hofstede, 

usually do not deny the existence of cultural universals themselves and, furthermore, actively make 

sense of the experience gained in the study of Hofstede indicators. As a result, many of them in turn 

offer their own approaches to the operationalization presented by Hofstede indicators, as well as 

allocate additional universals (House and Hanges, 1999; Inglehart and Baker, 2000). 
 

2.9.2.1 Justification of the choice of Hofstede’s approach 

Since the approach of Hofstede has received a lot of criticism, I should justify the choice of his 

approach, and to consider the approaches of other researchers in the study of the question of 

collectivism-individualism. There are some approaches to the study of collectivism-individualism, 

proposed by Triandis, Kim, Kagitcibasi and Berry which will be briefly discussed below. 
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Triandis proposed a conceptualization of the construct of collectivism-individualism. He also 

analyzed various socio-psychological theories and highlighted the main attributes of individualism-

collectivism (Zharova, 2007). 

An important variable in the works of Triandis, devoted to individualism-collectivism, is the 

number of groups which include an individual. «Particularly important is the mix of the in-group 

which is defined as a group of individuals with whom a person feels the same» (Triandis, McCusker 

and Hui, 1990). This similarity can be derived from a common destiny or from some other common 

attributes. Members of collectivist cultures have been included in certain in-groups since birth (eg, 

family, caste, clan, nation), while members of individualistic cultures are included in the in-groups, 

which are achieved (eg, the same attitudes, values, programs of action, type of activity). The more 

complex the structure of a society, the more number of in-groups people may belong to. Individuals 

may join or leave the group according to whether their personal needs in groups are satisfied or not. 

In 1988, Triandis verified the construct of individualism-collectivism by interdependence 

analysis. As a result, it was found that in cases where people approve the interdependence (personal 

goals and objectives of the group are the same), there is a tendency to collectivism, in those cases 

where independence prevails and people are not bound (personal goals do not coincide with the 

goals of the group) there is a tendency to individualism (Triandis, 1988). 

According to the approach of Kim, all people begin their lives being dependent on adults, and 

most people, on becoming adults, feel close to the people who provide safety and comfort. 

However, in individualistic cultures, children are pushed away from their caregivers, and because 

initiative, activity and independence are supported by social environment, they learn to be active in 

accordance with own desires (Zharova, 2007). Kim sees individualism as a concept, characterized 

by an emphasis on internal attributes, as a discrete relationship between "I" and others, which is 

expressed in self-actualization and independence of the individual. Conversely, he characterized 

collectivism as a large dependence on the context in communication and information process, shifts 

in behavior depending on the situation (for example, the interaction of the individual with members 

of the in-group and out-group) and depending on the hierarchy (Kim, Triandis, Kagitcibasi, Choi 

and Yoon, 1994). 

Researcher Kagitcibasi when considering the construct of individualism-collectivism, primarily 

highlights the psychological aspect, based on the basic human connectedness including such 

concepts as personal boundaries and dependence-independence (Kagitcibasi, 1994). 

Kagitcibasi highlights the importance of distancing and connectedness of human and an in-

group as defining attributes of individualism-collectivism. He argues that both trends can be 

detected in individuals (Kagitcibasi, 1994). He also believes that there are certain basic variables in 

the basic personal and interpersonal characteristics not related to socioeconomic variations. This is 

due to the fact that the combined impact of economic change and urbanization in the world do not 

apply directly to these “psychologically-level” variables. Priorities of these psychological variables, 

in general, and the psychology of connectivity, in particular, are "cultures of connectedness" and 

"isolation" is mediated through socialization and education (Zharova, 2007). 

”Culture of connectedness” is closely intertwined with a family culture and interpersonal 

relatedness patterns, characterized by a dependent-independent constraints with overlapping each 

other personal boundaries. On the other hand, the "culture of isolation" reflects the opposite pattern 

of interpersonal relationships with independent separate and clearly defined boundaries 

(Kagitcibasi, 1994). 

Berry in his approach sought to find the relationship of ecological and cultural factors with 

individualism-collectivism. He found a certain relationship between environmental and cultural 

changes in society on an existential level and social individualism-collectivism, and, thanks to these 

relations, he put forward a few suggestions related to personal individualism-collectivism. 

He says that there is a partial link between the measurement of social conformity and some eco-

cultural predecessors of collectivism. Though nothing identical to socio-cultural justification of 

social collectivism was presented in the literature, there is sufficient ambiguity to assume that 
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personal collectivism will vary with the volume of existential level as a result of eco-cultural 

dimension of social conformity (Berry, 1994). 

Berry believes that personal individualism can be better predicted using the eco-cultural 

measures of social community size. When a local population increases and becomes more 

differentiated and diffuse, individuals have more options for their everyday behavior. In this 

situation, the individual behavior is, to a greater extent, directed by personal, and not the collective 

goals. Personal mindsets can significantly alter the generally accepted norms and affect the choices 

that individuals make (Zharova, 2007). 
 

2.9.2.2 Conclusion 

We live in a rapidly “shrinking” world, globalization of which is forcing us to maintain 

increasingly close and diverse contacts with each other. Understanding of other people and their 

way of life is crucial to the success of social and business interactions. Scientists who have studied 

and compared the organization in terms of the characteristics of their cultures, stated that: in 

different societies, cultural values and attitudes are different, and in some cases, these differences 

can be extremely great; due to the dissimilarity of common values under identical circumstances, a 

group of representatives from different cultures behave differently; culture plays an important role 

in the formation of producer organizations and other social institutions. The importance of the role 

of Hofstede in developing an understanding of these factors is unquestionable. He pointed to a 

method and provided a theoretical basis, which will give scientists a new perspective to explain the 

practices of management's future results of their efforts. In addition, thanks to his discoveries, heads 

of international companies will be able to understand the diversity of cultural traditions of their 

employees better (Waren, 2001). 

Coming to the conclusion on the basis of this information, I decided to stay still on the study of 

Hofstede, and take exactly his research as a basis of my research, not only are all the results of his 

research in the open and easily accessible, they are borderline and their structure and content affect 

various disciplines related to the problems of individuals and society. In his works, Geert Hofstede 

touches upon such areas as management, psychology, social psychology, political science and many 

others (Zharova, 2007). Moreover, his approach to the study is similar to the one that I decided to 

use in my work. His research and theory is more appropriate for using in the work than others, as 

his method of data collection was based on the survey of employees. I am going to do the same. The 

data obtained from the survey can be easily transformed and compared to the data of Hofstede, 

which consequently can confirm or refute my results of Individualism-Collectivism level in the 

countries studied in the thesis work. 
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CHAPTER 3 

Research Methodology 

The chapter contains the methodologies that are used in the analysis and information gathering. The 

first section explains Philosophical worldview. Mixed methods design that was selected for the study is 

described in the following paragraph. Next there comes the description of a method of collecting information 

and sampling methods, methods of conducting and spreading survey and why these methods were chosen. 

What technologies are used, and which kind of analyses was applied to the collected data.  

 

3 Research Methodology 

3.1 Philosophical Worldview 

Social constructivism was selected as a philosophical worldview for this research. This choice is 

motivated by the Social constructivism, sociological and psychological theory, which studies the 

processes of socio-psychological construction of social reality in human activity. Knowledge is the 

product of social and cultural engineering. 

Among the employees of the company there may be different perceptions of the environment, 

depending on their mental models and beliefs, for the interpretation of facts, events and facilities 

(Eight to Late, 2009). For example, one group of people can consist of those who are directly 

involved in the creation and development of the KMS, and the users of the system are in another 

group.. The first group of people may view it as an instance of a particular technology, while the 

other sees its applicability and usefulness in terms of their labour. Different perception of the 

situation in the company can deal with completely different factors, including the creation of a 

knowledge base. Moreover, problems of perception can arise within a team or department. This 

factor is due to many reasons, one of which is the difference in experience and national cultural 

traditions of group members (Eight to Late, 2009). Social constructivism worldview allows to 

consider all actors involved in the use and construction of KMS as we can have a look on situation 

from different point of view. It will be used to create a model of knowledge management and the 

introduction of KMS in the company. Under this worldview will be collected and analyzed 

qualitative data, some part of which could be transferred into score to be able compare to 

Hofstede’s results. 

During the interaction of individuals, communication and other forms of social relations, the 

values and meanings of the elements of reality arise. The process of training and education,  by its 

nature, creates socially active individuals, social norms, values of the elements of social reality and 

cannot be attained in the passive perception, but is constructed in the process of social interaction. 

Social constructivism denies the existence of natural laws in the social, economic and political 

spheres. Social actors are constituted in the situation and the nature of their relationship. 

Social constructivism focuses on the formation of social structures in individual personal 

training and concomitant interpersonal interaction, while social constructionism considers the 

formation of social structures in the collective and group social processes. 

Chiari and Nuzzo (1996) distinguish two types of constructivist theories: 

- Epistemological constructivism; 

- Hermeneutic constructivism.  

Jonathan D. Raskin (2006) identifies three constructivist theories: 

- Personal constructivism - also called the theory of personal constructs (Kelly, 1991); 

- Radical constructivism; 

- Social constructionism. 

Constructivism in the approach to management - if not the general phenomenon, but is surely 

the most striking (Vandewalker, 2001). Constructivists maximally increase the importance of 

organizational arrangements of the cognizing system, and this idea is very important when 

knowledge-acquiring systems are considered as a groups and sets of positions. This approach is 

based on the understanding of the national culture as socially constructed relations of inequality on 
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grounds of nationality. The approach contends the contextual conditioning of national culture as a 

scientific and everyday knowledge of it. Proponents of this approach pay attention to the role of the 

researcher as "social constructor of knowledge" (Ernest and Paul, 1990; Vandewalker, 2001; 

Mikeshina, 1997). 

Constructivism comes from the fact that the information is not contained in the object 

(respondent) and cannot be ejected from it during cognition (survey), but is the product of a subject-

object relationship, which includes the position of the researcher, his practical activities and the 

means of knowledge. As a result, knowledge (answers) is actively lined up by the knowing subject 

(researcher) in the form of various mental constructs that simulate and determine conclusions based 

on acquired knowledge (answers obtained in survey) (Glasersfeld, 1995). 

Seeing Social Constructivism as a theory for the research, it can be noted that the philosophical 

world view can be reflected in the preparation of research questions. Questions should be set in 

different variants, which cover the whole issue, to avoid situations, when respondents doubt which 

option most closely reflects his opinion. In addition, respondents should have a possibility to 

express their opinion, not only by selecting offered variants, creators of the survey should give them 

an opportunity to leave comments, or totally rely on their opinion using open questions, where the 

respondent can express his thought about interrogated situation. Thus, as to the empirical study 

context, we can say that the interaction with respondents is expressed only in open questions, which 

is consistent with the use of this philosophy. Its more global application can be reflected on the 

analysis of answers provided by the respondents. 

The answer to this question and its analysis will be provided in special paragraph. Based on the 

answers given in the survey, it is possible to construct generalized behavior of different groups and 

cultures in the society, and in particular during collective work with Knowledge Management 

Systems. Creating such construct and inscribing it into the framework of Soft System Methodology 

there appears an opportunity to highlight dominant and concomitant behavior of people in a 

particular situation and depict this behavior in view of Rich Picture. At the same time, considering 

these factors may help guide the behavior of people in the right direction, to achieve the best results 

of the performance of Knowledge Management Systems, even at the stage of its creation. Social 

constructivism philosophy will also be used in writing conclusions and discussion part to take into 

account the factor that people with different national culture can use different approach and actions, 

have different behavior in similar situations. 

The selected philosophical worldview is easily applicable to qualitative data; as for quantitative 

data, it is obtained by transforming proposed variants of answers into the score which can be 

compared with Hofstede’s results and analyzed separately for better understanding of the level of 

development of Knowledge Management System in the countries where the research is conducted. 

Primarily quantitative data was a qualitative data (answers on survey), and directly qualitative data 

is in the core of the research, to which chosen philosophy can be applied. Then social 

constructivism is useable both for data collection and analysis despite on those fact than mixed 

method design is used. 

 

3.2 Mixed Methods Design 

The use of mixed method should show the current situation of the company in the KM issue in 

more detail as well the willingness of the employees in the company to use the KMS and the 

opportunities provided by the company. Qualitative research could provide description of a 

situation, while the quantitative could help us get proof and confirm this situation. Mixed methods 

research involves «mix[ing] or combin[ing] quantitative and qualitative research techniques, 

methods, approaches, or concepts into a single study» (Johnson and Onwuegbuzie, 2004, p. 17). 

A problem may arise in the analysis of mixed data. Good mixed methods research requires a 

good working knowledge of the multiple methods being used, their assumptions, analysis 

procedures and tools, and an ability to understand and interpret results derived from those different 

methods. 
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3.3 Qualitative and Quantitative Data Collection and Analysis Methods 

Data will be collected by using WEB form of questionnaires which consist of 2 parts, see 

Appendix A: 

- General Part – is needed to identify the general state of affairs in terms of knowledge 

management; 

- Special part – contains more open questions and with a little bias in IT. 

 Data will also be collected by review of the literature and previous study. The purpose of the 

data collection is to obtain empirical material, and to make some decisions on research issues. For 

the survey, anonymity is guaranteed. 

Data analysis has many aspects and approaches, covering different methods in various areas of 

science and business. The process of research, filtering, transforming, and modelling data is 

conducted in order to extract useful information and in making decisions. Quantitative Analysis is 

the process of presenting and interpreting numerical data. For this purpose, I chose descriptive 

statistics, which includes measures of central tendency and measures of variability on the average. 

This gave us a full explanation of collected data.  

In a questionnaire survey a problem in analysis of mixed data can arise. To facilitate the survey 

and analysis of the results a specially created website will be used, which will allow errors in the 

analysis of quantitative data to be minimised. The developed web site allows easy access to the 

collected data, and generates reports on them. Graphs based on the quantitative data will be created, 

and a conclusion based on qualitative data formed. 

 Data can also be collected by reviewing literature and previous research. Data obtained by this 

method will be used for building Rich Picture and will be explained by them, and knowledge 

acquired during the analysis of all the materials that were read during writing my master thesis will 

influence the final conclusion like a tacit knowledge acquired by reading literature. Unfortunately, 

there is no way to provide all the information, and special empirical material from all the literature 

that was read, because it will take a lot of time and space in Master Thesis. Based on it, it was 

decided to explain in the paper in “Literature review” part only the main concepts and definitions by 

building a theoretical framework to give understanding to the readers what it is about and to show 

that work relates to previous works. Everything acquired, from the literature, information and 

knowledge will be presented in different ways (e.g. Rich Picture, decision, conclusion and 

discussion) in the final practical and discussion parts. 

The purpose of data collection is to obtain information, to make some decisions on research 

issues. For the survey, anonymity is guaranteed. 

It should be noted, that while doing the research and analysis of survey answers, it is not 

considered that KMS is implemented in all the companies participating in the study, and it is not 

taken for granted that all organizations are implementing Knowledge Management systems. 

Companies can use some elements of Knowledge Management for some purposes, not taking into 

account that they use Knowledge Management systems. It is just convenient for them to use some 

of the functions to improve the performance of the company. However, the company eventually 

begins to work on administration of knowledge, unconsciously preparing themselves to creation of 

a complete KMS. By this time they will have established a good foundation for the implementation 

of KMS. In some cases, when master thesis touches upon the level of Knowledge Management 

systems in the company, the definition of "level of Knowledge Management Systems" should be 

understood non-figuratively: initial steps in "knowledge" processing and an overall potential for the 

implementation of Knowledge Managements systems are meant. 

 

3.3.1 General Part of Survey 

The general part of the survey is based on the book by Giannetto and Wheeler "Knowledge 

Management Toolkit" (2000). It contains 16 questions, which help us identify the level of 
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developing the knowledge management system, see Appendix B. All questions in this part are 

closed. They require the selection of only one answer from the three proposed options: 
- No – means that company does not contain the current element in knowledge management; 
- Maybe/Yes, but limited (scope, some departments)/Partly – means that the current element is 

on a low level, not available for each employee or only in some departments; 
- Yes – means that the current element is well organized in the company. 
Part of the questions relate to internal communication. These questions allow us to understand 

what contribution is made by employees in the KB, and whether they are involved in its 

development (see Appendix B, group A). 
Analysis of internal communication can show that in companies there is a deficiency of such 

formal or effective procedures, which would contribute to communication among all its employees. 

If the answers to these questions show that information is distributed freely, it means that it will be 

not so hard to add a new one to the existing process (or update old) which will provide free 

exchange of knowledge. 

Also in the survey there are questions that define what the company does to provide good 

conditions for employees to use knowledge management system and a level of technological 

development. From these questions we will know whether the company is interested in  developing 

KB and what it  does for employees to provide them with the best environment for using KB (see 

Appendix B, group B). 

Last 2 questions are devoted to cooperation of the company with other organizations with the 

view to improving their employee’s qualification and end products (see Appendix B, group C). 

 
3.3.2 Second Part of Survey 

The special part contains 24 questions, which are more open and more directed towards IT and 

Organizational culture (Appendix C). This part allows us to define the area in which the company 

works and the position of the respondent. Depending on the position of respondents, the survey will 

offer 3 additional questions to him. They are intended for people involved in management positions, 

or for Knowledge Managers directly. This allows you to find their desire to develop knowledge 

management, as well as if they see potential in Knowledge Management Systems. 
The questions aimed at determining the characteristics allow the defining of the company's 

culture (Individualism-Collectivism) and model (American, Japanese, Individualistic 

(information)). Each question allows the user to choose an answer variant, and leave a comment 

with his opinion. 
The answer to the question about the location of the company will help us to identify a 

particular culture/type/model of the country. After that comes the question which shows us how 

much employees are ready to participate in the development of KB, and what they think about 

current KB, which knowledge is available to  them. 
Also some questions ask respondents to identify which internal and external knowledge sources 

are available in the company, about the software which is used to work with KB, and what they 

think about using the mental models for knowledge structuring. 
The last question is devoted to finding out the opinion of people about their start in the company 

as an employee, what was wrong with KM, what they would like to see instead of what was before, 

or if some part of KMS was developed which made their start really easy. 
In this part there are questions that involve free responses, in which the respondents are able to 

describe anything they wish regarding the issue. Some questions allow the choice of a few answers, 

others are closed and require some supporting information (see Appendix C). 
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3.3.3 Data Collection Method 

3.3.3.1 Survey 

For this study, it was decided to collect data by putting a survey on the internet as despite the 

difficulties the technology of online surveys is very promising. This decision was based on the 

advantages described below. 

One of the key factor is high speed of realization (Comley, 2005). Timing of data collection by 

online study is generally much shorter than that of the project offline. Sparrow (2007) mention as 

benefit possibility of tracking results in real time. The process of the online survey can be controlled 

via a web interface while collecting information (the number of successful interviews, compliance 

with quotas, etc.). Regular measurements will help monitoring and tracking the online research in 

real time. 

Online survey provides opportunity to increase the attainability of the target audience by 

posting survey on the target site (Baker, 2008). For Master Thesis survey is very important conduct 

study of the goal with a wide geographical coverage. World Wide Web is best and easiest solution 

for it. 

IT-infrastructure of online research enables to researcher to construct multi-level questionnaires 

with a friendly interface and enhanced media capabilities - video, audio and images can be 

demonstrated (Toepoel, Das, van Soest, 2008). Respondent can choose the most convenient time 

and place to answer the questions, that Increased number of responses. In conjunction with the 

technical simplicity for response, it creates the conditions for an easier, faster, concerned and 

responsible completion of any respondent questionnaire. The increase in the number of completed 

questionnaires promotes and encourages the respondent to regular participation in online surveys 

and mailing analytical materials on the survey (Baker, 2008). 

Online survey has the absence of the "interviewer effect" (Courtright, 2009). Since in online 

surveys a self-priming method is used, respondents are more likely to give honest, thoughtful, and 

not socio-expected answers. A higher level of openness of the respondent caused by anonymity, 

also allows avoidance of any bias in sensitive matters. Responding to questions, the respondent 

feels an equal participant in the dialogue. A subjective feeling of "belonging to the business", makes 

a participant interact with interest to the research. 

In a quantitative online research you can get more information to help answer the questions of 

"how", "why" that lead to possibility of a deeper analysis of opinions. Self-priming when 

respondents are more inclined to speak freely, to comment on the assessment, to give detailed and 

complete answers to open questions. This information is an extremely valuable source of additional 

knowledge and opportunity to get feedback (Sparrow, 2007). 

As data high quality is the most important factor, there are number of methods of quality 

control data from the online survey, which have been successfully used to improve the reliability of 

results (cross-checking answers with the data specified in the registration, time of filling out the 

questionnaire, the quality of contents of open questions, quiz, etc.). The program control protects 

the respondent from mistakes and skipping questions. No additional work on the transfer of answers 

from paper forms to electronic media eliminates the corresponding operating system errors 

(Sparrow, 2007). 

In view of the aforementioned, and several other advantages, the technology of representative 

online surveys is actively developed, but still has own disadvantages. 

 

3.3.3.2 Rich Pictures – Previous Research 

For building Rich Picture the data collected from different literature, as well as knowledge and 

information obtained during survey and research will be used. Information will be extracted by 

analyzing and reviewing research published in scientific channels.  

The study of literature makes it possible to find out which moments and problems have been 

already studied well, which are under scientific discussions, which have become obsolete or which 

issues have not been resolved, and extract knowledge relating to resolved issues. 
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In order to find particular evidence to support the hypothesis that researcher had already 

formulated in advance, he/she conducting analyzes of the documentation (Encyclopedia of 

evaluation, 2005). 

Documents analyses method influenced the way of collecting data for building Rich Picture. 

Document analysis is a method of data collection through analysis of documents for their 

subsequent interpretation. As a research method, document analysis is particularly applicable to 

qualitative case studies – intensive studies producing rich descriptions of a single phenomenon, 

event, organization, or program (Stake, 1995; Yin, 1994). The aim of analysis is to collect facts 

(Murphy, 1980). 

Documents that may be used for analysis as part of a study take a variety of forms. This source 

of information can be presented in the form of textual material, in the format of visual media 

(including audio tapes, photographs, films, videos) and electronic data format. It can be 

advertisements, agendas, printed outlines, manuals, diaries, letters, charts, background papers, 

newspapers, press releases, radio and television program scripts, organizational or institutional 

reports, survey data and various public records (Bowen, 2009). 

However, not all the sources of information can be analyzed and evaluated in document 

analysis method: often you will not be able to find previous studies and researches when list of 

analyzed documents is provided. Documents are created independently from research agenda and 

have another purpose. Consequently, they usually do not provide sufficient detail to answer a 

research question (Bowen, 2009). 

For building Rich Picture literature, previous study and research materials were analysed rather 

than particular documents. Hence, the method cannot be applied as it is. 

However, there is reason to try applying the idea of this method. Bowen, (2009) identifying 

advantages of document analysis, states that it is less time-consuming and therefore more efficient 

than other research methods. Less expensive in conducting and is the choice of the researchers in 

the case when the collection of new data is not realizable. Method allows the selection of "relevant" 

facts and knowledge from the available documents (Murphy, 1980), involving superficial 

examination, reading (thorough examination), and interpretation of materials (Bowen, 2009). These 

advantages of documents analysis had influenced and inspired me to use this methodology for 

analyzing previous researches to build Rich Picture. 

There exists such types of document analysis as Tracking, Content Analysis, and Case-Study 

Aggregation Analysis. When collecting information for building Rich Picture, only the method of 

aggregating the available data - Case-Study Aggregation Analysis - will be used. 

Case-Study Aggregation Analysis is the method of analysis of documentation, which involves 

collecting all the available documents (in case of master thesis it is previous studies and literature) 

on the topic of interest to aggregate entire array of information. This method of analysis of 

documentation allows us to understand what information is available, and what information is 

needed to reach the final goals. Aggregation of existing data allows the collection of the entire array 

of extracted information that allows an understanding of the essence of a situation more accurately 

(Hodder, 1994). 

As was mentioned, Case-Study Aggregation Analysis technique will be used to collect 

information from resources. In such a way, the largest possible range of Critical Success Factors 

and potential problems affecting the implementation of knowledge management systems will be 

covered in order to gather them together and describe in the form of Rich Picture. 

Resources that are included in analysis are the book of Giannetto and Wheeler (2000) and the 

book on the course of Managing Change Processes and Knowledge Resources by Kimiz Dalkir 

(2011). They are key source for building Rich Picture, in addition to data obtained from survey. 

 

3.3.4 Sampling Method 

An empirical case study can be a tool in the study of social processes and relations, obtaining 

complete, reliable and representative information about their functioning and development. To 
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ensure the representativeness of the sample, it is necessary to observe the principle of random 

selection of units, which assumes that inclusion or exclusion of an object from the sample cannot be 

affected by any other factor, except the case. Probability (random) and non-probability (non-

random, deterministic) methods are used in sampling (Pfefferman and Radhakrishna, 2009). 

Probability sampling suggests that the basis of their formation is the principle of randomness 

when each unit of the population has an equal chance of being selected. Randomness is regarded 

not in the ordinary sense of the word, but as a kind of system of organizing selection, in which it is 

the case that exactly determines the placement of a plural set of units in the sample. 

Probability sampling is in fact the only way to get objective results that will have the necessary 

accuracy. As each unit may be included in the sample with equal probability, it is possible with the 

use of a mathematical apparatus to estimate the probability that the parameters obtained for the 

sample are in the range of relations typical for the entire population (Pfefferman and Radhakrishna, 

2009). 

Cluster sampling involves dividing the population into smaller ones. First, the target population 

is divided into mutually exclusive and complementary sub-groups called clusters. Then, using 

probabilistic sampling methods, such as simple random sampling, clusters are selected. The sample 

includes all the elements of a selected cluster, or they are selected with the probabilistic method 

(Poltorak, 1992). Cluster sampling can be performed by using method of Social Media Marketing. 

 

3.3.4.1 Method of inviting people to take part in the study 

The survey was performed by placing it on the Internet. The access to the survey was open to all 

interested persons by address http://masterthesissurvey.com. Anyone could be a respondent. 
Methods of Social media marketing (SMM) were used to invite people to take part in the study 

and dissemination of research on the Internet. Social media marketing is the process of driving 

traffic or attention to the brand, survey, event or product through social platforms (Trattner and 

Kappe, 2012). This is a set of activities on using social media as a channel for the promotion of 

research, companies and solving a variety of business problems. 
The SMM focuses on creating the content that people will spread through social networks 

independently, without an organizer. Such online messages are supposed to have more credibility 

with potential respondents or consumers of services. It occurs due to the recommendatory scheme 

of distribution of information in the social media by mean of social networks that underlie the 

interaction (Li and Bernoff, 2008). 
Promotion in social networks allows us to affect point-wise on the target audience, choose the 

site with a largest attendance, and the most appropriate ways of communicating with the audience, 

at the same time affecting people uninterested in this advertisement least of all. (Li and Bernoff, 

2008). 
During the SMM works, a brief description of the research and the reasons for the conducting 

such survey were placed on platforms like facebook.com and cz.linkedin.com for Czech Republic 

respondents, and vk.com and ua.linkedin.com for Ukraine respondents. Thus, the target audience 

was attracted across the social platforms that are most popular in these countries. 

The SMM work and data collection was performed in the period from 17 February 2014 to 15 

April 2014. In reliance upon the answers given in the survey, I can conclude that such method 

works, and users gave adequate answers to the questions presented. 

 

3.3.5 Used software for data collection and analysis 

For this purpose it was decided to create our own web site to place our survey, since most online 

services do not provide opportunities for detailed analysis. As a result, the domain name was 

registered masterthesissurvey.com. LimeSurvey software has been chosen as the engine for creating 

the survey. This program is free software, which can be redistributed and/or modified under the 

terms of the GNU General Public License Version 2 as published by the Free Software Foundation. 
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“LimeSurvey” allows users rapidly created, intuitive, powerful, online question-and-answer 

surveys that can work for tens to thousands of participants without much effort. The survey 

software itself is self-guiding for the respondents who are participating” 

(http://docs.limesurvey.org). 

This software allows the creation of surveys of any difficulty with any design. It allows the 

creation of different questions, for which there can be one or more answers, as well as free 

questions to which the respondent can give a detailed answer. There is a possibility to display 

questions based on previous responses, which allows for a more dynamic study. 

 

3.3.6 Strategies of comparative analysis 

According to Max Weber (1990) and Emile Durkheim (1995), the two most commonly used 

strategies for comparison are distinguished as case-oriented and variable-oriented, which are also 

named quantitative and qualitative strategies (Ragin and Zaret 1983; Goldthorpe 1997; Ragin 

1987). It is advisable to describe them according to Ragin, one of the most prominent 

representatives of modern quality strategy. 

Ragin and Zaret (1983) in the article "Theory and Method in Comparative Research: Two 

Strategies" characterize these strategies as follows. They argue that the strategy of comparative 

analysis differs in objects of analysis, concepts of causality and explanation, as well as in logics and 

the analysis. They are fundamentally different, but they can complement each other. Differences 

between these strategies are due to theoretical assumptions of scientists, their vision of social 

reality. 

The first strategy (variable-oriented) owes its origin to Emile Durkheim (1995). Durkheim 

believed that the comparison is possible only within the social classes that are allocated on the basis 

of the connection and the properties of their parts. Ragin and Zaret conclude that the case is the 

principle of the system organization; therefore, the system is the object of the analysis. Further, 

Durkheim argues that a single method suitable for the social sciences is the method of concomitant 

changes or correlation (when permanent change of two phenomena allows eliciting a causal 

relationship between them). This method involves the action of internal or permanent causes, i.e. 

the effect permanently inherent in the phenomenon, which is its attribute. Therefore, permanent 

causes here make the concept of causality, and concomitant change account for logic of analysis. 

Finally, the explanation is given via the postulation and testing of functional relationships and 

interdependence of abstract variables. Ragin and Zaret (1983) conclude that this strategy sets the 

object and the subject of study: the object is the system (eg, society), and the subject is the 

relationship between the abstract variables. 

Weber’s case-oriented strategy is different from the first one in every point (1990). First of all, 

there is no clear distinction between the subject and the object of analysis. The researchers focus on 

the specific cultural processes and structures, and the source object is the action that makes sense 

(which does not prevent the construction of the ideal-typical ones). The explanation will be 

functional rather than genetic, which involves explanation of the phenomenon in terms of its 

history, when the ideal types serve as an auxiliary means of explanation, including abstract 

generalizations of the contributing conditions and processes or phenomena constrains. The interest 

to historical explanation helps to follow other logics of explanation like referring to diverse external 

rather than to a combination of internal reasons, which involves the use of a method of similarities, 

method of differences and united method of similarities and differences. Ragin and Zaret call these 

methods logical in contrast to statistical correlation, and emphasize their qualitative nature; they are 

explained through abstract variables, and through analysis of the unique combination of historical 

events that lead to different outcomes. Wherein the researcher is looking for the unity in diversity, 

i.e. trying to find a combination of diverse causes, which cause different consequences that is 

historical path development of events. These methods are logical because the lack of the required 

consequences in at least one case does not allow making any conclusion about causal relationship, 
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whereas in the case of the statistical technique of correlation the relationship is postulated even in 

some cases with little or no change. 

Analyzing the data strategy, Ragin and Zaret (1983) make the conclusion, that the choice of a 

strategy of comparison depends on the scientific interests and orientations of researchers, the matter 

he researches and possible ways of its analysis, i.e. on the basis of ontological (essential) and 

epistemological assumptions. This conclusion makes us consider the position that in the social 

sciences the researcher is forced to choose between different theories. Here we continue this line 

and say that both strategy of comparison and the logic of comparison and explanation depend on the 

theoretical assumptions of the researcher. It is also important that the Ragin and Zaret see the 

possibility of sharing, mutual complement and reinforcing these strategies. For example, in a 

qualitative strategy upon constructing the ideal type to support postulated relationships correlation 

can be used, and in quantitative strategies ideal types can be used to justify the objects of analysis 

and to explain the relations established with the help of the accompanying changes. 

Comparative method of data analysis ideally fits data collecting, since they are social in nature, 

and the case study in general can be described as social. Case-oriented strategy will be used, which 

allows to create a "historical path" of influence of culture on implementation of KMS for building 

Rich Picture. 

 

3.4 General methods criticism and reflection 

3.4.1 Critics on Web Survey methodology 

Such features of the Internet as an increased security and anonymity can lead to specific 

problems, which cannot be solved by software. The main problem is data infelicity (Sparrow, 

2007), it appears in consequence of the following factors: 

- The respondent may give random answers to questions; 

- High probability of deliberate distortion of information about themselves, especially socio-

demographic. Responses which are given thus able to be plausible and therefore may not be 

controlled by software; 

- Some respondents may take part in the study several times; 

- The web-site where survey is conducted may look differently on different monitors or 

browsers that may affect on perception of the material (Toepoel, Das and van Soest, 2008); 

- When conducting research on the Internet respondents unable to ask the researcher a 

question concerning the understanding of exactly how to perform tasks (Courtright, 2009). 

These factors being sufficiently strongly expressed, can distort the results of the study. In order 

of their control can be used the following procedures: 

1. Using open questions. If answers given on open questions are relevant and comprehended 

then we can conclude that answers on other questions are also relevant (Sparrow, 2007). 

Answers of respondents who gives uncertain answers on open questions will be excluded 

from survey; 

2. Comparison of the results with theoretical generalizations or with other studies (Sparrow, 

2007); 

3. Using the methods which exclude possibility to respond on survey more than one time. 

Method of webpage caching will be used. It increase anonymity of the respondent because 

of not require save his IP address (Comley, 2005; ESOMAR, 2014); 

4. Avoiding the use of content which can be displayed differently. Using of cross-browser 

tools for conducting online surveys (Toepoel, Das and van Soest, 2008)  

Conducting survey on Internet lies not only in good technical solution (Toepoel, Das and van 

Soest, 2008). On results of research may also affect features of sampling (Courtright, 2009).  

By posting information with link to survey on web sites with different auditory, is possible to 

obtain diverse and thus most representative sample. In case of conducted survey, required target 

audience, therefore, information about the study should be placed on sites with the same (target) 

audience (Sparrow, 2007). 
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Despite all the above-mentioned restrictions, research on the Internet is justified and promising. 

In addition, conducting survey on Internet cover all needs of the research. 

 

3.4.2 Limitations of questionnaire 

The questionnaire in first part of survey has a scale with only 3 choices for each question 

between which respondent can select. From one side more choices could lead to more accurate data 

but as well it could lead to mistakes during analysis of bigger amount of data. It would be possible 

to use Likert scale (Likert, 1932) as it easy to build and it promises relative reliability even with a 

small amount of judgment, at the same time the data is easy to handle, and Likert scale widespread 

in sociological and socio-psychological research (Likert, 1932). When working with the Likert 

scale, respondents assesses the extent of their agreement or disagreement with each proposition 

from "strongly agree" to "strongly disagree" (Likert, 1932). 

Despite on this advantages, Likert scale has own limitations which I would like to avoid. When 

using the Likert scale possible face a number of inaccuracies (Gilbert, 2008) due to the fact that 

respondents are often inclined to: 

- avoid outer responses; 

- to agree with statements without thinking; 

- try to make a false impression, responding insincerely. 

Complementing the above statements, worth to say that intervals between points on the Likert 

scale do not present equal changes in attitude for all individuals (i.e., the differences between 

“strongly agree” and “agree” may be slight for one individual and great for another).  

Jacoby and Matell (1971) in their article “Three-point Likert scales are good enough” states that 

the impact of these factors can be reduced by right balance of positive and negative statements. That 

was expected in the Master Thesis by using only 3 choices. The best way to construct good attitude 

statements is to begin by constructing several times as many attitude statements as you will really 

need, then selecting only those that best assess the attitude in question (Matell and Jacoby, 1971). 

Proposed in questionnaire choices were selected by presented way. Varieties of choices from 

question to question keeps same idea: yes, maybe, no. 

 

3.4.3 Alternatives of sampling methods 

The procedure for making probability sampling can be based on the following selection 

methods: simple random, systematic, stratified, cluster. 

Simple random sampling is a basic type of sampling, since it can be a component of other more 

complex sampling methods. This methods follows one principle, that every object has a same 

chance to being chosen for survey. Systematic sampling as well follow equal-probability method 

with one difference: the sampling starts from choosing one random object (first) and then every N 

object from the list of participators (Vitter, 1985). 

Stratified sampling is used in cases when “the goals and objectives of the study require the 

probability of selection of respondents for any group criteria” (Aghabekian, Kirichenko and 

Usatikov, 2005). To improve the accuracy of the selection procedure of such sampling consists in 

dividing the population into strata (”strata” - a social, age, or any other group, literally “layer” 

(Deviatko, 2003)), which are homogeneous and are used to study social class. After defining the 

strata a simple random sample is carried out in each of them (Collins, 2001). 

The main difference between the cluster and stratified sampling is that the first case uses only 

the selected subgroup (clusters), whereas in stratified sample all subgroups (layer) are used for 

further selection. These methods have different goals. The purpose of cluster sampling is to increase 

the effectiveness of sampling. The purpose of stratified sampling is to increase accuracy. According 

to homogeneity and heterogeneity the criteria for the formation of clusters are directly opposite to 

the criteria of layers formation. Cluster elements should be maximally heterogeneous, but the 

clusters themselves as homogeneous as possible. Ideally, each cluster should be a small model of 

the entire population (Poltorak, 1992). 
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Common form of cluster sampling is area sampling, in which clusters consist of geographic 

areas. If selection of the main elements is carried out in one step, such sampling method is called 

single-stage area sampling. If selection of the basic elements is performed in two (or more) phases, 

such method is called a two-step (or multi-stage) territorial sample. The distinguishing feature of a 

single-stage area sampling is that all the elements of the created clusters are included in the sample. 

One of the key problems that would arise, as a rule, when the researcher is trying to decide 

whether or not he should trust obtained data that is, how many people should be interviewed in 

order to get a truly representative information. Unfortunately, there is not a single and clear 

formula, using which we would calculate the optimal amount of sample population. The 

determination of volume of sample population is the informative problem rather than statistical 

(Poltorak, 1992). 

In this paper, systematic sampling cannot be used in conducted research as we don’t have actual 

participators. Simple random sampling can be used but as a component of cluster sampling. 

I decided to dwell on the cluster sampling because of time limits and the complexity of stratified 

sampling, since in this case it requires significantly more time to analyze the data collected and their 

collection as well. Cluster sampling method allows the division of respondents geographically into 

2 clusters (2 countries: Czech Republic and Ukraine), and in my work does not require a deeper 

analysis of who respondents are, which can be performed when using a stratified method 

 

3.4.4 Interaction between Survey and Rich Picture 

As it was discussed above, the information obtained from literature by conducting Document 

Analysis and extracting information necessary for building knowledge will reflected in Rich 

Picture. But including the fact, that Rich Picture should not be just a set of processes of Knowledge 

Management System implementation, but also reflect opinions of people who will use and build it 

in the company, as well to help them achieve the best effective result and benefits in using and 

building, Rich Picture should contain explanations of functions which will lead to it including their 

wishes. If we do not take into account wishes of a user, it can reduce motivation of people and also 

will result in a lower effectiveness of the system.  

To understand, what people want to include in KM System, to reflect it on Rich Picture, in part 

2 “Special Part” of Survey, open questions are put, where respondents describe their ideas and 

opinions about KM System, which functions of it they have already used in the company and if 

their leaders are interested in development of KM System. Thus, the Rich Pictures will include the 

empirical material obtained from the survey. 

Qualitative data obtained in the Survey is most important for Rich Picture. Using open questions 

in the survey, we will able to collect and transform qualitative data obtained in the Survey to Rich 

Picture and achieve best result in its building. 

However, quantitative data from the Survey should not be put off, it will be used to understand 

the way of Knowledge Management Systems development in the countries studied in the paper or 

which functions or ideas of the system are used in the companies and if they could be extended to 

those what can be really called Knowledge Management System. 

With this information, it will be known what should be given special attention during building 

Rich Picture Detailed analysis of open questions will be provided in a separate paragraph of the 

paper, basically, survey results will correspond to the whole Rich Picture and its descriptions. 

In general, having knowledge from both sources (literature and survey) it is possible to build 

Rich Picture including not only theoretical knowledge described in literature, but also wishes and 

opinions of respondents from different spheres of business and working positions. 

 

3.5 Ethical Consideration 

During data collection for the research described in the thesis project, I was guided by the 

principles and rules of European Society for Opinion and Market Research (ESOMAR) on 

conducting international studies. 
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The rapid growth of the Internet has opened many new opportunities for data collection and 

dissemination of research data around the world. At the same time, the efficient and responsible use 

of the Internet to conduct marketing research and public opinion surveys involves the need to 

address a number of ethical and technical issues (ESOMAR, 2014). When conducting any research 

online, you must follow the rules and comply with the spirit of the International Code of the 

European Society on studying Public Opinion and Marketing and International Chamber of 

Commerce, and also to observe data protection laws and other national and international normative 

acts relating to this field (Digital Research, 2014). When conducting marketing research and public 

opinion surveys one ought to respect the rights of respondents and other Internet users. Methods for 

conducting research and surveys should be acceptable to respondents and the public in accordance 

with the principles of national and international self-regulation. 

While collecting the data necessary for the study provisions of the Code applicable to Internet 

Research were taken into account. The principles which should be applied by the research 

organizers for conducting a study using the Internet (CASRO, 2014), and actions taken by me for 

their implementation are shown below: 

Cooperation must be voluntary (CASRO, 2014) - no hidden, deceptive or misleading methods 

of data collection or selection of respondents, including the search for e-mail addresses of 

respondents on other websites, or use of agents to collect information without notice to respondents, 

spamming, scamming or attracting respondents using knowingly false promises of any benefits 

were used by me in the research. The article about the study and the Web link 

(http://masterthesissurvey.com/index.php?sid=16961&lang=en) with the survey were posted on 

websites with themes similar to the area of the research with consent of their owners. In addition, 

the website users, who did not intend to take part in the survey, were not put to inconvenience to 

use of resource. The head-line of the research notified respondents on the use of received 

information for intended purposes only. 

Need to provide information about the organizers of the survey (CASRO, 2014) - one web page 

that informed of the author of research was created on the website, created specifically for the study 

(http://masterthesissurvey.com/RuslanKhudobin.php), and a page on the study information 

(http://masterthesissurvey.com/); 

Need to provide anonymity to respondents (CASRO, 2014) - the head line of the research 

notified respondents on the obligation of the researcher to preserve anonymity of the respondent. In 

addition, the name/surname, email address and other personal information irrelevant to the study 

were not required; 

Data security (CASRO, 2014) – state-of-the-art technologies were used to create the website 

where the questionnaire was placed, as well as technologies for protection of the data stored on web 

sites or servers. Valuable information is protected with reliable encryption technologies provided by 

the Ukrainian hosting provider; 

I have presented the principles and provisions of the Code of conducting Internet researches that 

related to my research. The principles such as "Unauthorized mailing" and "Interviews with 

children" (CASRO, 2014) have not been described, since I did not collect email addresses of the 

respondents and the survey was not conducted among children. 

The conducted survey should not harm any of the participating companies. This work does not 

reveal any secrets of enterprises. The data is used for research purposes only. As part of the 

research, cultural characteristics of companies and countries are not affected by personal evaluation, 

all the results are based on the data and do not insult or humiliate anyone either. 

Since the studies were conducted in the countries where English is not the official language, 

some of the comments were not given in English. When translating comments I made every effort 

not to distort the meaning of the message nor mislead the reader. 
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CHAPTER 4 

Survey analysis 

Here I present the results obtained in the course of collecting data. The first part is the description of 

quantitative data and graphs based on these data. The second part is the analysis of qualitative data. It 

contains the main conclusion and discussion regarding the obtained data. 

 

4 Results 

4.1 Survey Analyse 

The first part of the questionnaire contained general questions and clarified the general state of 

knowledge management in the organization. 16 questions with three options were asked. As a 

result, the options were transformed into points: no / maybe / yes - 0, 1, 2 points respectively. The 

more points the higher the level of development of the company in the field of knowledge 

management. The status of the company was evaluated on a scale from 0 to 32, where 0 - the 

company has no KMS, and 32 - the company has a well-developed KMS. According to the created 

level of Knowledge Management System in the company, the more points the company gets, the 

more KMS level it has. 

Points obtained in the research: 

- The average number of points the companies got – 17.5 of 32; 

- The maximum number of points Ukraine and Czech Republic got – 29 of 32; 

- The minimum number Ukraine got – 2 of 32, that of Czech Republic – 8 of 32; 

If viewed vertically, at lower and higher scores, the issues turned out to be: 

for Ukraine: 

- #9 Are there conditions that increase knowledge sharing? – 0.7 of 2; 

- #15 Employees sent to various organizations for training, acquisition new knowledge and 

experience – 0.7 of 2; 

for Czech Republic: 

- #10 All employees involved in the exchange of knowledge – 0.6 of 2; 

- #11 All employees involved in the process of updating the knowledge – 0.4 of 2; 

Looking at the results, it is clear that countries have different development direction of the KM. 

Thus in the Czech Republic there is a more developed cooperation with other companies to improve 

the professionalism of employees. In 8 of 16 issues Ukraine rates first, in 7 questions - Czech 

Republic and in issue #12 the countries are equal. 

Thus, the main problem is that there is no one to engage in the creation and processing of 

information and knowledge-flow, moreover is not always known whom to contact for more 

information. In addition, information in the company is not well structured, which leads to an 

increase in time to solve problems and perform double work. 

In the second part there were open questions. These results I will show in the diagrams. As a 

result, at the end of the survey, 37 answers were from UA, and 34 from CZ (Figure 4). The 

positions of the respondents are shown in the graph below (Figure 5). 
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Figure 4 – Location of respondents 

 

 

 

 
Figure 5 – Position occupied by the respondents in the company 

 

On figure 6 presented results of survey - points obtained for each question separate for Ukraine 

and Czech Republic. Questions are grouped by their meaning. 
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Figure 6 – Results of Survey 

 

 

The next chart shows which knowledge people agree to share. 

 

 
Figure 7 – Which knowledge people agree to share? 

 

From a chart, it is seen that in Czech Republic people are more willing to share their knowledge 

(Figure 7). 
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Below there is a graph (Figure 8) of the comparison of the level of individualism identified by 

Hofstede with the level of development of the KM (according to the survey). For convenience, the 

32-point scale has been rendered as a percentage. 

 

 
Figure 8 – A comparison of the level of Individualism and KM 

 

It is necessary to consider the results of the answer to each question to determine what is 

expressed by Individualism-Collectivism for each country. Graph is presented below (Figure 9). 

Concerning to National Culture issue, Czech Republic got highest points in 9 of 10 questions 

related to identifying of Individualism level. Looking on this graph you can see point of 

individualism, then Collectivism is vice versa. For example in question #13 Ukraine got 0.45 point 

of collectivism, then 1-0.45 = 0.55 points of Collectivism. 

 

 
Figure 9 – Points obtained for questions related to Individualism-Collectivism (the more rate, 

the more Individualism level) 

 

Biggest difference in 0.58 point (for each question 1 is maximum) for question #9 where all 

respondents from Czech Republic give answer that their managers aspire to leadership and diversity 

(they achieved 1 point opposite to 0.42 point for Ukraine) what is Individualistic parameter of 

National Culture. For this issue Czech Republic got highest number of points among all related 
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questions. Lowest difference was identified in issue of what company characterized by “Individual 

responsibility” or “Collective responsibility” with delta equal 0.13 points. Results were split on 0.55 

for Czech Republic and 0.43 for Ukraine. 

Biggest number of Individualistic point Ukraine had obtain at question #11, what says us that 

Managers hold modern views on enhancing the employee or group activity, that is Individualistic 

characteristic. Czech Republic got 0.9 point therewith same choice. Remind that Czech Republic 

got biggest number of point for question #9. 

Biggest Collectivist level of Ukraine was been shown in question #8, with 0.08 Individualistic 

points (then 0.92 going to Collectivism): “The priority of the worker's training from the company 

(training, physical condition, etc.)”. Czech Republic got 0.63 point and prefer to choose variant: 

Priority personal life of the employee (training does not affect the free time). For Czech Republic 

lowest level of Individualism was presented in question #10, where they had choose answer related 

to collectivist culture: Group decision making. We can concluded that Collective decision making 

dominates on Individual decision making for both country, but it is the only question where Ukraine 

got more point then Czech Republic: CZ 0.38 : 0.41 UA. 

Returning to the survey in general, needs to note that respondents gave full answers to open 

questions. There were comments about the structuring of information and knowledge, especially 

when their volume is large. 

 

4.2 Conclusion: Analysis of open questions 

The summing up, based on the results of the open question of what employees want to see in the 

knowledge management systems, what they lacked when they were hired and their wishes in KM 

area, can be made. The comments of respondents from the Czech Republic and Ukraine are marked 

with CZ and UA respectively. 

The analysis of answers provided below will help us to understand in detail the level of KM 

development in companies, obstacles that may arise and wishes of employees to KM System, and 

give us ideas of what should be considered during implementation process. It will be reflected on 

the proposed set of actions described as Rich Picture. 

Many respondents from both countries said that they want “more KM champions in each 

department”. They are interested in more collaboration, life capture of knowledge, updating and 

sharing of knowledge. Some employees do not have enough channels of communication with other 

departments of the company, which leads to lockups in their action when working with them, some 

of the answers had the statements as follows: 

- “More interaction with other departments” (CZ); 

-  “Not enough collaboration with colleagues from other branches” (UA); 

- “I would like to have a better rapport between the team members, because production can 

sometimes suffer because of late submission of information” (UA); 

- “Connection between those who need to know and those who have the tacit knowledge. What 

SMEs know and how to find and contact them” (CZ); 

- “A higher efficiency, a higher level of acceptance for staff” (CZ); 

- “Collaboration with different projects teams” (UA). 

This leads to the conclusion that in some companies there is a lack of attention to methods of 

communication. However, a culture factor also counts for much when employees are reluctant to 

share information, so one of the respondents said: “employees of some departments are in no haste 

to report the result of the task entrusted to them, sometimes they delay it for days or even a week if 

the job is large until I get to know the results of their work. Sometimes you have to ask them to 

provide progress report and results” (CZ). 

Some respondents from both countries complain about high employee turnover in the company. 

As a result, a badly organized system of communication hinders their learning process, and 
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experienced employees leaving the company, carry with them all the knowledge that the company 

has not managed to save during their work. 

To the question “Wishes to knowledge management. What would you like? Think of what you 

missed when you were hired, the moments when you found out something untimely or too late, and 

so on”, the respondents gave the following answers: 

- “To have a working KB full of information” (CZ); 

- “Integrated knowledge base, database with structured information and great variety of 

communication means” (CZ); 

- “A complete structured document of the basic processes and structure of the enterprise” (UA); 

- “More precise ways of storing information/experiences and well defined metrics used to get 

result from stored information” (CZ); 

- “More information about the key point when starting to work” (CZ) 

- “A centralized hub of information” (UA); 

-  “More connection with experienced people, more information in KMS” (CZ); 

- “To establish more KM initiatives within the company, to popularize sharing knowledge 

among workers and enhance collaboration” (UA). 

From which it can be concluded that the company did not take into account such instrument for 

increasing competitive advantages as Knowledge Management. But workers see the advantage of it, 

and want to see a similar system in the workflow. 

Respondents also expressed their opinions on the existing systems for the exchange of 

knowledge “I would appreciate, if intranet in our company was better structured and user friendly. 

Sometimes I cannot really find the updates on laws, that were published more than 2 months ago” 

(UA). Companies should focus on software provided to employees. It should be easy to manage; 

otherwise employees experiencing problems in its use may lose the initiative and motivation to the 

development of the project of KMS implementation. One of the responses contains information as 

follows: “I would like all company employees to have sufficient training to use collaboration tools 

and other relevant technologies” (CZ). This again confirms the staff’s initiative to improvement. 

In addition to the responses in the paragraphs above, the respondents of both countries left 

positive comments on this issue: 

- “everything was good” (CZ); 

- “timely received all the necessary knowledge when I was hired” (UA); 

- “a competently-established communication on significant changes in the company   is 

available for specialists” (UA); 

- “The processes were well documented so I didn't have any problems with that” (CZ). 

To the question “What internal and external knowledge sources are used?” Respondents noted: 

“As for internal knowledge, we try to put the work-related stuff on Dropbox and Google Drive, I'm 

starting a wiki-like internal system as a knowledge base. With regard to external knowledge, 

different in placement, mostly only public on-line sources” (CZ) from which it is clear that 

currently popular cloud technologies are used in the field of Knowledge Management. They also 

noted that they “use the services provided by Google, and the company uses them to exchange 

information and create a closed intranet site” (UA). However, not all comes down to information 

technology. Companies are still practicing verbal exchange of information: “internal training portal, 

knowledge school of various departments, design schools, language courses” (UA), “Briefings, 

conferences, workshops” (CZ). 

It should be noted that companies of these respondents are rated high in my research. 

Workers also complained about the fact that “Monotony of work and excessive load impedes 

progress in other areas” (UA), which leads to the conclusion that employees are willing to share 

their knowledge and self-improve, this is confirmed by the results of studies (Figure 7), but the 

company does not provide them with any opportunities to do so. 
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Regarding the culture of respondents, fewer comments were given. They were more concise and 

just complemented the more detailed comments. Nevertheless, all responders concurred that the 

cultural process in the company must be fully based on trust and motivation-oriented management. 

It is worth completing the analysis with a discussion of responses to open questions of the 

respondents who identified themselves as Top leadership, Managerial staff or Knowledge manager. 

They were provided with a set of additional questions. Such respondents turned 14% (10 

respondents) of the total. To the questions “Can you create in the future such conditions in your 

company when employees who share knowledge, will be supported, valued, encouraged and 

rewarded, and will it reduce turnover and increase the efficiency of the company?” the respondents 

replied that it is possible and they are struggling to achieve this: “I'm trying to” (CZ), “Yes I can 

and I will” (UA), “We have the conditions. The points are worth working on” (UA), “I do my best” 

(CZ). And only three answers stated the impossibility of creating such the future "the company does 

not set such a goal” (UA), “No” (CZ). One of them said “I think probably not”, Also, to the 

question concerning the possibility to “reduce the time required to bring a new product / service in 

the market, by reusing and sharing knowledge” he gave the answer: “definitely not, we are not the 

kind of company where it is possible through knowledge”. Almost the same answer was given by 

the respondent, who said to the first question, that the company is committed to creating the KMS, 

but nevertheless “We are not innovating our products on regular basis and if new are brought, it is 

usually not by reusing knowledge“. From which it follows that before implementing such systems, 

the company must carefully make a plan and justification of the project to determine whether the 

KM system will give an advantage to the company and how much it will be. The rest gave short 

answers, like: “Hopefully yes”, “Yes, we can”, etc. 

The last issue focuses on the “role of knowledge management in the long-term strategy (or 

short/long term wins)”. Many respondents stated that companies are working to develop KMS, 

some of respondents noted that the process is at an early stage, for example: “We're just starting it, 

but we want to be way more efficient when new teams are formed - we re-staff most teams twice a 

year” (CZ), others said their goals are “easier education of members of the organization, higher 

efficiency of processes” (CZ), and that KMS is a “Priority objective” (UA). It was also noted that 

“Knowledge about certain things in the company helps people in the work that eventually creates 

good professionals, without which no success is possible” (UA). 

In summing-up I want to note that the study involved companies of different businesses, from 

student organizations to large companies, from farm business to IT development. And we cannot 

say that a particular sphere has been more or less successful in the direction of creating a KMS. 

Hence, we can conclude that all spheres of activity in the investigated issue uniformly develop and 

the progress does not stand still, promoting development of more and more areas. 
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CHAPTER 5 

Analysis and Practical application of Applied Knowledge 

I decided to allocate Chapter Five, which also contains the analysis of the collected information, 

separately, as there is an analysis of the data collected during the survey, together with the analysis of 

information gathered during the literature review. Initially I identified the problems that may arise during 

the knowledge management implementation. Then, following the theoretical basis, I compared the surveyed 

countries, taking into account the collected information. This chapter ends with a large section describing 

the idea of this work. Using the obtained information a model of behavior is built to which the company must 

adhere to in order to implement successful knowledge management systems, taking into account all the 

factors identified in the work, especially the culture issue. 

 

5 Analysis and practical application of theoretical knowledge 

5.1. The complexity of creating KMS and main problems in the management of information 

(knowledge) 

The developed concept of "knowledge management" will contribute to the process of changing the 

view of automation of corporation, since the emphasis is placed on the value of information. The 

concepts of KM include not only the accumulation of disparate information (papers, graphics, files), 

but also knowledge, i.e. laws and principles which make solving actual production and business 

tasks possible. «Invisible» (tacit) knowledge is also taken into account. 

Knowledge resources may be found in different places: in databases, knowledge bases, in a 

filing cabinet, with experts and may be dispersed throughout the enterprise. The variety of 

information components are shown in Figure 10 (Gavrilova, Khoroshevcky, 2000). 

 

 
Figure 10 – "Flower" of the information components 

 



 

  52 (94) 
 

Traditionally, designers of the KM (KMS) focus only on certain groups of consumers - mainly 

managers. Modern projected KMS should be calculated for the entire organization. 

Unfortunately, this can lead to a variety of KM systems, and companies have to integrate a 

variety of technologies which could consist of: 

• e-mail and Internet resources; 

• database management system (DBMS) and the databases (DB); 

• means of building data warehouses (Data Warehousing); 

• group work support system; 

• local corporate automation systems; 

• system of document circulation and workflow;  

• knowledge portals, expert systems, etc. 

However, none of these technologies (except the latter) include "knowledge" in the context of 

intelligent (expert) systems, ie knowledge bases. Implementing only certain elements of the above 

list,  is not enough and actually cannot be called a complete KM System, because it doesn’t cover 

all needs and functions of it. 

In fact, the existing system, positioning itself as a knowledge management system (Fulcrum, 

Documentum i4, Knowledge Station, etc.) (Gavrilova, Khoroshevcky, 2000) implements only 

certain elements of the above list. All of them work either with unstructured information in the form 

of documents or with data. The model developed in the thesis project, will aim to consider that such 

problems exist and have special steps which will leads to solve it. 

Another tricky business is the "extraction" of knowledge from its carriers - employees. This is 

due to both objective and subjective reasons. Among them, there are those that can be controlled, 

and those that are insurmountable. Some of the reasons identified in the theoretical part are 

considered. 

1. Inability of employees to formalize their own knowledge. This problem is very clearly 

illustrated in the pattern (Figure 11). 

 

 
Figure 11 – Ratio of knowledge and capabilities of their formalization 

 

Ufimtsev (2008) in his article «Knowledge Management: essence of the case» says, «According 

to various estimates, the codification (translation into text form for later use) is available only from 

20% to 1% of the organization's knowledge. This is a small part of knowledge, which we can 

record. On the conditional scale «knowledge - information» writable knowledge is closer to the pole 

of information» [4]. As mentioned Luke Naismith (Ufimtsev, 2008): “You cannot manage 

knowledge until you realize that knowledge cannot be managed”. However, you should try to write 

a critical piece of information. 

A successful employee applies his knowledge in work situations without any effort and orders 

from leadership - that is when you can try to save much-needed information. For this purpose 

special systems are developed - User Support Center (help desk), which allows for saving 

information about methods of solving problems and execution of user requests. This knowledge, 

processed in a certain way and stored in a suitable form, is an invaluable aid for the corresponding 

service. 
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2. Inability to work with the information. In this case, the inability to store and retrieve 

information is referred to. 

Even if you managed to teach employees to formalize information and create the conditions for 

a free flow of knowledge within the organization, there is a problem with its storage. More often, 

even formalized information is represented as a "mass" of files stored on different computers, at 

best, collected in the file server. Volumes are frightening and it is very difficult to find anything. 

This repository of information looks more like a bin, rather than library shelves. On top of that, a 

piece of information is unfortunately prone to aging, but attempts to get rid of information, which 

has lost its relevance, happens very rarely. 

3. The organization's policy, which prevents the exchange of knowledge. 

Executives (for some unknown reason) create barriers to the free flow of knowledge within the 

company. How many strategies does the clause concerning the increase in the level of trust in the 

organization contain? Meanwhile, confidence in an apt definition of Karl-Erik Sveiby (1997), “this 

communication channel bandwidth, by which the organization move knowledge”. Sharing 

knowledge is a natural human need. Many Ukrainian organizations are destroyed by a rigid 

hierarchical functional system when departments fight a battle for "a place in the sun", compete 

with each other, and employees from different departments communicate only through the their 

chiefs. Most people believe that "no good deed goes unpunished" and it’s better to make the wrong 

decision than venture working red tape. In the presence of all-out suspicion and distrust an 

employee suggests that it is his position in the company that is more stable than the unique 

knowledge he possesses. Hence, this means unwillingness to share knowledge with others. Fear of 

losing their indispensability, causing only stress and neurasthenia in employees, is another barrier to 

dissemination of information in the company. 
4. National influence, features of country and the influence of foreign partners as a barrier. 

Countries do not have enough professionals in this area, but those that have do not particularly 

understand this question. Hired foreign specialists cannot always correctly set the course of 

implementation of the system, because they do not clearly know (or are not at all aware of) national 

features. That is why a universal technique for introducing KMS, which includes an analysis of 

national characteristics, organizational culture, and a detailed plan for the implementation of KMS, 

including all aspects that may prevent the collapse of implementation, should be developed. 

 

5.2. Czech Republic vs Ukraine 

5.2.1 Analysis of the nationwide level of KM 

In recent years, Knowledge Management (KM) in the Czech Republic is gaining popularity, and 

becoming an important business concept. Nevertheless, there are still problems associated with the 

implementation of KM in the companies. Problems expressed at several levels: 

- supranational level; 

- national level; 

- organizational level; 

- management of knowledge level. 

The main problem at the organizational level is the lack of clear methodologies for 

implementing KM in the Czech Republic and Ukraine. Despite their abundance, almost all of them 

have a descriptive character and do not contain a clear action. People may have different perception 

of the KM. In response to some of the problems described in the analysis Rich Picture and 

implementation methodology of KM will be developed which will help to cope with these 

problems. 

A Czech company that had developed the KMS for several years claimed that the introduction 

of KM usually leads to increased competitiveness and productivity. In Ukraine, the progress in 

development of this area is abnormally slow, and no information of implementing knowledge 

management systems is available. However, the successful implementation of KM in the Czech 

Republic as well as in Ukraine is very rare. The reason is that the successful implementation of KM 
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at the organizational level depends on the state of the national and supranational level, where more 

attention is paid to knowledge. 

Successful implementation of KM in organizations associated with situations on several levels:  

- Upper: supranational and national level;  

- Lower: organizational level and management of knowledge level. 

Between them there is an organizational level. Levels can be considered as independent. 

However, it is not always possible to define clearly the boundaries between the layers. 

The most broad and general level is supranational. This level works with the concepts of the 

Knowledge Economy (KE) and Knowledge Society (KS) (Bureš, 2006).This level is not determined 

by the role of knowledge. In the Czech Republic an appropriate value to this level is provided. This 

confirms the European Union (EU) document "Lisbon strategy", which draws attention to KE and 

KS in different contexts. KE and KS are parts of the strategic objectives of the EU in the next 

decade. It states "the Union has today set itself a new strategic goal for the next decade: to become 

the most competitive and dynamic knowledge-based economy in the world capable of sustainable 

economic growth with more and better jobs and greater social cohesion” (European Council, 

2000). This confirms that the Czech government has adapted its strategic documents to this 

strategy. 

«The existence of several scientific and research projects that are fully or partially supported by 

the EU, can also be considered as a part of this level. Many of these projects are focused on 

different aspects of KM» (Bousdira, 2004). 

Despite the fact that the national and supranational levels are similar, KE and KS got exactly the 

national dimension. "These concepts are closely related to the specific conditions and needs of the 

specific organization of this or that country" (Bureš, 2006). As well as at the supranational level, 

there are supporting documents on the development of KM at national level in the Czech Republic. 

For instance, Programme Declaration of the Government of the Czech Republic, which specifies the 

importance of knowledge associated with the goals and principles. It goes “…the Government will 

help within the framework of the European model to develop the Czech Republic as a democratic 

and modern social State with advanced market economy based on knowledge and able to guarantee 

stable economic growth…” (Paroubek, 2005). The document focuses on information and 

knowledge society. Developing strategy of the Czech Republic is also knowledge orientated. This 

document also suggests to “…support the creation of centres for KM and its education at 

universities and public research institutions” (Jahn, 2005). There is also a number of other strategic 

documents of the Czech Republic, supporting the development of KM at this level. 

In contrast to the Czech Republic, Ukraine is only underway towards the development of KM at 

national and supranational level. In autumn 2013 a project to create a knowledge management 

portal "e-governance" was launched. Pursuant to the Action Plan Initiative "Open Government" the 

State Agency for Science, Innovation and Informatization of Ukraine, the National Centre of 

electronic control has created a document for the development of knowledge management at 

national level (Web-portal of Ukrainian government, 2013). Engaged in the development there are 

the National Academy of Public Administration under the President of Ukraine and Civic Center e-

governance. The Project is supported by the United Nations Development Program in Ukraine. 

In the next place is the organizational level where real KM is conducted. This level is based on 

knowledge and knowledge is oriented to the management of organization. Many Czech companies 

realize that in addition to traditional resources of the company, there are other sources that should 

be present in the organization during the transition to KE and KS. This has led to increased 

attention to knowledge and the processes associated with it. 

Organizational level has many problems in the Czech Republic. The first problem in the case of 

both the Czech Republic and Ukraine is the transition to KE and KS, which should be carried out in 

parallel with other changes. This is due to the fact, that Czech Republic, as well as Ukraine is a 

country with transforming economics and has many problems associated with the cultural heritage 

from the socialist era. Cultural aspects, including social and individual barriers, play a significant 
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role here (Bureš, 2003). The second factor is that KM is usually perceived differently and the 

business policy of Czech Republic is no exception. This causes problems in communication and 

cooperation. The latter problem is related to the introduction of KM. There are no clear 

methodologies, following which it might be easier to deploy KMS in the company. Basically, all 

studies aimed at implementing KMS are related to corporation giants such as Chevron, British 

Airways or BP Amoco (Ahmed, Kok and Loh, 2002). The vast majority of Czech and Ukrainian 

companies are small or medium enterprises. Accordingly, the described model is hardly applicable 

to the Czech and Ukrainian business environment, and the successful implementation of KM is 

sporadic. 

Organizations of surveyed countries have to use the services of expensive consulting 

companies, or if the company is trying to implement a KMS on its own, it must use foreign 

techniques created in different environments with different conditions. The problem is that these 

methods either do not reflect the needs and specifics of the Czech Republic and Ukraine cultures, or 

do not have enough detailed description of the principles of implementation of KMS. 

Management of Knowledge level is based on fundamental researches on the representation of 

knowledge. This level works with concrete knowledge. There is no relationship between managers 

and MoK. MoK is focused on data mining from databases, knowledge acquisition from experts, text 

mining, knowledge systems, mark-up languages, semantic web, knowledge ontology and other 

conceptual models, natural language processing, etc. However, the relationship between leaders and 

MoK exists. KM reaches its own purposes by using MoK results in their own operations. Typically, 

managers are not proficient in details of the principles upon which results of the MoK are based. 

The bottom line is that managers need to have at least some understanding of the basic approaches 

and technologies that are used on the level of MoK. The problem is that some of the results, based 

on new principles and approaches, can create a problem for managers not only in understanding 

their nature, but also in clarifying the reasons for their use in practice. 

The presented levels provide a single integrated system. The discipline, which is working with 

any type of knowledge, is the basis of all activities associated with knowledge, which is the subject 

of discussion at the organizational level, and at the national and supranational levels as 

well. Specific knowledge here does not play any role. The main objective and goal of all activities 

is to create conditions and framework (economic, political, legal, etc.), in which low levels will 

function successfully. KM at the organizational level and MoK level products can be used by 

organizations to improve their performance. 

«At all of these levels, people that are focused on knowledge are politicians, managers, 

information technology experts, academicians, etc. There are various problems at these levels from 

the CR’s perspective. That is why, the systemic view to this problem is essential» (Bureš, 

2006). The key factor is that KM should be included into the context of a greater whole. «In this 

way, substantial relations at a single level and among particular levels are not only preserved, but 

also emphasized» (Bureš, 2006). 

 

5.2.2 Analysis of companies in Czech Republic and Ukraine 

Exploring the culture through the lens of 6 Dimension model proposed by Hofstede, it is 

possible to get an overview of Czech culture in relation to the Ukrainian culture. In the thesis work, 

we are more interested in one element of 6D models - individualism; it is considered with respect to 

both countries. 
In societies, characterized as "individualistic", people more care about themselves, and only 

their immediate families. In societies belonging to the category "collectivism" people tend to belong 

to "groups" which take care of them in exchange for loyalty. 
Based on the results of research of Hofstede, the Czech Republic received 58 points, and 

described itself as an individualistic society. This implies a preference towards unity and weak 

cohesion of social structure. In individualistic societies, the relationship between employer and 
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employee is based on mutual benefit, recruitment and promotion are based only on merit, 

management is the management of individuals. 

In contrast to the Czech Republic, Ukraine exhibits sufficient collectivist tendencies, which 

have a very long tradition. One of the explanatory factors may be that the word "privacy" came into 

the Ukrainian vocabulary relatively recently. In a personal communication Ukrainians tend to use 

hints, irony, and sayings. Verbal behavior of this type indicates on high-context communication 

style (Prykarpatska, 2008). 

Below there are the results of the survey conducted, which included questions aimed to identify 

the Individualism-Collectivism level in companies. Responses were converted into points; the 

option that refers to individualism received 1 point, 0 to collectivism. Further, the average value for 

each country were determined. These points were selected in order to avoid difficulties in 

comparing the results with the results of Hofstede's. 

The results confirmed our assumption that in Ukraine collectivism is predominant rather than 

individualism, while the Czech Republic, as well as in Hofstede’s research (Figure 12), took the 

position of individualism. Nevertheless, as shown in the survey data (Section 4), workers of Czech 

companies are more open to sharing knowledge. In convenience, number that countries got was 

transferred in 100% scale to be able compare them with Hofstede’s results which are also in 100 

measurements. 

 

 
Figure 12 – Comparison of Hofstede’s and survey’s results 

 

It is worth to add some discussion about Figure 9 in this section. From the graph we can see, 

that strong collectivism of Ukraine is manifested in the fact, that the priority of preparation of 

workers by the company (training, physical condition, etc.) prevails. Taking into account the 

answers from the general part of the survey, and the answers to open questions from the special part 

of the survey, we can conclude that companies trying to improve their employees by their own 

efforts create internal training and team building for them. In addition, Ukrainian employees expect 

the company to protect their interests. While employees from Czech Republic mostly feel that they 

should rely on themselves to defend their interests. 

Absolute individualism in Czech Republic prevails in the fact that managers aspire to leadership 

and diversity. While in Ukraine managers tend to favour obedience and order. In Ukraine, 

individualism is higher than in Czech Republic only in the sense that individual decision making is 

more attractive to employees than that of a group, regardless of the fact that Ukraine is a more 

Collectivistic country. 

To identify organizational model in a company, there were only four questions in the survey 

(not open, allow live a comment: #4-#7), but they reflect this issue to a large extent. The results are 

shown below. 

From the chart (Figure 13) we can see proof, that Czech Republic tends to individualism, and an 

individualistic organizational model, while Ukraine more collectivistic and close to the Japanese 

organizational model.  
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Figure 13 – Tendency to the organizational model 

 

5.3 Building and usage of Rich Picture 

The Rich Picture is based on previous research presented in the book of Giannetto and Wheeler 

(2000) as well as  the book on the course of Managing Change Processes and Knowledge Resources 

by Dalkir (2011). The main structure was created by using 8 Step Kotter's (1996) model for change 

management, into which empirical material was inscribed. Also knowledge acquired during 

conducting the survey, such as problems which can arise during implementation of KMS and 

national culture influence, was used. To the information acquired from the literature I can add the 

information necessary for the implementation of knowledge management and councils for 

organizing knowledge-sharing, to provide the rationale of the KM project, methods of auditing 

knowledge, mapping, extraction, classification and sharing knowledge, how it is all interconnected 

and how it can be united. As well organizational perspective on Knowledge Management, 

Knowledge Management models, Knowledge capture and codification and their strategic and 

practical implications, Knowledge Management value, tools, strategies and role of the 

organizational and national culture. In one part of Rich Pictures there is information from books 

about KM Team: about professionals and practitioners involved in the management of knowledge 

and the development of KMS, their responsibilities and requirements to them. In final part of the 

picture future challenges and maintaining for KMS are described. 

As it was discussed in paragraphs 3.3.4, the answers to open questions of Survey were also used 

in building Rich Picture. 

All acquired empirical materials and data in varying degrees are described in section 5.4 

«Practical steps to implement a KMS»: it was transformed into Rich Picture or description and 

explanation of them. 

Rich Picture was built with the software called Edraw Max 5.1. It is a multifunctional program 

for drawing diagrams, graphs, business plans, etc. The program has features that make it an ideal 

solution not only for professional-looking flowcharts, organizational charts, network diagrams and 

business charts, but also for building plans, UML diagrams, Rich Pictures, workflows, program 

structures, network diagrams, charts and diagrams, directional maps and database diagrams.  All 

this is possible due to more than 4500 vector symbols. 

Rich Picture can be used as a way to understand the main principles of the implementation of 

Knowledge Management Systems, problems which can arise during implementation and how to 

avoid them, and how national culture influences this process. It can be a driving manual to 

implementation and follow-up support of KMS in companies, as it describes all stages and actions 

of the change management process which could arise during such activities launched in the 

company. Following the actions described in Rich Picture, the company can avoid a set of barriers 

which might arise, reduce time needed to implement KMS, increase the likelihood of successful 

implementation of KMS and achieve better quality of KMS after finishing working on 

implementation process. 
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5.4 Practical steps for creating, implementing and supporting of a KMS 

Based on the work conducted in the thesis project, a model for implementation of KMS is 

created, which includes the whole range of factors influencing it. By the same token, the model 

basis includes the information set from the book by Giannetto and Wheeler (2000). In this study, 

respondents acknowledged the methods of structuring information used in mental models (Figure 

14). Using techniques of SSM, the process of implementing and managing the KMS can be 

depicted with Rich Picture. Rich Picture in contrast to describing the  exploration of a problematic 

situation as proposed by SSM, presents behavior of a company and barriers arising during 

implementation process. In work, SSM acts as inspiration to the development of Rich Picture and 

using its techniques of presenting gathered in research information. 

The key points of the implementation process of KMS are identified and described during 

conducting research. Before the Rich Pictures are built we should identify the main actors involved 

in the implementation and development of KMS, as well as processes arising out of this. 

Furthermore, as we develop a model of enterprise behavior when implementing KMS, we need to 

identify barriers that may arise, and therefore the processes to be undertaken to address them. At the 

same time, we are to define the levels that affect both the company and the process of implementing 

KMS, where these processes take place. 

 Thus, as was discussed in subsection 5.3, Rich Pictures (Figure 15) based on data that was 

aggregated during document analysis using Case-Study Aggregated Analysis and as well based on 

empirical material collected through survey. 

 

 
Figure 14 – Survey Results. Recognition by respondents of using mental models for knowledge 

structuring 

88%

12%

Yes No



 

  59 (94) 
 

 
Figure 15 – Rich Picture #1 - Whole process of implementation Knowledge Management System 

(Appendix D) 
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The developed model of knowledge management involves actions occurring at the 

organizational level, and is considered in terms of impact on them by the national and supranational 

levels. The successful implementation of KMS is affected by behavior of both national and supra-

national culture-bearers. In addition, we have examined the conception of knowledge culture, which 

includes the documents adopted within the country relating to the knowledge management and 

research in this area. Thus, the following levels are distinguished: 

Levels: 

- Supranational (culture of behavior and knowledge); 

- National (culture of behavior and knowledge); 

- Organizational (culture of behavior and knowledge). 

Before the implementation of KMS commences, the company should consider these levels and 

their cross impact. Rich Picture 2 (Figure 16) illustrates the relationship of levels with each other 

and with the company itself. 

 
Figure 16 – Rich Picture #2 – Relationship of cultural levels 

 

Rich Picture 3 (Figure 17) presents the main actors involved in the implementation, 

development and support of KMS. Their main activities with the support of KMS after its 

introduction are specified in detail. Actors can be divided into 2 groups: 

Group 1 - Staff of knowledge management department: 

- Director of Knowledge – works on improving corporate culture, processes and infrastructure, 

manages knowledge, contributes to the creation and use of corporate knowledge; creates a 

competitive advantage and maintains the company at the level that it could be capable of rapid 

change and innovations; 

- Manager of Knowledge Management - identifies the knowledge and requirement for them; 

manages the receipt and use of knowledge; 

- Knowledge Coordinator - manages knowledge and its integration into the corporate 

knowledge base; conducts research to identify the different sources of knowledge; 

- Analyst / Specialist in Knowledge Management - provides assistance to employees in 

information management; conducts analytical studies to assist other departments of the company; 
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- Administrator of knowledge – supports knowledge management system at the technology 

level. 

Group 2 - users of knowledge management system: 

- Departments; 

- Working groups; 

- Representatives of departments - disseminate information about KMS within their 

departments; 

- Users of KMS. 

 

 
Figure 17 – Rich Picture #3 - Proposed positions and their duty (Appendix E) 

 

When working with KMS a number of barriers exposing the KMS to failure may occur. These 

barriers have been identified in the work, and they are as follows: 

Barriers: 

- National Culture (cultural difference), foreign influence - Historically accumulated values and 

habits. In different countries, the development of cultural values went their own ways, which comes 

into particular prominence at large distances (on different continents.) The impact (whether positive 

or negative) of the surrounding countries and partners on the business style and knowledge 

management; 

- Lack of awareness of employees (as of the benefits of KMS and the purposes of the company) - 

employees must be clearly aware of what is happening in the company, its goals and ways of 

development; about potential problems, about the idea of implementing the knowledge management 

system; what it is and why it is necessary; the advantages and benefits; the outcome resulting from 

the KMS; 

- Leader of the department is not interested in KMS (what is wrong) - one of the scenarios that 

may happen is that the head of the department may not be interested in the implementation of 

knowledge management systems. If the leader is not interested, then the department will not 

participate in the development, there will be no motivation from the head’s side, the staff will not be 

informed of the benefits of KMS, so this will lead to the collapse of the system implementation. The 

creation of organizational culture should start with participation of heads of departments. In each 

department there should be a person responsible for knowledge management. It may occur that the 

CEO is not aware of any benefit from introducing KMS. Justification of the project will help to 



 

  62 (94) 
 

change his point of view, and show whether it makes sense to deal with implementation of 

knowledge management systems; 

- No knowledge specialists - in most cases, the staff listing does not provide for posts related to 

knowledge management and which are required for the successful implementation of knowledge 

management systems; 

- Acquisition, formalization and storage of knowledge: 

- Globalization - knowledge overload because of oversized sources, exchange of 

irrelevant or incomplete knowledge, the occurrence of cross-cultural issues due to 

differences in convictions and cultural values throughout the world; 

- Staff turnover - people are more likely to change jobs, so there is a growing trend to 

hire temporary workers, external consultants, and use of outsourcing. It follows that the 

intellectual capital of the company is determined not only by its employees, but also by 

external collaborators; 

- Obsolescence of knowledge - knowledge may have a limited lifetime thus it requires 

continual update and reevaluation; 

- Fear of sharing knowledge, lack of confidence in the organization - some employees 

believe that information is power, thus they fear competition among employees; 

- Improper technology - the wrong technological approach can become a hindrance to 

effective knowledge management; 

- Inability of employees to formalize their own knowledge; 

- Inability to work with the information. 

- The organization's policy, which prevents the exchange of knowledge. 

 

5.4.1 Specification of created model 

The following is an explanation about the model which is expressed in Figure 15 – “Rich 

Picture #1”. 

The company should carry out processes that aid both overcoming barriers, and coping with 

KMS implementation. These processes are described in detail through Rich Picture. 

- The first step - determines who will be engaged in justification and other relevant processes 

prior to hiring employees (Figure 18). 

 

 
Figure 18 - First Step on a way to build Knowledge Management System 

Introduction of knowledge management systems with all emergent processes can be described 

with 8-step management of changes proposed by Kotter (1996). According to him, a violation of 
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this sequence or waiver of any of them generates the illusion of rapid change, but sidetracks the 

desired result. 

The distribution of proposed processes according to Kotter (1996) is as follows: 

1) Establishing a Sense of Urgency (upon survey of market environment, the competitive 

position of the company; identifying and assessing the actual and potential crises, and favorable 

opportunities); 

2) Form a powerful team of reformers (by combining the efforts of influential employees, 

agents of change, encouraging the activities of the teams formed); 

3) Create a vision of a successful implementation of KMS; 

4) Promote a new vision (using a clear presentation, metaphors, analogies, examples of models 

of the new behavior pattern of the team of reformers); 

5) Create the conditions for implementation of the new vision (eliminating obstacles blocking 

the new behavior; changing structures and responsibilities contradicting the new vision; 

encouraging a creative approach and willingness to take risks); 

6) Plan and achieve immediate results; 

7) Consolidate achievements and extend transformation; 

8) Institutionalize new approaches, anchor the changes in corporate culture. 

The subsections 5.4.1.1 – 5.4.1.8 provides an explanation of the Rich Picture #1, see  Figure 15,  

and the abovementioned factors. Each part of the Rich Picture expresses one of the steps of Kotter's 

8-Step Change Model with a detailed explanation of the actions that should be applied in a KMS 

implementation. Kotter's 8-Step Change Model acts as a framework for presenting the sequence of 

necessary changes. 

 

5.4.1.1 Step 1: Establishing a Sense of Urgency 

To establish a Sense of Urgency, the company should perform the following actions, which is 

shown on Rich Picture #4 (Figure 19). 

First of all, it’s necessary for the company to study the Market situation, Favorable 

opportunities, Competitive position of the company and Actual and potential crises. Based on these 

studies the company can create Justification of the project - to conduct a comprehensive economic 

analysis; to calculate the costs and benefits after the implementation of the project and compare 

them with current expenses and results; to determine the monetary value of the company's 

knowledge. This is done in order to confirm the fact that that KMS is economically profitable, and 

the future economic benefits will exceed the current expenditure on the development and 

implementation of new posts and working methods. It is required to determine the position on the 

market and the potential for innovation. Justification should serve as a guide. It may include: 

- Analysis of the situation in the company (with a view to the further comparison of KMS 

implementation results) includes the analysis and definition of the current state of the 

company. It is needed for further comparison. This is a basic analysis which allows the 

determination of the level of development of the company after the introduction of KMS; 

- Definition of business strategy, objectives, lines (short-term wins, long-term wins) based 

upon the analysis of the current state of the company, define the goals to be attained with 

KMS, and develop a strategy to achieve them. Short-term wins and long-term wins are to be 

determined; 

- Privacy and security strategy - information and knowledge of the company must be 

carefully protected, employees must follow the relevant safety requirements. Employees 

must know and be aware of the consequences of violation of safety requirements and 

information leaks; 

- Indicators of success - to determine key indicators and their dependence on the availability 

of KMS. Regular evaluation of indicator values  gives an insight into the situation before 

and after KMS implementation, what the difference is and which direction the changes 

move; 
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- Risk adjustment – to execute only if this method of planning the development of the 

company is carried out within the company on a regular basis, otherwise the analyst risks 

underestimating project costs. 

 

 
Figure 19 – Rich Picture #4 - Establishing a Sense of Urgency 

 

5.4.1.2 Step 2: Form a powerful team of reformers 

Part of this step (Figure 20) explained above as actors involved in the implementation, 

development and support of KMS. 

Main task of this step is Definition of job positions, recruitment to implement and work with of 

KMS (the number of new positions and staff depends on the size of the company) - determine who 

among the current staff can be engaged in the introduction and development of KMS. It is more 

likely that at the time of decision making on the introduction of KMS, the company does not have 

competent specialists with relevant expertise, hence it is necessary to hire a specialist in this field 

rather than one allied to it. The number of new positions in the company depends on its size, the 

desired result and the project's scope of knowledge management, the size and structure of 

knowledge management is defined according to specific needs. Given the new positions and 

reporting lines are set, the organization structure of the company may occur. The Department of 

Knowledge Management should conduct the process of KMS implementation, create respective 

conditions and coordinate the implementation workflow, working together with all departments of 

the company. Estimated posts and responsibilities are presented in Rich Picture 2. 
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Figure 20 – Rich Picture #5 - Form a powerful team of reformers 

 

5.4.1.3 Step 3: Create a vision of a successful implementation of KMS 

On this step (Figure 21), leaders should create an image of a desired future in order to increase 

the activity of employees. Periodic analysis of the current situation, in the event of positive results, 

can turn up staff motivation. 

 

 
Figure 21 – Rich Picture #6 - Create a vision of a successful implementation of KMS 
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5.4.1.4 Step 4: Promote a new vision 

Informing employees about   the project should become part of the culture. It is important that 

employees should be informed about the importance of the project and be interested in its 

development. It is essential for the successful implementation of knowledge management. 

Employees holding positions in the department of knowledge management should ensure that all 

employees are involved in the project development. It is extremely important that knowledge of 

employees be managed during the whole period of the project implementation. 

 

 
Figure 22 – Rich Picture #7 - Promote a new vision 

 

5.4.1.5 Step 5: Create the conditions for implementation of the new vision 

Rich picture of this step (Figure 23) expresses the way to create the culture in the organization 

that would contribute to the development of KMS - implies the creation of a culture that is 

illustrative of team spirit, trust and cooperation; the creation of conditions enabling active 

knowledge sharing; getting the advantages of KMS across to employees; combining the strategy on 

motivating employees to share knowledge with the basic strategies of personnel management. 

Improvement of the company’s culture must begin with leaders themselves, with their training or 

reshaping their opinion if it does not meet the required level by providing information obtained in 

the process of creating a project justification. It is necessary for the head to give a lead to his 

subordinates to motivate them to share knowledge and work on the existing knowledge base in 

order to maintain its relevance. There also must be people in the departments who are responsible 

for monitoring the process of knowledge management and maintaining appropriate culture. 
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Figure 23 – Rich Picture #8 - Create the conditions for implementation of the new vision 

 

5.4.1.6 Step 6: Plan and achieve immediate results 

Immediate results are the ones filling KMS with knowledge. This includes work with 

knowledge and can be divided into stages, as it is shown on Rich Picture, according to Liebowitz 

and Beckman (1998): 

- Determination – it is necessary to identify which knowledge is crucial for success, and for the 

reason given, the level of competence of employees in each area of expertise. After that, training 

programs are created. 

- Knowledge Audit – makes it possible to get an idea of the knowledge available in the 

company, in order to come to creation of "knowledge map". The audit covers the entire 

amount of knowledge used and stored in the company. Employees, for better cooperation 

should be informed of the reasons and objectives of the audit. They should clearly 

understand the importance of this work. 

- Mapping of knowledge – is a way to show the location of knowledge in order to apply it 

and share across the company. This is required for further classification of knowledge. The 

map includes sectors and sub-sectors of knowledge and its carriers, departments of the 

company and other companies, if there are any cooperating companies; 
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Figure 24 – Rich Picture #9a - Determination 

 

- Collection - acquisition of existing knowledge, experience, methods and skills by conducting 

surveys and research within the company; 

- Selection – estimation of utility of collected and ordered knowledge flows: 

- Checking the quality of information – it is always necessary to check received information 

and monitor classification of knowledge. Old and irrelevant knowledge should be removed 

and not interfere with removing and adding new knowledge. Employees should be provided 

with relevant knowledge only; 

- Store and Distribute - selected knowledge is classified and entered into the organizational 

memory (into human memory, in hard copy and electronically). Knowledge is extracted from the 

corporate memory and becomes accessible for use: 

- Classification of knowledge - is the main attribute of the successful organization of the 

knowledge management system. It is necessary to develop such classification that the entire 

knowledge of the company be easily accessible to everyone; 

- Choice of technology for storage and dissemination of data - this process should go after 

the Classification of knowledge for the workers engaged in the application of technology to 

know what kind of information will be distributed, and what technology is suitable for this 

case. It also includes the creation of the database and the organization of knowledge storage. 

It is worth remembering that the technology merely facilitates knowledge management, and 

success depends on people only. The technical basis of KMS should be developed gradually, 

there is no point in overloading the work processes with knowledge of redundant 

technologies, especially if by this time, knowledge-sharing culture in the company has not 
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yet been developed. At this stage, it is necessary that only those technologies be adopted that 

will create a foundation for further technological development; 

 

 
Figure 25 – Rich Picture #9b - Store and Distribute 

 

- Application - performing of tasks, problem solving and decision making, looking for ideas and 

learning: 

- Knowledge application - correct application of knowledge leads to competitive growth of 

the company. Employees should be able to use information and then extract the necessary 

knowledge. The company must provide training and promote employee’s skills; 

 

 
Figure 26 – Rich Picture #9c - Application 

 

- Creation - revealing new knowledge by customer tracking, feedback, causal analysis, 

benchmarking, experience, research, experimentation, creative thinking, development of data: 
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- Searching for new sources of knowledge - will expand and complement existing 

accumulated knowledge; 

 

 
Figure 27 – Rich Picture #9d - Creation 

 

- Sale – is based on intellectual capital - new products and services that can be implemented 

outside the enterprise. 
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Figure 28 – Rich Picture #9 - Plan and achieve immediate results 

 

5.4.1.7 Step 7: Consolidate achievements and extend transformation 

Work on further improvement of organizational culture continues. Build Reliance on new 

approaches is built by way of changing personnel structure and conducting reshuffle of staff. The 

successful experience of implementing and using KMS throughout the company is extended by 

motivating employees of all departments to put more emphases on KMS. 

 
Figure 29 – Rich Picture #10 - Consolidate achievements and extend transformation 
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5.4.1.8 Step 8: Institutionalize new approaches, anchor the changes in corporate culture 

It’s possible by building up a relationship between results and rewards, creating conditions for 

the development of new qualities of employees. 

 

 
Figure 30 – Rich Picture #11 - Institutionalize new approaches, anchor the changes in corporate 

culture 

 

5.4.1.9 Final actions: cycle for maintaining Knowledge Management System 

After the fundamental technologies have been introduced, it can be assumed that the main 

implementation phase is passed. It is possible to sum up the results, compare them with the goals 

and expectations, and proceed with maintenance and development of KMS. This process is a cycle, 

which includes both new processes and those carried out during the implementation phase. This 

comprises the processes as follows: 

- Information quality check (constant checks) – is a regular process that guarantees the quality 

of knowledge; 

- Formalization of knowledge – is the study of methods of knowledge creation, finding new 

sources. The company should always be ready to change, able to adapt, change and grow. The 

methods of knowledge creation can be as follows: 

- Purchase of knowledge - there are the following methods of buying expertise: hiring new 

employees with the knowledge and experience; partnership with another organization; 

transition of a function between organizations to keep functioning in a given structure; 

- Rent of knowledge - methods of rent of knowledge may include contracting consulting 

services, assistance of customers, suppliers, consumers from academic institutions and 

professional associations, and involvement of other sub-contracting organizations. Customer 

information increases efficiency of such partnership, and the knowledge gained in 

collaboration with the consumer promotes more innovations, products and services of higher 

quality; 

- Development of knowledge – the methods for development knowledge and skill are as 

follows: training of employees outside the company, in-company development and 
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distribution of training programs, involvement of outside instructors for training within the 

organization, and dissemination of existing knowledge within the organization.  

- Prospection and mapping out the course of action – it is always necessary to map out a course 

of action and to analyze the company's further development. Upon reaching some short-term wins, 

the following steps are to be set; 

- Target-performance comparison – a regular comparison of success rates is required to monitor 

the level and the course of development of the company. Comparing the actions carried out with 

success rates, it is possible to determine a causal relationship, and learn what actions lead to better 

results; 

- Analysis of the current situation – a continuous search for new possible success criteria is 

required. Regular analysis will provide a clear view of what is happening in the company; 

- Back to step of quality control - knowledge management is a continuous process. Information 

should undergo regular checking with respect to quality and all the attendant processes. 

Knowledge management, as well as any other training program should be integrated into the 

work of the whole company. It is necessary that an interactive learning environment be created, 

where people are constantly exchanging information and use all the conditions to acquire new 

knowledge. Otherwise, the idea of Knowledge Management may be exposed to collapse. Staff will 

try to adapt to new ways of working, but facing problems, their level of motivation will 

significantly decline. 

 

 
Figure 31 – Final actions: cycle to maintain Knowledge Management System  
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CHAPTER 6 

Discussion 

There is a discussion on the impact of national and foreign cultures on organizational culture, with 

regard to theoretical foundations and research results. The conclusion, which was made after finishing the 

research, is described. The chapter ends with ideas for researchers, who will follow to study questions of the 

influence of national culture on KMS implementation, which directions to move in.  

 

6 Discussion and conclusion 

6.1 Influence of national and foreign cultures 

In the literature review, we have examined the difference between the cultural characteristics of 

Japan vs Ukraine, presented by T. Andreeva (2009). In the study, it was observed that even between 

such close countries as the Czech Republic and Ukraine there are significant differences. National 

culture affects the style of doing business and the process of implementing knowledge management 

systems in particular. In order to go deeper into the details of the differences that can exist between 

the countries, and to adopt only positive qualities of really different cultures with different histories, 

in the discussion section, it was decided to increase the scale. To compare the style of people's 

behavior in relation to the management of knowledge from different parts of the world: Europe vs 

Asia. In the discussion we will talk about the features of the national cultures of Europe and Asia, 

about similarities and differences, as well as the possible impact on each other. The national culture 

of Asia, particularly China, is one of the most influential cultures. According to survey, even 

Ukraine in its institutional type is more prone to the Japanese model. 

«Together with the ever increasing economic position of China, the importance of understanding 

the specifics of Chinese national culture and their influence on knowledge management, or on the 

management of knowledge workers, is also increasing» (Kubátová, 2012). 

The Chinese approach to knowledge and its sharing influenced by national culture is utterly 

specific and different from Central European Countries (CEC). Perception of the basic 

characteristics of the national culture helps us understand why people from different parts of the 

world behave differently. «Culture is the collective programming of the human mind that 

distinguishes the members of one human group from those of another. Culture, in this sense, 

includes a system of collectively held values» (Hofstede, 1984, p. 21). 

In comparison with the Central European Countries, according to Hofstede’s research, China has 

extremely strong long-term orientation, a very low level of individualism, a relatively high power 

distance index and a low uncertainty avoidance index (Hofstede, 2007). «Differences in cultural 

dimensions can help when we estimate how workers from different national cultures might behave 

themselves when they share their knowledge» (Kubátová, 2012). 

Synthesis of acquired results allowed us to construct Reach Picture, the use of which may 

contribute to a simplification of the implementation of KMS and accelerate it. 

Chinese culture is based on four main roots that have united the Chinese population for 

thousands of years; it is seen in people’s behavior and conduct of business (Graham and Lam, 

2003): 

- The first root is agrarianism. It is based on the success, which depends on the quality of 

cooperation, level of obedience and harmony in the group, and also implies hierarchy dominance; 

- Moral system is the second root of the national culture. According to Confucius, only those 

societies which follow moral rules can be successful. This will contribute to the fact that society 

will prosper and not be exposed to threats arising within a group. In addition, not only results are 

important for the Chinese, but also the ways they are achieved, which are just as important as the 

aims. 

- Holistic thinking. This is preconditioned with the writing system of China. In the working 

process, workers are trying to embrace the task fully and immediately take into account all the 

possible problems at once, rather than as they arrive. 
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- Cautious attitude to foreigners is the last root. This is based on the historical experience of 

China. The foundation of any cooperation in China is confidence. Achieving the level of trust is a 

very long process, but confidence can be lost instantly and forever. 

Thus, the implication is that cohesion and ability to work collectively, and adherence to 

hierarchy and rules should be found in the company. Team must display appreciated moral values 

and respect work ethics. Workflow should cover all the factors affecting it, and participants to give 

due attention to the problems of any level. This will result in high performance standards and 

prevent hindrance in their activities, or if it occurs, the hindrance can be eliminated much faster, 

since the team is ready for it. The most important factor is employees’ mutual confidence. Only 

when there is a high level of trust, backed with moral principles, will the team be able to share their 

knowledge steadily and achieve the best results in the creation of knowledge and the 

implementation of KMS. Nevertheless, in the elements of both Chinese and European cultures there 

are some gaps that can be closed due to positive qualities of the two of them. 

Despite the Chinese culture having been considered in a greater degree than the cultures of other 

countries, it can be applied in any society as typical, because it contains in itself the main factors 

that contribute to the exchange of knowledge, construction of KMS and harmonizing business 

relations among employees. The competent leader, who can create the right staff managing strategy 

and influence ethnic culture of employees by constructing a relevant organizational culture, will be 

able to mitigate negative qualities inherent in national culture. This will create a higher quality of 

KMS and facilitate the exchange of knowledge among employees. The following basic elements of 

Chinese culture which are important to staff management and their knowledge both within the 

company and in intercultural teams with foreign partners are identified below. 

Personal Connections (Guanxi) - The importance of personal connections, or social capital is 

generally accepted, so at first glance, China is no different from the cultures of the Czech Republic 

and Ukraine in this regard. In business negotiations, the key element is the social capital of the 

individual. Guanxi fully depends on the long-term reciprocity, which cannot be ignored, as it is 

considered immoral. For knowledge sharing in China, Guangxi is crucial. 

Social Capital (Mianzi) - Human's place in the social network determines his personality and 

social status, shows his reputation and social position. Working as a team is very important not to 

lose face; it can cause dire consequences and be a barrier in the exchange of knowledge. 

Interpersonal harmony (Renji Hexie) - In China, trust, harmony and integrity for employees are 

more important elements than a well-designed law agreement. This proves once again the 

importance of team spirit in the exchange of knowledge. 

Social Status (Shehui Dengji) – It is important for a person of executive position in the 

knowledge management department to have a high social status. The leader plays a key role in 

establishing acceptable relationship and collaboration. 

Holistic thinking (Zhengti Guannian) - The difference between Chinese completeness thinking 

and European sequential thinking is important in terms of knowledge sharing. From the perspective 

of Europeans, discussion and attention to all issues (problems) at once - looks like a haphazard 

approach, as the sequence with which problems are solved one after the other without mixing is 

more suitable for them. The Chinese always discuss methods for solving problems if they arise 

again; they believe that they can find a different approach to solve the same problem. They do this 

repeatedly and in a different way. Many of the issues are discussed at the same time. Such an 

approach to doing business leaves an imprint on what KMS should look like. 

In Europe, knowledge management is seen in terms of theoretical and practical points of view. A 

low index of governance and a high level of individualism make the basic concept of human 

resource management. The leader acts as a colleague and coordination of teams is his main 

responsibility. Strict hierarchy is not adhered to unlike in the Chinese culture. Despite the prevailing 

individualism and independence, CEC workers participate in decision-making. With the culture 

having such characteristics to control the staff, the principles based on their independence and 

autonomy can be applied. Such the approach can facilitate the exchange of knowledge, because 
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employees are aware of their personal contribution to the development of the company and share 

the knowledge freely, being confident and feeling company’s support. 

The idea of knowledge sharing in China is based on other principles that influence the perception 

of the importance of sharing and creating knowledge. The national culture has developed in such a 

way that the possession of knowledge and unique abilities gave its bearer a significant advantage in 

any business. Over the centuries, people have sought not to exchange their knowledge with others, 

and keep it to transmit only within the family circle in order to maintain a competitive advantage. 

This led to the fact that people in China, before sharing their knowledge, think carefully about the 

benefits they can derive. As already has been stated, the exchange of knowledge in China is seen as 

a long-term reciprocity and favour, which always should be returned. In China, knowledge is 

considered to be a source of power and along with information is highly appreciated. The hierarchy 

of the company is of great importance, and the manager is taken as a wise worker with extensive 

experience, so subordinates are hesitant to express their suggestions. Free and open exchange of 

knowledge is not as common as in the CEC. Only under the condition that the employees know that 

exchange of knowledge is mutual, can they share their knowledge with others. Even during 

meetings it should not be expected that knowledge would be freely exchanged, especially in a new 

team. It takes some time for employees to gain Mianzi and Guanxi. These two principles have 

become the foundation of a new Quanzi phenomenon, which also impacts employee's desire to 

exchange and creation of knowledge. «Quanzi is a big obstacle to sharing knowledge effectively» 

(Kubátová, 2012). 

With such characteristics of the national culture, KMS allows the sharing of knowledge more 

easily. The knowledge base of whole company will be available to employees and filling it in with 

their own knowledge the employee knows that in exchange for his knowledge, he can use the 

knowledge of other employees. This also raises awareness and professionalism of the staff, which 

in turn increases the competitiveness of the company. 

One can trace that in CEC culture the main motivation of employees is the company's success 

(personal advantage also matters), while in China, interpersonal relationship is more important for 

employees, which needs to be achieved before they start sharing knowledge easily. 

When working with foreign partners a successful manager should compare the cultural aspects of 

his own country with those of the cooperating country. The analysis of the personnel management 

and knowledge sharing carried out in accordance with the principles of Chinese national culture one 

can see the similarity to European principles of holistic thinking, (Suff and Reily, 2005). This is 

explained with the fact that mutual trust is a key factor for knowledge sharing in all cultures. In 

European cultures, the cycle of gain and loss of confidence goes faster and in a different manner 

than that in China, however, in terms of this aspect these cultures are comparable. In summary, it 

should be noted that despite the existing differences in national cultures between CEC and China, 

one can highlight key points of both cultures, which are the basis for successful management of the 

knowledge holders and knowledge itself within the company and out of it when working in 

intercultural teams. 

 

6.2 Characteristics of employees for successful implementation of KMS  

Based on the information in the first part of the discussion, we can distinguish among both 

cultures, the workers’ characteristics that must be present in the organization to carry out changes 

successfully, and the introduction of knowledge management systems. 

These key factors can include the following: 

- Respect and Tolerance. This includes interpersonal respect and adherence to ethical and moral 

standards, respect for skills and knowledge. Employees often adopt their methods of work, and 

managers should take their habits into account. The staff is the bearer of the knowledge of the 

company and is part of its intellectual capital, which undoubtedly is the main competitive advantage 

both in the CEC, and in China. One of the ways for motivation of employees is to show respect for 

their human capital. 
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The importance of identified characteristics is proved with the results of the study. In open 

questions, respondents noted that managers have not always paid due consideration to employees. 

One of the respondents to the question about the characteristics of the company, chose the option 

«Employees feel that they should rely on themselves to defend their interests» and left an additional 

comment: “during the first working week, the manager did not take note of my requests and 

suggestions”. While another respondent chose another characteristic “Employees expect that the 

company will protect their interests and the priority of personal life of the employee (training does 

not affect the free time)” and answered: “Director encourages personal life during work and 

respects everyday life of employees”. As a result, the company of the second respondent, according 

to the responses, is more inclined to share knowledge, and employees are able to self-develop. One 

of the companies also distinguished itself for its high performance and the potential for a successful 

KMS implementation. The respondent described the company’s behavior as follows: “Do not see a 

contradiction. Management tries not to pay attention to employee’s daily life, but if necessary, the 

employee can ask for help and get support». 

- Trust. If managers do not pay enough attention to the creation and development of trust in the 

team, then it will be hard to get the staff to share knowledge and create the common knowledge 

base. People share their knowledge only if they trust each other. 

One of the most important elements of culture is one that allows companies to disseminate 

information quickly and efficiently. One respondent pointed out: “I would like to have a good 

rapport between the team members, because manufacturing can sometimes suffer because of late 

submission of information. As for me, I sometimes interfere with the personal relationships between 

colleagues”. 

- Justice. This is the basic necessity of employees. If employees know that they will be treated 

fairly, they will be ready to share their knowledge with colleagues. If the employee is uncertain in 

this matter, his desire to share knowledge will decrease. 

One of the comments on the survey concerned the company: “not always reckon with opinion”. 

Encouraging employees in their work, and especially taking into account their views, is an 

important point of company's culture. The respondent also noted that the company fails “To 

appreciate the initiative” (CZ). This respondent's company, showed no great results in the 

development of employees and their motivation.  

Commonly, the CEC theory of knowledge management does not consider the peculiarities of 

Chinese national culture and its study, aimed at sharing and creation of knowledge. Managers must 

consider the factors of both cultures, taking the key positive elements from them to build such team 

atmosphere that promotes motivation of employees to spread their knowledge and build a 

knowledge base of the company. The correct approach to the creation of organizational culture will 

enhance not only the level of knowledge of the company, but also its competitive advantage. 

Thus, by this section of the discussion we have reached some of the goals set out in section 

1.3, namely have appreciated the impact of national culture on KM, and understood the difference 

and similarities between national cultures of countries in issue of KM. 

 

6.3 Final Conclusion: National culture in Knowledge Management 

Upon the result of the study and received data, it is safe to say that the question of the influence 

of national culture on the process of implementing knowledge management systems exists and 

playing important role. The analysis of the collected information shows that even in similar 

European countries, there are nuances that must be taken into account in the formation of 

organizational culture for more rapid and successful implementation of knowledge management 

systems. In countries like Ukraine and the Czech Republic a similar vector of development in the 

field of knowledge management at the national level takes place, but it moves in different ways. 

Also different directions in using models of company management prevail, even if it is not explicit, 

it is influenced by country's national culture, as well as principles and behavior of people in 

different situations. 
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Besides, different levels of individualism are found in the countries. Since Ukraine has shown 

itself as a country with a low level of individualism, and people in companies are more inclined to 

take collective decisions, as evidenced by Respondents in the survey responses. Respondents from 

Ukraine, say: "the company is actively practicing brain storms and collective discussion of 

problems". Also one of the respondents stated that “Everyone is responsible for independent 

decision-making”. The study in the Czech Republic also confirmed the results of previous 

researchers (Hofstede, 2001; Mikułowski–Pomorski, Jerzy, 2006) and it showed itself as a country 

with a higher level of individualism, that also can be confirmed by comments made by respondents: 

"Each employee In the company regards his work in the company from the perspective of the 

owner", “Employees work with the client portfolio individually”, and also “We lacked team 

building events for closer acquaintance within the team” from which we can conclude that 

companies fail to boost  team spirit in specialists and have them united into a powerful team. One 

respondent from the Czech Republic, to the question concerning Individualism-Collectivism in the 

company, said that in their company: “Sometimes it interferes with work because of too ambitious 

persons”. 

It’s safe to say that knowledge creation and sharing process is influenced by Individualistic 

typology of national culture proposed by Hofstede’s. Employees with different Individualistic level 

have different attitudes to the processes of knowledge creation and sharing. When running this 

process among company, Knowledge Management team should take into account these factors and 

organize this process in the best way for the employees. This process definitely depends on an 

Individualistic level of collective and it is different if the working collective has an individualistic 

or a collectivistic culture. 

Upon completion of the analysis and discussion about the impact of national culture on the 

KMS, it was identified which characteristics the company's culture should have. By combining the 

characteristics of different cultures, the company will be able to form the best organizational culture 

that will reduce the time required to implement changes, including changes necessary to implement 

a knowledge management system. The study found out that the company that is close to the culture 

of collectivism has a better opportunity for successful implementation of knowledge management 

systems. However, there is a lower level of readiness for KMS in Ukraine than in the Czech 

Republic, this is due to the fact that in Ukraine the companies pay little attention to the theory of 

knowledge management, furthermore many organizations are not familiar with it. A couple of 

respondents from Ukraine in response to open questions said they did not particularly understand 

what KMS is, despite the fact that the site with the survey had a short description of knowledge 

management system. 

The results and conclusions of this study are confirmed by researchers (Hofstede, 1986; EOLSS, 

2007; Ardichvili, Maurer, Li, Wentling, Stuedemann, 2006; Ang, Massingham, 2007; Couto, 

Vieira, 2004), who studied the area close to the theme of the master thesis. 

Since the present study has been conducted within certain limits, this study area can be 

supplemented and furthered. 
 

6.4 Opportunities for Future Research 

In this paper, upon the advice of scientific supervisors, I tried to focus on a narrow area of 

work, which has led to somewhat limited scope of the study, and was based only on two countries - 

the Czech Republic and Ukraine, but. Nevertheless, it has allowed for more detailed study. These 

limits may be extended in further studies.  

In the discussion part, I tried to consider a wider scope, and to highlight the key elements of the 

national cultures of Europe and Asia in relation to knowledge management. When studying the 

influence of national culture on KM, it was taken into account that the company presents only the 

local national culture. 

Nowadays people are more prone to change residence and companies readily hire expats with a 

view of improving proficiency of their employees and acquiring new knowledge, required for 
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competitive advantage. Thus in subsequent studies it is possible to take into account multinational 

teams. It is also of interest to study multicultural countries e.g. India. 

In order to take into account the above factor of multinational teams in subsequent studies it's 

worth considering more countries. Thereby, it will be possible to touch on the issue of the influence 

of national culture in more detail on both local and multinational levels. 

Despite this limitation, the research has initiated the study of this area and identified a basic set 

of facts which are shown in the results of the research. The main factors adherent to the culture of 

the company and furthering the successful implementation of KMS were identified. This promotes 

enhancement, updating and detailed explanation of the factors in further studies.  

The worldwide student organization AIESEC, which helps students from around the world to 

find and do practical training in different countries, may become a source of respondents for 

subsequent researchers of this area. Thus it will be possible to carry out studies, when a new 

employee enters a new business culture of a foreign country, which can be very useful in the studies 

of multinational issues and help to study the ability of companies inside multicultural countries and 

multinational teams around the world to adopt and use knowledge management systems 

successfully. 

To study multicultural issue to questionnaire can be added additional question related to this 

aspects when respondent choose location of his companies in country which reflect multicultural 

behavior. If respondents state that he/she working in multinational team then also additional 

question can be provided. As you can see, studying of this issue lead to much extending of the 

research area, confirms the need for such limitation. Research can be extended by using more 

dimension proposed by Hofstede, what as well will gave opportunity to study national culture from 

wider range of its factors. 

In the next research, the sampling method can be extended from the cluster to the stratified one. 

This will provide more accurate data, taking as a basis not only territorial division, which can also 

be significantly extended (taken as a basis regions and provinces), but also the nationality of 

respondents. Moreover, it will provide an opportunity to divide respondents into layers regarding to 

how long they work in the company. New employees will help to assess the quality of information 

in the KMS, and the old ones will show a desire to participate in the development of the KMS, and 

organizational culture as well. Collectively it will provide an opportunity to examine the situation of 

influence of national culture on implementation of Knowledge Management System in more detail. 
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Appendices 

Appendix A. Questionnaire 
http://masterthesissurvey.com/index.php?sid=16961&lang=en 
 

 
 

 

Appendix B. Questions to General Part of Survey 

1. All information necessary to solve production and business objectives are documented, 

structured and subsequently available in your organization (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

2. There are employees in the company who are responsible for collection, classification and 

dissemination of information (Group A) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

3. It is obvious who should be contacted for specific information in the company (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

http://masterthesissurvey.com/index.php?sid=16961&lang=en
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4. Does the company doing steps to establish a culture, which would be characterized by team 

spirit, trust and cooperation? (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

5. Does the company have a device that stores the best possible information on a wide range of 

key issues? (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

6. Are there ways of documenting and sharing information between employees? (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

7. There are employees who are responsible for the coordination of knowledge sharing (Group 

A) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

8. Company is searching for ways to overcome the barriers that exist in the exchange of 

knowledge (Group B) 

* Choose one of the following answers  

- No  

- Maybe  

- Yes  

 

9. Are there conditions that increase knowledge sharing? (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

10. All employees are involved in the exchange of knowledge (Group A) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

11. All employees are involved in the process of updating the knowledge (Group A) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  
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12. Information systems allow to get access to resources of information, which are necessary for 

work (Group B) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

13. Top leadership of the company is interested in knowledge management (Group A) 

* Choose one of the following answers  

- No  

- Maybe  

- Yes  

 

14. Company unites with other organizations to develop new products (Group C) 

* Choose one of the following answers  

- No  

- Partly  

- Yes, fully  

 

15. Employees are sent to various organizations for training, acquisition new knowledge and 

experience (Group C) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

16. Does the company have a clearly defined procedure for bringing to the attention to 

employees information about what is happening in the company (eg business plans or strategies) 

(Group A) 

* Choose one of the following answers  

- No  

- Yes, but limited (scope, some departments)  

- Yes  

 

Appendix C. Questions to Special Part of Survey 

1. Indicate your position in the company 

* Choose one of the following answers  

- Top leadership  

- Managerial staff  

- Technical specialist  

- Knowledge manager  

- Other (Allows to respondent enter owe variant) 

 

1a. Open question: Can you create in the future in your company such conditions when 

employees who share knowledge, will be supported, valued, encouraged and rewarded, and it will 

reduce turnover and increase the efficiency of the company? 

 

1b. Open question: Can you reduce the time required to bring a new product / service in the 

market, by reusing and sharing of knowledge? 
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1с. Open question: What is the role of knowledge management in the long-term strategy (or 

short/long term wins)? 

 

2. Open question: Brief description of the company 

 

3. Location of your organisation 

* Choose one of the following answers  

- List of counties 

 

4. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Hiring workers on a relatively short time  

- Lifelong hiring of workers  

- Long-term hiring of workers  

Please enter your comment  

 

5. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Individual decision-making  

- Collective decision-making  

Please enter your comment  

 

6. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Individual responsibility  

- Collective responsibility  

Please enter your comment  

 

7. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Creating conditions for a specialized career growth of employees  

- Creating conditions for a non-specialized career growth of employees  

- Moderately specialized career growth of employees  

Please enter your comment here  

 

8. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Priority of preparation of worker by the company (training, physical condition, etc.)  

- Priority personal life of the employee (training does not affect the free time)  

Please enter your comment here 

 

9. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Managers tend to obedience and order  

- Managers aspire to leadership and diversity  
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Please enter your comment here 

 

10. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Group decision making more attractive for employees than individual  

- Individual decision making are more attractive to employees than group  

Please enter your comment here 

 

11. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Managers have traditional views, not approving the employee initiative or group activity  

- Managers adhere to modern views on stimulating of the employee initiative or group 

activity  

Please enter your comment here 

 

12. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Individual Initiative is condemned  

- Individual initiative is encouraged  

Please enter your comment here 

 

13. Your company is characterized by: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- More long period of apprenticeship (time to preferment)  

- Less long period of apprenticeship (time to preferment)  

Please enter your comment here 

 

14. Interference with privacy of employees: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Management doesn't want to interfere in the personal lives of employees  

- Employees expect the organization's participation in solving their personal affairs  

Please enter your comment here 

 

15. The influence of the organization on the health of employees: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Weak 

- Strong  

Please enter your comment here 

 

16. Protection of interests: 

* Choose one of the following answers  

If you have something to say, you can leave comment to this question 

- Employees feel that they should rely on themselves to defend their interests  

- Employees expect that the company will protect their interests  

Please enter your comment here 



 

  92 (94) 
 

 

17. What is the organizational culture of the enterprise? 

Check any that apply  

Not mandatory 

- Power cultures - сharacterized as a web with a person or small group of people at the center; 

- Role cultures - сharacterized by bureaucracies where rules, procedures and job descriptions 

tend to predominate; 

- Task cultures - focused primarily on the tasks, project implementation, involves the 

formation of separate groups of experts, focuses on solving specific tasks, after solving of 

tasks groups often reshaped to better match the new challenges; 

- Person cultures - the center of attention are interests of people working in the organization, 

сharacterized by individual autonomy and collective action based on fulfilling individual 

self‐interests 

- Other (Allows to respondent enter owe variant) 

 

18. Which knowledge are available in your company? 

* Check any that apply  

- Related to the field of activity 

- Associated with given product / service 

- Related to completed projects 

- Related to work with customers 

- Related to software development 

- Related to the competence of specialists 

- Other (Allows to respondent enter owe variant) 

 

19. What kind of knowledge you are willing to share? 

* Choose one of the following answers  

- Any of which would require from me  

- Only related to the company and not me personally  

- I don't want to share any knowledge  

 

20. Open question: What internal and external knowledge sources are used? 

Not mandatory 

 

21. If you believe that your company has the elements of knowledge management, in which 

software solutions this is expressed 

* Check any that apply  

- Collaboration tools (eg, Atlassian Confluence) 

- Content management systems (from DocsVision to Alfresco) 

- Web 2.0 oriented (primarily wiki-system) 

- Other (Allows to respondent enter owe variant) 

 

22. What do you think, could you give a little time for updating the knowledge base? 

* Choose one of the following answers  

- Yes  

- No  

 

23. What do you think, is it comfortable to structure knowledge using the mental models? 

* Choose one of the following answers  

Mental models are based on a method of visualizing ideas, processes, designs and texts in 

the form of network graphs. Example - card of the company knowledge to new employees. 



 

  93 (94) 
 

- Yes  

- No  

Please enter your comment here 

 

24. Open question: Wishes to knowledge management. What you would like? 

Think about what you missed when you were hired, the moments when you found out 

about something untimely or too late, and so on. 
 

Appendix D. Link to full size of Rich Picture #1 
http://masterthesissurvey.com/kms.jpg 

 

Appendix E. Link to full size of Rich Picture #3 
http://masterthesissurvey.com/actors.jpg 

 

 

Note: due to the time, links provided in Appendix part of Master Thesis may become not available. If 

you are interesting in the information below them, please ask me to provide it for you. Do not hesitate to 

contact me with any questions via my permanent personal email: k.heckfy@gmail.com 

 

Best Regards, 

Ruslan Khudobin. 
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