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OZET
Yuksek Lisans Tezi

insan Kaynaklari Yonetiminde Bilgi Yonetimi
Canan EKSI
Dokuz Eyliil Universitesi
_ Sosyal Bilimler Enstitusu
. Ingilizge Isletme Anabilim Dall
Ingilizce Isletme Y6netimi Programi
Bilgi yonetimi, dogrudan isletme ici veya sletme disi kaynaklardan elde
edilen verilerin orgitsel amaclar d@rultusunda uygun hale getirilmesi ve
yonetilmesine ilskin sistematik bir sirectir. Bilgi toplumunda, bilgi
kullaniminin artmasiyla bilgi, etkin bir Gretim gir disi haline gelmstir. Bunun
sonucu olarak da bilgi yonetimi sadece globaglietmeler icin degil tim i sletmeler
icin 6nemlidir. Bilgi yonetimi bir i sletmede hemen hemen tim calanlarin
icinde bulunmasi gereken orgutsel bir aktivite olup bu sireci destekleyici
kurum kultarane ihtiya¢c duymaktadir. Bu anlamda org anizasyonun hedeflerine
uygun islevleri gerceklestirilecek kisilerin kurum kualtirine uygun olarak
ayarlanmis politikalar do grultusunda destekleyen insan kaynaklar yonetimi i

bilgi yonetimi arasinda bir baglanti vardir.

Bu calismanin amaci, insan kaynaklari politikasinin e alim strecinde
ortuk ya da acik bilgi kullanimina ili skin ampirik a¢iklama sunmaktir. Calisma,
insan kaynaklari yonetimi ve politikalari, bilgi yonetimi kavrami ve bilgi
yonetimi modelleri yardimiyla anlatilmistir. insan kaynaklari yénetiminde bilgi
yonetim sisteminin kullaniimasi Uzerine lojistik s&térinde yer alan bir firmada
secme-yerlgtirme Uzerine yapilan ampirik uygulama katilan sirketin insan
kaynaklari yonetiminin segme yerlgtirme asamasinda acik bilgiyi 6rtuk bilgiye

oranla daha etkin sekilde kullandigl sonucuna ulamaktadir.

Anahtar Kelimeler: 1) Bilgi Yonetimi 2)insan Kaynaklari Yonetiminde Bilgi

Yonetimi, 3) Veri-Enformasyon-Bilgi-Bilgelik Hiyeraisi



ABSTRACT

The Master Thesis
Knowledge Management (KM) in Human Resource PolicgHRM): Evidence
From A Logistic Sector
Canan EKSI

Dokuz Eylul University
Institute of Social Sciences
Department of Business Administration
Master of Business Administration Program

Knowledge Management is a systematic process thakefines and
manages data from direct in business or derived fmrm source outside, for
organizational purposes. In information society, ierement of the usage of
knowledge let knowledge as an efficient input of # production. As a result,
knowledge management not only a global business,important for all business.
Knowledge Management is a kind of organizational awvity that is done with
almost participant employees in the business and ganizational culture is
needed to support this process. In this sense, tlees a link between knowledge
management and human resource management, which qugrts people to carry
out functions through the organization objectives n accordance with the

organizational culture.

The aim of this study is to provide empirical expnation on usage of
effectiveness in implicit or explicit knowledge inrecruitment process in human
resource policy. In this study, human resource margement and its policies are
explained in line with help of concept of knowledgenanagement and its models.
The result of the empirical study done in a companyrom a logistic sector, used
knowledge management in human resource managemenh iselection and
placement process shows that implicit knowledge imore effective than the

explicit knowledge.

Keywords:1)Knowledge Management,2)Knowledge Management im&tuResource

Management, 3)The Data-Information-Knowledge-Wisddierarchy.
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INTRODUCTION

Today in the world, global competition is the basiement to define firms’
strategies as a result industrial economy has leeperienced to pass toward to
knowledge economy. As being a competitive markethbgpment day by day it's
very difficult to enhance sustainable growth foe thrms’ side. By the way of
increment in competitiveness, in spite of the patiduen factors such as labor, raw
material and energy; information has the centrdd of production in information
society. It is the most common point in productpmoecess today, which composes
new economic and productiveness paradigms. Thege paeadigms imply data
associate with versatile each of them to be a resoBy this way, knowledge
becomes substitute of other production factors @exteases their necessity to be

used; the value of knowledge increment is the tesul

Organizational development aims to use the previkmasvledge to increase
firm efficiency by the way of managing it toward fiture. Continuous increase in
competition in an environment, where market condgiare constantly changing and
creating new technologies and new knowledge praooludiecome easier. Such as
intranet technologies it's easy to copy and re&ehkihowledge from the rivals and
that is the reason why firms should create new Kkedge and follow up new

aspects.

By being core element for the organization andettgpment of economic and
social activities, numbers of many developed coesthave experienced knowledge

transformation in the last few past years.

Knowledge sharing is a line that relies on wideead of social relation. It's
the most critical issue that used to be in humangserelated people dimensions and
their interests are as selecting target group tordioate. Despite the wide
recognition of the importance of social relationdere are some points
misunderstood in which human resource managemagatiges can support social

relations conducive to knowledge transfer and sigari



In the developing business unit, in order to banged decision mechanism
the roles and responsibilities are to be definemimgn the line with these, human
resource professionals have a key role to selgttt rstaff at right position to
maximize firm performance by the way of creatinfprmation oriented process in

knowledge transfer and sharing.

Human resource management (HRM) issues have mbt'$i§oal, through
the efforts of others which require the effectivel &fficient management of people.
Also, as the technological development shifts talsdao business settings in order to

create new efficiency, information technology hdsgimpact in the business.

Like the other cases, information technology (&} the strategic role, which
only not valuable dimension to HR functions it atkfine HR Professional success
Information technology enable to manage knowledgeia one of the key element
in knowledge management life cycle as stated ia study. By human resource
information system (HRIS), knowledge management aaohputer system both

make combination in order to increase efficieneptigh HRM functions.

There is a relationship between knowledge, knogdedhanagement and
HRM in context and this study aims at investigatwigat role if knowledge type’s
play in selection process as HRM function.

It attempts to examine how HR professionals andnagars in the
organization affected by tacit knowledge and expknowledge during selection
process. It also tries to find out if there is aignificant difference in the usage of

knowledge types between HR staff and managersstas# job roles.

In this study, there are three main parts. Infits¢ part, what HRM is given
and scope and objectives of HRM are defined. Theateperspectives based in
sociology, economics, management, and psychologysfon different aspects of the

domain of HRM in Context is conceived a dialogisgilicture with the present study.

HRM in context is the summary of theoretical pertfwves on HRM since
born of its origin to until now. As HRM, is one ah strategic management, HRM

has managerial functions such as planning, orgamizlirecting and controlling are



defined one by one beyond its operative functiatiRM functions of recruitment
and selection is identified within their differeiscand obstacles in the first chapter to

show how they are integrated and able to work ieffiicin theory.

In the second chapter, Data-Information-Knowletlgisdom (DIKW) and its
elements are identified by the mechanism used witbwledge management by
highlighting its theoretical background. As theearch study tries to identify if a
role of knowledge types play role during selectipmocess as HRM policy, the
concept of knowledge can be interpreted dependmnthe underlying epistemology

on which the study is based explained one by one.

The main topic of the research is KM in HRM as tésult following section
includes chapter two is, knowledge based firms aimd to use the knowledge
capacity by the way of making whole firms assetsl agnstain the knowledge

efficiency.

HRIS provides management with strategic data mbt m recruitment and
retention strategies, but also in merging HRIS dat® large-scale corporate
strategy. The data collected from HRIS provides agament with decision-making
tool. Through proper HR management, firms are &blperform calculations that
have effects on the business as a whole. Suchlaans include health-care costs
per employee, pay benefits as a percentage of togpexpense, cost per hire, return
on training, turnover rates and costs, time requiee fill certain jobs, return on

human capital invested, and human value added.

These calculations are explained regarding theesysequirements building
HRIS one by one. Also as Mayfield et al., (2003)edothat one such major change
included contemporary use of Information Systen®) (h support of the HRM
process. And added it must be noted though, tloaie of these calculations result in

cost reduction in the HR functioh.

In this section of the study has the key role ideo to identify study in

theory. Human resource information system whichtlwgo knowledge management

! Mayfield M., Mayfield J., Lunce S., Human resouroéormation systems: a review and model
development, Advances in Competitiveness Resedrch(D3, 139-151



and human resource management is identified angpesad human resource
information system for all over the topic is giweith the figure per elements. Basic
functions, historical development of HRIS and tkalization of electronic human

resources is the other topics for analyzing théesy<lear conducting the study.

The third part of the present study is determitedcase study relying on the
theoretical background in previous chapters. Thim mantent of this part is going to
be the explanation of basic procedures and tecbsiqoat were followed in the
conduct of this research. The first goal of theecasms to obtain a picture of the
practicum selection model in a company and desdhbeimpacts of explicit and

tacit knowledge in selection process by providirigl&MM-KM linkage practices.

Such as selecting and recruitment practices havwe dhrough the way as
Scarbrough (2001) points out. According to himestbn of individuals depends on
both appropriate skills and appropriate attitudesehbeen identified for open

position?

Kinnie (2003) states description of recruitmentairsoftware company. The
company had extremely strict selection criteria,iclhhserved to strengthen
knowledge integration. The most important elementeicruitment process was the
company’s culture, not technical ability. A sensmftware engineer was responsible
for recruitment. He usually used his wide networkghin the industry to identify
candidates. At this stage, it was normally takengifanted that the employee would
have adequate technical tacit knowledge, as tealwi competent employees
would be well-known within their industry, and grdxcellent software engineers

were invited for an interview.

Finally, Evans (2003) argues for revising the minv and selection
processes so that they gather evidence aboutidodie’ knowledge building

behaviors. New questions need to be asked, sucHag:do they keep their own

2 Scarbrough, H. 2001. Knowledge management: Conegptsontroversiedournal of Management
Studies, 38(7)913-921.

% Kinnie, N. 2003. Sharing knowledge in knowledgteirsive firms.Human Resource Management
Journal, 13(2) 60-75.



knowledge up-to-date? And also which knowledge tgpore effective in selection
process explicit or tacit oné?

In the light of these studies, this study trieddentify degree of effects of
explicit and tacit knowledge type in selecting me& and takes it as a research
guestion by analyzing data used to gather infownatfrom the participant

organization.

Here candidates are screened out first part ofiriterview involved HR
professionals of the company and department marthgeto the position hold. The
overriding importance was on the candidates’ abtiit fit with the organizational
culture involved ability to work in groups and shaknowledge stood on the
technical knowledge where the assessments testesgeplaced on the selection

results.

The first two chapters are reserved for the themakefpart of the study.
Chapter one is the introductory part. It considtthe HRM background in-depth
discussion on the concept by touching on the varfaactions, processes and other
related issues. Chapter two also throws more laghtKM, its development, the
various definitions, and other related issues VWifi- HRM linkage. However,
chapter two is dedicated for HRIS. Here, issues HIRIS definitions, processes, and

others will be considered.

Moreover, chapter three is designed to review preyliterature on the study,
based upon research topic is developed. Conseguehtpter three presents study
development and the research methodology. This iustrate how the research
were developed in addition; it illustrates how tthata will be collected, sample
technique to be used and evaluates the empirisaltseby analyzing the findings
and finaly presents, the implication of the resuitsnclusion, and offers suggestions

for future research.

* Evans, W. R., & Davis, W. D. 2005. High-performana®rk systems and organizational

performance: The mediating role of internal sostalicture.Journal of Management, 31(5)J58-775



CHAPTER |

HUMAN RESOURCE MANAGEMENT CONTEXT

The first part of the thesis focuses on a pamicakpect of Human Resource
Management (HRM) provides an overview of HRM antloived by an outline of
theoretical perspectives of HRM. HRM functions green in this part in order to
provide overview of HRM based on which identifiege key role of human resources

in human resource management and knowledge managénkage.
1.1. HUMAN RESOURCE MANAGEMENT (HRM)

The terms of human resource management (HRM) andhh resources (HR)
have largely replaced instead of personnel manage(®M) in the processes of
managing people in the organizations. While hunesource management is defined
as a strategic and coherent approach for the argtiom’'s most valued assets behind

on the workers, there is no upon description of it.

Personnel department is mostly to manage the waperaround hiring and
paying people. More recently, organizations conside HR department as playing a
major role in staffing, training and helping to nage people so that people and the

organization are performing at maximum capabilitgihighly fulfilling manner.

In the global business, HRM is increasingly coesed a contemporary
development to reshape employment relationshiastas| that may have effectively
replaced other management traditions like PersorMahagement (PM) and

Industrial Relations (IR)

® McNamara, C. (1999). Human Resources ManagemeetrieRed May 18,2005, from
http://www.mapnp.org/library/hr_mgmnt/hr_mgmnt.h{68.02.2011)

® Marchington, M. and Wilkinson, A. (200People Management and Developméwindon: CIPD



“Human Resource Management remains a contemporammolving science
dealing with complex beings, in complex organizagi@nd environments for the

business strategy and performancé.”

Since the 1980s, human resource management (HR\Mggy has become an
important topic for the management area, HRM gfsateas achieved its prominence
because it provides competitiveness and promoteagaaial efficiency in the
business area. The rise of human resource managemethe 1980s brought
managerial scholars to the link between the manageof people and performance.
A number of attempts were made to put empiricaisfagth the theoretical bones of
the knowledge based firms and the specific HRM gieancerning how the systems
on HR practice, which can make an increment onotiganizational performance.
The approach that focuses on individual HR prastiemd the link with the

performance continued since early 1980s.

Human resource management is occurred such oé ttesults behind the
competition within the globalization and technolmji changes effectiveness at the
business structure and organizational climateabe®f facing these changes and the
perceptions of employees may lead towards to modkvelopment, and the
difference between personnel management and huesannce management is only

the element and core role of the human resourceagesnent term.

Although the PM just cares on business and sthduman as a cost of
capital, HR practices the human as a dynamic fastto increase firm ability and
effectiveness. The basic definition HR is Human drese Management is the
organization of the relationships between businasd individual as Desslet

mentioned

" Marchington, et all (2002)

® Hendry, C. and Pettigrew, A. (1990) ‘ Human reseumanagement: an agenda for the 1990s’,
International Journal of Human Resource Managenwit,1' No. 1, pp. 17-43

® Storey J & Sisson K (1993) Managing Human Resouarek Industrial Relations, Milton Keynes:
Open University Press.



The subject of HR depends on whatever related théthuman, also contains
the experience, tools which is needed by HRM. Tlamole of the HRM is that to
set the aims of both business and individuals bglifig a common point between
them.'® The successful HRM policy depends on how theyctéind the common

point and make the firms efficient as they can.

Behind on its historical background to sum up“Human resource
management (HRM) is the understanding and appboatof the policy and
procedures that directly affect the people workinghin the project team and

working group to business settings*

HRM is used in a global context which contains(a)“specific human
resource practices such as recruitment, selectiod,appraisal; (b) formal human
resource policies, which direct and partially comist the development of specific
practices; and (c) overarching human resource giylbies, which specify the values
that inform an organization's policies and practic¢é

Also, these are the tools of a system which atratevelops, motivates, and
retains the effective functioning. To understand MHRh context it has to be
understood these two levels of HRM are affectedtliy internal and external
environments of organizations. The internal contaktfactors we discuss are
technology, structure, size, organizational lifecleystage, and business strategy
whereas the external ones are; legal, social, ahtical environments; unionization;

labor market conditions; industry characteristarsg national cultures.

In summary, behind on these assumptions; theitdefirof HRM can be said
that human resources and human resource manageneerglated with the people,

and where human resource is just people and huesource management is the

“Marchington, et all (2002)

" Truss C (2001) Complexities and Controversies iitkihg HRM with Organisational Outcomes,
Journal of Management Studies 38(8): 1121-1149

12 Gilley, J., Eggland, S., & Gilley, A. (2002). Pciples of Human Resource Development. New
York: Basic Books.



activity of managing people and the business of dtganization together in the
balance in order to match their effectiveness wtaleducting this study.

1.2. SCOPE OF HRM

As HRM has tools of a system which attracts, dgyl motivates, and
retains the effective functioning related with gfeople managing, the scope of HRM
is very wide. Researches in behavioral sciencew shat new trends in managing
workers and advances in the field of training haxpanded the scope of HR
function in recent years. The Indian Institute ef$dnnel Management has specified
the scope of HRM thu§!

I Personnel aspect: This is concerned with manpowsemmg, recruitment,
selection, placement, transfer, promotion, trainamgl development, lay off and

retrenchment, remuneration, incentives, produgtiatc.

. Welfare aspect: It deals with working conditionsd aamenities such as
canteens, creches, rest and lunch rooms, housiagsport, medical assistance,

education, health and safety, recreation facilitts.

ii. Industrial relations aspect: This covers union-ngan@ent relations, joint
consultation, collective bargaining, grievance digtiplinary procedures, settlement
of disputes, etc.

Human Resource Management (HRM) involves the dgveént of a perfect
blend between traditional administrative functioasd the well-being of all
employees within an organization. Employee retentatio is directly proportionate
to the manner in which the employees are treatedgturn for their imparted skills

and experience.

As the definition of HRM relatively depend on thmividualistic terms on
people and their needs, it can be said that threréheee main items under the scope

of HRM which plays a role for HRM functions for thext sections in the study.

“ Truss C (2001) 38(8): 1121-1149



1.3. OBJECTIVES OF HRM
The principal objectives of HRM may be listed thus

I To help the organization reach its goal$iR department, like other
departments in an organization, exists to achibeegbals of the organization first
and if it does not meet this purpose, HR departr{earfor that matter any other unit)
will wither and die.

ii. To employ the skills and abilities of the workfoeféciently: The primary
purpose of HRM is to make people’s strengths prode@nd to benefit customers,

stockholders and employees.

ii. To provide the organization with well-trained anéllamotivated employees:
HRM requires that employees be motivated to exeit iaximum efforts, that their
performance be evaluated properly for results dad they be remunerated on the

basis of their contributions to the organization.

V. To increase to the fullest the employee’s job fation and self-
actualization:lt tries to prompt and stimulate every employeeetize his potential.
To this end suitable programs have to be desigmeddaat improving the quality of
work life (QWL).

V. To develop and maintain a quality of work litexmakes employment in the
organization a desirable, personal and socialatan. Without improvement in the

quality of work life, it is difficult to improve aganizational performance.

Vi. To communicate HR policies to all employdess the responsibility of HRM
to communicate in the fullest possible sense; tappieas, opinions and feelings of
customers, non-customers, regulators and otherrmattepublic as well as

understanding the views of internal human resources

vii.  To be ethically and socially responsive to the seefdsocietyHRM must
ensure that organizations manage human resourcanirethical and socially

responsible manner through ensuring compliance gl and ethical standards.

10



There are three main items under scope of HRM sgchersonnel aspects
welfare aspect and industrial relations aspecthirBeon these aspects objectives of
HRM is detailed above. The main objective of HRMtasprovide organizational
workforce need efficiently and sub objectives beeamnder the basic objective of
HRM.

HRM is the total policies related with the humarorder to make workforce
and procedures efficient to enhance organizatigoals and objectives where scope
of HRM and objectives of HRM have met togethersFihree items are directly
takes under the definition of HRM taken in the s#sh whereas following four of
them are related with the efficiency for its goals.

1.4. AFFECTING FACTORS ON HRM

Traditionally, the personnel function centered aamtrol and direction of
employees for achievement of predetermined goalse Human Resources
Approach, in direct contrast to this, recognizes Worth of human being in the
realization of corporate goals. It takes a supper@and developmental route to
achieve results through the cooperative effortsroployees. When opportunities for
growth and enhancement of skills are available pjeewill be stimulated to give
their best, leading to greater job satisfaction anganizational effectiveness. The
manager’s role, too, has undergone a dramatic ehangr the years. From control
and direction of employees, he is expected to moweard clarifying goals and paths
and creating a supportive and growth oriented enwirent, where people are willing

to take up assigned roles willingly and enthustadity.

The effective use of people is the most criticattér in the successful
accomplishment of corporate goals. To be effectiherefore, Human Resource
managers need to understand the needs, aspiratindsconcerns of employees
proactively, face the challenges head-on and resasues amicably. They are
expected to successfully evolve an appropriate aratp culture, take a strategic
approach to the acquisition, motivation and dewalept of human resources and

introduce programs that reflect and support the gatues of the organization and its

11



people. This is easier said than done in view ofstant changes in environment
characterized by the following things:

Size Of Workforce: Corporate have grown in size considerably in regears, thanks
to global competition in almost all fields. Theesiaf the work force, consequently, has
increased, throwing up additional challenges befdRe managers in the form of
additional demands for better pay, benefits andkingr conditions from various

sections of the workforce constantly.

Composition Of Workforce: The workforce composition is also changing over th
years. The rising percentage of women and minsrihethe work force is going to
alter workplace equations dramatically. Demand®épral pay for equal work, putting
an end to gender inequality and bias in certaimpations, the breaking down of grass

ceiling have already been met.

Constitutional protection ensured to minorities lzdso been met to a large
extent by HR managers in public sector units. Te& requations may compel HR
managers to pay more attention to protecting thletsiof the other sex and ensure
statutory protection and concessions to minoriaesl disadvantaged sections of

society.

The shifting character of workforce in terms oéagex, religion, region, caste
etc. is going to put pressures on HR managersgttginntegrate the efforts of people
from various places. Managing heterogeneous andrally diverse groups is going to

stretch the talents of HR managers fully.

Employee Expectations:“Instead of attempting to force employees to confdo
‘corporate mould’ future managers may well haventake more allowances for
individual differences in peoplé®. Nowadays workers are better educated, more
demanding and are ready to voice strong, violemwt j@mt protests in case their

expectations are not met. The list of financial awh- financial demands is ever-

4 Mathis R., and Jackson, J., 2002. Human Resoumealyement: Essential Perspectives, South-
Western / Thomson Learning, Canada

!> Hendry et all (1990). 616.
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growing and expanding. In fast-changing industreeeh as software, telecom,
entertainment and pharmaceuticals the turnoveosratire rising fast and if HR
managers do not respond positively to employee aapens, the acquisition and
development costs of recruits is going to mounsigadily. An efficient organization
is, therefore required to anticipate and manageotar through human resource
planning, training schemes followed by appropréatmpensation packages.

Changes In Technology:Increased automation, modernization and compatesiz

have changed the way the traditional jobs are leandh such a scenario unless
employees update their knowledge and skills cotigtahey cannot survive and grow.
This will necessitate training, retraining and roa@eer training of operatives and
executives at various levels. Where such initigtiage missing, it becomes very
difficult for employees to face the forces of tecluyy with confidence and get ahead

in their careers steadily.

Life-style Changes: The life-style patterns of employees have undexganrapid
change in recent times. Unlike their predecessenplp are now ready to change jobs,
shift to new locations, take up jobs in start-upnpanies instead of manufacturing

units and even experiment with untested ideas.

1.5. THEORITICAL PERSPECTIVES RELEVANT TO UNDERSTAN D
HRM IN CONTEXT

The main goal of this paper is to determine rdleexplicit and implicit
knowledge predicting the selection functions of HRMctices. In order to identify
this object, at first HRM has to be understandeepmlas the result in this section with
theories behind HRM and its linkage will try to iohef.

In this part theoretical perspective based in dogly, economics,
management, and psychology focus on different aspefcthe domain of HRM in
context is given for better of understanding HRMcsi born of its origin to until

now.
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1.5.1. General Systems Theory

In general systems theory, the unit of analysisnderstood as a complex of
interdependent parts as Von Bertalanffy stated.rd’he an open system which
depends on the environment for inputs, which amesfiormed during through the
process that is put to produce outputs that arbamged in the environment. Open
systems models address organizations an exceptiothat treats HRM as a
subsystem embedded in a largeganizational system. The open systems view of
HRM has been developefirther by Wright & Snell (1991)* who used it to

describe a competenoganagement model of organizations.

In this model linkage between HRM, skills and giei$ are treated as inputs
from the environment; employee behaviors are tceas through to put; and

employee satisfaction and performance are treaediguts.

To sum up, in this model, tHdRM subsystem functions to acquire, utilize,
retain, and displace competencies presented a leweltiorganizational systems
approach for understanding training implementatiod transfer where organization

functions are like open systems to produce someflefor the organization.
1.5.2. Role Behavior Perspective

Katz & Kahn (1978) focused on roles as the intpetelent components
which is the elements that make up an organizasigsten’ Instead of using
specific behaviors and job performances as the domeshtal components, this
perspective shifts the focus from individuals taciab systems characterized by
multiple roles, multiple role senders, and multiptde evaluators. Katz & Kahn
defined role behaviors aghé recurring actions of an individual, appropriate

16 Susan E. Jackson and Randall Schuler (1995) 4&23% annual Reviews Understanding HRM
and Environments

" Dreher, G., & Dougherty, T. (2002), Human resoustategy: A behavioral perspective for the
general manager.
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interrelated with the repetitive activities of otheso as to yield a predictable

outcome.'*®

Role theory recognizes that the behavioral expiecis of all role partners

can influence the behavior of organizational memmber

As one of HRM objective mentioned before i$o“increase to the fullest the
employee’s job satisfaction and self-actualizatieviiich stimulates every employee
to realize his potential by sending role informatithrough the organization,
supporting desired behaviors, and evaluating reldopmances it can be said that
there is a linkage between role behavior and HRbtaBise one of the objectives of
HRM is to make satisfaction top regarding the rohed used in the organization so it

can be said that there is a relationship betweesethwo practices.
1.5.3. Institutional Theory

A role theory perspective assumes individualsardgo normative pressures
as they seek approval for their performance inalycidefined roles. Similarly,
institutional theory views organizations as soeiafities that seek approval for their

performances in socially constructed environments.

Institutional theory focuses on the deeper andemesilient aspects of social
structure. It considers the processes by whiclcttres, including schemas, rules,
norms, and routines, become established as auttngit guidelines for social
behavior. Different components of institutional adhe explain how these elements
are created, diffused, adopted, and adapted oweeesgnd time; and how they fall

into decline and disusg.

8 Jackson SE, Schuler RS. 1992. HRM practices iniceebased organizations: a role theory
perspectiveAdv. Serv. Mark. Managé.123-57

¥ Dreher et all. P. 27

% Scott, W. Richard 2004. “Institutional theory” 404 in Encyclopedia of Social Theory, George
Ritzer, ed. Thousand Oaks, CA: Sage.
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Research on institutionalization focuses on pressemanating from the
internal and external environments. Internally,titnfonalization arises out of
formalized structures and processes, as well agnial or emergent group and
organization processes. Forces in the externar@mwient include those related to
the state laws and regulations, the professions asidicensure and certification, and
other organizations especially those within the esamdustrial sector. Regardless of
the source of institutional pressures, two cerasalertions of this perspective are (a)
institutionalized activities are resistant to changnd (b) organizations in
institutionalized environments are pressured toobex similar (Meyer & Rowan
1977)% Thus, in this theoretical perspective, contexthis major explanation for

both resistance to change and the adoption of ne ldpproaches.

The first assertion suggests that HRM activitiagendeep historical roots in
the organization, so they cannot be understood ety without analyzing the
organization's past. From the second assertialavis that HRM activities may be
adopted by an organization simply because otheanizgtions have done so. Thus,
"managerial fads and fashions” ebb and flow in pgmtause a few legitimate
organizations become fashion leaders that are tdlithy other organizations that
view imitation as a low-risk way to gain acceptefice

1.5.4. Resource Dependence Theory

Like institutional theory, resource dependenceomhefocuses on the
relationship between an organization and its ctresicies. However, resource
dependence theory emphasizes resource exchanghs asntral feature of these
relationships, rather than concerns about sociaemability and legitimacy
According to this perspective, groups and orgaronatgain power over each other

by controlling valued resources.

2L Susan et all. (1995) p.4

2 Begin JP. 1992. Comparative human resource maregefiiRM): a systems perspective. Int. J.
Hum. Res. Manage. 3:379-408

3 Gerald F. Davis (2009)Resource Dependence Th&ast and Future : Research in the Sociology
of Organizations
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Furthermore, HRM activities and processes are nasduto reflect the
distribution of power within a system. For examplersonnel departments acquire
power over other departments to the extent theyenwdkers dependent upon them
by controlling the flow of human resources into @mugh the organizatioif. Thus
this theoretical perspective is somewhat similahini psychology in that the actor
(an organization or unit) and the environment wiorlconjunction as explanations

for the behavior of the actor.

Institutional theory and resource dependence yhe@re developed in the
context of understanding large public bureaucracsere efficiency may not be

among the most important goals.

In contrast, the theories discussed following &reman capital theory,
transaction costs theory, agency theory, and resehaised theory-were developed in
the context of understanding business enterpriesesyhich issues of efficiency are
presumed to be central of HRM in context.

1.5.5. Human Capital Theory

In the economics literature, human capital referthe productive capabilities
of people. Productive capabilities are skills, exgrece, and knowledge have
economic value to organizations because they enibte be productive and
adaptable; thus, people constitute the organiZatibonman capitdf Like other
assets, human capital has value in the market pladgeunlike other assets, the
potential value of human capital can be fully readi only with the cooperation of

the persorf®

Human capital theory emphasizes how educatioreasas the productivity

and efficiency of workers by increasing the levietognitive stock of economically

4 Susan E. et all (1995)

% Olaniyan. D.A , Okemakinde. T Human Capital Thednyplications for Educational Development
(2008) European Journal of Scientific Research 24ol.No.2 (2008), pp.157-162 from
www.eurojournals.com/ejsr.htm (09.02.2010)

% Susan E. et all (1995)
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productive human capability which is a productrofate abilities and investment in
human beings. The provision of formal educatiosgen as a productive investment
in human capital, which the proponents of the thd@ve considered as equally or
even more equally worthwhile than that of physizpital?’

To sum up, in human capital theory, contextualtdieec such as market
conditions, unions, business strategies, and téohypare important because they
can affect the costs associated with alternatiygagehes to using HRM to increase
the value of the organization's human capital &edvalue of the anticipated returns,
such as productivity gains. As HR is just peopleerghHRM is managing people
with efficiency here human capital can be assehdeof HRM and in this study
human capital theory taken as another variable mimdellectual capital terms of

knowledge management for the next chapter.
1.5.6. Transaction Cost Theory

Transaction cost economics assumes that businespeses choose
governance structures that economize transactists @ssociated with establishing,
monitoring, evaluating, and enforcing agreed upgohange® as first stated by
Williamson in 1979.

In economics and related disciplines, a transaatimst is a cost incurred in

making an economic exchange.

The transaction cost theory has direct implicaidor understanding how
HRM practices are used to achieve efficiency betwamployers and employees. It
contains HRM prediction and forecast regarding jdieprofiles in order to full fit
the organizational needs as well.

Contextual factors, in turn, partly determine wiegtthe types and amounts of

skills and knowledge a firm needs are likely to awailable in the external labor

2" Odekunle, S.0. (2001) Training and Skill Developtnas Determinant of Workers’ Productivity in
the Oyo State Public Service. Unpublished Ph.D iBhé&miversity of Ibadan.

8 Williamson, Oliver E. (2001). The Economics of @nigation: The Transaction Cost Approach.
The American Journal of Sociology,
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market, the costs of acquiring them from the exkemarket, the organization's
capability for developing them internally, and tteests of doing so.

1.5.7. Agency Theory

Agency theory focuses attention on the contraetsvéen a party (i.e. the
principal) who delegates work to another (i.e. digent) is mentioned by Jensen &
Meckling in 1976%° Agency relations are problematic to the degreé¢ (aj the
principal and agent have conflicting goals andii(l§ difficult or expensive for the

principal to monitor the agent's performance.

Agency theory has been used to understand sihgain which an individual
delegates responsibility for a task to other pess@fama, 1980 The person
delegating the work is called the principal, and thdividual to whom tasks are
assigned is referred to as the agent. Agency thisonged to explicate alternative
ways of controlling behavior in order to reduce ftiots of interest that inevitably

arise when principals delegate responsibility terdas.

HRM literature is focusing on implications of tkeonomic perspective for
HRM utility estimates. Their discussion suggestsous reasons for predicting that
the utility of HRM activities will vary with condibns in both the internal and
external environments of organizations. Such camult include the other human
resource practices that are used by the organizaavernment regulations and their
enforcement, technologies, union activities, anblotamarket conditions. These
contextual factors can affect both the costs angnp@l gains associated with a
particular human resource practice (e.g. a recentrprogram, a selection test, or a
training program) as the result very integratedhwlie HRM in context.

29 Susan E. et all (1995)

% Theresa M. Welbourne , Linda A. Cyr : 11-1-1996eAgy Theory Implications for Strategic
Human Resource Management: Effects of CEO Ownersghiiministrative HRM, and Incentive
Alignment on Firm Performance
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1.5.8. Resource Based Theory

“The resource-based theory of the firm blends cdsdepm organizational
economics and strategic managem&htA fundamental assumption of this view is

that organizations can be successful if they gathraaintain competitive advantage.

According to Barney (1991) competitive advantage gained by
implementing a value-creating strategy that conbmeti cannot easily copy and

sustain and for which there are no ready subssiftte

For competitive advantage to be gained, two cantitare needed: First, the
resources available to competing firms must beabéei among competitors, and
second, these resources must be immobile (i.eeamily obtained§® Three types of
resources associated with organizations are (apigdly (plant; technology and
equipment; geographic location), (b) human (empsyexperience and knowledge),
and (c) organizational (structure; systems for pilag, monitoring, and controlling
activities; social relations within the organizatiand between the organization and
external constituencies). HRM greatly influences @iganization's human and

organizational resources and so can be used tacgaipetitive advantage.

HRM can be used to gain competitive advantage tlamaneans of doing so,
firm must first possess people with different amdidr skills and knowledge than its
competitors or it must possess HR practices bywineof technologies can substitute
for human resources, whereas in others the hunemeeilt is fundamental to the

business?

%1 Susan E. et all (1995)
%2 Rahim K. Jassim; Competitive Advantage ThroughBh®loyees

% Adina Dabu; Working Paper 82, Strategic Human Resgs Management:Between the Resource-
Based View of the Firm and an Entrepreneurship Apph , University of lllinois, Urbana
Champaign, Institute of Labor and Industrial Relas.

% Shad S. Morris, Scott A. Snell Patrick M. Wrighprking Paper 05 — 16, A Resource-Based View
of International Human Resources: Toward a Framkewbintegrative and Creative Capabilities
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To illustrate, contrast labor-intensive and knalge-intensive industries. The
latter context may be more conducive to the uséHBM as a means to gain

competitive advantage.

These are the theoretical perspectives which deerto understand human
resource management context. In addition, marifie@fnternal and external factors
are likely to be related, control for all possibteerdependencies; similarly, the

contextual factors as they are independent frometla@proach simply.
1.6. HUMAN RESOURCE MANAGEMENT FUNCTIONS

An organization is driven by human capital and doelity and effectiveness
of the organization is determined by the qualityra people that are employed. The
resources of the organization such as money mhsriamachine are collected and
coordinated through people. As the result, withoedple organization cannot exist.
Success for most organizations depends on findiagetnployees with the skills to
successfully perform the tasks required to atthecndompany’s strategic goals. Here
is the subject that leads to be used HRM as aegiastand point of a firms that

sustains a competitive advantage.

As the HRM has a basic role to create a competidgivantage of a firm,
there are several functions of HRM which, are comraoall organizations.

As HRM has a variety of definitions but there engral agreement that it has
a closer fit with business strategy. In all theateb about the meaning, significance
and practice of HRM, nothing seems more certain the link between HRM and
HRM functions

Robinson (1997) defined HRM role is the provismiassistance in HRM
issues to line employees, or those directly invdlire producing the organization’s
goods and services. Acquiring people’s serviceseldping their skills, motivating
them to high levels of performance, and ensurimgy tbontinuing maintenance and
commitment to the organization are essential toeaghy organizational goals. The

authors proposed an HRM specific approach as dorgsisf four functions- staffing,
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training and development, motivation, and mainteednAs HRM is an activator to
manage people through the organization needs laptialy employee satisfaction, in

this study Robinson definition is not considered.

In addition, Bratton and Gold (2003) define HRMtlas strategic approach to
managing employment relations which emphasizes {tleaktraging people’s
capabilities is critical to achieving sustainablempetitive advantage. This is
achieved through a distinctive set of integrategleyment policies, programs and
practices. The authors presented HRM functions lasnpg, recruitment and
selection, appraisal and performance managemenwyarde management,
development, employee relations, health and safetyd union-management
relations®® As HRM is one of strategic management type, itnmaly contains
planning-organizing-controlling terms in strategianagement issues as Bratton and
Gold mentioned. But in this study, the aspect ismanaging employment relations
which emphasizes that leveraging people’s capmsliis critical to achieving
sustainable competitive advantage terms of HRIVheo bpinion has not considered

in the study.

Moreover, to Alan Price (2004) HRM aims at reangtcapable, flexible and
committed people, managing and rewarding theirgoerdnce and developing key
competencied’ In this study, HRM has various definition with i@rs aspects
regarding its functions by developing HR staff sole various area Price definition

is narrow here so it has not considered.

Torrington (2005) identified the role of the huntasource functions with the
key objectives. These four objectives are the aostane of all HR activities. These
include Staffing, Performance, Change-managemedt Aaministration. Staffing

objective focuses on finding the appropriate pobhoman resources needed to

% Robinson D. (1997)"HR information systems: stand deliver” Institute for Employment Studies,
Report 335, IES, Brighton

% Bratton John and Gold Jeffrey (2003) Human ResoiManagement: Theory and Practice third
edition London: Palgrave Macmillan

37 Alan Price: Human Resource Management in a Busi@esitext, second edition 2004
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ensure full and timely supply of work force. It thtore involves designing
organizational structures, identifying working cdmhs for different groups of
employees followed by recruiting, selecting andedeping the personnel required to
fill the roles®® However Torrington definition of staffing full &t this study,
administration function of HRM has not taken acddien classifying the functions.
Administration is one of the key elements in HRM am&hile HRM covers

administration as its vocabulary meaning of HRM-agement term.

However for the purpose of this study, literatarethe HRM concept will be
based on consists of the activities, policies, arakctices involved in obtaining,
developing, utilizing, evaluating, maintaining, aredaining the appropriate number
and skill mix of employees to accomplish the orgation’s objectives. The goal of
HRM is to maximize employee’s contributions in arde achieve optimal
productivity and effectiveness. That is the reasaty opinions of Dessler et al.,is
taken in this study.

According to Dessler and his friends, functionHi®M include assisting the
organization in attracting the quality and quantifycandidates required with respect
to the organization’s strategy and operational goataffing needs, and desired
culture. Helping to maintain performance standaea&l increase productivity
through orientation, training, development, jobigeseffective communication, and
performance appraisal. Helping to create a climatewhich employees are
encouraged to develop and utilize their skillshte tullest. Helping to establish and
maintain cordial working relationship with emplogeeHelping to create and
maintain safe and healthy work environment. Devalept of programs to meet
economic, psychological, and social needs of thepleyees. Helping the
organization to retain productive employees anduemg that the organization
complies with provincial/territorial and federaina affecting the work place such as

human rights, employment equity, occupational lheaftd safety’

% Torrington D., Hall L., and Taylor S. (2005) HumResource Management sixth edition.London:
Pearson Education Limited

% Dessler Gary, Cole Nina D., and Sutherland Vimgihi (1999) Human Resources Management In
Canada seventh edition. Prentice-Hall Canada lcari®rough, Ontario
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This sub section illustrates HRM functions: plargirecruitment, selection,
orientation and training, performance appraisal gdes through as HRM function.

1.6.1. Planning

It is a pre-determined course of action. Humaouwese planning takes place
within the context of the organization. The extémtwhich it is used, and the
approach adopted, will be contingent on the exienthich management recognizes
that success depends on forecasting future peepl@rements and implementing
plans to satisfy those requiremefftsAs Dessler agree with this idea and he states
that planning is determination of changes in adeatimat will contribute to the

organizational goal$?

It can said that HRM planning function is a forgtr@g and research terms of
needed human action in the future such as preditgibor, wages and whole kinds
of activities related with human resources. In ptwerds, it involves planning of
human resources requirement, recruitment, selectraming etc. It also involves
forecasting of personnel needs, changing valudésigdtand behavior of employees

and their impact on organization.

Human resource planning, in the broader meanintpeferm, is one of the
fundamental strategic roles of the HR functféiR can make a major contribution
to developing the resource capability of the fimad @herefore its strategic capability
by systematically reviewing the firm’s strategigexdiives and by ensuring that plans

are made that will ensure that the human resoaneeavailable.

Human Resource Planning (HRP) process includecéstang demand for
labor considering organizational strategic andi¢attplans, economic conditions,
market and competitive trends, social concerns, odeaphic trends, and

technological changes. These includes businessegitaplans which is about

9 Micheal Armstrong (2006) A Handbook of Human ReseuManagement Practice London and
Philadelphia

“Dessler et all. (1999) p. 446

“2Kearns, P (2005b) Human Capital Management, RemsihBss Information, Sutton, Surrey
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defining future activity levels and initiatives danding new skills, resourcing
strategy whereas ensuring that they develop orgaaiz specific knowledge and

skills and estimating the future demand for people.
1.6.2. Recruitment

“Recruitment is the process of searching for reqdirpersonnel and

143

stimulating them to apply for job in the organipati”™ A proper balance should be

maintained between internal and external sourcesooflitment.

Recruitment function of HRM contains process @rsking for and attracting
an adequate number of qualified job candidate, fremom the organization may
select the most appropriate to field its staff rsedthe process begins when the need
to fill a position is identified and it ends withd receipt of resumes and completed
application forms. The result is a pool of qualifiob seekers from which the

individual best matching the job requirements carsdlected.

The steps in recruitment process include idemtifocn of job openings,
determination of job requirements, choosing appab@rrecruiting sources and

methods, and finally, generating a pool of quatifiecruits**

Job openings are identified through human resoptaaning or manager
request. Next is to determine the job requiremeniss involves reviewing the job
description and the job specification and updatimgm, if necessary. Appropriate
recruiting sources and methods are chosen bec&gse ts no best recruiting
technique. Consequently, the most appropriate figr given position depend on a
number of factors, which include organizational iges and plans, and job

requirements.

“Dessler et all

4 Micheal et. all p. 371
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1.6.3. Selection

Selection refers to employers judging the suitgbof different candidates
for job in the organization and choosing the mogprapriate persons where
placement means assigning suitable jobs to selecdedidates so as to match

employees’ qualification with job requirement.

It is the process of choosing individuals with te&evant qualifications to fill
existing or projected openings. Data and infornmatadout applicants regarding
current employees, whether for a transfer or prammoor outside candidates for the
first time position with the firm are collected amyaluated. The steps in the
selection process, in ascending order include mneéiry reception of applicants,
initial applicant screening (pre interview screg)jnselection testing, selection

interview, and reference checking and evaluatiegsiection process.

However, each step in the selection process, fppaliminary applicant
reception and initial screening to the hiring dexis is performed under legal,
organizational, and environmental constraints tpaitect the interests of both

applicant and organization.
1.6.4. Orientation and training

This function is related with after the job offeompleted. It starts with
orientation which involves familiarizing the new ployees with company. The
work environment and existing employees so thatnéae people feel at home and
can start work confidently. It is the total proceslof providing new employees with

basic background information about the firm andjtie

Training is the process by which employees leanowkedge skills and
attitudes to further organizational and personalgoFor this function of HRM,
orientation is the beginning process of the actiad continues with the training. It
focuses on skills and competencies needed to permployees’ current jobs,
employee and management development is the trainindgong-term nature.

Development process is the last sub item undemRis1 function includes with the
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job, and contains job analysis, career planning dewklopment and evaluation and
follow-up.

1.6.5. Career planning and Development

It is the deliberate process through which perdmtwome aware of personal
career related attributes and the lifelong serfeactivities that contribute to their
career fulfillment. Individuals, managers, and trganization have role to play in
career development. Individuals accept responsilofi own career, assess interests,
skills, and values, seek out career information eegburces, establish goals and
career plans, and utilize development opportuniflé®e career stage identification
entails career cycle (the stages through whichrsopés career evolves).

Job analysis is the process of studying in dethg operation and
responsibilities involved in a job so as to idgntthe nature and level of HR
required. Job description is prepared with the leglnformation provided by this
stage. HR development function is a process ofawvipg knowledge skills aptitudes
and values of employees so that they can perfoarptesent and future jobs more
effectively and for the career development, meat fianning and implementing
career plans so as to fulfill the career aspiratiohpeople. It involves mobility of
personal of personnel through promotion and trassfe

1.6.6. Performance appraisal

Performance appraisal may be defined as any proeedat involves setting
work standards, assessing employee’s actual pesforenrelative to these standards,
and providing feedback to the employee with the ainmotivating the worker to
eliminate performance deficiencies. Performancerapal is the practice of
assessing employee job performance and providiegbfeck to those employees

about both positive and negative aspects of theflopmance.

Providing feedback is the key element used ingoerédnce appraisal leads
reward systems which mechanism by which organimatprovide their workers with

rewards for past achievements and incentives fgr performance in the future. It is
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also the mechanism by which organizations addresblgms within their work
force, through institution of disciplinary measures

1.6.7. Employee Compensation and Benefits

Employee compensation involves all forms of payrewards accrued to
employees and arising from their employment. Tlowéver consists of two main
components: direct financial payments, and indipagtments. While direct financial
payments are in the form of wages, salaries, imvestcommissions, and bonuses,
indirect payments are in the form of financial bigedike employer-paid insurance

and vacations.

The processes in establishing pay rates involeddhowing five steps: First,
conducting wages/salary survey to determine thevailieg wage rates for
comparable jobs, which is central in job pricinggc8nd, determine the relative
worth of each job (job evaluation) by comparing jble content in relation to one
another in terms of their efforts, responsibiliyd skills. This eventually results in

wage or salary hierarchy.

Third, group similar jobs into pay grades, a pagdg comprises of jobs of
approximately equal value or importance as detexthiny job evaluation. Forth,
price each pay grade using wage curves. A wagesasrgraphical description of the
relationship between the value of job and the ayeraage paid for the job.
However, if jobs are not grouped into pay gradedjvidual pay rates have to be

assigned to each job.

Where employee compensation involves all formpayf or rewards accrued
to employees and arising from their employment,knarheduling and job analysis
has to be considered under this function. Orgaiozatmust realize the importance
of scheduling work to motivate employees through @gnrichment, shorter work

weeks, flexi-time work sharing and home work assignts.
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1.6.8. Occupational Health and Safety

It is concerned with promoting physical and mefgalth of employees by
providing various benefits and facilities. Occupatl health and safety process aims
at protecting the health and safety of workers liyinmzing work-related accidents
and illnesses. Laws and legislations to ensurecdisérve general health and safety

rules bound employers.
1.7. ROLE OF HR MANAGER

Human resource management is concerned with thelajgwent of both
individuals and the organization in which they @ter HRM, then, is engaged not
only in securing and developing the talents of vidiial workers, but also in
implementing programs that enhance communicatiahcaoperation between those

individual workers in order to provide organiza@bdevelopment.

There is no clear-cut definition of HRM. Howeveéhe common ground
settled by Dessler et al.,is taken in this stugdydbnnection with the goal of HRM is
stated as to maximize employee’s contributions mdeo to achieve optimal

productivity and effectiveness.

The primary responsibilities associated with humesource management
have a relationship between human resource managedonections stated above.
These are recruiting, selecting, performance apipigi training and orientation,

career development, occupational health and satatycompensation and benefits.

The primary goal of HR manager is to increase ekarts productivity and a
firm’s profitability as investment in HRD improves worker’s skill and enhances
motivation. The other goal of HR manager is to preéwbsolescence at all levels.

In a sense, all managers are HR managers asltlgst avolved in activities
like selecting, training, compensating employedR.rilanagers are staff experts. They
assist line managers in areas like recruiting,celg, training and compensating.
Managing people, in a broader context, is everyagaris business and successful
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organizations generally combine the experiencenef managers with the experience
of HR specialists while utilizing the talents of glimyees to their greatest potential.

HR managers have to win the hearts of employeakingp alongside line
mangers and deliver results in a cost-effective maanHR managers as indicated
earlier are assuming a greater role in top manageph@nning and decision making-a
trend that indicates the growing realization amenrgcutives that HRM can make

significant contributions to the success of an pizztion.

Human Resource Managers, mainly three differepedyof roles, while
meeting the requirement of employees and customeaspely administrative,

operational and stratedft.
1.7.1. Administrative Roles

The administrative roles of human resource managénnclude policy
formulation and implementation, housekeeping, m@somaintenance, welfare

administration, legal compliance etc.

Policy maker:The human resource manger helps management ifortmation of
policies governing talent acquisition and retentisiage and salary administration,
welfare activities, personnel records, working dabads etc. He also helps in

interpreting personnel policies in an appropriasner.

Administrative expertThe administrative role of an HR manager is hgasilented

to processing and record keeping. Maintaining egg®ofiles, and HR- related
databases, processing employee benefit claims,esimgvqueries regarding leave,
transport and medical facilities, submitting reqdirreports to regulatory agencies
are examples of the administrative nature of HR agament. These activities must
be performed efficiently and effectively to meetaohing requirements of

employees, customers and the government.

“ http://www.slideshare.net/dasaritapaswi/hrm-pdf.{@2.2010)
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Advisor: It is said that personnel management is not arseonsibility but a staff
function. The personnel manager performs his fonstiby advising, suggesting,
counseling and helping the line managers in digghgrtheir responsibilities relating
to grievance redressed, conflict resolution, emgdoyselection and training.
Personnel advice includes preparation of repodsnsunication of guidelines for
the interpretation and implementation of policipspviding information regarding

labour laws etc.

HousekeeperThe administrative roles of a personnel managemanaging the show
include recruiting, pre-employment testing, refeeercthecking, employee surveys,
time keeping, wage and salary administration, benahd pension administration,

wellness programs, maintenance of records etc.

Counsellor: The personnel manager discusses various problentiseoémployees
relating to work, career, their supervisors, cdless, health, family, financial,

social, etc. and advises them on minimizing and@maing problems, if any.

Welfare officer:Personnel manager is expected to be the Welfarieedfbf the
company. As a Welfare officer he provides and naamst (on behalf of the company)
canteens, hospitals, creches, educational ingjtutkibs, libraries, conveyance
facilities, co-operative credit societies and cansustores. Under the Factories Act,
Welfare officers are expected to take care of gafetalth and welfare of employees.
The HR managers are often asked to oversee if #wegyis in line with the

company legislation and stipulation.

Legal consultantPersonnel manager plays a role of grievance hapdiettling of

disputes, handling disciplinary cases, doing ctilec bargaining, enabling the
process of joint consultation, interpretation dangplementation of various labour
laws, contacting lawyers regarding court casagsgfisuits in labour courts, industrial

tribunals, civil courts and the like.

In some organizations, the above administrativections are being

outsourced to external providers in recent timat) & view to increasing efficiency
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as also cutting operational costs. Technology.eisd put to good use to automate
many of the administrative tasks.

1.7.2. Operational Roles

These roles are tactical in nature and includerurigg, training and
developing employees; coordinating HR activitieshwthe actions of managers and
supervisors throughout the organization and resglvidifferences between

employees.

Recruiter: “Winning the war for talent” has become an impottgob of HR

managers in recent times in view of the growing petition for people possessing
requisite knowledge, skills and experience. HR rmgarma have to use their
experience to good effect while laying down luaratcareer paths to new recruits

without, increasing the financial burden to the pamy.

Trainer developer, motivatorApart from talent acquisition, talent retentionaiso
important. To this end, HR managers have to findl dieficiencies from time to
time, offer meaningful training opportunities, abdng out the latent potential of

people through intrinsic and extrinsic rewards Whace valued by employees.

Coordinator/linking pin:The HR manager is often deputed to act as a linking
between various divisions/departments of an orgdioa. The whole exercise is
meant to develop rapport with divisional headshgd?R and communication skills

of HR executives to the maximum possible extent.

Mediator: The personnel manager acts as a mediator in cdsetmn between two
employees, groups of employees, superiors and duades and employees and
management with the sole objective of maintainmdpstrial harmony.

Employee championHR managers have traditionally been viewed as ‘@myp

morale officers’ or employee advocates.

Liberalization, privatization and globalizationegsures have changed the
situation dramatically HR professionals have hadnive closer to the hearts of
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employees in their own self interest. To delivesules they are now seriously
preoccupied with:

4 Placing people on the right job.

4 Charting a suitable career path for each employee.

v Rewarding creditable performance.

v Resolving differences between employees and greona®thly.
4 Adopting family-friendly policies.

4 Ensuring fair and equitable treatment to all peopgardless of their

background.

v Striking a happy balance between the employee'sopal/professional as

also the larger organizational needs.

4 Representing workers’ issues, problems and condertise management in
order to deliver effective results HR managers htdreat their employees as
valuable assets. Such an approach helps to erstrélR practices and principles
are in sync with the organization’s overall strgtety forces the organization to
invest in its best employees and ensure that pedoce standards are not

compromised.
1.7.3. Strategic Roles

An organization’s success increasingly dependsherknowledge, skills and
abilities of its employees, particularly as thejphestablish a set of core competencies
(activities that the firm performs especially wahen compared to its competitors and
through which the firm adds value to its goods sexdices over a long period of time,
e.g. ONGC 's oil exploration capabilities and Bedibility to deliver low cost, high-
quality computers at an amazing speed) that digshgan organization from its
competitors. When employees’ talents are valualdeg, difficult to imitate and

organized, a firm can achieve sustained competitix@antage through its people. The
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strategic role of HR management focuses attentionhow to enable ordinary
employees to turn out extraordinary performandentpacare of their ever-changing
expectations. The key areas of attention in thes ar global competition include
effective management of key resources (employesinblogy, work processes),

while delivering cost effective, value- enhanciotusons

To sum up, HR can initiate systematic efforts tdhance skill levels of
employees so that the firm can compete on qudlitgbalization, deregulation and
technological innovations have, in recent timesatd the need for rather, faster and
more competitive organizations. The basic manalgkmeactions comprise planning,
organizing, directing and controlling. The admirasve roles of human resource
management include policy formulation and impleragoh, housekeeping, records

maintenance, welfare administration, legal comgkeaetc.

Operational roles are tactical in nature and mhelwecruiting, training and
developing employees; coordinating HR activitieshvthe actions of managers and

supervisors throughout the organization and resgldifferences between employees.

1.8. HUMAN RESOURCE FUNCTION OF RECRUITMENT AND
SELECTION

In this study, it tries to identify impacts of dxj and tacit knowledge types
during selection process in the participant orgation. In order to achieve this object,

at first HRM in context is given with its definitis and functions.

In this section selection and recruitment functiai HRM is identified for
understanding the process on the measure andftbeedce between them is given in
order to prevent confuse them each other. Foralienfing, challenges and constraints
are explained in general as HRM functioning whildo a&an be taken as limitation of

the research.

Recruitment and selection are the process of lagatnd encouraging potential
applicants to apply for existing or anticipated gienings. Certain influences restrain
(the freedom of) managers while choosing a reagiiource such as: image of the

company, attractiveness of the job, internal peticibudgeting support, government
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policies etc. Companies generally rely on time dagiata, yield ratios, surveys etc., to

evaluate the sources of recruiting carefully.

“Recruitment is the process of locating and encadagagotential applicants to
apply for existing or anticipated job openind®”It is actually a linking function,
joining together those with jobs to fill and thaseeking jobs. Recruitment, logically,
aims at (i) attracting a large number of qualifsggplicants who are ready to take up
the job if it's offered and (ii) offering enoughfanmation for unqualified persons to
self-select themselves out (for example, the reoent ad of a foreign bank may
invite applications from chartered accountants \Wwhwee cleared the CA examination
in the first attempt only).

While the recruitment and selection process arg xadated with each other
they are all different from each other, also raament contains selection. Recruitment
enables the sources of individual and stimulatibrthem who apply for the job.

Selection is a process to try to select best ituibf the organization.

Also there lots of differences between selectiod aecruitment as Prasad
mentioned such as the different aims, processnigabs and outcomes differ in two
types.*’As giving an example; recruitment tries to affeeximum candidates for the
job whereas selection is just only care aboutrtd fight people to the right job. On the
other hand, for the recruitment source pool is &idhan the selection source the result

of the outcome that could be the right candidate.

Third item is that selection techniques are mpexglized with the skills than
recruitment process. Outcome of recruitment proaeetsas a source for selection but

selection process it the final step of offering. job

While they are all the process functions of HRMhe organizations in order
to create a competitive advantage, this makes thigrortant to be cared on. The terms

are sensitive for their results however perfedingl could be impossible. The

“8 http://business.tafe.vu.edu.au/dsweb/Get/Docurh@n82/6.1%2BRecruitment.ppt (01.12.2010)

“ http://business.tafe.vu.edu.au/dsweb/Get/Docurh@n82/6.1%2BRecruitment.ppt
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followings are the summary of the challenges anticains recruitment and selection
function in HRM.

1.8.1. Constraints and Challenges of Recruitment

In actual practice, it is always not easy to famtl select a suitable candidate
for a job opening® The recruiter's choice of a communication mediueng(
advertising in a trade journal read by the prospectandidate) may not be
appropriate. Some of the bright candidates mayrbegview the vacancy as not in
line with their current expectations (e.g. challieggwork, excellent rewards,
flexible schedules and so on). The most suitabés onay not have been motivated to
apply due to several other constraints.

0 Poor image: If the image of a firm is perceived to be low (dadactors such

as operating in a declining industry, earning a bache because of environmental
pollution, poor quality products, nepotism, insideading allegations against
promoters etc.), the likelihood of attracting agmmnumber of qualified applicants is

reduced.

0 Unattractive job: If the job to be filled is not very attractive, sto
prospective candidates may turn indifferent and may even apply. This is
especially true in case of jobs that are dull, fgprianxiety producing, devoid of
career growth opportunities and generally do netard performance in a proper
way. (e.g., jobs in departmental undertakings sagcRailways, Post and Telegraphs,
public sector banks and Insurance companies faibngttract talent from premier

management institutes.)

o] Conservative internal policies:A policy of filling vacancies through internal
promotions based on seniority, experience, job kedge etc. may often come in the
way of searching for qualified hands in the brogdermarket in an unbiased way.
Likewise, in firms where powerful unions exist, ragers may be compelled to pick
up candidates with questionable merit, based aresssuch as caste, race, religion,

region, nepotism, friendship etc.

“8 http://www.scribd.com/doc/249671/Human-Resourcadtgement (01.12.2010)
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o] Limited budgetary support : Recruiting efforts require money. Sometimes
because of limited resources, organizations mayliketto carry on the recruiting
efforts for long periods of time. This can, ultiret constrain a recruiter’s efforts to

attract the best person for the job.

o] Restrictive policies of government:Governmental policies often come in
the way of recruiting people as per the rules fompany or on the basis of
merit/seniority, etc. For example, reservationsdpecial groups (such as scheduled
castes, scheduled tribes, backward classes, pHyskwandicapped and disabled
persons, ex-servicemen, etc.) have to be observgzbraConstitutional provisions
while filling up vacancies in government corporasp departmental undertakings,

local bodies, quasi-government organizations, etc
1.8.2. Aim of Recruitment Function

Recruitment is the process of attracting inteagst applications for a vacant
position in Council's organizational structure. Siprocess involves identifying the
requirements to perform the duties of a positiod advertising the position in a
manner to attract suitable applicants where thectieh function is the process of
choosing the best person for the vacant positidns process includes the short
listing of applicants for interview, developing atiens for the interview,
interviewing of applicants and selecting who shdwtdoffered the position based on
merit. Appointment covers the administrative preessto place and start the

successful applicant.

The purpose of these functions is to attract, ctedend appoint the most
suitably experienced and qualified applicant basednerit. The Merit of a person

eligible for appointment to a position is to beatatined according t&*
4 the nature of the duties of the position; and

v the abilities, qualifications, experience and staddof work performance of
those persons relevant to those duties.

“9 Geelong Netball Club http://www.netball.asn.auloaps/res/4109_73578.pdf (04.12.2010)
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The aim of the HRM Function is keeping the recnaiht process design as
simple as possible. The HR Recruiters should nafetoabout this main goal during
the design phase of the recruitment process deweop The recruitment process is
simple on the high level, but it contains a lot ioferaction among different
participants in the recruitment process. The HRMd&on, the line manager and
candidates need to receive and share a lot ofmEton and their interaction is
usually the main issue during the recruitment psecelhe main steps of the

recruitment process are:

1. Job Design

2. Opening Job Position

3. Collecting Job Resumes

4, Preselection of Job Resumes
5. Job Interviews

6. Job Offer

The first three steps are inside of recruitmerdcpss and the others are
related with the selection process. In many cagesi¢sign opening job position and
collecting job resumes are the sub process of f@byais. Because job analysis is a
formal and detailed examination of jobs. It is ateynatic investigation of the tasks,
duties and responsibilities necessary to do a foltask is an identifiable work
activity carried out for a specific purpose, foragxle, typing a letter. A duty is a
larger work segment consisting of several tasksdwhare related by some sequence
of events) that are performed by an individual, ésample, pick up, sort out and
deliver incoming mail. Job responsibilities areigalions to perform certain tasks
and duties. It is related with job design and alsojob position, because in order to
complete job analysis it has to whole coverd skiikt the position hold and also the

individual to full fit.

The job design is the most important part of gewitment process. The job
design is a phase about design of the job profitk aclear agreement between the
line manager and the HRM Function. The Job Dessgabout the agreement about
the profile of the ideal job candidate and the agrent about the skills and
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competencies, which are essential. The informagathered can be used during
other steps of the recruitment process to spegal iThe Opening of the Job Position
is generally the job of the HR Recruiter. Skilleddaexperienced HR Recruiter
should decide about the right mix of the recruitmenurces to find the best
candidates for the job position. This is anothey &ep in the recruitment process.
These are the sub steps under job analyzing pro¢essruitment function. Here the
position of the job is clearly identified with thequirements needed within the
essential criteria overall the job by evaluatingnmemt and future duties of the

position.

Than advertising sub process has to be done indicecruitment function in

HRM behind on the job specifications written aftére job analyzing. Job
specification summarizes the human characteristiesded for satisfactory job
completion. It tries to describe the key qualificas someone needs to perform the
job successfully. It spells out the important atites of a person in terms of
education, experience, skills, knowledge and asli(SKAS) to perform a particular
job. The job specification is a logical outgrowthabjob description. For each job
description, it is desirable to have a job speatfan. This helps the organization to
determine what kinds of persons are needed touplspecific jobs.

As the internet growth by the hiring landscapegebkers register their resume
on the website and they are informed of vacanai@y organization that match their
qualifications through e-mail. Automated staffingftarare would seem to provide a
much-needed technological edge for human resouafessionals in the high-tech
age. It allows employers to create a reusable pbalpplicants from resumes they
receive. Resumes received by employers may beettrehic formats—through e-
mails, Internet applications or diskettes — or apgr that must be optically scanned
and converted into computer files. The softwareg@ams typically rank the resumes
on the basis of how well each applicant matchesthployer’s criteria. Kariyer.net,
yenibiris.com, secretcv.com are the web sites daggrthe employment seekers

looking for a job in Turkey.
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1.8.3. Steps in Selection Process

The Main Objective of a selection procedure isd&iermine whether an
applicant meets the qualification for a specifib,jand then to choose the applicant
who is most likely to perform well in that job. Tleatire process of selection begins
with an initial screening interview and concludeshvwa final employment decision.
When a selection policy is formulated, organizatiorequirement like technical and
professional dimensions are kept in mind. The sgcoé a sales organization largely
depends on its staff. Selection of right candidbtelds the foundation of any

organization's success and helps in reducing tensov

As the selection process is important for the dirm order to create an
advantage, its shape will be change due to org@mzah structure and its policies that
should be used. The basic logic behind on the gdiwoeeare same whereas the
numbers of steps following by the terms could &=idint. In some organizations job
offer which is the outcome of this process willdyeided into two parts as conditional

job offer and permanent job offer regarding thetpmsfor job seekers.

As from HRM literature classification selectioropess includes;Establishing
Selection Process, Identifying & choosing selectateria, Gathering information
about potential employees, Evaluating information dssessing applicant, Making
decision to select or reject, Communicating decisitFor the study of view the

process generalize as followings under these names;
1.8.3.1. Pre Interview Screening

This is generally the starting point of any empkgelection process. Here,
in accordance with the position advertised suitataledidates will be short listed
from applications received from various sourcessam@itinized and irrelevant ones
are discarded. Pre Interview Screening eliminabes unqualified applicants and

helps save time.

*http://Iwww.articlesbase.com/college-and-universitgicles/class-notes-human-resource
management-872443.html (10.12.2010)

40



1.8.3.2. Applicant Form

A candidate who passes the preliminary intervied ianfound to be eligible
for the job is asked to fill in a formal applicatidorm. Such a form is designed in a
way that it records the personal as well profesdialetails. Application forms are
traditional and use to collect information from datates. It should provide all
information about job seeker such as nationaliptary expectation, educational

background and work experiences.
1.8.3.3. Selection Tests

These tests are used to provide extra informatimutapplicants that cannot
be obtained from their application forms or intews. Selection tests gather
information on an individual's attainment, aptitudeterests, learning styles and
other relevant characteristics. Selections testddcbe changed due to the position
hold they can be a psychological test which givesdaa about the candidate that is
suitable for the job or they can be aptitude testsredict how well you can perform
a particular job or any kind of skills and knowledgsts regarding exercises measure

the acquired knowledge, skills or understanding lyave about a particular subject.
1.8.3.4. Employment Interview

It helps organizations in obtaining more informatiabout the prospective
employee. It also helps them in interacting witle tbandidate and judging his
communication abilities, his ease of handling puesstc. In some Companies, the
selection process comprises only of the interviene candidates are invited usually
be with a third party recruiter or someone from Hhaman Resources department.
These are considered the gatekeepers for a comphay.are typically experienced
and professional interviewers who are skilled aterwiewing and screening
candidates. These interviewers should be effeetiyadging character, intelligence,

and if the candidate is a good fit for the compeaniure.
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Types of Interviews

There are a variety of types of interviews that Eygrs may conduct,
including behavioral interviews, group interviewghone and video interviews,
second interviews, and even interviews held duangeal. The types of interview
are selected due to convenient situation that diséipn required for the HRM policy
makers in the organization.

Traditional (Face-to-Face) Interview This method most widely used in the
research of any topic and based on a direct medigtgieen interviewer and
interviewee. By personal communication it is polesiiot only to obtain much more
information, but also to use visual materials (sapictures, packages, logos, etc.) to
encourage respons¥ Most interviews are face-to-face. The most tradéi is a
one-on-one conversation. Your focus should be @ pghlrson asking questions.
Maintain eye contact, listen and respond once atoprehas been asked. Here, goal
Is to establish rapport with the interviewer andwhhem that your qualifications
will benefit their organization. Traditional inteews are either structured or
unstructured® A structured interview is a standardized methoctaiparing job
candidates. A structured interview format is tyficased when an employer wants
to assess and compare candidates impartially elfptisition requires specific skills
and experience, the employer will draft intervieuesgtions focusing exactly on the
abilities the company is seeking. An unstructunegrview is a job interview in
which questions may be changed based on the iateed's responses. While the
interviewer may have a few set questions prepareativance, the direction of the
interview is rather casual, and questions flow &sdul on the direction of the

conversation.

Group Interview: A group interview is usually designed to uncovke t
leadership potential of prospective managers andl®mes who will be dealing
with customers.The front-runner candidates are egath together in an informal,

*L http://iccweb.ucdavis.edu/LAB/pdf_la/Interviewin@uide.pdf(12.12.2010)
%2 http://jobsearch.about.com/od/interviewsnetworkarigterviewtypes.htm (12.12.2010)

%3 http://jobsearch.about.com/od/interviewsnetworkirfigterviewtypes.htm(12.12.2010)

42



discussion type interview. A subject is introdu@adl the interviewer will start off
the discussion. The interviewer is a passive olesemaking observation regarding
the quantity and quality of each candidate’s inpthge ability of the candidate to
seize the initiative, the ability to convince oth&o their point of view, and the extent
to which they accommodate other’s view, or chaingeér topinions if corrected. The
goal of the group interview is to see how you iateérwith others and how you use

your knowledge and reasoning to influence others.

Panel/Committee InterviewA panel of committee interview serves the same
purpose of a traditional face-to-face interviewaofy type, with the only difference
being the presence of more than one interviewelnterview the candidate.
Typically, three to ten members of a panel may oceohdhis part of the selection
process. This is your chance to put your group mament and group presentation
skills on display. Panel interviews allow combinidgferent interviews such as
behavioral interview, technical interview, stresgerview, and others into a single
session. With a multiple assessors, the chancemgfreduce considerably, allowing
for a more objective candidate rating. Maintaimary eye contact with the panel
member who asked the question, but also seek eyaatavith other members of the
panel as you give your response is important mitifpe of interview.

Behavioral Interview: Behavioral interview is a specialized form of faoe
face interview conducted under the premise that pakaviors best predict future
actions. The major advantage of behavioral intevvie that it force candidates to
answer based on facts rather than on hypothesisng@ance, a question “how will
you react if...” is a hypothetical question and ienent in ascertaining the worth of
an employee. On the other hand, “Describe how ympraached a situation in the
past when a customer shouted at you” help deterthi@dehavioral orientation of
the person. The increasing dominance of the beha\vapproach to human resource
management has raised the status of behavioral/iewe as an effective selection
tool in recent times. Critical Incident IntervieBiress Interview and Lunch/Dinner

Interviews are three close variants of the behaVioterview.

4 Critical incident interview is a closely related type of interview.
Here, the interviewer gives the candidate a clitstiation or incident concerning
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the job in question, and seeks from the candidetevay he or she plans to approach
the situation. This gives an insight into the cdati’s analytical abilities, conceptual

knowledge, thought process, and behavioral oriemtat

v Stress Interviewis a type of face-to-face behavioral interview véher
the interviewer deliberately creates a pressuuatsan for the candidates to see how
they cope with the pressure or react to unexpesitedtions. Ways by which the
interviewer creates stress include by making s#Hocasomments, by being

argumentative, by being kept waiting, and the like.

4 Lunch or dinner interview aims at putting the candidate at ease in an
informal setting and delve into their etiquetted arehaviors by studying their

responses in a natural setting.

Stress Interview: This form of interview was more common in sales
positions and is rare today. However, candidatesildhbe aware of the signals. A
Stress Interview is a technique that deliberatédggs the job candidate in a stressful
situation to observe how the applicant reacts.s Thisometimes accomplished by
making the job candidate wait needlessly for therinew to start or making them
hurry to their appointment. Alternatively, the pmrsconducting the interview can
attempt to introduce stress into the interviewingcpess itself. This can be
accomplished by being argumentative with the jopliapnt or by exhibiting rude
behaviors towards at the job applicant. A stressriew should be used sparingly
by companies since it can sometimes damage thigoredhip between the applicant
and the company itself. This can even cause ssittesandidates to refuse job
offers. However, if the operating environmentridyt filled with stress, then it may

be an appropriate technique to use during an irerv

Case Interview A case interview is a job interview in which tapplicant is
given a question, situation, problem or challengé asked to resolve the situation.
The case problem is often a business situationbusamess case that the interviewer

has worked on in real life.
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After the applicant is given information about tbase, the applicant is
expected to ask the interviewer logical and sedalequestions that will enable the
applicant to understand the situation, probe deeptr relevant areas, gather
pertinent information and arrive at a solution eammendation for the question or

situation at hand.

Case interviews are mostly used in hiring for mamagnt consulting and
investment banking jobs. Firms use case interviemessaluate analytical ability and
problem-solving skills; they are looking not for "aorrect” answer but for an
understanding of how the applicant thinks and hdw applicant approaches
problems>*

1.8.3.5. Checking References

Most application forms include a section that reggiiprospective candidates
to put down names of a few references. Referenaede classified into - former
employer, former customers, business referencpatakle persons. Such references
are contacted to get a feedback on the person estign including his behavior,

skills, conduct etc.
1.8.3.6. Final Approval (Job Offer)

A candidate who clears all the steps is finallyssdared right for a particular
job and is presented with the job offer. An applicean be dropped at any given
stage if considered unfit for the job. Only aftacsessfully clearing all the hurdles,

an applicant can enjoy the feeling of being setétbe a particular job.

>* Management Consulting Case Interview Questions¥ylwy.consultingcase101.com(12.12.2010)
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CHAPTER Il

CONTEPTUALIZING KNOWLEDGE AND KNOWLEDGE MANAGEMENT

This study tries to examine effects of explicit aladit knowledge during
selection process as HRM function. In the firsttp&RM is defined with its
functions. In order to understand using knowledgelRM, HRM-KM linkage has to
be given. This is the second part of the thesisclwvigives general aspects of

knowledge management by its whole elements.

To understand knowledge management first, knovdedgncept has to
analyzed in deep and differences from the inforamagtierspective has to be given, as
the result this part starts with a section to greecept of knowledge and DIKW
hierarchy tools. Then, mean to regard with knowéedganagement in an
organization there have to knowledge types basedt @me summarized at the

following sections.

After identifying the intellectual capital as on& key instrument of
knowledge management in knowledge based organmstidRM-KM linkage is
identified in this chapter. Human Resource Infoiorasystem which is the linkage
between HRM-KM is explained by its determinants dryein order to complete

theoric section of the study.

The concept of knowledge can be interpreted ifeint ways depending on
the underlying epistemology on which it is basElde concept of knowledge has not
taken place in a vacuum. Instead, it s shaped bystéke philosophical,
psychological and sociological perspectives. Thaceptualization of knowledge in
terms of its distinction from data and informatippears to be the dominant view in
the information science and Knowledge Managemisriliure.

The Data-Information-Knowledge-Wisdom (DIKW) hiethy is a widely

accepted taxonomy of knowledge in both literatures.
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2.1. DATA-INFORMATION KNOWLEDGE-WISDOM (DIKW)
HIERARCHY

DIKW hierarchy explains the relation between DatBetmation-Knowledge-
Wisdom functions. It is used as an aimed of anatyzapplied chain of Data-
Information-Knowledge-Wisdom action. It contaihe tstage of understanding from
past to future to find the best intelligence usad They both used to indicate levels
of understanding.

The process starts with the basic level of datal takes the action of
researching, absorving, and doing, interacting r@fiécting. In the DIKW pyramid
each stage depends on the previous one in ord@nipose whole result; wisdom.
The process is illustrated in Figure below.

Figure 1: DIKW Process
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Source: Axepolous 2008 in Clark (2004); page:15

DIKW hierarchy allows indentifying classificatior$ relationships lying on
decision making process. The degree of the judgmvéhbe increase among on top

the pyramid, by the same way value of them willrmzease.

It represents a schema for classifying the foemeints (data, information,

knowledge and wisdom) based on their relative vadmel ‘degree of human
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understanding and judgment (including ethical ea#ibns) that are involved in their

formation and transformation along the so-calleddkledge pyramid®.

DIKW hierarchy could be characterized as relagivamplistic understanding
of the complex interconnections between differdetnents of knowledge (know-
what, know-how, know-why). In DIKW hierarchy, dats the main bases in the

pyramid and allows gathering all inputs for thergw@ach step.

It provides collected items for the informationiahn is the step for” know
what”. Information is the source of knowledge thased on the answers for know-

how and lastly the all compose parts engaged ingdamn and able to get know-why.

DIKW allows understanding connections regardinghvtheir results, first,

overlooks the philosophical roots of knowledge.

Second, it does not take into account the psygdb processes by which
the different elements of knowledge are dynamicshgped. Finally, it ignores the

social context within which knowledge is relatechtoman action.
2.1.1. Data

The word of data means something to be given fetymology. It has no
meaning alone and symbols such as numbers, chaacteages or any kind of
outputs from devices to convert physical quantiies under the definition of data.
However, data is the source and need to manipolajects. When data refers to
something it occurs as information. To get informratdata analysis, which is the
process of inspecting, cleaning, transforming, amateling to make data useful

needed.

Data describes the reason of information. As Zaektions:"Data refers to

discrete, objective non-contextual facts or obseoves, whereas information is the

*> Rowley, J. 2007. The wisdom hierarchy: represeniat of the DIKW hierarchyJournal of
Information Science, 33(2163-180.
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result of providing data with some meaningful, mpsgful content, which usually
takes the form of a messag® “

Data is the basic level of the hierarchy and &issf nothing more than raw
observations and measurements. As it's mentionéatdyedata can be the blocks to
make communication is need to find purpose of “Whig to record activities or
situations, to attempt to capture the true pictureeal event, such that all data are

historical, unless used for illustrative purposesh as forecasting

2.1.2.Information

Information is useful than data and it's organiZed allowing to compose
knowledge. By handling information you only knowoalb the items, what you have
but instructions of using will be constraint hewlthough, information meets
meaning of knowledge it is less useful and unidieatiif making compare with
knowledge. Information is defineths data that are endowed with meaning and

purpose.®’

However, information such a concept of diversifganings used today and
there are many definitions. The common point i$; imformation is the combination
of data, form and knowledge. In this sense, “infation is the case of transaction to
object to subjects” composes information societye @eveloped economies depend
on the information and information society. Infotroa society used information to

create comparative advantage and against this ty@society wealth becomes.

As it's mentioned before, information has diveesif meanings and it is not
only the thing to do your work well. Data which ledveen processed with formatting
output can be perceived as information. Also knog& is known as when
information has packaged or used for to understwmmething. There are three

principal uses of the word "information™:

% zack, M. H. 1999. Managing codified knowled§doan Management Review, 40(45-58.

" Blackler, F. 1995. Knowledge, knowledge work amgamizations: An overview and interpretation.
Organization Studies, 16(6)021-1046.
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Information-as-process When someone is informed, what they know is
changed. In this sense "information""iBhe act of informing...; communication of
the knowledge or "‘news' of some fact or occurretioe;action of telling or fact of

being told of something™®

Information-as-knowledge"Information” is also used to denote that whish i
perceived in "information-as-process": thknwledge communicated concerning
some particular fact, subject, or event; that ofickhone is apprised or told;
intelligence, news®. The notion of information as that which reducesartainty
could be viewed as a special case of "informat®hraowledge”. Sometimes
information increases uncertainty. Because it givese descriptive analysis rather

than it's needed.

Information-as-thing The term "information” is also used attributiveityr
objects, such as data and documents, that area@fer asinformation because they
are regarded as being informative, as "having tbhaldy of imparting knowledge or

communicating information; instructive®

According to M.D. Merrill (1997) , there are fivgpes of information: facts,

concepts, procedures, processes, and principles.

But these are the definitions and also classificetiof information are not accepted
as the types of information. In below, types ofommhation definitions in the

literatures given;

Objective information : It is usually based on facts and should repiteakn
sides of an issue. Objective information able 1o g five sense and they are both

imitated the same multiples in decision making pess.

%8 Oxford English Dictionary, 1989, vol. 7, p. 944
%9 Oxford English Dictionary, p. 944

%0 Oxford English Dictionary, p. 944
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Subjective information : They are opinions belong to individual or a grou
and presents the some kind of analysis of facte Subjective information is the

variables to person to person to be destructivdeaision making.

Primary information : “Primary information is something told by the
person to which an event happened and to which wexg an actual witness, or
something that was written down at or near the tiofiean event’s occurrence.”
®Iprimary information is information in its originérm. Primary information has

not been published elsewhere, put into contexé¢rpméeted, or translated.

Secondary information: Secondary information is information derived from
other information. It is a kind of information thhas been analyzed, interpreted,
translated or examined in some way and has beeavesimin some way from its

original (primary) source and repackaged.

Word of information has several meanings and theme many resources for
information. Data, objects, events, text and doautmere the main source of

information in information science.
2.1.3. Knowledge

Oxford English Dictionary defines knowledge as) “éixpertise, and skills
acquired by a person through experience or eduxatiee theoretical or practical
understanding of a subject, (i) what is known ipaticular field or in total; facts
and information or (iii) awareness or familiaritaiged by experience of a fact or

situation.”

The concept of knowledge has not taken place wa@um. Instead, it s
shaped by Western, philosophical, psychological soaological perspectives. The
conceptualization of knowledge in terms of itsidistion from data and information
appears to be the dominant view in the informatsmence and Knowledge
Management literature. The DIKW hierarchy is a Wdaccepted taxonomy of

knowledge in both literatures.

®1 hitp://genealogical.today.com/2009/01/01/primasysecondary-information (01.01.2009)
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DIKW hierarchy could be characterized as relativ@mplistic as it offers a
rather rudimentary understanding of the complegrodnnections between different
elements of knowledge (i.e., know-what, know-howow-why). This is because it,
first, overlooks the philosophical roots of knowded Second, it does not take into
account the psychological processes by which tfferent elements of knowledge
are dynamically shaped. Finally, it ignores the iaocontext within which
knowledge is related to human action. The followingeek to provide a more
integrated approach to conceptualizing knowledgethan important research from
the fields of philosophy of knowledge, cognitiveyplsology, and sociology of
knowledge.

The question of “what is knowledge” relies on thrdimensions to rely

different perspectives by philosophical, psychatagjand social view.
2.1.3.1. A Philosophical Knowledge Approach

Philosophical inquiry into knowledge is concerneith metaphysics, which
combines the branches of ontology and epistemoldine question of “what’s
knowledge” has not been answered clearly yet dimeénception of philosophy until
now, however ontology and epistemology can be ddfim terms of the questions
they seek to answer.

This approach tries to answer ‘what is the fornd awature of being and
therefore, what is there that can be known? andsfg on sources, nature, criteria
and limits of knowledge including the methodologjicestruments that are used to
validate the acquisition of knowledge. Here it'spontant that to be identify the

relationship between know and known.

From a philosophical standpoint, the most widesgredefinition of
knowledge that is found in the literature is basedthe Platonian conception of
knowledge as justified true beli&f. The traditional epistemological view of
knowledge as justified true belief corresponds tlalist view of the world, thereby

%2 Nonaka, I., & Takeuchi, H. 199%he knowledge-creating comparmew York: Oxford University
Press.
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separating the mind from the body, the knower ftbenknown, the subject from the
object, the theory from practice, the appearanom freality.

Under this approach, there are lots of definititmanalyze what’'s knowledge
by the philosophy itself. It differs per conditittmat human on being or the individual
sense or mind. As the result, by the light of eprsilogy concept it helps an
overview to define the knowledge as philosophicat as same as the exact

definition.

In summary, it could be said that however thengne correct answer to be
found yet, but they whole acknowledge the roleha& $ocial context within which
human knowledge is shaped.

2.1.3.2. A Psychological Knowledge Approach

It's related with cognitive psychology which haserged in the late 1950s as
a distinct discipline following the divide of psyabgical thought into behaviorism
and cognitivism. In contrast to behaviorist psydgyl, cognivitism rejects the notion
of internal mental states, cognitive psychologlrisadly concerned with the study of
the mental processes of perception (e.g., attenpattern recognition), memory,
thinking (e.g., choice, concept formation, decisioraking, problem solving),

language and communication, learning, and emotion.

By employing strictly positivist methods, whichearsually operationalized in
the form of models of human-computer interactiomgritive psychologists
investigate the intervening variables between dtirand response in order to
understand the processes of the human mind. Thodelsmexplain what happens in
the human brain during problem solving, decisionkimg, remembering. This
represents a dominant paradigm in cognitive sciesmsording to which the human
mind is viewed as an information processor simitathat of a computert ®This
has led psychologists and organization theoristsaiesider the social aspects of
knowledge.

% Andrea Scarantino; Information Processing, Contfartaand Cognition (11/16/2009)
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2.1.3.3. A Sociological Knowledge Approach

In a critique of the domination of psychology remander two questions
such as: how can individuals reach beyond intee@iesentations to the reality they
are supposed to represent? and how can individonigial interdependence with the
environment be captured by a system of formal aridrinal rules? These two
questions address the separation of knower fronwlaudge as problematic and,

therefore, shift the attention to the social camdion of knowledge.

Social constructionist views knowledge as neitblgjective nor subjective,
but rather as constructed through individuals’ alodirative efforts with common
objectives or by dialectically bridging their diger perspectives. From this

viewpoint, knowledge is theorized as being socidistributed.

This means that problem-solving and other cognipvecesses are also based on
distributed access to information and knowledge asthared understanding among

individuals.

In summary, social constructivism views knowledge inter subjective
process rather than an object. In this regard,hdres common ground with
pragmatism for they both suggest that knowledge, amate broadly, beliefs and
ideas cannot bepassed physically from one to another, like bridkgy cannot be

shared as persons would share a pie by dividiimtdt physical piece$*
2.2. PROPERTIES OF KNOWLEDGE

Research dealing with the nature of knowledgergawizations has to date
been predicated on taxonomy of knowledge properédsng two generic
dimensions: the epistemological and the ontolo§jical

% Andrea Scarantino(11/16/2009)

®5Tywoniak, S. A. 2007. Knowledge in four deformatidimensions. Organization, 14(1): 53-76.
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As the study is identify the HRM-KM linkage andrais to understand tacit
and explicit knowledge impact during selection gsx; here analysis of tacit and

explicit knowledge is explained versus other typeksnowledge dimensions.

The epistemological dimension distinguishes betwe®o types of
knowledge; that is explicit and tacit knowledgeheTontological dimension places
emphasis on the locus of knowledge; that is thdytoal level — individual or

collective — in which knowledge resid®s.

The epistemological dimension classified knowletdgdacit knowledge and
explicit knowledge. It is a view that helps to aefiknowledge in the organization or
in the business. Explicit knowledge, which can kpressed in words and numbers
and shared in the form of data, scientific formula@duct specifications, manuals,
universal principles, and so forth. This kind ofokvledge can be readily
transmitted across individuals formally and systicaly. This has been the
dominant form of knowledge in the West. The Japankewever, see this form as
just the tip of the iceberg. They view knowledgebasg primarily tacit, something

not easily visible and expressible.
2.2.1. Explicit Knowledge

Its ready accessibility has lead to many ways gl it as a management
tool. This is shown in the following;

"Explicit knowledge is increasingly being emphadireboth practice and literature,
as a management tool to be exploited for the maaijom of organizational
knowledge. Groupware, intranets, list servers, Kedge repositories, database
management and knowledge action networks allowstiaing of organizational

knowledge.®’

% Tywoniak, S. A. 200714(1): 53-76.

®7Shigeyasu Sakamoto2010Business & Economics hitp#thgoogle.com.tr/books?id=(12.12.2010)
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Merali states that tools such as co-ordinate daedy groupware systems,
intranets and internets are seen as the ultimaie/llkdge management systems for
initiating and supporting discussion forums and camities of practice. Managers
hope that these tools will retain knowledge wittie company when employees
have left and also that this will encourage leagniand the flourishing of

communities of interest across functional boundarie

The explicit knowledge approach holds that knogéet something that can
be explained by individuals. As a result, it asssirtieat the useful knowledge of

individuals in an organization can be articulatad enade explicit.

The explicit knowledge approach also believes éxalicit knowledge assets
can then be disseminated within an organizatiomuiin documents, drawings,
standard operating procedures, manuals of bestiggaand the like. Information
systems are usually seen as playing a centraindkilitating the dissemination of
explicit knowledge assets over company intranetbatween organizations via the

internet.

“The main advantage of the explicit knowledge ajgio is that once an
individual articulates his or her knowledge in acdment, drawing, process
description, or other form of explicit knowledgesets it should be possible through
use of information systems to quickly disseminhgg knowledge throughout an

organization or indeed anywhere in the worf§.”

To sum up explicit knowledge is tangible and toigthere is no need to gain
experience. It is something that converts as a fidte main shortcoming of explicit
knowledge in real life is college graduate studeiiisey have strong theoretical
background (explicit knowledge) but not have exgace (tacit knowledge).

2.2.2. Tacit Knowledge

Dictionary meaning of tacit knowledge is; unwnitteunspoken, and hidden
vast storehouse of knowledge held by practicallgrgwynormal human being, based

* Sanchez, Juan |. ve Edward L. Levine (1999): “Is Analysis Dead or Misunderstood, or
Both?”, Evolving Practises in Human Resource Marraagd
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on his or her emotions, experiences, insightsjtioty observations and internalized
information. It is intangible and getting tacit kmedge is not as easy as to get
explicit knowledge. Tacit knowledge depends ondhperiences as a result to it is
acquired largely through association with otherpgdeoand requires joint or shared

activities to be imparted from on to another.

Tacit knowledge is known as informal knowledge &sdconcept build on
by Michael Polanyi (1891-1976) as tacit dimensibte criticized the scientific
method always give the truth. Polanyi claims thabwledge is personal from
relativism is his belief that tacit awareness catmevith objective realities. He
defines the tacit knowledge as a knowledge, whahprises a range of conceptual
and sensory information, and images that can baghtoto bear in an attempt to

make sense of something.

The tacit knowledge approach ithe basic belief that knowledge is
essentially personal in nature and is therefordidift to extract from the heads of
individuals. In effect, this approach to knowledgmnagement assumes, often
implicitly, that the knowledge in and availableao organization will largely consist

of tacit knowledge that remains in the heads oividdals in the organization.®®

It is a relatively easy and inexpensive way toibv@ganaging knowledge with
tacit knowledge, which is acting as a advantagastig tacit knowledge approach.
On the other hand, this approach is likely to aveame of the practical and
motivational difficulties that may be encounteradrying to secure the cooperation

of individuals in making their knowledge explicit.
2.2.3. Collective Knowledge

As it is mentioned before, there two main propasriof knowledge; these are
epistemological and the ontological. Tacit and iExplknowledge relies under
epistemological classification whereas ontologmalperity contains individual and
collective knowledge.

% Sanchez, et all (1999)
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The key point of the relationship between knowkedgd the organizations is
creating value to gain sustainable competitive athge, as the result according to

some studies knowledge movement depends on cuabeatid individual knowledge

types.

Collective knowledge ideal type is building on Rlkeiman social tradition
which explains that collective knowledge is theatoaggregation of information,
knowledge and other facts residing in people, comitias and networks by the way
of getting accessible. As Durkheiman claims; sofaats are not only the way that

determine collective phenomena, it has also effectsidividual action.

The Rules of Sociological Method main point, ig ttollective knowledge
which is stated by Durkheiman (1952Z)ndividual natures are merely the
indeterminate material that the social factor moltsd transforms” *° To sum up
collective knowledge view contains that human reatsrconceived as heterogeneous

social facts (such as culture, social context,emdronment) shape and determine’
2.2.4. Individual Knowledge

This type of knowledge explanations of social gimeana such as culture,
social context, and environment) drown from induatllevel and should provide the
basis for collective explanation. According to Radserg (1995) & Grant (1996) ;
role of individual is the primary factor that makeSective of knowledge process

and knowledge creatiof.

According to individualistic tradition; ‘human lmgjs have a genetically
determined “initial state”, competence, or endowimewhich is individual,
intentional and internal which leads to cause @sledeterminations to make it

collective.

O Felin, T., & Hesterly, W. S. 2007. The knowledgesed view, nested heterogeneity, and new value
creation: Philosophical considerations on the loafuknowledge. Academy of Management Review,
32(1).

" Felin & Hesterly, 2007: p. 201-202
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2.3. PROPERTIES OF KNOWLEDGE AS INTERRELATED
DIMENSIONS

There are two basic dimensions predicated on taxgnof knowledge
properties such as the epistemological and thelamtal. The epistemological
dimension involves two types of knowledge explaiabdve such explicit and tacit
knowledge whereas the ontological dimension plaeephasis on the locus of

knowledge; individual or collective resides.

Behind on these properties, there are number avhdworks which make
connection between epistemological and ontologmalperties of knowledge as
interrelated dimensions in order to define type&mdwledge within the knowledge

creation process in the organization.

Nonaka and colleagues’ theory of organizationaividedge creation lays the
idea that knowledge in organizations is created assult of a dynamic interaction

process, termed knowledge conversion, betweenaitxpfid tacit knowledge.

The underlying principle of Nonaka & Takeuchi's9@b) theory of
knowledge creation is that of knowledge conversittnbased on this principle,
‘human knowledge is created and expanded througialsateraction between tacit

and explicit knowledge.

Accordingly, they posit that tacit knowledge candxpressed and, therefore,
transferred between individuals. Based on thismapsion shown in Table 1 below,
they postulate four modes of knowledge conversiodeu the acronym SECI:
socialization (tacit> tacit), externalization (tact®> explicit), combination (explicit

> explicit), and internalization (explici® tacit).”?

"2 Nonaka, I. 1998(1). 14-37.
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Table 1 SECI

Tacit knowledge 1, Explicit Knowledge

Tacit knowledge e L. L
g Socialization Externalization

From

Explicit knowledge Internalization Combination

Source :Nonaka&Takeuchi

This framework holds on that organizational knalgie is created through a
continuous dialogue between tacit and explicit kieolge via four patterns of

interactions, socialization, combination, intermation and externalizatiof.

Under this point of view, explicit knowledge is dified knowledge
transmittable in formal, systematic language whetaait knowledge is personalized
knowledge that is hard to formalize and communicaté deeply rooted in action,

commitment and involvement in context.

Socialization represents the interaction betweenlividuals through
mechanisms such as observation and imitation. Qumatibn involves combining
explicit knowledge through meeting and conversatomising information systems.
Internalization converts explicit knowledge into cita knowledge whereas

externalization converts tacit knowledge into exipknowledge.

Another framework belongs to Blackler's which agaxplains the ideal
knowledge types in the organizations. Blackler998) framework identifies five
types of knowledge in organizations: embroiled, ediéd, encoded, embedded, and
encultured knowledge. A brief description of theeftypes of knowledge is provided

in table 2 following:

"3 Nonaka, I. 1994. A dynamic theory of organizatida@wledge creatiorOrganization Science,
5(1). 14-37.
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Table 2 : Five Types of Knowledge in the Organizains

Hgfﬁﬂge Description

Emovanea b wroviedge thal e deperdent on conceptial skils and
Embodied {é_ig_,}{pr:]r?g:nlfﬁgi;hat is action oriented and is only partly explicit
Encoded ..is information conveyed by signs and symbols such as books,

codes of practice and electronic documents.

...Is knowledge which resides in systemic routines. It is analysable
Embedded in the relationships between, for example, technologies, roles,
formal procedures, and emergent routines.

...refers to the process of achieving shared understandings. It is

Encultured Lo = .
related to the processes of socialisation and acculturation.

Source: Blacker 1995; Page: 1023

The types of knowledge identified in Blackler's9@b) framework share
similarities Nonaka & Takeuchi’s (1995) distinctidmetween explicit and tacit
knowledge. For example, embrained knowledge equatts the notion of tacit

knowledge and encoded knowledge with explicit krezlgle.

In summary, Blackler’'s (1995) framework is usdf it highlights that ‘the
type of knowledge that dominates within the firnosll to some extent influence the
way in which knowledge is managed in working orgations. On the other hand,
embedded knowledge can be either tacit or explioitwledge Since routines may
be formal articulated policy and procedures or mmh@l routines that are tacitly
known by everyone in the fiti.

These are the types of knowledge which represgedl i mixture of an
organization. In particular, individual knowledgeneprises conscious and automatic
knowledge. While the former type refers to knowleddpat is available to the
individual in the form of facts, concepts, and feamorks that can be stored in and

retrieved from memory or personal records, theetatype concerns automatic

" Newell S., Robertson, M., Scarbrough, H., & Sw&n2002.Managing knowledge woikondon:
Palgrave Macmillan
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knowledge, which can take the form of either theoaé or practical knowledge that
enable the individual to perform a number of skilactivities. Both types of
individual knowledge are considered particularlyportant“in contexts where the

performance of individual employees is crucialjraspecialist craft work™

In Spender's (1996) theoretical framework, the stgmological and
ontological dimensions of knowledge classifieda@mscious knowledge (individual-
explicit), automatic knowledge (individual-impligitobjectified knowledge (social-
explicit), and collective knowledge (social-imptici The four types of knowledge

are illustrated in Table 3 below

Table 3: Four Types of Knowledge in the Organizatin According

Spender (1996)
INDIVIDUAL KNOWLEDGE SOCIAL KNOWLEDGE
EXPLICIT Conscious Objectified
IMPLICIT Automatic Collective

Source: Spender 1996; Page: 12

In this framework shown in table 3, social knowledgpmprises objectified
and collective knowledge. As Spender (1996) suggesiiective knowledge is the
most secure and strategically significant kind nbwledge’ in the sense that it is

hard to be understood and imitated by competifors.

Yet, one of the limitations of Spender’'s (199&nfrework appears to be the
lack of interaction between individual and socialowledge. The table above
summarizes ‘how the firm becomes a context espgdmlorable to the interaction

of knowledge creation and knowledge-applicatiorcpsses’

> Newell,.et all.
" Spender, J. C. 1996. Making knowledge the basisdynamic theory of the firm.

Strategic Management Journal, 17: 46-62.
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Where there are similarities with Blacker's franoelv as well as. Such
collective (social/implicit) knowledge is similaw Blacker's Encultured knowledge

Tacit knowledge definition with, in its pure, pifeeoretical, inaccessible,
inarticulable and, therefore, unmeasurable. Attesniyatve, however, been made by

researchers to define operationally and subsequerghsure tacit knowledge.

Some theorists suggest that there is a subsetcif kaowledge, called
implicit knowledge, which can be articulated ansl,aaconsequence, communicated
and transformed into explicit knowledge. According/ilson (2002), while implicit
knowledge refers to something that a person knowtsdbes not want to express,
tacit knowledge is something that a person knowshanot express.

Wilson (2002) further argues that implicit knowgedis that which is taken
for granted in human action, and which may be sh#teough common experience
or culture. Although such knowledge may be diffidol be written down or codified,
it may be capable of being communicated by peaypileg and interacting with each

other in the social environmefit.

Arena et al. (2006) distinguish between “tacitarticulable”, “articulated”
and “codified “knowledge. According to this distliom, part of the (tacit)
knowledge of a person is articulable when it cannimde explicit by means of
language. In the same vein, articulated knowledge&rniowledge that has been

rendered explicit through language.

Yet, these attempts have led to the problem oflapeand confusion in
terminology. Much of this confusion stems from ggsirthe term ‘tacit’

interchangeably with other terms, and particularith the term ‘implicit’.

" Wilson, T. D. 2002. The nonsense of 'knowledge agament'Information Research,8(1paper
no. 144. http://informationr.net/ir/8-1/paper144nh{03.02.2010)

8 \Wilson, T. D. 2002.

" Arena, R., Lazaric, N., & Lorenz, E. 2006. Trustdification and epistemic communities:
Implementing an expert system in the French stelistry. In R. Bachmann and A. Zaheer (Eds.),
Handbook of trust researci87-198. Cheltenham: Edward Elgar.
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So it can be concluded that, Blackler's and Spesdeamework there’s
another view behind on Spiral of Knowledge by Na&klakeuchi. These are the
four different frameworks that is designed for khedge types using in
organizations. In this study, Nonaka & Takeuchiraniework is based on. The
reason that Nonaka&Takeuchi’'s framework buildingeseon that the creation of
knowledge is simple and summary of the others dk lmeBlacker's and Spenders’s
studies knowledge is defined the range for SpifaKnowledge to identify the

explicit and implicit knowledge together in the etlprocesses.

This study presents the explicit and tacit knogkavhich are key elements
to identify knowledge context. The aim of the studgs to define which type of

epistemological knowledge type will more effectthhan other in the organizations.
2.4. KNOWLEDGE BASED ORGANIZATIONS

This study identifies the roles of explicit andit&mowledge during selection
process as HRM function. In order to identify thidRM-KM linkage has to be
considered as tacit knowledge and explicit knowdedee types oépistemological
dimension of knowledge conducting in the studyit lries to examine what a role
plays terms of epistemological knowledge types,rehbas to be knowledge
management in the HRM-KM linkage. And knowledge agement is a kind of
activity in knowledge based firms means that ir¢his KM the organization has to
be well structured with knowledge based intensidmghis sub section, knowledge

based firms are tried to identified for knowledgamagement activities by its tools.

The knowledge-based view of the firm signals aarcléeparture from the
transaction cost logic and its behavioral assumptb opportunism. The starting
point of defining a knowledge based firms is thagganizations that ‘employ,
transfer and diffuse knowledge as a substantiaasy their operations to create the

intellectual capital that underpins wealth credton

8 Staples, D. S., Greenaway, K., & McKeen, J. D.120pportunities for research about managing
the knowledge-based enterprifgernational Journal of Management Reviews, 3(120.
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Knowledge based firms aim to use the knowledgaaspas well as they can
and covers efficiency while using it. The main bl the way of making whole
firms assets and sustain the knowledge efficiendgcording to Nahapiet &
Ghoshal's (1998) view of intellectual capital reggpts a rich framework for
theorizing on knowledge and organizations. As tlstgted, intellectual capital
comprisesthe knowledge and knowing capability of a sociallectivity, such as an

organization, intellectual community, or professibpractice” 2

2.4.1.Intellectual Capital

Intellectual capital is knowledge that can be eipt for some money-
making or other useful purpose. The OECD (1999ndsfintellectual capital as ‘the
economic value of two categories of intangible tsseéa company’ — organizational
and human capital argue that intellectual capgahifactor that includes human

capital, social capital and organizational captal.

For Nahapiet & Ghoshal (1998), intellectual cdpiéders to the ‘knowledge
and knowing capability of a social collectivity,cduas an organization, intellectual
community, or professional practice.’ Intellectualpital can include the skills and

knowledge that a company has developed about homak® its goods or service.

The construct of “intellectual capital” has exaésia management research for
many years. However, different terminology used different disciplines and
different taxonomies of the same constructs hawseh significant confusion and
have restricted the potential for generalizatiod aomparability of application and

research in this area.

It is important to note that there is no rightaong definitions of intellectual
capital, however, what does exist are adequate iaadequate definitions of

intellectual capital.

8staples, D. Etall. J. D. 2001

8 Wright PM, McMahan GC, McWilliams A. 1994. Humaaspburces and sustained competitive
advantage: a resource-based perspedtite]. Hum. Res. Manage. 5 (299-324
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Combinations of human capital, instructional calpéand individual capital
employed in productive enterprise are usually umidedlectual capital definition. It
is a set of intangible benefits that add value e tompanies. It is also called
intellectual capital the sum of the employees” kieolge of an organization,
considering that what provides the competitive atlvge is the collective mental
capacity, the capacity to create continuously angrovide value of superior quality.
For Stewart (2002) the intellectual capital is Het of knowledge and information
found in companies, which add value to the produatsl services, by using

intelligence and not monetary capital for the quiee®

He highlights, the two forms of intellectual cabjtone of them is the semi
permanent structure of knowledge, expertise deeel@bout a task, a person or the
organization. The second form are the tools thategse the structure of the
knowledge congregating facts, data, informationea&d to the attainment of
objectives, that is, a set of experiences, knovdesmigd information used to generate
wealth. In his vision, the capital of the custongeintegrated as part of the Social

Capital, in accordance with Figure 3 below.

Figure 2: Edvinson’s Intellectual Capital Classification Diagam

Source: Adapted from Edvinsson in Stewart (19922p.

 Wright PM et all 5 (2): 299-324
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2.4.1.1. Human Capital

Human capital is primary component of the intdllet capital construct
Human capital is the profit lever of the knowledgeonomy. An organization’s
members possess individual tacit knowledge .In rotdeillustrate the degree to
which tacit knowledge characterizes the human abhpif an organization is
characterized internally by a series of flows amangetwork of nodes and ties or

links .

According to Hudson; four factors define human capital on individual an
individual level and makes a combination. i) yowngtic inheritance; ii) your
education; iii) your experience; and iv) your attites about life and busines&t is
important because it is a source of innovation simdtegic renewal, whether it is
from brainstorming in a research lab, daydreamintha office, throwing out old
files, re-engineering new processes, improving queak skills or developing new
leads in a sales rep’s little black book. The essavf human capital is the sheer

intelligence of the organizational member.

Human capital embodies the knowledge, talent apergence of employees,
Social Capital represents the codified knowledgeebahat do not exist within the
minds of employees. Furthermore, relational caprgpresents the knowledge
embedded in the organizational value chain. Th