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ABSTRACT

Recent studies related to knowledge-based busipessesses, organisational
culture and leadership have shown that a link Wiltkiness performance exists.
However the overall link and alignment with busmesrategy still needs further
research. The objective of this dissertation isnigestigate this gap in Maltese
medium to large-sized organisations, with the aimpviding evidence that
knowledge-based management systems provide diettilsution to both the
strategic alignment and organisational performance.

Most current knowledge management literature isthasn qualitative research
which more often than not has led towards the agweént of models that
contradict each other. In this research a totaffemrdnt approach will be sustained
through the use of quantitative research technjqudsch will be applied to

existing knowledge management models. Another tiigés to investigate how
knowledge management strategies relate to strategentations in Maltese
medium to large-sized organisations.

In order to investigate these objectives, reseavels conducted by using a
guestionnaire-based strategic alignment model dérifrom literature, which
focussed on the business environment, businesegtraknowledge orientation
and organisational performance of Maltese mediuntatge-sized private and
public organisations.

It is evidently clear from the findings that theiee a significant difference in
knowledge management practices between Maltesenisegins adopting

different strategic orientations. It has also besstablished that twenty-one
knowledge oriented components were significantlgredated with organisational
performance, which can be classified in terms offgomance category.
Ultimately this dissertation develops a knowledgeerdation typology for

Maltese organisations, linking knowledge orientatand business strategy for
Maltese medium to large-sized organisations.
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Chapter 1 — Introduction

1.0 Introduction

This dissertation investigates the knowledge mamage strategies that Maltese
medium to large-sized organisations follow and hbese relate to their current
business strategies and degree of turbulence etarednin their business

environments. The objectives of this dissertation the development of a model
that describes these components amongst Maltesaisagions, the formulation of

a typology of knowledge management strategies laaatpact that these strategies

have on organisational performance.

1.1 A historical background on knowledge management

Amongst the first to recognise the value of knogkednanagement in organisations
was Smith (1776) who specifically mentioned thditytiof ‘specialised content of
knowledge’ to increase organisational efficiendgrethe production of the physical
object. Marshall (1890) also recognised the impataof knowledge management

as ‘a powerful engine of production’.

With the advent of information technology systerksiowledge management
utilization seems to have become an essential coemdn contemporary society
(Walsham 2001). According to many writers, this lambled organisations to
exploit their knowledge assets to a far greategrexSwan et al., 1999; Liao 2003).
Dissemination and sharing of information in orgatisns have developed
significant benefits which led towards benchmarkimgcedures and best practices

approach. Organisations are no longer being seeplysias a resource-based entity



i.e. lowering costs of products and services @imitig higher quality (Zack 1999a),
but have extended further towards knowledge-bagst@®s i.e. understanding and
initiating human knowledge in computer systems @L2003). Organisations are
being identified in terms of their organisationabqesses, value chain location, and
their relationships with clients and suppliers (@eeet al., 1997). Information
sharing is considered as a strategically importaot for the adoption of best
practices working procedures, problem-solving psses, organisational

governance and competence-enhancing strategiesg&eal., 1997; Liao 2003).

In line with this change, knowledge management arete and practice has
increasingly focused on the utility of invisible sats, development of core
competencies, creativity and learning from the reak order to address changing
client needs, organisational behaviour impact assest, ‘capabilities-based
competition’, business process-orientation, dynametworks, relationship
management, and appropriate logistic support itrfrakire (Miles & Snow 1986;
Itami 1987; Hamel & Prahalad 1994; Spender 1996aydmiahl & Revang 1998).
Choosing the right knowledge management interegtew increasingly seen as the
essence of strategy (Mason 2008). For example Alieyrand Bouwen’s (2005)
research focuses on how organisations can impleprecesses and structures in
optimising technologies with the aim to support isien-making. Thus, the
objective of this research is to address such sssm@ number of Maltese medium
to large-sized private and public organisationsthwa focus on the strategic

alignment of knowledge management orientation asthptvhich is the specific



approach to knowledge utilisation an organisatimplements in order to create

superior and continuous performance (Gatigon & ¥beir997).

1.2 The importance of knowledge management as a stratiegool

The Sloan Management School pinpointed the impoetasf strategic alignment
between business and information systems architecteflected in terms of
infrastructure and processes supported by IT (Sdotton 1991). Marchand et al.,
(2001) were amongst the first to extend this amdhtla link between information
systems management, organisational culture andormpemhce. However, this
research did not make use of the categorisatiowdsst organisations possessing
different strategic orientation as had been suggdsy Scott-Morton (1991), and in
general, there has been a lack of research thainkestigated the relationship
between information systems and business stratetly avview to enhancing
knowledge management. One of the aims of this simidy address this gap in the

literature.

1.3The scope of this dissertation

The literature review conducted for this disseotatwill lead towards investigating
what knowledge management strategies Maltese pablic private organisations
follow and what strategic approaches such orgaonisatadopt when faced with
environmental turbulence. It seems that a one-igeall is not practicable and
strategic direction plays a vital role in determmpithe nature of the organisational

knowledge management strategy. The scope of thgedation is the development



of a model that describes knowledge managemeriegies within the Maltese

scenario and the impact of those strategies onnaa@onal performance. The

objectives of this study are:

 To examine and, where appropriate, refine existimgceptions and typologies
of knowledge management orientation with referdndbe Maltese context.

* To refine existing typologies of organisationalagdgy with reference to the
Maltese context.

e To advance current understanding of the relatigndhetween knowledge
management orientations and organisational stratelflalta.

 To determine common associations/alignment betwtgers of knowledge
management orientations and organisational strategy

 To determine the types of knowledge managemenntatien organisation

strategy that is associated with high organisatipagormance.

In terms of the study’s methodology, structureenmiews were conducted with a
number of respondents selected from Maltese methularge-sized organisations
before a final survey was undertaken. The objeabivé¢he structured interviews
amongst ten selected Maltese organisations wasdble respondents to provide
feedback on the survey design. In order to invagtighese objectives, research was
conducted by using a questionnaire-based stratdigioment model derived from
literature, focusing on the business environmensiriess strategy, knowledge
orientation as well as organisational performantdlaltese medium to large-sized

organisations.



1.4The Maltese business context

Many Maltese organisations have either passed ghroaengineering processes,
downsizing and/or restructuring, in order to althemselves with Malta’s entry in
the European Union (Calleya 2000). The issue of pmditiveness currently
dominates parliamentary debate as competitive presscontinue to build on
stakeholders and shareholders due to increasedetngwdwth, competition itself
and the ability to respond to opportunities andkegathreatsPrivate organisations
are increasingly demanding better returns and doptang faster mechanisms to
respond to such pressures (Economic Policy Divigia®7). The public sector is no
exception and the issue of privatisation and dommngiamongst such organisations
has been and still is on the Maltese governmemd®erhis new way of thinking
has brought Maltese organisations to look for neaysnin improving their capacity
for strategic thinking as well as addressing bgtpartunities and threats in an open
European market. Information and communication netibgies are reshaping the
Maltese scenario in many aspects, especially itomer relations, free competition
and supply-chain management fields. Throughout 20B& Innovation Relay
Centre, hosted by Malta Enterprise since Janua®p,2fas succeeded in assisting
and creating collaboration between European andtelal organisations in
technological related areas. The Business Techpdismgwork has also assisted a
number of Maltese organisations in discovering appate technologies available

that would enhance their competitiveness (Econdioiccy Division 2007).



The issue related to the dissemination of inforamaind knowledge has generated
complex processes, which has demanded greaterdamation and rapid response
to new challenges both at a national and globadllbetween organisations (Miles
& Snow 1986; Quinn 1992; Lgwendahl & Revang 199Bhis complexity is

expressed in both the technological ‘machineryeaspand the knowledge gained
by employees in organisations (ILO 2003; Teck-Y&@@§4). These issues have
become highly relevant for Maltese organisationgofomic Policy Division

2007). For many writers, this is a trend being déabg countries across the world

(Liao 2003).

1.4.1 Setting the scene: The Maltese economic grdwin productive and
services activities

During the first six months of 2007, the real GrBssmestic Product of Malta rose
by 3.6 per cent. In nominal terms the Gross Dorodatoduct advanced by 6.1 per
cent to reach €2.5 billion (Economic Policy Divisi?007). The challenge to
traditional manufacturing and the need to responsbime way is a problem being
experienced across Europe and globally (IDC 200Bg domestic manufacturing
industry is facing a number of challenges instigdt®em trade liberalisation and
globalisation processes. This has generated aalla fgreater need of knowledge
management amongst Maltese organisations. Theivedatsubdued foreign
demand also had an impact on the performance sfexport-oriented industry.
Within this scenario, the Maltese manufacturingusstdy registered a 4.1 per cent

increase in turnover compared to the first six rhenbf the previous year



(Economic Policy Division 2007). The services categs remain one of the main
pillars in Maltese economy, with tourism being tasgest contributor followed by

financial services (Economic Policy Division 2007).

1.4.2 The structure of the dissertation

The structure of this dissertation is shown in fegli.1.

Chapter 1
Introduction

Chapter 2 - Chapter 3
Knowledge management research[® Design principles and methods
Review on models and empirical > adopted.
studies

Research philosophy review

Development of research model

Hypotheses generation v
Chapter 4
Application of survey instrument
Chapter 5 Application of knowledge
Discussion orientation tool based on hypotheseqg

A

) i formulated earlier
Further interpretation of survey

results and benchmarking Analysis of data

Chapter 6
Concluding remarks and

possible future research

A 4

Figure 1.1: The structure of the dissertation

Chapter 2 offers a literature review based on #taxal background, models and
other empirical studies that have a direct beanimghe research being investigated.
This includes key themes related to knowledge mamagt, the relationship

between business strategy knowledge managementparfdrmance, and the



utilisation of performance management tools. Theettgpment of organisation
business strategy is discussed through the Miles @now typology (1978),
Hansen’s et al. (1999), and Conant et al. (1990yetso Building knowledge
management into strategy is also discussed throlghdifferent characteristics,
cultural variations encountered, creation and keogé conversion which led
towards the development of hypotheses relatedréegfic orientation for Maltese
medium to large-sized organisations. This chagser provides the research model
design. The formulation of broad hypotheses geadras used for further testing
purposes. These hypotheses are designed to prasmisational knowledge
strategy, strategic alignment, strategic fit andgrenance in Maltese organisations,
together with what role IT plays and environmemgabulence encountered, human
resources aspects related to reward mechanismsyitneent, training and
termination of staff issues. Other issues investidaare related to the
characteristics of knowledge orientation and thenag@ment and organisation of
knowledge management strategy-types in Maltesenations. Chapter 3 outlines
the design and methods that were used for the punvestigation as well as the
research methodology conducted. This chapter alstuskes the design of the
survey tool based on existing tools identified he titerature review including the
knowledge management orientation instrument basedlroich’s (2004) study.
Chapter 4 provides statistical analysis of the syrgonducted amongst Maltese
medium to large-sized organisations. Chapter 5igesva discussion of the results
on the data analysis and the findings from the iptesy chapter, which will

eventually lead towards the comparison with otheowedge-based models and



theories and the creation of a knowledge orientaaxonomy that best reflects the
Maltese organisational scenario. Chapter 6 provid@scluding remarks on the
need to advance and refine Truch’'s taxonomy, thesrgemce of apparent
relationships between strategic-types, knowledgeagement orientations and

performance, limitations encountered as well asiptesfuture research proposals.



Chapter 2 — Literature Review

The objective of this literature review is to dissicurrent and recent themes in the
research relating to knowledge management and sagamal strategy. In doing
so, it will ultimately demonstrate how the reseagetestions and hypotheses were
arrived at. The key areas tackled deal with busireesd strategy formation, the
environment the knowledge-based organisation iskmwledge management
strategy and control, and strategic alignment. Tieeature review that follows
relates to the central research question of howarosgtional strategy and
knowledge management are related to each othetogmelformance in the Maltese
context. Few researchers have attempted to expheraelationship between an

organisation’s overall strategic orientation andwiledge management orientation.

2.1 A historical overview of knowledge managemenhinking

“The most successful executive in all history wasely the Egyptian who 4,500
years or more ago, first conceived the pyramidheit precedent, designed it, and
built it, and did so in an astonishingly short timéDrucker 1994: 53). Drucker
states that the Egyptians demonstrated the essehceffective knowledge
management by balancing creative abilities towdrdasformed valuable goods
(Graham & Pizzo 1996). Drucker’s assertion habdalrastically modified as the
construction of Maltese megalithic structures aigrwith celestial bodies, age a
merely a thousand years earlier (Micallef 1989; &llef 2000). Therefore

knowledge management has a longer history thaftde assumed.
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In the early 28 century, organisational co-ordination was inigiglerceived to be a
command-and-control type, whereby employees wenreengiexplicit daily
operational instructions, which had to be execwtbdther they were right or wrong
(Kanigel 1997). This type of management style, lgaie-motivated employees, as
although the strict control mechanism was desigiweduarantee that tasks were
eventually executed, performance-levels were loay(® Wendler 1998b). In the
1950s, industrial organisation theory which is lbag® microeconomic theory
brought about the rise of a number of strategidstoamely cost curves, the five
forces framework, the concept of sustainable coimnpetadvantage and others
(Beinhocker 1997). Starting from long-range plagniechniques, followed by
corporate planning techniques of the 60s-70s, tBe ®ere presented with
organisational positioning. This was followed byrgmetitive advantage and focus
on organisational internal strengths in the 90synHer (1998) outlines three
schools of thought regarding the development oiledge management namely:
(1) An information technology aspect involving netwarkgroupware,
communication tools to aid group knowledge collabion.
(i) A human resources aspect with emphasis on orgamséatculture and
teamwork.
(i)  The development of processes (which may not invoinfrmation
technology) to measure and capture the know-hogrgdnisations.
Although the strategic tools mentioned earlier atél applicable in today’s
management techniques, a dilemma arises when fag&dnew technological

innovations, which may cause price or consumertdhltons or instigate different
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interpretations of the same information causingeutanty. In today’s highly
volatile high-tech, globalisation, deregulation uss and service dominated
economy, Marshall et al.’s (1996) equilibrium mddel challenged. What may be
inapplicable for an investment in a fierce compeditsituation may well be
applicable if the organisation is strong within tmarket. Strong organisations are
those that at one point or another have violatedtthditional closed-equilibrium
model and developed an advantage over other camset{Beinhocker 1997;

Bontis 2001).

Before progressing on to a deeper exploration efdbvelopment of knowledge
management, it might be useful to consider brigfly notion of ‘knowledge’ itself,
as the concept is a contested one. It has beemededis ‘sticky’ and tends to adhere
to people’s heads making it difficult to transfeoiy Hippel 1994). Knowledge has
also been defined as “an ambiguous, unspecific dywlamic phenomenon,
intrinsically related to the meaning, understandengd process, and therefore
difficult to manage” (Alvesson & Karreman 2001: 996lowever, according to
some writers, it also offers increasing returns gpviding a framework for
evaluating and incorporating new experiences afafnmation, which continuously
changes and providing a culture and environmentwimch organisational
knowledge can evolve through values and beliefsvéDport & Prusak 1998;
Osborne 2004). The issue about belief dates backraditions of Western

objectivist epistemology, which suggests that krealgk, is objective, absolute and

! Marshall et al., (1996) mention that in a closedpl system, the industry structure is known, ajleoisations are perfectly
rational and that the law of diminishing returnglégs (Beinhocker 1997).
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context-free. This position has increasingly reedigriticism from those who claim
that knowledge cannot exist without human subjé&ety and contexts faced. In
fact it is argued that the different values thabgle possess and seen differently,
eventually leads towards the creation, organisateamd transcending of their
knowledge through their values (Davenport & Pru$8R8; Nonaka et al., 2000;
Nonaka & Toyama 2005). Although Styhre et al., (POétate that knowledge and
knowledge management do not sufficiently recogrtise social, political and
emotional aspects of knowledge, knowledge is stitsidered of strategic major
importance by successful organisations (Dyer 20@@3.therefore of little surprise
that so much has recently been written about howart be effectively managed.
Indeed, many writers observe, the importance ofagang knowledge is becoming
ever more important as organisations become inicigigsexposed to shifts in the

global economy.

Organisations are no longer being considered asgbeosed or in equilibrium
(Alvesson and Kéarreman 2001). Many researchers lwesl the issue of a
discontinuous, unpredictable and changing turb@encocial, economic, political
and global contexts, which may vary from one indugb another (Ansoff &
Sullivan 1993b). Previously in the industrial ageripd, Marshall et al., (1996)
mention that in a closed loop system, the indudtgucture is known, all
organisations are perfectly rational and that #ve of diminishing returns applies
(Beinhocker 1997). It has been claimed that them different success formula for

different environmental turbulence levels.
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Knowledge-based theory is becoming more dynamicoibéyproduction and
resource-based theories. According to Anderserssareh (1998), it is perceived
that intellectual capitd] will enable an organisation to transform a bundfe
information pertaining to financial and human reses into one of increasing
stakeholder value (European Commission 2006), hatdknowledge management
would improve organisational performance. Thisisccordance with Vera (2001)
and Marr and Schiuma (2001; 2003), who highliglg &pparent rise in learning
organisations, which implement and sustain knowdedganagement tools and
measure intellectual capital. But still the questi@mains; whais knowledge

management?

Trying to provide a concise interpretation of wimknowledge management is a
daunting task, as this means different things ttemint people who work in

different organisations with different environmdntacenarios, and is too
ambiguous to neatly organise, co-ordinate and obitit(Alvesson and Karreman

2001). Knowledge management is a concept that bes hsed to cover a broad
terrain from organisational learning to databaseagament tools, which can be
used in a variety of ways i.e. sharing of ideas, drescribed interpretations, for
information exchange, continuous improvement anc aseans of action where
individuals are engineered and controlled to theab®ural level, rather than
values and ideas (Alvesson and Karreman 2001).r&efe here is made to

Hansen’s et al.,, model (1999) where knowledge mamagt is implemented

2 Intellectual capital is defined as the combinatidintangible resources and activities.
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through codification or personalisation strategigbich is explored in more detalil

in a later part of this review.

2.2 Key themes relating to knowledge management

The features that define knowledge managementwarerous as different schools
of thought yield different meanings and dimensi#®alleh & Goh 2002; Halawi et
al., 2006; Maier 2007). Academic debates relatekintmvledge management have
focused on three main perspectives namely technuicethat is technology
focused that enhances knowledge sharing and cneatiganisational that focuses
on knowledge processes facilitation and ecologwaich focuses on people
interaction, identity, knowledge and environmerftadtors as a complex adaptive

system.

One of the most concise definitions that address s$cope of knowledge
management is provided by Swan et al., (1999) vdemtify it with the proper

exploitation of knowledge to ultimately enhance amigational learning and
performance. In a wide-ranging review, Chong & C{&105) synthesised several
knowledge management models with the aim of dewedpp unified framework.

Their research based on Davenport et al. (1997anRand Prybutok (2001) and
Moffett et al., (2003) identified key themes forceassful implementation of

knowledge management (figure 2.1).
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Senior management leadership
support and commitment

Benchmarking
Technology infrastructure

Employee training Trustworthy

teamwork

SUCCESSFUL
KNOWLEDGE
MANAGEMENT

Knowledge friendly and
open culture

Employee
empowermnent

Employee involvement
Performance measurement

Knowledge structure

Source: Adapted from Chong & Choi (2005: 4-21)

Figure 2.1: Critical success factors for successfidhowledge management

Unfortunately there is lack of unifying theories wmhat are the critical success
factors that sustain organisational knowledge meamagt. Chong & Choi’'s (2005)
identification of critical factors that address sessful knowledge management
aims at the better organisation of knowledge mamage activities. However it is
assumed by the authors that this model addredsagyahisations across the board,
besides the invitation for practitioners to chebk extent of implementation of
these success factors in their respective orgamisatBased on Davenport’s et al.,
(1997) research, Chong and Choi’'s model also failsdd other key themes such as
balance of flexibility, ease-of knowledge acces#ihiand the importance of shared
knowledge through a motivated workforce. March @@9@entifies an exploration-

exploitation typology in relation to knowledge-enkang learning. Exploration or
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radical learning is linked with variation, risk-ialy, experimentation, long-term
improvement, diversity, flexibility, discovery ofew resources, increase in
organisational stock of knowledge and innovatioflerred to as knowledge
generation (Spender 1992; Maier 2007). On the otmend, exploitation or
incremental learning is linked with efficiency, ettive use of resources, short-term
improvement, choice, implementation, productiorfineanent, deploying existing
knowledge to create value and extension of existimgpetencies and execution,
referred to as knowledge application (Spender 1988&er 2007). March (1991)
argues that exploitation strategies will becomeemmmmon with organisations as
the proper understanding of their environment mprove. Generally exploitation
returns are positive, proximate and predictablee Bame cannot be said of
exploration as returns are uncertain, distant aftehonegative. The creation of
knowledge capital from exploration develops newha& whereas the exploitation
of such knowledge maintains the financial capietessary for further innovation
and exploration. These innovations and exploratibesome the fuel for the
organisation’s drive and successful implementatioh knowledge strategy

(Edvinsson & Sullivan 1996; Maier 2007).

For most writers successful implementation of kremgle strategy, means proper
strategic alignment as to what the organisationngnor enhancing and developing
the organisations’ capabilities towards the desstedtegy for the eventual closure
of knowledge gaps (Segev 1987; Grant 1991; DavenfoPrusak 1998; Zack

1999a; von Krogh et al., 2000; 2001; Maier & Rem2B@02). Knowledge
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management literature is rich about the importaridenowledge strategy. However
the proper link between organisational knowledgd baosiness strategy is still
lacking and most knowledge management initiatives perceived simply as
information systems projects (Davenport & Prusal®89Ruggles 1998; Zack
1999a; Truch & Bridger 2002; Maier & Remus 2002;lada et al., 2006).

Therefore, there is a need to understand betteretagonship between knowledge
management and organisational strategy, and @ tkis issue that the discussion

now turns.

Davenport and Prusak (2000) state that assessiagctimnections between
knowledge management and business strategy cantdepihctical methods that
improve the effectiveness of both. As such writgbserve, linking knowledge to
strategy is unlikely to happen by chance. It i®oftlaimed that a key source of
sustainable competitive advantage is the formulatiba clear knowledge strategy
so that maximum resource allocation, such as imggatew technologies or the use
of better management techniques are derived (RuBaker 1988; von Krogh et
al., 2000). Although the von Krodgtet al., model provides a proactive structured
approach built on the old political virtues of jestand visionary organisations, one
should note that existing knowledge managementatiiee generally does not
address gender issues, general political aspectsnaivledge or other form of

influences and is still considered in its’ infan@&tyhre et al., 2001).

3 The von Krogh et al., (2000) model provides acceumt building classless societies, total involvememutual trust and
active empathy sustaining a ‘complete politicalarisof the good and sane society’ (Styhre et 81012 72).
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2.2.1 The influence of cultural diversity on knowledge maagement

One of the issues that must be addressed in bssisgbe cultural diversity on
work-related attitudes and values as well as thpach of cultural diversity on
knowledge management (Robbins and De Cenzo 1998fiekt and effective
knowledge management will depend to a large degneestakeholders and
management in creating an environment in which eyg# cultural diversity is

taken into account.

Culture is a term used by social scientists thétrseto a set of parameters to
distinguish between nations, organisations andpggan a meaningful way (House
et al., 1996). There is a general agreement tharganisation’s culture is evolved
over time following group interaction in order tchéeve a common purpose or
organisational goals following clear differentiatidbetween basic values and
behaviours (Bechtold 1997). Hofstede (1980) focumed/ork culture, management
and organisational development in multinational pames in different countries
and claims local cultural and institutional factoase crucial in shaping the
development of management and organisation espedhployees’ attitude

towards working life.

Bhagat et al.,, (2002) note that effective interamigational knowledge is
influenced by many factors. These include knowlesigecific factors such as
complexity and tacitness, knowledge generation aniiization which are

constrained by embedded social and cultural cositestwell as knowledge transfer
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which are generally influenced by cultural, orgatisnal distance and prior

experience (Szulanski 1996; Simonin 1999).

According to Hofstede et al., (1990), culture ismalti-level phenomenon that
manifests at the societal, national, corporate andupational levels. This is
followed by the diversity of cultural contexts aetsame level and the manner in
which culture influences the behaviours centralktmwledge transfer that is
knowledge valuation, structure, contextuality amtualization (DeLong & Fahey
2000). Knowledge transfer is considered as a mstdize phenomenon in which
cultural-specific factors appear in a certain ordeoccurrence (Szulanski 1996).
The role of these cultural-specific factors eittiacilitate or inhibit knowledge

transfer activities.

Hofstede proposes a model in which worldwide déferes in national cultures are
categorized according to five dimensions which &elfowards the better
understanding of management encountered, althonghsbould mention that the
situation in each country has its’ unique charasties that no model can account
for. Hofstede’'s (1993) analysis of IBM subsidiariedentified four bipolar

dimensions of cultural difference and added a fiftiich is based on Bond’s work

(table 2.1) (Batista 2008).
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Dimension Description

The extent to which the less powerful members of
organisations accept and expect the unequal
distribution of power within a country. All societies are
unequal, but some are more unequal than others.
The degree to which people in a country behave as
Individualism individuals rather than taking action as cohesive
groups. Collectivism is the opposite of individualism.

The degree to which tender values which generally are
associated with women's role are gauged against
tough values generally associated with men's role.
Masculinity Typical tender values include care for the weak,
service, personal relationships and solidarity. Tough
values include performance, success, assertiveness and
competition. These values differ between countries.

The degree to which people in a country prefer
structured clear rules over unstructured scenarios and is
Uncertainty the tolerance people give 1o risk and unconventional
avoidance behaviour in society. Structured situations refer to how
one should behave. The adoption of one over the
other leads to different kinds of behaviour.

Short-term orientation is associated with social
obligations fulfilment, and respect for tradition. Longer-
term orientation is associated with perseverance and
thrift,

Adapted from Hofstede (1993); Robbins & De CenZ9@); Batista (2008).

Power distance

Orientation

Table 2.1: The primary dimensions of cultural diffaence

According to Hofstede (1993), culture is definedtas collective programming of
the mind that distinguishes one category of pedple nation) from another.
Hofstede states that differences only arise betvdéégrent national contexts. This
has been criticized by Garsten (1994) who statet Hofstede did not take into
account the changing relationship between parettsaisidiaries in a globalized
economy and in fact ends up with a different vidwhe parent company’s impact
on its subsidiaries. The difference is that Gar$i€94) sees culture as a dynamic
process whereas Hofstede (1980) sees culture amtegocization of attitudes

according to pre-established theoretical dimensibltdstede’s approach has been
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criticized for giving biased emphasis of the inflae of national culture on

employee values (Fleming & Sgborg 1999).

Hofstede concludes that culture at national level at organisational level are
indeed two different phenomena. He states thabmalticultures are to be taken as
invisible values acquired in early childhood andcaripe very slowly if at all,
whereas organizational cultures reside mainly i thisible practices of
organisations acquired through socialisation whickly be consciously changed
though not outright in an easy manner. Thus itucal diversity impacts on
employee values and work-related attitudes it walde influence how employees

value, participate and support organisational kedgé management.

2.2.2 A critique on knowledge management

Over the last few centuries deskilling appearebleg@ssential to sustain progressive
economic growth. However the history of the captabrganisation shows that
changing social conditions and class conflict snsthMarx’s perspective. Studies
on the nature of work, particularly the literature the labour process, date from
Braverman’s (1974) path-breaking ‘Labor and Mongp&apital’, related to
deskilling of work and management control intemsifion under ‘Taylorised’ forms
of capitalist work organisation. Braverman (1974¥dribes Taylorism along three
main abstract principles namely:

(i) Workers’ knowledge, the rendering of the labourcess independent of craft

and their replacement with experiments.
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(i) The separation of conception from execution and

(i) The use of the managerial monopoly over knowletigeontrol the labour

process.

Braverman, and other academics helped free Markista a simplistic view of
capitalist technological advancement towards aersal achievement. In this field,
technology is conceived as a construction of soatbrs which help towards
addressing social interest better. They arguedtéichinology design was shaped by
capitalism. This spread of technology into sodfal provided increased popularity

for Foucault and Marcuse’s new perspective relaaggbwer and knowledge.

Braverman’s (1974) account of the division of labqarovides a distinction
between mental workers who control others and nmamogkers who are controlled
by mental workers. In essence Braverman argudsthiiaextent of difficulty of
specialised knowledge and skills transfer from weoskto managers predicts the
degree of power that managers possess over workenslamentally Braverman
(1974) states that there is always a fixed amolipbwer in any social relationship.
Thus if management acquires knowledge of somedaqutocess, the workers are
either supposed to lose this knowledge or be irdapaf regaining it. Thus
Braverman conflates acquisition of knowledge withowledge monopoly and
examines control historically in terms of worker émployer control which can

never be complete and predictable.

23



Altmann et al., (1992) confirm parts of Bravermarilsesis related to ‘skill

polarisation’, work rationalisation through skilulsstitution and upgrading. This
lack of general fit reveals an important limitatioh Braverman’s work related to
the universal division of labour, occupational amdining systems. In essence
Braverman undervalues the way the ‘labour process®mbedded within socio-

cultural contexts.

Braverman (1974) argues that the logic behind ahgib, is to provide managers in
using technology to increase both the control airkers and productivity.

Braverman is not saying that technology producesbcelations but states that the
manner in how labour processes are organised ascleed is the product of the
social relations we know as capitalist. Thus teBe af organisational knowledge
repositories can lead towards a power shift awaymfremployees towards

management.

Braverman’s treatment of scientific management @&aglorism is also strongly
debated following the rise of knowledge economy @sdresumed paradigmatic
break on old capitalism. Braverman is heavily cized by Burawoy (1979) on
skills, class and occupational structures and #ggect on the consciousness theme,
claiming that there should be an understandingheflabour market and process
prior to understanding class perceptions. Burowayns that employees use work
as a form of resistance, games and ingenuity offeways of managerial control

modification and capitalist production values sitankously. However one should
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also note that Braverman also focussed on theddreffect such struggles have in

preventing capitalism in transforming jobs intotina activities.

Thus Braverman’s work refers to the way in whicly keowledge and skills can
become divorced from employees and stored withstesys of technology, This
‘deskilling’ is said to increase management convnadr the labour process. It seems
that knowledge repositories will have a consideralmhfluence as to how
organisations will operate in the future notwitimstimg the effect of managerial
control, employee power and the structure of kndgéework which ultimately

address the distribution of power and organisatibnawledge systems.

2.2.3 Environmental turbulence and organisational sategy

The positioning strategic theory proposed by Po(i80), brought with it a
revolutionary way of thinking as the five sourcdscompetitive pressure namely
competition from the suppliers of substitutes, thieeat of competition from new
entrants, competition from established producerd #re bargaining power of
buyers and suppliers are addressed in one modeémding competition and the

level of profitability.

Porter proposed that the overall cost leadershiferentiation and competitive
focus can occur at industry level. It was thoudtat torganisations should study
their competitive environment with the aim of sggtup objectives that reflect their

position with other key players in their market.isThesonates with one of the key
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themes of knowledge management theories, whichesstahat to remain

competitive, organisations must explicitly manapeirt intellectual resources and
capabilities, besides developing a knowledge-oe@ntulture, possess the right
technical and organisational infrastructure as wasllthe development of multiple
channels for knowledge transfer (Davenport & Pruk2®8; Zack 1999a; Dewhurst

et al., 2001).

Although Drucker (1995) and Conner & Prahalad ()98®dict knowledge as the
key economic and dominant resource of competitikaatage, Keep (1999) argues
that organisations do not necessarily follow a Fsgitls route in order to compete,
being rather a minority of organisations that iotfdo. Some organisations compete
with the lowest cost base, achieving profitabilisom a narrow range of
standardised goods and services in price-driverketaras much depends on the
research and development investment which is @iaelwith high skills level
needed. Skills development ‘hardwires’ onto theatmmal training (VET) system
which projects towards skills requirements (Keep99However according to the
2007 EU Industrial Research and Development Invesstrt8coreboard, world-wide
corporate R&D investment increased to 7.4% fron?%%bi EU countries in 2006
and by 11.1% from 7.7% in non-EU countries in 2@B@érnandez et al., 2007).
According to Hernandez et al., (2007) it also seéms R&D investment in many
world-wide organisations is gaining ground and pgvits’ way towards more
knowledge-based organisations. Knowledge-based nmafgons start with the

primary intangible resource, the competence of lgedfeople are increasingly seen
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as the only true agents in business; all tangibiesigal products and assets as well
as the intangible relations are results of humammcand depend ultimately on

people for their continued existence (Sveiby 2001).

2.2.4 The different types of knowledge

Discussing different types of knowledge providesights on how knowledge can
be leveraged for improved organisational perforreac marked difference exists
between individual and collective, tacit and expknowledge, which relates to the
different knowledge management approaches thabeadopted by organisations.
Individual tacit knowledge can usually be decipletierough individual schemas,
skills, habits and abstract knowledge. On the olttzgrd collective tacit knowledge
is deciphered through principles and routines, wisgdional and professional
cultures held in common within the employees of tirganisation, achieved
through comprehensive and updated shared direstofiexperts that may provide
information about their work and experiences, cosge on past experiences,
cultures and competition itself (Quinn et al., 19%mvenport & Prusak 1998;
Matusik & Hill 1998; Hansen et al, 1999; Sherif B)OGenerally tacit knowledge
is mainly learnt through experience and producégcdity levels when trying to
communicate, articulate and formalise it (Polar868). On the other hand explicit
knowledge can be transferable and codified usistesyatic procedures. As regards
to individual tacit knowledge this comprises of Wiedge and skills that can be
transmitted using learning techniques or reproducedvritten format, whereas

collective explicit knowledge resides in writtencdonentation, information systems
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and standard operating procedures (Brown & Dug@i@li Lyles 1988; Starbuck

1992).

The manner in which tacit or explicit knowledge dam leveraged determines a
number of issues that will be addressed througlinaber of hypotheses that will be
investigated in Maltese organisations. This inctutlee type of staff recruited, the
rewards mechanism and the appropriate training ¢hat be adopted and how
knowledge is retrieved if an employee terminates’hier employment from an
organisation. This also has a bearing on the tystrategy adopted that is whether
a personalisation or codification-type strategyjolhwill be discussed in a later

part of this literature review.

2.2.5 Types of knowledge management strategy

The purpose of this section is to introduce Hanseral's (1999) typology of
knowledge management strategies, and Miles and ‘Snbwsiness strategy
typology, both of which form part of the analytidsse of this study. The scope for
identifying areas of alignment between these twmlygies is also explored. Using
research conducted in consultancy, healthcare @mguating organisations, Hansen
et al., (1999), identified two different types afidwledge management strategies.
On one hand are those organisations based on iaflemtechnology strategies and
adopting codification strategies, where data isifemtl using the ‘people-to-
documents’ approacland stored in databases, whereby it can be accdssed

anyone in an organisation (Lee & Yang 2000) anden&td without the person who
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developed it being contacted. This research islainido Nonaka and Takeuchi's
(1995) interaction from tacit into explicit knowlgel referred to as externalisation,
which includes the formal development of operati@wivities which lead towards

proper recording of knowledge and evaluation ofuheentation. On the other hand,
personalisation strategy involves the creation mvidedge, is synonymous to the

person who creates it, and is disseminated onradctto-contact’ basis.

According to Lee & Yang (2000), the choice of smpt-type adopted by
organisations is rather a delicate process andrgiyneepends on how clients are
to be served, the marketplace in which the orgéinissiis involved, and the kind of
staff employed with the organisation. Any wrongattgic choices made by an
organisation, may lead to strategic misalignmerd anbsequently its’ downfall
(Hansen et al.,, 1999). Their study found that itmere likely that consultancy
organisations focus on personalisation strategythag derive information from
people through network building such as dialogudwben people, video-
conferencing, brainstorming sessions, telephonmai-and other networking
modes to mention just a few (Hansen et al.,1999).
Further organisational analysis along the threenndmmains of Hansen’s et al.,
model (1999) that is:

0] customisation versus standardisation in servirentgi

(i) cost efficiency versus high margin in organisatidnsiness economics,

and

29



(i)  the implementation and creativity in the type dfishired to work in
such organisations.

brings forward common issues between Miles and 3nowl1978)
prospector/defender-types and Hansen’s et al.,9)1p@rsonalisation/codification-
types i.e. prospector/personalisation-type and mdkfdcodification-type
organisation (this typology is examined below).
In order to address strategic alignment in a gtetive manner particularly between
strategic-type and knowledge orientation, Truch O@0 identified that the
associations between elements of different constiucthe research model could
be addressed using Hansen’s et al., (1999) descritf personalisation and
codification knowledge strategies and Miles and v880(1978) description of
prospector and defender-types related to knowledgeragement. Using Truch’s
work as a guide and a starting point, the followthigcussion further examines the
potential areas of alignment between the diffestrategic types and knowledge
orientation types. This ultimately, is one of tloeecinterests of this study.
The prospector-type organisation focuses on maygportunities to serve clients,
seeking higher margins through innovation in bussneconomics and developing a
problem-solving attitude. The type of people usuahired in prospector
organisations, is very similar to the personal@atype of knowledge strategy. In
fact highly customised solutions to unique problefois serving clients, higher
margins for business economics and developmenteaitice analytical specialists
for the type of staff hired, are attributes adopbgdthe personalisation-type of

organisation according to Hansen et al., (1999¢ défender and codification-type
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of strategy organisations are in more than one swaylar. Both of them adopt a
narrow focus approach on issues related to thesreusesources in serving clients,
cost effectiveness, economies of scale as regardbusiness organisational
economics and the hiring of specialists suited twrkwin a standardized and
controlled working environment without pursuing ther opportunities. In

distinguishing between codification and person#bsatype of knowledge strategy,
Hansen et al., (1999) identified five main fielsgmely information technology,
knowledge management strategy, economic model, ettine strategy and human

resources (table 2.2).

]:Ii—g%e of Codification knowledge strategy ~ Personalisation kno wledge strategy

For organisations using a codification Provides a link between innovation and knowledge

knowledge strategy generally invest heavily in | management. On the other hand information technology
Information informatipn' technology. The aim of such a investmqnt is moderate for organisations qsing o
technology strategy is in connecting staff_ with reusal_ale personallsatlon-type_ of strategy and the primary aim is in

codified knowledge. Electronic fast tracking the exchange of tacit knowledge and the facilitation of

and wide access of documentation (Hansen appropriate conversation that eventually helps to pin

et al., 1999) down tacit knowledge (Greiner et al., 2007).

Retrieval of codification information without

contac;tlng individual who createq .'t' Eor For organisations using a personalised type, networks

organisations who adopt the codification h f .
Knowledge strategy-type, a system that manages to are developed to link people so that sharing of tacit
management B ’ h knowledge is possible and disseminated between

codify, store, communicate and reuse interested parties (Hansen et al., 1999)

knowledge is developed (Lee & Yang 2000; v ’

Malhotra 2004; Greiner et al., 2007).

Organisations using the codification strategy- The creation of large revenues in the process is a

type make sure that the proper investment primary concern for such organisations. On the contrary
Economic takes place so that it can be reused several organisations using a personalised knowledge strategy
model times. Large teams are generally used use small teams, focus on high profit margins and

comprising of associates and partners provide unique customised solutions (Hansen et al.,

(Hansen et al., 1999) 1999).

Organisations th adop} the codification Organisations who adopt a personalised knowledge
Competitive ;trategyjtype provide rellaple, fast . strgtegy are generally c':eati'\)/e and analytical in thgeir
field rforr?aélon—systems and Z'.?.h'c?ﬁa“tyl d advice given, on issues pertaining to high-level strategic

(Sg\:sing:t a{yri;)ugsg";? codified knowledge problems (Hansen et al., 1999).

Organisations who adopt codification

knowledge management strategy generally
Human hire graduates who are well versed in the Organisations adopting personalised knowledge
resources reuse of knowledge and solutions management strategy, hire staff adapted to problem
(Recruitment / implementation. Training on the contrary is solving and ambiguity situations. Training is provided on
Training / performed in groups, generally through a one-to-one basis and rewards are given to those who
Reward distance learning and rewards are given to disseminate information appropriately (Hansen et al.,
systems) staff, providing a contribution towards the 1999).

building of the organisation’s databases

(Hansen et al., 1999).

Source: Various authors
Table 2.2: The five main fields in adopting a coditation or personalisation-
type of knowledge strategy
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According to Hansen et al., (1999) the choice oditegy is fundamental to the
success, or downfall of an organisation. Hansex. £1999) believe that the choice
between personalisation and codification strateg¢ #he components shown in

table 2.1 is central to knowledge-based organisatio

2.2.6 The knowledge-value chain typology

Hansen’s et al., (1999) knowledge management cadidin strategy where data
can be codified using the ‘people-to-documents’ragph and personalisation
strategy where knowledge is created from a ‘cortmciontact’ basis together with
Miles and Snow’s (1978) strategy-types, bring fadvessues related to how tacit
and explicit knowledge can be retrieved from theetyof staff recruited, the

organisation’s business economics and how clieressarved. The knowledge-
value chain provides an inventory of these vitabwledge assets which are
identified through the different stages of the modee & Yang 2000). It also

helps to identify between tacit and explicit knodde assets.

The building blocks of the model, is composed ofowledge management
infrastructure, which supports knowledge managenyaoicess activities, and
knowledge performance. Customer/supplier relatigmstwhich ultimately

determines who is the business leader and follokeywledge storage capacity or
organisational memory where knowledge can be stanellreused and knowledge
worker recruitment (shown by dotted lines) are esded with specific knowledge

management process activities and support theeesttain (figure 2.2).
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Knowledge Knowledge Knowledge Knowledge Knowledge
Acquisition Innovation Protection Integration Dissemination erformance

Knowledge Management Process

Source: Lee & Yang (2000: 786)

Figure 2.2: The knowledge value-chain

Table 2.3 shows the identification of the knowleggkie-chain components.

Leads to tracking and analysing all explicit avaidaknowledge using scanning,

Knowledge acquisition focused search and performance monitoring techri¢fdeber 1991).

Knowledge created by individuals is amplified whietentually crystallises int
the organisation’s knowledge network and alignedthsd interesting product of
Knowledge innovation service innovations are realised (Maier 2007). Gbeversion from tacit to explici
knowledge reminds us of the SECI model created bgaka et al., (2000). Thi
may well aid towards the development and commuicicatof human meaning.

w

Knowledge protection Protects creativity and interests through intellatproperty rights.

The appropriate translation of raw knowledge toragsl the organisation’s business
Knowledge integration context is maintained. This also well may aid taigathe development an
communications of human meaning.

o

Knowledge dissemination Both tacit knowledge through people and explicibkedge through an IT system
or knowledge-sharing can be shared. This can be instigated through aepreeward structure ang
environment performance metrics mechanisms.

Source: Various authors

Table 2.3: Knowledge value-chain components

Truch (2001) refers to the knowledge-value chaiat than be used to map
knowledge assets within an organisation. Unlike dfland et al's (2001)
information management practices, Truch tries ttimfjuish between tacit and

explicit knowledge value chains and recognises stages namely:
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(i) The data collection mechanism which relatesams the contribution to the
system.

(i) The storage of data and information which baneasily assessed.

(i) The appropriate analysis, retention and dsgmf such data.

(iv) The data transfer mechanism of information.

(v) The application of such knowledge whereby smébrmation can be used to set
strategies and from which experiences can be derugch ultimately creates

value.

Although similar to Marchand et al's (2001) and l&&ang’s (2000) models, the
distinction between tacit and explicit knowledgenist drawn. The knowledge
value-chain framework is important as it has théeptal to aid in mapping the
organisations’ knowledge assets. Through cost-litenahalysis individual
assessment of each component in the value-chaibeassessed which eventually

serves as a decision-support tool for informatigsteams investment.

The components generated from the knowledge-vahsncmodel are used to
probe the different knowledge management infratitres which support the
different process activities pertaining to orgatis@al knowledge strategy, strategic
alignment, strategic fit adopted and performancklaltese organisations. The type
of staff recruited, the role of information techogy and the characteristics of

knowledge orientation within an organisation refat® scanning, capturing,
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storage, retrieval, application, transfer and sigarof knowledge in Maltese

organisations will also be analysed through theoklygses generated in this study.

2.2.7 The relationship between information technolgy and knowledge
management

A key concern for many businesses is the balanatgand alignment between
continuous evolving technologies and dynamic bussingtrategies (Scott-Morton
1991; Papp 1995; Luftman & Brier 1999; Maier 200%uccessfully aligned
organisations through their information systemsgaeerally those which adopt an
open communication culture approach, senior exeeusupport in IT and
appropriate leadership, IT deployment in strategyetbpment to create customer
value, skills development and team-work agreemeititienabled projects, as well
as the equal importance of IT and business cafiabilin an organisation
(Henderson & Venkatraman 1990; Earl 1993; LuftmaBiéer 1999; Barber et al.,

2006).

Figure 2.3 provides a schematic view of relatiopshproposed by Scott-Morton
(1991) and Luftmann and Brier (1999) that existamorganisational business-IT
strategic alignment. It also gives an initial irtion of how business strategy and

knowledge management activities can be related.
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Figure 2.3: The organisational alignment process coponents

The model provides an illustration of how strategiignment can occur.

Specifically, in this model, the alignment occuetvieen:

0] Business strategy

(ii)

Organisation infrastructure and processes
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(i) IT strategy

(iv)  IT infrastructure and processes

The business scope includes all competitors thactethe environment. For an
effective business strategy distinctive competenei® essential and this includes
all critical success factors and core competertbi@sprovide the competitive edge
to the organisation. The organisation infrastruetand processes need to be
identified, together with their relationship toagggies (Scott-Morton 1991). These
are made up of how the organisation organisesbiisiness and the processes
involved that is how business activities within tbeganisation operate through
value added activities and process improvementhe TT infrastructure and
processes is composed of the necessary infragtalieixchitecture that allows the
applications, software networks, hardware and dsaagement to be holistically
managed into a cohesive platform. The IT strategynade up of the technology
scope which comprises of appropriate IT technokgiatform and applications to
help in the execution of strategy and systematmptencies which are distinctive
capabilities that aid towards the creation or agtmeent of the organisations’
strategies through appropriate technological efgqion. IT governance is also
essential as project selection and prioritizatgsues are discussed following a clear
understanding of how risk, conflict resolution, oesces and responsibility are
shared between all parties concerned for the exgcat the IT strategy within the

organisation.
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According to Scott-Morton (1991), the strategicgafnent of these various
elements is achieved through a series of cycles stades. The first stage
‘competitive potential’ develops into a general fonation of business strategies,
taking into account IT opportunities and IT strgteghortfalls and assessing
organisational structure fit, processes and skilisstrategy support and needs for
change. This is followed by ‘business value’ whaims at fitting these business
transformations implied by strategic requirememtsmf the competitive potential
stage, to the organisational infrastructure andgsses so that the necessary human
resource management processes can be addresséloeamecessary fit regarding
information systems infrastructure and processes amhieved. The third stage
‘service level’ which establishes a fit between theproved organisational
infrastructure and processes and the informatiostesys infrastructure and
processes besides the identification of changedede® the IT strategy that will
support technology transformation requirements. Tdweth stage ‘technological
potential’ establishes the fit between the requitgdnfrastructure and processes

and the IT strategy which have been addresseciprévious stages.

The above stages are repeated through anotherwitbléhe intention of reviewing
these processes and action taken in order to aldtestegic alignment. Only
through these appropriate communicative relatiggesban business and technology
capabilities be aligned with overall business stggf and thereby sustained in
creating effective solutions (Luftman & Brier 1999)he model suggests that

organisations must develop the right skill to ustland both the current and future
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business and IT environments by the assessmehné aioimponents shown in figure
2.3. This is no easy task as these components a@ntinuous flux and unique to
every organisation. Communication is an essentigredient for success and
brainstorming sessions help to facilitate commuiocafurther as both IT and
business strategies are discussed, analysed argl pyapitised (Scott-Morton
1991). The contribution that IT can provide to thesiness strategy as regards to
market-place competency development, leads towandseased visibility, a
valuable precursor to budgeting, development anghnasiément towards HRM
policies, skills acquisition, IS planning, effic@nand profitability (Henderson &
Venkatraman 1990; Scott-Morton 1991; Faltermay&4] @ uftman & Brier 1999).
The evidence, it seems, begins to highlight theoiigmce of alignment between
business strategy and knowledge management agsivithe following section will,

however, add some qualifications to this picture.

2.2.7.1 The benefits and limitations of knowledge amagement technologies
Liao’s (2003) research on the future developmentkodéwledge management
technologies suggests development towards an egperitation manner and their
applications develop along a problem-orientationnneg.. Liao’s research also
suggests that the different methodologies adopteddifferent social studies
disciplines are implemented in knowledge managenmantanother form of
technology and that the integration between chamge'knowing’ will continue to

strengthen the application of knowledge managemeehinologies.
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Research conducted in the strategic orientationinddrmation (appendix 1)

concludes that satisfactory management of infolmnagiractices and information
behaviours and values, need to work simultaneouwsjgther with each other and
not individually, if effective business performaraed full information utilization is

to be achieved (Marchand et al., 2001). Marchandalés (2001) research
tentatively provides a model that addresses infaomaorientation. This includes
focussing on distinctiveness in IT resources, naaiimg the information lifecycle,

and sustaining information integrity. Although Mhand et al., claim that a link
exists between business performance and informaystems; they fail to take
account of the different strategic types and orggtional strategic alignment in
their research. However the variables quoted is thodel are synonymous with

other variables shown in other knowledge managemexiels.

Overall the evidence seems to suggest that levegdgiowledge through ICT is
neither easy nor straightforward (Walsham 2001).Ish&am’s research on the
human-centered view of knowledge, focussing on hutaeit knowledge, complex
sense-reading and sense-giving communication pgeseand knowledge-sharing
carried out, concludes that computer-based systatnknowledge-based activities
only if proper attention is given on the developim@md communications of human
meaning. There are no definite prescriptions bsetaof circumstances of needs,
methods and processes for different organisatid¢delgham 2001). Lee and Yang
(2000) proposed the use of the knowledge valuencmaidel (figure 2.2) that they

derived from Porter's value chain analysis in order map organisational
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knowledge assets and knowledge-creating mechaniaimsh may be used to

bridge the gap identified by Walsham.

2.3 Is there a relationship between strategy, knowtlge management and
performance?

Organisational performance is multifaceted whictkesait difficult to measure as it
depends on viewpoints taken either by clients akedtolders, depends on the
period of observation plus a host of other varigh|8now & Hrebiniak 1980).
However, many writers have observed that a key etrto strategy formulation
involves the setting of business objectives thaquire some definition of
performance (Bracker & Pearson 1986). And as Johasd Scholes (1993) point

out, corporate objectives are mostly expresseshantial terms.

At the organisational level accounting data isl ssérving as a means of
performance measurement and thus suffers from twam mdrawbacks for the
researcher, namely non-homogeneity and non-avitjalnf data for smaller
organisations (Bracker & Pearson 1986). Furthermaceording to some writers,
the use of financial performance measures is tomwly focused. McKiernan &
Morris (1994), Kargar (1996), and Peel & Bridge 489 sustain that organisational
goals should be used as a means of performanceurasaand mention a set of
measures related to perceived performance, stcatgganning intensity,

environmental turbulence and capital budgeting riegles. Table 2.4 shows
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conditions of when performance measurement can dheveed and when it

becomes problematic.

Possible performance measurement Problematic performance measurement

Simple products/services Multiple products/services

Product/Services-oriented organisation Process-orientedisatjian

An organisation has products/services An organisation hégatibns and is highly
value oriented

Production is autonomous Products or services are generétedotiver
organisations

Known casualties Unknown casualties

Isolated products/services Interwoven products/services

Stable environment Dynamic environment

Definable quality in performance indicatorg Indefinable quatityerformance indicators

Uniform products/services Variety of products/services

Source: Adapted from De Bruijn (2002: 13)

Table 2.4: Criteria for performance measurement ocarrence

Research findings regarding the relationship betwleesiness performance and
strategic planning, has been faced with mixed re@astand conflicting results, as
some sustain that a relationship exists betweemtbewhereas others sustain that
no relationship exists (Robinson & Pearce 1983;libgdr 1984; Bracker &
Pearson 1986; Greenley 1986; Piést 1994; Miller &dihal 1994; Peel & Bridge
1998). Some authors also state that enforcing éfeionship between strategic
planning and business performance is dysfunctiona&irelevant and that strategic
planning creates a rigid organisation which miégaagainst all forms of innovative
thinking (Miller & Cardinal 1994; Peel & Bridge 189 Mintzberg (1987) sustains
that since all organisations pass through the tmiogy stage, this would make
them in a difficult position to steer strategy €ine predetermined strategy would
have already been pinned down, leaving little rodon manoeuvring and
innovation. Mintzberg sustains that in unprediatal@nvironments an explicit

strategy would be hard to conceive before the taadl experience process is
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maintained. On the other hand, strategy should bet made explicit in
environments which are unpredictable. This givesidor the ‘emerging strategy’

school of thought (Ansoff 1993a).

Miller and Cardinal's (1994) study concludes thaé timpact of strategy upon
performance is contingent on several factors.héirtempirical analysis they found
that when strategic planning measurement, involViigl quality assessment and
performance data is collected from key personnedfrang correlation between
planning and profitability exists, which is stromge turbulent environments. This
suggests that in turbulent environments, stratptaoning affects organisational
profitability more strongly than in stable enviroents. They suggest that both
larger and smaller organisations tend to benadinfadaptive thinking, integration

and control.

2.4 The utility of performance measurement tools irorganisations

While the previous section began to explore theneadf the relationship between
performance and knowledge management strategeeputipose of this section is to
outline some of the ways in which researchers agdrosations have attempted to
measure performance and its determinants. This layllthe ground for a more
detailed discussion of the ways in which knowledganagement, strategy and

performance may be related.
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Performance measurement systems are used for arande of objectives within
organisations namely for external and internal rwmwimg, to track change
implementation, to develop a continuous system avgment and personnel levels
and to monitor the overall organisational perforog(Dixon et al., 1991; Barber et
al., 2006; Sharma & Bhagwat 2006). Apart from thenefits derived in
performance measurement i.e. innovation, accouiyaénd external orientation of
public/private organisations, negative effects sashrewarding mechanisms that
stimulate strategic behaviour have also been ergdt Organisations may indeed
minimize their throughput at the expense of innmvags this generally results into
an exploration of the unknown with the risk of eittaccepting what was perceived
or less, or develop a tendency to reward the cohséproduction of the existing

(Behn & Kant 1999; De Bruijn 2002).

Another contentious issue concerns the relationdhgpween individual and
organisational performance which has become a domhirssue in the field of
human resources management (Guest 1997). Howewésdie is still in flux as no
consistent picture has emerged yet (Wood 1999imeSwitiques suggest that some
reward mechanisms such as performance-related-@gy ba flawed, providing
difficult implementation with negative outcomes (&e 2000). The problem lies in
the frequently-made assumption that the link betwiadividual and organisational
performance is simple and linear. Some researcgte that organisations should
adopt well conceived human resources policiesdtdtess employee performance

in order to address organisational competitiven@¥sod 1999a). Research is
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supporting the view that a positive correlationséexibetween high performance
work practices and enhanced business performanc® useasures such as
productivity and profitability across a range oluotries and industries (Ashton &
Sung 2002; Harley 2005). Osbourne and Plastrik {),9%tate that when reward
mechanisms are linked with individual performanceasurement, employees are
driven towards process optimisation and efficieatfgrmance, as bureaucracy is
prevented. This may drive public organisations mivering services, which

generate the most important values to clients. Hewehis is still debatable

according to De Bruijn (2002).

The approach adopted by most writers is that effeqierformance measurement
attempts to measure individual as well as orgaioisak performance. Thus a macro
level of performance measurement is achieved ralfaar a micro level. This may
lead towards lack of co-operation causing ‘comparttalization’ i.e. a lack of

communicating knowledge sharing between compartsnexst performance is
optimised (De Bruijn 2002), as organisational sinibptimize their own

performance and co-operate insufficiently or blgakious forms of value-chain co-

operation hindering the creation of new knowledg&gen 1996).

In such an environment, it has arguably become natpe that organisations learn
how to change employee assumptions and learn alawse-and-effect
relationships (Argyris 1991). To survive and pras@@ery organisation must have

the capability to maintain an acceptable alignmeith its environment (Snow &
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Hambrick 1980). According to this line of argumesticcess in the marketplace

rests on organisational learning. Thus the needédh operational and financial

measures is said to become imperative. In ordprdmote organisational learning,

organisations need detailed, micro-level data abedividual performance and

activity as well as meso- and macro-level data.id&ssboth managerial and staff

behaviour are affected to a great extent by théopaance measurement system

adopted (Kaplan & Norton 1992). According to Snawd &lambrick (1980) relying

on multiple sources of information such as:

* investigator inference where the organisation'ategyy is assessed,

» self-typing where the organisation’s strategy iarelaterised,

e external assessment where competitors, consultamisistry analysts and
expert panels are sought for advice, and

» objective indicators where strategy is measured andot relying on the
individual's perception such as collective prodowrket data,

help to enhance strategic validity as a single @data that will provide a limited

view of the organisation’s current basis for conmget

Management rarely thinks that an essential parstadtegy is its measurement
(Kaplan & Norton 1992). In an attempt to overconhgs,t Kaplan and Norton
present the balanced scorecard system, which aketmpmeasure organisational
performance along four main perspectives, comp#vethe niné used by most

researchers (Kaplan & Lamotte 2001; Barber et28l03), and seems to succeed

4 These include leadership, people, people andeglyatrocesses, customer results, key performardieaiors, people
results, society results, partnerships and ressyK&plan & Lamotte 2001).
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where other financial performance models just asidthe financial aspect only or
do not involve strategic learning. According to Kapand Norton the scorecard
system helps to translate strategic objectives p@dormance measures and can
motivate staff towards improvements through itspectives. Perhaps the strongest
point of the balanced scorecard system, relativetb@r models of performance
measurement, is that elements that have been evedidas unrelated in the
strategic control element of an organisation areu@nt together such as client
orientation, teamwork, quality, response time, Emgj-term strategic management,
besides a holistic approach of the organisationwbére improvement can be
sustained and if so at what expense. The balammedcard system includes aspects
of knowledge in performance measurement, and snxsinse is different from many
other types of performance measurement tools. Blenbed scorecard attempts to
integrate knowledge, strategy and performance. baknced scorecard basic

model is comprised of four main perspectives (t20.

To succeed financially, how should the organisatappear to itg

Financial perspective shareholders/stakeholders?

To succeed with the organisation’s vision, how $thdbe client be

Client perspective looked at?

—

To satisfy the organisation’s shareholders/staldgrsl and clients, &

Internal per iv . ; it
ternal perspective what internal business processes must the orgamisatcel?

Human Resources To succeed with the organisation’s vision, how \lile organisation
perspective function?

Source: Kaplan & Norton (1992: 172-180)

Table 2.5: The four perspectives of the balanced @ecard

Thus, an explicit vision and strategy underliesfalir perspectives. And for each

perspective, strategic aims, measures, specificlsga@ad action plans are
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formulated. According to the proponents of the bedal scorecard system, these
perspectives allow management to focus on worecate resources and set targets.
It also allows follow-up results in learning, whighll lead organisations in turn to
re-examine its vision. Strategic learning is comgai of gathering feedback,
hypotheses testing by analysing cause-and-effittaeships on which the strategy
is based and making the necessary arrangementsbhaltieced scorecard system
aims to enhance strategic learning at every stepyes as a means of
communication and to identify explicit cause-anfkeff relationships between
outcome measures and the performance drivers séthatcomes, (figure 2.4).

Clarifying and
translating the vision

and strategy

A

Communicating and Strategic feedback

linking Balanced and learning
Scorecard d

A
y

\4

Planning and target

setting U

Source: Derived from Kaplan & Norton (1992: 172-18)

Figure 2.4: The balanced scorecard process

According to Kaplan and Norton, the balanced sa@ngbelps organisations facing
turbulent environments to operate with complex dvairategies which may lose
their validity in such conditions. As Arygris (199bbserves, organisations in
turbulent conditions may benefit if they create aganisational environment in

which assumptions and theories about cause-andteffdationships can be
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challenged i.e. in which double-lodpearning occurs. Performance management

tools based solely on financial measures are & ligely to promote double-loop

learning as strategic learning is not addressede BHalanced scorecard is a

comprehensive attempt to provide an integrated irdittensional performance

measurement model (Brignall 2003) and can desocsibieer what is achieved

(outcome) or what effects outcomes (performanceeds) besides the capability of

addressing strategic learning through:

a) A compactstructurefor communicating strategy.

b) Facilitates discussion of theause-and-effect relationshigamong different
factors including the combination of service andfgenance measures of
how the organisation’s products contribute towdtds creation of value for
its clients.

c) Circulates strategic hypotheses underlying therosgdion’s intent.

d) Provides for aystematic procedur®r conducting information sessions with

the aim of replacing traditional financial planniagd control.

However the balanced scorecard system latest updnad&aplan & Norton (2000)
comprising of human capital (employees’ skillsetdl knowledge), information
capital (information systems, networks and techgwloinfrastructure) and
organisation capital (culture, leadership, employ®gnment, teamwork and

knowledge management) might be stirring an adveffeet as according to Marr

5 Double-loop learning is “the questioning and rethinid) of existing perspectives, interpretation frarmeks or decision
premises” (Nonaka & Takeuchi 1995: 45-46). As opyaities and threats continuously challenge theirenment,
organisations must be capable of ‘single-loop lie@rnor first order generation strategies and ‘detlbop learning’ or
second order generation strategies, which addressause-and-effect relationships and change immastions faced by
organisations (Argyris 1991; Hovland 2003).
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and Adams (2004), literature on intangible assetsaming to the learning and
growth perspective was not acknowledged in the ggecBesides Brignall (2003)
also states that insights of institutional theoogussing on relative bargaining
power and consequent effects of performance measutas also lacking. Brignall

(2003) identifies the lack of environment and sbiiatters in the scorecard system,
which if included will require a more sophisticat@gdproach than the current linear
one-way causal approach of the balanced scoredeatbgy map proposed by

Kaplan and Norton (2004).

Kaplan and Norton (2004) rectified this gap andredsed the intangible assets
issue that had been omitted previously. In factl&@@and Norton concede that the
learning and growth perspective is indeed the lblaole’ of their balanced

scorecard, with sparse and meaningful strategicalgvant performance meastfres

being created for this perspective (Marr and Adan).

Although Kaplan and Norton (2000) are of the betledt in essence the balanced
scorecard system provides for the review of measymevides a forward-looking

approach to the organisation’s management, providesoperating performance
bridge between strategy development and finan@atrol and provides strategic
planners with rapid feedback during management atlegnmeetings, the issue of

value creation is still in flux.

® In fact this perspective has been addressed wittsanes pertaining to absenteeism, staff trainingieseand innovation by
a third of balanced scorecard users (Speckbaclar, 2003)..
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In fact Marr and Adams (2004) sustain that theouhfiction of intangible assets in
Kaplan and Norton’s framework has instigated furtbenfusion. They claim that
the different intangible assets classificationsrateer confusing which although in
essence pin down the strategy, accounting, huma&ourees management,
information systems and knowledge management anmatigsrs (Marr 2004), the
choice can lead to different perspectives leadmglifferent emphasis made by
different organisations (Marr et al., 2003). Intf&tarr and Adams (2004) comment
on:
* why organisational capital is separated from infation capital,
» Kaplan and Norton’s incorrect definition of infortran capital comprising of
strategic IT portfolio of infrastructure and applions, and

» the lack of relationship capital concept within 8u®recard model.

Including these perspectives to accommodate adingible assets may indeed
guestion the logic of the balanced scorecard framneyNorreklit 2000; Brignall
2003). Brignall also states that the causal relatigps in the strategy maps
proposed by Kaplan and Norton are not always liaear one-way but a fuzzy web
of interactions and interdependencies which fail ¢apture performance
improvement initiatives. Therefore, the balancearscard approach clearly has its
critics. However, it does represent a concertedngit to integrate notions of
knowledge and strategy into performance measuremdrith is relevant to this
study. In fact the strategic fit link between kneddie strategy, business strategy

and performance is investigated for Maltese medwtarge-sized organisations.
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Dent (1990) notes other strategic management arasumement tools that can be
used. This includes value-based management acoguionovan et al., 1998) and
strategic management accounting (Bromwich 1990uirers and Roozen (1999)
propose a tool whereby strategic management inngngaturbulent environment
could be maintained with informed decisions as wa#l assess strategic
aggressiveness and management capability respaesseThis tool is a hybrid
from strategic management and accounting fields@n1979; Ansoff & Sullivan
1993a; Brouthers and Roozen 1999). Effective grateanagement occurs when
the environmental turbulence and the capabilitiesded in the future could be
effectively addressed (Varadarajan et al., 19929Bal & Kim 1986; Vera 2001).
The strategic accounting model proposed by Brosthemmnd Roozen has the
capability of performing several information key@tions namely the generation of
a strategic alternative and its’ selection, interaad external environmental
analysis, planning, implementing and strategy @bntonfortunately this tool has
not been exploited enough. In their research, Bwst and Roozen (1999)
conclude that strategic accounting needs more dudtented, qualitative and
timely information and capable to retrieve a broadege of information, in order
to be more effective.

Effective strategic management can be implementezk duture environmental
turbulence faced by an organisation can be addigesse that appropriate
monitoring of an organisation’s progress towards duirrent objectives can be
maintained. Strategic decision making for planrang implementation can only be

effective if the right information is retrieved. ¥ag discussed knowledge
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management, and its possible connection to org#msd performance, the

discussion now turns to the other key theme ingtudy: the issue of strategy.

2.4.1 The possibility of a relationship between kneledge management and
performance

According to O’'Regan & Ghobadian (2002), top parfance organisations strive
to develop their talented employees in reachindndridevels of achievement by
analysing the “black box” of organisations, andusiog on what motivates and
what needs to be done to co-ordinate human actibdaged on meeting customer
needs and satisfaction. This has increasingly drattention to knowledge co-
ordination and employee motivation as two of thesmmportant components that
effective modern management practice must posasshe lack of one or both of
these components (depending on the industry-typegms to make corporate

performance suffer (Day et al., 1998a).

However, apart from a few isolated examples (ergcii 2004), researchers have
consistently found it difficult to show a relatiomg between knowledge
management strategy and performance. The adoptiotheo term knowledge
orientation rather than knowledge management glyagrees with the information
orientation construct as identified by Marchandaket (2000, 2001) (appendix 1).
This study was amongst the first to link informatiorientation with business

performance (Truch & Bridger 2002).
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A novel approach (see pp. 35-39) which combinesctiraplex co-alignment of
elements related to IT strategy, business strategganisational and information
technology infrastructure and processes, was thirabhge MIT 90’s framework
developed by MacDonald (Scott-Morton 1991). In assethe model addresses the
objective of building an organisational structurethwappropriate skills and
resources and with internal focused processegéfiatt both the IT capability of
the organisation as well as the organisation’stesjsa The MIT 90’s framework
identifies that organisations should address thaakopolitical, technical and

economic changes in order to be effective (Scotttbtfp1991).

Therefore it is considered essential that managepragctice is flexible enough to

address such changes within a continuously chartgibgilent environment and be
prepared to take the necessary action to addrebschianges (Muralidharan 1997).
Besides utilising control systems to monitor impétation, systems are
established to respond to environmental change<laage planning assumptions.
In turn, it is claimed that this will ensure thaich flexible knowledge management
strategies are implemented efficiently (Bungay &o{6l01990; Muralidharan 1997,

Davenport et al., 1997). According to Muralidha(af97), strategic control can be
subdivided into:

() The control and validation of strategic planninguaBsptions on a continuous

basis.
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(i) The management of strategic issues or environmestdnning of
opportunities and threats, which is caused by agihg environment, which
if not addressed properly might make a strategio pbsolete.

(i) The interactive control of strategy content wherglayual performance and
deviations from the planned are discussed whenr@mwiental scenario
changes take place.

(iv) The periodic review of strategy which helps to @&ddr opportunities and

threats if environment changes occur.

Strategies are based on assumptions, since theemieninvolved and their
interactions defy complete understanding in theaoigation’s environment.
Therefore verification is necessary. Thus, Muraidim’s model consolidates the
control of both strategic content as well as stiaténplementation and safeguards
that the strategies chosen are in fact approptiatee organisation and facilitates
better monitoring, which suggests the possibility a relationship between
knowledge management and performance. Kaplan amtbmN@1992) state that
although the impact of certain measures have offoqpeance is realised by
managers, they still lack in making measurementamsessential part of their

strategy.

2.5 The development of organisational business stegy

Although strategic war tactics were used since kgrBeman and Carthaginian rule

both at sea and on land, the concept of organrsatiousiness strategy was put
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forward by Harvard Business School in the 19500¢5& Hrebiniak 1980) and
the business policy concept was formally developgdLearned, Christiansen,
Andrews and Guth in 1965 (Maier 2007). The percepis that business strategy is
an integrative process comprising of a number afex decisions put together in
a coherent manner. Chandler's (1962) perspectivestadtegy concluded that
strategy is a way of visioning a new direction ageid through basic long-term
goals and the allocation of resources so that thegetives can be executed. Evans
and Wurster (1997) mention the fundamental shithemneconomics of information,
which affects entire businesses and the manner thidly compete as new
opportunities are created. However, consideratondusiness strategy are still

relatively under-represented in the knowledge mamamt literature (Maier 2007).

The manner in which new technologies and innovati@me being created,
enhancing connectivity and allowing real-time iatgion irrespective of distance
(Alvesson and Karreman 2001), the manner in wmébrmation is unbundled, and
the way in which organisational behaviour is resjpog to new market needs, may
indeed challenge established value cHaifiee & Yang 2000; Maier 2007).
Organisational value chains depend on a host abites namely the design,
production, marketing, delivery and support of prad and or services. These
interactions build the industry’s value chain, dypand distribution, competition
and the clients being served. This is eventualkirge the end of channels and

hierarchies and the rise of the so-called NET teldygies instigated through better

" A value chain is made up of a chain of activitiés.products pass through all the activities ofchain, at each activity the
product gains some value. This chain of activigeses the products more added value than the suaddéd values of all
activities.
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connectivity (Scott-Morton 1991), such as interiettanet and extrare¢Bishop et
al., 2006), which are leading towards a ‘hyperardtgucture. This challenges all
hierarchies whether of logic or power and as afquiat to implement knowledge
management systems not only as a repository ofugtsted information but a tool
enabling effective information and knowledge aci®ty and an opportunity in
creating new knowledge (Buniyamin & Barber 2004;ri&a et al., 2006).
Knowledge management is being seen as a meansioéciing people so they can
think together (Alvesson and Karreman 2001). Thisausing many organisations
to address fundamentally their rethinking of thgamisation’s strategies including

positioning strategies as well as corporate orgaiois and identity.

One of the most critical and pertinent questionstirategic management is the
manner in which organisations sustain their conmigetiadvantage (Maier 2007).
Three existing frameworks have been identified ¢éeet al., 1997). The first is
Porter’s (1980) ‘competitive forces’ approach. Timainly addresses organisational
processes and routines. Then there is the ‘stratagiflict’ approach, in which

competitors are challenged through strategieseelit price, entry into the market,
investments and information control. This broaddjimed, covers specific assets of
organisations, their positioning along the valueaich suppliers and clients
relationships. The third is the ‘resource-baseddrapch, which contrary to the
strategic conflict approach, focuses on loweringtemf products and services or

attaining higher quality (Zack 1999a). These resesir produce competitive

8 An extranet is a private network that uses therimdt protocol and the public telecommunicatiortesysthat securely share
part of a business’s information or operations vgitippliers, vendors, partners, customers or othsinbsses (Maier 2007;
Alexandrou 2008).
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advantage when a unique value is created, arearadeimitable when access to
unique superior resources is available (Barney 129D1). A resource-based
strategy provides a sustainable longer-term approaased on product and
marketing positioning, which is more robust in utam and dynamic competitive
environments (Barney 1986; 1991; Zack 1999a; Greshal., 2007). The resource-
based view of knowledge pleads further improvement in orgafiimal
competitiveness, effectiveness and efficiency whichessence reflects today’s
business environment. Teece et al., (1997) metiiershift of ‘clever strategizing’
or positioning towards problem-solving, organisadib governance and
competence-based strategies. However Keep (19€99Ylason (2004) mention that
some organisations (and countries) find successpamitt in low-skill strategies,
which suggests that sustainable competitive adgantanot only achieved through
making use of a knowledge-intensive strategy. Semters argue that the better
understanding of organisational strategic typolsgieventually help towards

interrelating organisational structure, strateggl process variables.

2.5.1 The development of strategic typologies

Although several typologies are available as reggwdhe proper understanding of
organisational behaviour (Etzioni 1961; Blau & $d®62; Chandler 1962; Ansoff
1965; Segal 1974; Anderson & Paine 1975; Conaat.e1990, Wiig 1997, Teece
1998, Evans & Wurster 1997, Jolly 1998 and Luka89)9 Miles and Snow’s

(1978; 2003) strategic model was developed withdine of how an organisation

9 “The resource-based view is an economic tool usetktermine the strategic resources availableftora This translates
into valuable resources that are neither perfdatiyable nor substitutable without great effort'dbpes et al., 2003: 891).
The term resource-based view was coined by Weilbh@rf@984 who built on the ideas presented in Bse's theory (1959)
regarding the growth of the firm (Maier 2007).
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should be viewed, based strategic orientationthat is how organisations perceive
what they have to do. Strategic orientation haslkdined as the organisational
direction in order to create and/or adopt the riggftaviours for a more favourable
alignment to sustain continuous superior orgarugati performance (Scott-Morton
1991, Manu & Sriram 1996; Gatigon & Xuereb 1997)ledl and Snow’s (1978)

framework, provides the richest of the various temies of strategy and

information systems associated with organisatiaraangements, its support in
empirical studies and predictive utility (Conantadt, 1990; Dent 1990; Zahra &
Pearce 1990; Slater and Narver 1993; Croteau &d3erg2001). As their typology

plays a central role in shaping the methodologacal analytical frameworks of this
study, it is worth considering it in a litttle modepth. The Miles and Snow’s
classification is useful when conducting empiricatearch as it is possible to
cluster organisations with homogenous features ¢ategory types (Engelland &
Summey 1999). But its advantages extend further.

According to the Social Sciences Quotation IndeX9t2998, the Miles and

Snow’s model has been quoted more than 650 timegdent years (Garrigos-
Simon et al., 2005). Although McKee et al. (1989) 2ontend that the Miles and
Snow typology “constitutes a continuum of incregsadaptive capability ranging

from the reactor (with relatively little adaptivamability) to the prospector (with

the highest level of adaptive capability)”, Croteatual., (1999) remark that the
reactor-type is excluded from this continuum sinoe specified strategy is

identified with this type. However the simultaneocsnsideration of structure,

organisational processes variables, strategy adrélationships with performance
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makes it one of the strongest models that cannagromed and which have been
used in a variety of organisations and industrigsith et al., 1989; Segev 1989;
Zahra & Pearce 1990; Dent 1990; Stathakopoulos ;1@@8rigdés-Simon et al.,

2005).

The adaptive cycle of the Miles and Snow framewoplerates along three main
criteria. The first deals with what entrepreneupgatameters the organisation is in,
based on the product-market domain. The second sdealth the
engineering/technological aspect which focuses loa $election of the best
technologies/processes needed to carry out theegges for the production and
distribution of products/services, and addressesigbue of efficiency. The third
deals with the administrative aspect of the orgaiusg, in the sense of what should
the ideal organisational structure and policy psses be, in order to adapt to the
current market the organisation is in to reduceeuiamty (Engelland & Summey
1999; Truch & Bridger 2002). By dealing with an angsation in a holistic manner,
Miles and Snow (1978; 2003) state that this adapticle which is ‘intrinsically
interwoven’, provides a means whereby the majomelds of adaptation and
relationships are conceptualised and visualise@reldy a strategic pattern emerges
over time. Strategic patterns reflect the strategglised rather than what was
intended (Mintzberg 1987). Intended strategies sleda competitive priorities
whereas realised strategies are implemented fallpwiructural investments over a

given time-frame (Boyer 1998).
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The Miles and Snow typology consists of four categgoi.e. prospector, defender,
analyser and reactor (table 2.6). Although morentbae strategy-type can be
adopted in an environment and in reality, orgaiosal strategies are unlikely to fit
exactly into one of the four categories, Gupta kf @997) state that the
implementation of an organisational strategy whgcidentified with one strategy-
type for appropriate planning and organisation nseed a weakness of all
typologies as this is a risk of over-simplificatiohthe complex nature of business
strategy. However McKee et al., (1989) state that Miles and Snow typology
captures the business-level strategic trade-ofivéen the internal and external

orientation.
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Type

Description

b—H—+v

1%

Prospector The objective of the prospector is the search capability th&ircarrganisations
possess in finding new products and services, seek maaketstechnologie
opportunities. These organisations create change and unieiriatime marketplace
to which other competitors are forced to react.

Organisational type: Externally oriented or entrepreneurial firms.

Emphasis Product and market effectiveness development i.e. doinggtitething,
trading efficiency for growth and focus on innovation.

Strengths General management; product research and development; market
research and basic engineering.

Structure: Low degree of formalisation and routine, decentralisatind lateral,
vertical communication emphasising innovation and flexipilit

Defender Is usually the type of organisation which works and $esréor economies of scale
in scenarios that are stable, strong and predictable. Havédriateesmarket and
stress production efficiency. They protect their narrow pectdomain through
lower prices, higher quality and superior delivery and foonsimproving the
efficiency of existing operations.

Organisational type: Internally oriented.

Emphasis Manufacturing efficiency, excellence in products, qualitysefvices
and lowering of prices. Improving efficiency of existingesations.

Strengths General management; production; applied engineering; financial
management expertise.

Structure: Elaborate formal hierarchy and high degree of centralisafitliese
organisations are not completely efficient due to their avétialaf multiple
options, low behaviour programmability, high cause-effanbiguity and outcomg
uncertainty.

Analyser These are organisations which base their operations on wailisised products
and which carefully choose the right product at the right timéclude in the
market. They also blend the characteristics of both defendirpamspector
organisations characterised as following a combinatiategty (Lumpkin & Desg
2006).
Organisational type: They adopt structures that can accommodate both stable and
changing domains and those that appear the most prormdimdpulent situations.
Emphasis Imitation of most successful innovations by key prospscio the
industry. Analysers are predicted to share the defende€sgsiis in production
and applied engineering and the prospector’s marketing #iseeng
Strengths  General ~management;  production; applied engineefing;
marketing/selling.
Structure: Formalised structures and processes.

Reactor These organisations find it difficult in changing envirants, as their structures

and processes do not support the strategic focus needezhiniations. They arg
the type of organisations that find it most difficult eéhhange since they are
prisoners of their own past successes.

Organisational type There is no consistent approach to an entrepreneurial

problem.

Emphasis No consistent patterns as change and uncertainty are frigguent

perceived. Unstable behaviour and decisions oriented towsedshort as opposgd
to the long term.

Weakness General management.

Structure: Lack of consistent strategy-structure relationship. Adjasts made ar
forced by environmental pressures.

D

Source: Miles and Snow (1978; 2003); Snow and Hrebak (1980: 317-336); Garrigds-Simon et. al., (20022-38)

Table 2.6: Development of strategic orientations fyes
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According to the Miles and Snow model, organisatioan be perceived as having
either a high or low competency in technologicaldmaistrative and

entrepreneurial skills depending on past decisiaken within the organisation

(table 2.7).
Type Organisational competencies
Technological Administrative Entrepreneurial
Prospector Low High High
Defender High High Low
Analyser High High High
Reactor High or Low Low High or Low

Source: Engelland and Summey (1999: 21)

Table 2.7: Miles and Snow strategic-types classifition

The typology described by Miles and Snow (1978; 300addresses both
codification and predication aspects as well asutiique adaptive strategy of each
typology (Hrebiniak & Snow 1980). Conant et al.990) also propose a model
whereby the relationship between strategic-typesstindtive marketing
competencies and organisational performance caaniaé/sed more effectively.
These have been classified along three major dilmesas identified by Miles and
Snow’s model (table 2.8) namely:

0] Entrepreneurial problems and solutions,

(i) Engineering problems and solutions,

(i)  Administrative problems and solutions.
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Adaptive cycle

Strategic-types

Dimensions
components Defenders Prospectors Analysers Reactors
Product-market Narrow. gz)c:'natic:{uously Segmented and Uneven and
domain carefully focused. expanding. carefully adjusted.| transient.
Prominence in S Calculated -
; Active initiation of Opportunistic
Success posture|  their product change. followers of trusts and coping.
market(s). change.
Entrepreneurial Domain Market and
roblems and dominated. environment Competitive ) .
Fs)olutions Surveillance Cautious. Strong oriented. oriented and dsgr?]riig'tzgnd Issue
organisational Aggressive thorough. ’
monitoring. search.
Cautious Enacting product ﬁ:ﬁg[:g’ﬁeon and
Growth penetration and market careful product Hasty change.
advances in development and market
productivity. diversification.
development.
: . . Project
Technological o Flexibility and Technological
goal Cost-efficiencies. innovation. synergism. develop_ment and
completion.
Engineerin . Multiple ifti
g 9 Technological Focal, core technologies. Interrelated Shifting
problems and breadth technology. Pushing the technologies technological
solutions rea Basic expertise. edge 9 ges. applications/fluidity
Technological Stapdardlsatlon. Technical . Incremental and Ablllty to
buffers Maintenance pgrson_nel skills. synergism experiment a_nd
program. Diversity. ) provide solutions.
Dominant Finance and Marketing and .
coalition production. R&D. Planning staffs. Trouble-shooters.
ide/ | Problem gnd Comprehensive S d and
Planning Inside/out contro opportunity with incremental Crisis oriented an
dominated. finding. Program changes disjointed.
. ) perspective ges.
Administrative
problems and Tight formal
solutions Structure Functional/line Product. Staff dominated. authority.
authority. Market centred. Matrix oriented. Loose operating
design.
' Multiple methods.
f(;?rr:]t;?hsed and Market Careful risk Avoid problems.
Control : " performance. calculations. Handle problems.
Financially | )
anchored. Sales volume. Sales Remain solvent.

contribution.

Source: Derived from Conant et al., (1990: 367)

Table 2.8: Breakdown of the Miles and Snow model

Snow and Hrebiniak (1980) and Conant et al. (1988je, that the Miles and
Snow’s model produces value to both strategistsaaigdnisational characteristics.
Woodside et al. (1999) used the Miles and Snowtegjira typology and their

findings amongst Finnish organisations suggestadl skrategic-types are related
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mainly to organisational performance through thetlevelopment and

implementation of distinctive competenditdigure 2.5).

Strategic-Types

Distinctive Competencies

A 4
Planning & allocating

skills
v
v v v v
Knowledge of Superior Offering Managing
customers and images superior Funds
competitors services
I I I
Organisational Performance
A 4 A 4
Customer Return on
Satisfaction investment

Source: Adapted from Woodside et al., (1999: 145)

Figure 2.5: Linking strategic-types, distinctive conpetencies and

organisational performance

This model builds on distinctive competencies tgkimto account both
organisational structure internal aspects andeg@atorientation. Previous studies
have shown that organisational success is achidheough congruence in
strategies, distinctive competencies and environahezonditions so that optimal

performance is achieved (Conant et al., 1990; Lumgk Dess 2006). However

10 selznik (1957) first used the term distinctive cetgmce to describe the character of an organisatidrdescribes what an
organisation excels at in relation to competitors.
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Woodside’s et al., (1999) model needs further zmlthl research to examine
whether the five distinctive competencies relate the strategic-types and
organisational performance. In another study, tlevebbpment of strategic
orientation types amongst organisations, althouglceived to be complex in
nature, was also sustained along four main typadesdified by Miles and Snow
(Lukas 1999). Lukas however points out that thatsgiic market orientation of a

business is more pronounced than its environmeatables.

As will be seen in subsequent chapters, the sumslyument adopted for this
research study incorporates the four strategy-tyildesvever the extreme strategic-
types of prospector and defender-types are selastddawing up the hypotheses
for investigation as these have been defined gldayl Miles and Snow (1978;
2003). The analyser-type is a hybrid between tlespector and defender-types
whereas the reactor-type lacks consistent charstotsrand was identified by Miles
and Snow as the residual-type. This is empiricsligported by research from Doty

et al., (1993) Abernethy & Guthrie’s (1994) and dr2004).

Lukas (1999) explains that in the case of ties betwa potential defender,
prospector, and/or analyser, the organisation Massified as an analyser. In the
case of ties involving reactor response options,lihisiness was categorised as a
reactor. Both decision rules involving ties areottedically supported by the Miles
and Snow typology and were used by Conant et 209Q) and Lukas (1999).

Having outlined Miles and Snow’s model of stratetyjges and its centrality to this
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study, the discussion now turns to a further cémimasideration: the relationship

between an organisation’s strategy and its enviesrim

2.5.2 The business environment and organisationairategy

A turbulent business environment requires congteantning and updating of the
knowledge base (Hall and Paradice 2005). Accorthrgnsoff (1965), he observes
that environmental turbulence can be caused by afaetors such as:

» the rate of technology development,

* innovation and competition intensity between contpe,

» discrimination by clients,

» political pressure from governments and other gspapd

* market environment changeability.

Although it may seem logical to conclude that asbulence increases the
aggressiveness of the organisation increases (Ah966), the extent to which an
organisation responds ‘aggressively’ to turbulencte market will depend on that
organisation’s strategic orientation. Ansoff andli$an (1993b) state that in order
to optimise the performance of an organisation,grafient between the
organisation’s strategies and environmental turizédevel should be attained first.
Strategic aggressivenésss determined by two elements namely the inforomati
used for strategic moves to be made and the degfeehange between an

organisation successive strategic moves in thdcpéat environment (Ansoff &

1 Strategic aggressiveness was defined by Ansoff5jL86 being made up of five main domains namelplsthased on
precedents; reactive based on experience; anticipdiased on extrapolation; entrepreneurial whichliscontinuous and
based on observable opportunities and creativehniialso discontinuous and based on creativity.
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Sullivan 1993b). This strategic behaviour is noicdy adhered to, as it is also a
known fact that there are organisations that adogtposition of laggards when
such situations of aggressiveness arise (Keep 1d89pn 2004). As the focus of
turbulence is on the environment, the focus ontegjra aggressiveness is on the
organisation. Ansoff and Sullivan’s (1993b) modelitlimes five perceived

environmental turbulence change levels (table 2.9).

Repetitive No change is envisaged and aggressiveness is stable
Expanding Change is slow and incremental and aggressiveness is reactive
Changing Change is fast and incremental and aggressiveness is anticipatory
Discontinuous Change is predictable and aggressiveness is entrepreneurial
. Change is registered as discontinuous and unpredictable] and
Surpriseful . . !
aggressiveness is generally creative

Source: Ansoff and Sullivan (1993b: 11-23)

Table 2.9: The five environmental turbulence changévels

It should also be noted that Ansoff and Sulliva®93b) had concluded that there is
no single success formula which guarantees prdftiabmongst organisations, and
that a different success formula exists for evaryirenmental turbulence level in

order to optimise organisational performance.

Ansoff and Sullivan’s environmental turbulence miqd®93b) is not unique, and is
echoed elsewhere in the literature. For exampldleM{1987) emphasises the
importance of competition intensity, decipheringeict needs and identifying the
predictability of changes in technology (Burns &l®er 1961; Mintzberg 1987).

Similarly Andrews (1971) stated that organisationzlue increases over
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competitors as proper business positioning relabverganisational competencies,
matching internal resources with environmental oppoties and addressing
appropriately market demands is maintained. Thek lipetween strategy,
environment and organisational design was highdéidhalso by both Miles and
Snow (1978; 2003) and Porter (1980) who mention ¢tmee value is maximised

competitive advantage is achieved.

Environmental turbulence is something that hasagdyt had an impact in the
Maltese context in recent years. Sectors in Maitalved in direct production,
specifically the manufacturing sector have in régevars continued to experience
turbulence due to job losses, but this was offsgtgbowth in employment
opportunities in market services activities suclrezd estate renting and business
activities, other community, social and personavises activities and the financial
sector. In June 2007, unemployntérstood at 3.9%, down to 0.6 percentage points
compared with the previous year. Furthermore thezemsed trend in part-time
employment continued to rise to 7.2% in twelve rhentill June 2007. Growth
recovery in Malta was echoed in the labour markespde continuous global
competitive pressures which produced a negativecetin specific sectors of the
economy (Economic Policy Division 2007: 4-5). Theanging employment
patterns in Malta have been triggered mainly dueth® rate of technology
development and market environment changeability thu Malta’s entry in the
European Union (Economic Policy Division 2007). fié¢fere, one can conclude

that the nature of environmental turbulence and fslationship to

12 1he figure quoted here is from the Employment &ifiireg Corporation (Malta), Part | register.
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strategy/knowledge management depends on sevetatdaas outlined by Ansoff
(1965) and upon the organisation’s strategic oaigort (Ansoff & Sullivan 1993b),
although much depends on the updating of the kriyeebase for an effective

strategy/knowledge management in turbulent enviemntm

2.6 Building knowledge management into strategy

As the previous section has illustrated the envirental context within which

organisations must form their strategy, the purpafsthis section is to discuss the
ways in which that strategy can be connected tomedge management. The
nature of strategy formation (appendix 2) addresBes‘design versus process’
debate, which emphasises the difference betweerergant’ and ‘deliberate’

strategies. The three main sources of strategicomé includes ‘strategic intent’
implementation which covers Mintzberg's (1978; 1p8atended and deliberate
strategies’, intentional replies to issues emergwghin the competitive

environment or as otherwise termed as ‘emergeatesty’, which Mintzberg refers

to as ‘strategic learning’ and the response geeéraly people working totally

blindfolded and unaware of any strategy that thgaoisation might embrace

labelled as ‘strategy in action’ (figure 2.6) (Moieéf 1999).
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» Strategy in Action

Implementation I

+
Strategic Intent Emergent Strategy

A 4

+ v
<«— Unfulfilled strategies<———‘ StrategiatComes

Strategic learning
Source: Derived from Moncrieff (1999: 274)

Figure 2.6: The dynamic process of strategy

‘Emergent’ strategies in the absence of any formnténtions produce evolving
strategic patterns, whereas on the other handb&l@lie’ strategies are intentions
with formal, systematic and rationally based apphes (Mintzberg & McHugh
1985; Harrington et al., 2004). Strategy as aepathelps in pursuing information
on performance, planning and organisational strec(@now & Hambrick 1980).
The creation of a knowledge map also helps in theaton of systematic
benchmarking, “pointing to people, documents artdluses” (Barber et al., 2006),

which leads towards a form of audit.

One way in which knowledge management can be ettpliand systematically
connected to business strategy and used for strgtegformance measurement is
through the balanced scorecard mentioned earliaplgf & Norton 1992; 1996;
Marr & Adams, 2004). These missions serving for aggment decisions and

control (Drew 1999), are translated to objectisedy-objectives and planned targets
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as identified in the balanced scorecard systemgclwleeks a balance between
financial and non-financial matters. The four pextwes of the balanced scorecard
(p. 47) are interlinked in a way that the finan@alspective is driven by customer
satisfaction, which in turn is driven by internabpesses based on the learning and
growth perspective which explicitly deals with tisig and development, teamwork
and technology. These links are sustained throtigitegy-maps (Marr & Adams

2004).

A knowledge-based strategy maximises an organisati@alue creation by seeking
to improve knowledge transfers between intangilsieets related to external and
internal structures and individual competenciese{i8v 2001). Increasingly, it is
being argued that successful knowledge managenhenids be based on people,
who are encouraged to develop and share their ladgel through ‘communities-
of-practice’ (Lave & Wenger 1991; Maier 2007) whiclhn critically interpret,
evaluate and adapt knowledge to new contexts (2&890d). Being inherently
dynamic, the success of an effective knowledge¢batategy rests on sources that
provide competitive advantage, which apart fromngefar more difficult for
competitors to replicate creates value to clieftieew 1999). Drew draws out a
paradox as on one hand organisations are motiviatedrds the creation of a
knowledge-based type, but on the other hand orgamins are reluctant in releasing
too much knowledge with the fear of falling in thands of potential competitors.

With the advancement of information technology glabalisation, such threats are
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gaining in strength; with the result that compe#tiadvantage is hardly ever

sustainable anymore in fierce environments.

A possible solution that was put forward by Dreww9?) to address a knowledge
management framework for competitive advantagthascreation of organisational
deep pools of knowledge which are filled rapidlythwnew knowledge and creating
sustainable sources of advantages. This includedegic assets, nurturing of
employee management relationships, developing appte culture, brands, skills
etc., which develop into a dynamic competitive adage as even if products are
copied, the knowledge pool created is always grehta that of competition. Two
main concerns are to what extent is this being dorkthe applicability of deep
pools of knowledge, which may not be adaptableafbtypes of industry. One also
needs to consider people’s knowledge and the dysamvolved between group
social strategic formulation, the political envirent of the organisation and

paradigms which become entrenched within an org#ais (Drew 1999).

Many writers have promoted the suggestion thatessfal strategy implementation
means continuous dialogue and collaboration in rortde promote effective
knowledge-sharing. Despite the wide acceptance tdtegic alignment, (i.e.
alignment between knowledge management and busstegegy), few references
detail the process, with the most notable beinggrteed by Luftman & Brier
(1999) and Gutierrez et al., (2006). This negletttlee process of strategy

implementation has caused, among some writers,rtaefuassumption that the
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process of implementing a knowledge-based strategy unproblematic process.

As the following section explains this is not tlase.

2.6.1 The barriers to strategic knowledge managemen

Although information technology can enable empl@y®esurpass communication,

time and distance obstacles, it is perhaps legstalgrovide an intrinsic motivation

for employees within an organisation to share thkeowledge (Desouza 2003).

Barriers and disincentives to knowledge sharingrofarise from business units

within an organisation who are reluctant in sham@mgl disseminating knowledge,

unless there is direct interest for them. This &valty leads to the undermining of
strategic management at the highest organisatiorelagement level (Day &

Wendler 1998b). In response to such concerns, comtnemes have emerged

showing organisations that need to consider whikhmg IT-driven initiatives.

(i) Desouza (2003) observes that organisations st#é fadilemma in trying to
find the appropriate reward mechanism that willld@@mployees in sharing
their knowledge. Although examples like Lotus Notmn help towards
tracking usage and contributions which may leadatols the identification of
an expert within an organisation, experience hasvahthat employees may
become reluctant towards knowledge contributiorit &s perceived that this
hampers the employees’ career.

(i) In their research Bishop et al., (2006) connectanigational cultures and
workplace learning with a view of understandingfi@ng-supportive culture’

better. They claim that knowledge-sharing in orgations depends on the
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(iii)

(iv)

(v)

organisation’s culture and a tendency towards bolation. However the

issue is still in flux as to how knowledge is masagnd what assumptions
constitute useful knowledge and where should itleeg organisations.

The changing culture of an organisation is conside&s a barrier and is rather
difficult to pin down. However this issue is stih flux as some authors

believe that in essence human beings are socialgben nature, and a
knowledge-oriented culture has not been preciselyned (Desouza 2003).

It is rather difficult to assess whether knowledgeaised effectively and is

considered as a barrier (Zander & Kogut 1992, 188s0uza 2003).

The lack of clear, adequate communication and a¢tas also been identified
as a knowledge barrier (Day & Wendler 1998b; Waish2001; Desouza

2003). Managing knowledge appropriately is esskatigdhat employees feel

less pressured and eventually engage in dialogasdiixa 2003).

These are some of the often-cited barriers to effeknowledge management in

organisations. Bearing these in mind, some writexge presented the idea of a

‘knowledge-based organisation’, where such barriers claimed, are overcome as

the organisation’s overall strategy becomes inangfsaligned with its orientation

towards knowledge management. It is to this contlept the focus of attention

turns in the following section.

2.6.2 Characteristics of a knowledge-based organisan

With some of the barriers to strategic knowledgenagg@ment in mind, the

discussion now turns to a more detailed exploratibmhe possible features of a
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knowledge-based organisation. While recognisingctir@radictory meaning to the

term knowledge-based organisation (von Krogh & Rbd8385; 1996), Menzies (in

NAHO 2001) identifies three main dimensions by vmhi&knowledge-based

organisations can be analysed:

 The actual knowledge shared by organisation memhbears the utility of
knowledge resources or relations to others.

 The distinctive ways of knowing and knowledge shgriwithin the
organisation.

» The social relationships involved in gathering,rsftaand applying knowledge.

Further issues related to knowledge-based charstater include innovation,
management role, autonomy of decisions taken, agdnesational co-ordination/
structure as all lead towards the sustainabilitgahpetitive advantage (Chong &
Choi 2005; Falshaw et al.,, 2006). Some organisgatiare showing interest in
implementing knowledge management processes ammdegies that recognise
such principles, and are even beginning to adoptviedge management as part of
their overall business strategy (Zack 1999a). Aistmay provide knowledge
synergy and increasing returns, which may not lmlave to competitors (Teece
1998; Zack 1999a). However this issue is still aner which there is some
disagreement according to Keep’s (1999) researcarbSrough et al., (1999) and
Marr et al., (2003) state that effective knowledganagement is not just about
making sure that the correct mechanisms are ineptacfacilitate knowledge-

sharing but also involves individual and corporatadsets alignment.
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Another possible feature of knowledge-based orgainiss is the ability to capture
and exploit tacit knowledge. Polanyi (1966), Grgi©96) and Tsoukas &
Mylonopoulous (2004) see explicit knowledge dissetion through

communication aids, whereas tacit knowledge becomnlable through its
application, as knowledge is created among indasluwith heterogeneous
knowledge sets. Grant (1996) states that tacit keaye transfer is slow, deeply
rooted in action, involves commitment, is costlydamcertain and the ability to
transfer and collate knowledge is indeed a critifzdtor for decision-making
authority within any organisation. Thus the distioe between tacit and explicit
knowledge can be described as the epistemologioatrsion to the creation of

organisational knowledge.

This makes the organisation’s role as a knowledg¢ggrating mechanism, as
knowledge is created through social interaction weeh the mutually
complementary entities of tacit and explicit knodge (Nonaka & Takeuchi 1995).
Nonaka (1994) refers to this as ‘communities-o&iattion’ whereby contribution
to the development of new knowledge is created. &ttent to which this social
interaction takes place is referred to as the logioal dimension’. Knowledge
created interacts in a ‘spiral of knowledge’ comsien through the SECI process,

which can be identified along four main paths @ahl10).

77



From tacit to tacit knowledge as individuals shiaat knowledge directly with each
other's ways of feeling and thinking. This is rattee limited form of knowledge
creation since knowledge never becomes explicit@mhot be leveraged in a wa
that the whole organisation may benefit.

Socialisation
(existential-face to face
interaction)

<

From tacit to explicit knowledge. It is here whetlee knowledge base of &
organisation is extended as tacit knowledge is edad to explicit knowledge th3
Externalisation/Articulation | can be understood by others and shared betweérdaliduals. Once knowledge i
(reflective-peer to peer) crystallised, sharing of this knowledge becomessibts. Dialogue, listening an
contribution, metaphor use and analogies are mostnwn here (Bohm 1980;
Edvinsson & Sullivan 1996).

T~ S

Conversion from explicit to more complex sets gbleit knowledge. This generally
occurs when parts of an explicit knowledge is caredi from either internal o
external sources or both and combined, edited tegiated to form a whole patrf.
This combination does not extend the knowledge ba#ige organisation. ‘KMS ca
help the receivers of explicit knowledge to recamsitits context’ (Maier 2007).

Combination
(systematic-collaborative)

From newly created explicit to tacit knowledge aflividuals. Once knowledge
becomes explicit, individuals can eventually statmoulding it by broadening,

Internalisation extending and internalizing this knowledge that Wwécome tacit knowledge again.

(Collective-on the site) Internalisation is coined with learning by doingig@nisations generate hypotheges
based on tacit knowledge which are then testechagkinowledge held by customefs
or suppliers.

Source: Adapted from Nonaka et al., (2000: 12) andther authors

Table 2.10: The SECI Process

Thus knowledge-intensive organisations providerigjet environment whereby the
creation of a ‘spiral of knowledge’ (figure 2.7grcbe facilitated and mobilized in a
dynamic and continuous manner, which in essenceesirknowledge creation
(Nonaka 1994; Hall & Andriani 1998). The ‘spiral dnhowledge’ enables
knowledge conversion from personal (tacit) knowkedg a formal systematic
knowledge (explicit), which can eventually be slia all levels within the
organisation and eventually crystallized at higbatological levels (Nonaka &

Takeuchi 1995; Nonaka et al., 2000; Tsoukas & \ftaaiou 2001).

Chaos Macro

Tacit Explicit
Body Mind
Emotion Logic
Action Cognition
Micro Ordel

Knowleelg

Source: Adapted from Nonaka et al., (2000: 6)
Figure 2.7: The knowledge created through the spilaof knowledge
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Polanyi (1966) identified three important composetitat induce commitment,
namely intention which is how individuals take vieand interpret their
environment, autonomy which provides freedom to odbsknowledge and
environmental fluctuation or turbulence where cheas facilitate new modes of
interaction which may give rise to new knowledge. t@e other hand Grant (1996)
identified four mechanisms for integrating spesidi knowledge and increasing
efficiency in organisations, namely sequencing apest inputs, developing
regulations which include norms and procedures; gemip problem identification
and solving as well as co-ordination by mutual atipent where specialised tasks

can be facilitated and adopted.

Once the utility on communication, integration etrtbwledge transfer within an
organisation is maximised to the full, will orgaati®nal efficiency be achieved.
This will eventually create competitive advantage tae scope of knowledge
becomes broader which will become more difficult itoitate (Grant 1996).

However this is still debatable as it has also belmmed that resource-based
organisations do not go in great depth and treatvledge generically rather than

specialised (Conner 1991).

An additional factor that can impact on the extemtwhich an organisation is
‘knowledge-based’ is that of decision-making preess The quality of decisions
taken in organisations has a direct bearing on abeumulation of relevant

knowledge within an organisation (Mintzberg 1979ntdberg & McHugh 1985;
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Grant 1996; Dewhurst et al., 2001). It has beenwshthat internal processes
involving strategic decision-making may be moreliirexd towards being driven
bottom-up and incremental rather than being fortedlaand implemented
(Garrig6s-Simén et al., 2005; Halawi et al.,, 2008rcording to these writers
centralised decision-making is possible if knowkedgcus can be maintained from
a single point within an organisation as in theedéer-type (Miles & Snow 1978).
There is thus an obvious connection here betweenotiganisation’s strategic
approach and its orientation towards knowledge A#bough explicit knowledge
is transferable its’ aggregation at a single poamhains dubious. This means that
decisions on explicit and quantifiable knowledge generally centralised whereas
decisions pertaining to tacit and idiosyncratic \kiezige are generally decentralised
as in the prospector-type as this is generallytézta the operating units not at top-
management level (Miles & Snow 1978; 2003). Besida®spector-type
organisations permits a considerable amount of-csglfrol for their own
performance in a timely manner, which instigatesrsthorizontal feedback loops.
The scope of the defender-type is to spot perfoomatieviations in order to
maintain efficiency (Miles & Snow 2003). Defendgpé organisations ‘normally
restrict information flows to vertical channels’ (g6 & Snow 2003: 44). Generally
defender-type organisations control their operatingts through long-looped
vertical information systems where information freime lower-level is transmitted

towards top-management.
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Day and Wendler (1998a) argue that this tendencywartds
centralisation/decentralisation is increasing wathimany contemporary
organisations, and consequently the objectives rdwkedge management are
becoming more complex as the certainties of the wafl knowledge in value
creation becomes less clear. Although on one haadjgregation helps to increase
the number of points where knowledge can be tappetereby it has been
registered that knowledge is more manageable inllemanits within an
organisation), this may also instigate barriersyase maximisation may become
biased, as this will be based on individual busnesits rather than as a holistic

corporate organisation (Stacey 1996; Tsoukas 1996).

This organisational capability is viewed as a sgat resource (Foss 1997), as
individuals with diverse knowledge, exchange ambmebine existing knowledge
in order to create greater knowledge (Tsoukas &avigpoulos 2004). Thus the key
to achieving co-ordinated knowledge, depends nbt on those pertaining to the
higher rungs of the organisational structure bs #hose at the lower rungs and in
finding ways where knowledge can be disseminatetégrated, distributed and

interrelated to one another.

In essence therefore, the knowledge-based orgmmsist one where the overall

strategic approach relies on the effective managenué knowledge. More

specifically, some of its key features might inaud
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e appropriate knowledge flows especially from the tdotrungs of an
organisation where hierarchy levels become flatter,

* two-way market driven customer relationships,

» creativity instigated from chaos generated by eygss,

» use of net technologies for better control of imation flow,

* Dbetter availability of information throughout theganisation, as well as

* knowledge sharing instigated through appropriateard structures within an

organisation.

These knowledge-based organisational characteristidl help to focus on
particular issues related to strategic fit as régdo what kind of staff capabilities
are required in order to sustain a particular keolge management strategy that fits
the business strategy (Maier 2007), and the ndgesbiorganisational strategic
alignment within its marketplace. It also helpsqieestion the strategic alignment
requirements so that better availability of infotioa is sustained through either
exploration or exploitation-type strategies. Anatlesue that will be investigated is
the management and organisation of knowledge girdtges through its structure
i.e. the utility of short-looped horizontal feedkathe use of project teams and the
utility of vertical long-looped chain of events fappropriate knowledge flows. The
reward mechanism issue will also be investigated whether staff deposit
knowledge on the organisation’s electronic mediumkoowledge is based on
employees sharing knowledge directly with other lyges. This will focus on

whether personalisation or codification-type sgae are adopted in the Maltese
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context. The role of net technologies for bettéorimation flow will be investigated
through the type of recruitment taking place thah @nhance tacit knowledge
through facilitated communication (personalisatigpe) or linking employees for
knowledge re-use (codification-type). In generagrefore, one of the primary foci
of this study falls upon the extent to which theimas aspects of organisational
practice, structure and strategy can be effectiedigned with its orientation to

knowledge management.

2.6.3 Cultural variations in the knowledge-based aanisation

According to some writers, the creation of a ‘kneslde-based society’ has been
progressing for several years (Toffler 1990, Nona8@4). In fact the development
of an organisation using specialised processeshircreation and application of
knowledge can lead towards efficiencies in the potidn of intellectual products

in the form of new designs, technologies and prtal(ffanchez & Mahoney 1996).

However research has shown that a difference dxidtgeen Western and Japanese
cultures as to how knowledge management is pemtemed it is this cautionary
note that this section addresses. Western cultou@ges a tendency to view the
organisation as a machine for ‘information proaagsibased on formal and
systematic hard data (Nonaka 1991; Nonaka et @QQ)2 Such organisations can
have difficulty in the capture of the dynamic kneddje creation process.
According to Nonaka et al., (2000), Japanese @adthave realised that knowledge

creation respond in a uniqgue manner to clients sy\d®dcreating new technologies,
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and by developing new markets, products and sexviCbus, from ‘information
processing’, in the Western culture, contrastedh wie appropriate tapping of tacit
knowledge in the Japanese culture, which includekjestive hunches and
intuitions from employees. The creation of knowlediyjom the production of
innovative technologies, products and servicesiadransfer from tacit towards
explicit mode, depends on the organisational desigmagerial role definitions and

their responsibilities within an organisation (Nkad 991).

Nonaka claims that an organisation can possessise s& identity and thereby
focus on ideals and ideas which in reality addnessvation. In fact it is when the
‘spiral of knowledge’ is actuated, that is whenittaand explicit knowledge are
exchanged, is the most salient component that éapasrganisations are reckoned
to excel. Nonaka (1991) also discovered that oggdinnal redundancy instigates
and enhances communication at all levels, by ergatiformation transfer, sharing
of tacit knowledge, speeds up concept creationheehals to articulate new explicit
knowledge as seen through different perspectived warious combinations
generated. Therefore it seems that Japanese agansgs (which is not
representative of Asian organisations), due torthdferent view of knowledge
creation are better at managing knowledge andftbrereloser to being knowledge-
based organisations. It is not stock of knowledgat tcounts but the dynamic
capability to continuously create new knowledge nfrothe organisation’s
capabilities and responding to changing markeuaonstances (Barney 1991; Lei et

al., 1996; Marr et al., 2003; Tsoukas & Mylonopau@004). It is believed that
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cultural factors as well as organisational cultptay a vital role and have a
substantial influence in the knowledge managemeotqgss as they decide to a

great extent about the atmosphere that is creatbaahwan organisation.

2.6.4 The connection between knowledge managemehtisiness strategy and
performance

Defining and measuring corporate performance isssential part of assessing
knowledge management value. It is often claimed ¢hacessful organisations are
those that have the capability of using their vialeantangible assets faster and
appropriately (Brown & Duguid 1991; Drucker 1994omdka 1994; Zack 1999b;
Bontis et al., 1999; Lev 2000). These writers artiat in order for organisations to
remain competitive, knowledge management must igeed with overall strategy
so that knowledge is created, located, capturedshaced to address problems and
opportunities (Rifkin 1996). Miles and Snow (2008ad contended that
organisations choose deliberately their appropsatategy, so that a fit with their
environment is maintained with the aim of excellingperformance. However, the
connection between knowledge management and oveusihess strategy, and
subsequently performance, has to some extent bear-vesearched (Davenport &

Prusak 1998; Ruggles 1998; Zack 1999b).

In an attempt to address this gap, Capon et &@94largue that organisational

performance is enhanced through better planningess sophistication such as

formal thinking of strategic issues and resourtecation priorities. This practice is
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believed to lead to the better identification ofpopunities and threats, and
appropriate organisational action. Thus approprigsource allocation creates
appropriate teamwork, managerial culture, sharihgesources, addresses change
and facilitates the ability to think long-term (Avi§1993a). In a similar vein, in
Wiig's (1997) research amongst US organisationgai$ concluded that not only
was knowledge the most valuable asset of an orgiamis the way in which the
organisation applies that knowledge in light of atgerall strategic objectives and
broader cultural/structural characteristics is @uin determining the extent to

which it remains competitive.

Wiig (1997) identified five basic knowledge stragsy based on organisational
priorities, capabilities and culture (table 2.1Edr these strategies to be adopted,
the proper infrastructure and facilitation of knedge-related activities, motivation,
monitoring and incentives are laid down beforehfiree & Yang 2000). Smooth
strategic adoption is registered when culture, riggidg knowledge assets in the
proper realisation of their value priorities andcagnition of organisational

capabilities are properly maintained.
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Strategy-type Description

This accounts on the personal responsibility of the individual to cherish
Personal knowledge knowledge related investments, their effective use regarding innovations
created and competitive knowledge application within the organisation.

Knowledge- The provision and creation of the best possible knowledge through proper
business capture, renewal, dissemination and use in the organisation's operations.

Improved competitiveness is generated through proper motivation of staff to
Knowledge creation innovate and learn from their experiences, development of basic and applied
research and organisational learning in general.

This includes emphasis on patents, best practices adopted and technologies,
Intellectual asset client relations and other structural knowledge assets. The scope of
management management here is the building and continuous renewal, marketing,
protection and evaluation of such knowledge.

Knowledge sharing and adoption of best practices gained through systematic

Knowledge transfer knowledge transfer approach.

Source: Wiig (1997: 400)

Table 2.11: The five basic knowledge-centered stragies

According to Wiig, only when such alignment occw#l there be a significant
impact on performance. Wiig’s research is therefifreentral interest to this study
as it directly addresses the key themes of knovelesigategy and performance, and
the possible connections between them. Accordingoime writers the way in
which knowledge management affects organisatioegbpmance can be classified
along four types of knowledge architectures namkhowledge repository,
knowledge refinery, knowledge management roles iafmmation technologies
role (Davenport et al., 1997; Zack 1999b; Zack X939 an ideal-type knowledge-
based organisation (as summarised in previousossgtithe knowledge repository
is composed of a structure which provides diffeiatérpretations for accumulated
content. Knowledge-as-objects are transformed toviedge-as-process once these

interpretations are applied to new contexts anduaistances (Zack 1999b). The
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knowledge refinery architecture possesses thetyaldicreate, refine value-added
knowledge to the process, distribute and preseist khowledge. Information

technologies play a vital role in knowledge manageias they should aid in the
flow of explicit knowledge within the organisatigdack 1994; Zack 1999b). This

instigates further exploitation of knowledge antpkdo address competition.

The successful exploitation of knowledge and lesyncapabilities within an
organisation, in order to address competition,his ¢rux of strategic context of
knowledge (Miles et al., 2000). According to Zadl®99b), whereby he describes
the strategic context of knowledge as that whicpla@is knowledge, learning
capabilities and intent better than the competjtgtates that this can be achieved
by linking performance, knowledge disseminationwssn staff at all levels and
organisational strategy development. The stratemiotext of an organisation
provides impetus of knowledge management initigtiteebe actuated in favour of
its mission, competitive positioning strengthenibyg, addressing current or future
gaps and the creation of stakeholder or sharehehllae. Zack’s (1999b) proposal
fits with Miles and Snow’s (1994) view, whereby tlaticulation developed
between performance, knowledge and strategy leadartls the proper use of
organisational and technological resources, whitimately increases value. This
brings forward the issue that organisational stpaie possibly the most important

driver for guiding knowledge management.
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Zack's (1999b) classification of knowledge managemerchitecture into
interactive and integrative approaches provides read set of knowledge-
processing management capabilities in both tadt explicit knowledge fields.
Interactive approaches are focused on supportitgraction among employees
holding tacit knowledge. In contrast to an intely@tapproach which provides a
sequential flow of explicit knowledge into and oat the repository where
knowledge is accumulated, the interactive appraagiository is a by-product of
interaction and collaboration. Explicit knowledgancbe managed better in the
repository, through integrative applications, wlaare through interactive
applications, tacit knowledge can be integratedebeZack’s proposal is also
shared by other authors such as Graham and Pi286)and Hansen et al. (1999).
According to Hansen et al., (1999) interactive klemlge management system
functions support the personalisation strategy antegrative knowledge
management system functions support the codificatstrategy. Knowledge
interaction is facilitated through the creationcoimmon knowledge or overlapping
knowledge as interacting individuals with differdrackgrounds and mental models
help to sustain this interaction (Nonaka & Takeut®®5; Grant 1996). Again, we
can begin to see how some writers have drawn thaemtion between knowledge
management activities and strategic approach, s performance can be

enhanced.

According to Zack (1999b), when an organisatioe'sources and capabilities attain

a dominant position within its product market, taiion arises whereby, from a
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knowledge exploration stage the organisation pagses knowledge exploitation

stage. Exploration leads towards the investigatibnew market niches and useful
adaptations, whilst maintaining current niches.t@mother hand exploitation leads
towards further innovation, use and propagatioknmiwn adaptations. This clearly
shows that exploration and exploitation are notually exclusive from one another
and shows the symbiotic nature of their existenfack 1999a). Exploration

depends on exploitation as this provides financagital for successive rounds of

exploration whereas exploration without exploitatis not economically viable.

Knowledge management in the information age regquhe simultaneous linking of
tacit and explicit knowledge along four main donsamamely by mapping the
knowledge embedded with the organisation’s inftettire, culture, content and
processes (Lee & Yang 2000; Birchall & Tovstiga 208Buniyamin & Barber
2004). The focus is on marketplace competition nowledge mapping, which
may eventually aid towards how competitive advamtagay be attained as
knowledge creation, storage, and application isesyatically addressed through a
strategic knowledge map (Lee & Yang 2000; Buniya&iBarber 2004). Tovstiga
and Korot (1998) also claim that whereas 70 pet oérknowledge is tacit, the
remaining percentage is explicit. They also stias the organisational knowledge
theory proposed by Nonaka and Takeuchi (1995) mesnidie most comprehensive
framework for knowledge creation and conversion. €uch evidence, we can

perhaps base the argument that aligning knowledgeagement with an overall
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strategy has the potential to promote competittheaatage. The next section, deals

on the aspect related to knowledge creation andecsion.

2.6.5 Knowledge-based strategies and the creationnd conversion of
knowledge

In a changing environment, knowledge intensive miggions create knowledge as
a result of knowledge conversion between the taecd explicit modes (Nonaka
1991; Nonaka et al.,, 1998; 2000). According to N@nand Takeuchi (1995),
knowledge is created as a result of the spiral oyoainteraction along the
externalisation process from tacit to explicit khesdge, which when shared,
amplified, and disseminated amongst all staff & trganisation, instigates and

creates new learning.

The most important levels in this spiral knowledgetivation are the
externalisation-articulation level and the interzation level since personal
commitment of the self is vital for success (taBl®). Nonaka (1991), Quinn
(1992), Inkpen (1996) and Styhre et al., (2001eaghat this dynamic interaction
across all organisational levels has become a nesiahgriority and an essential
component for effective knowledge creation to adslreompetitive advantage.
However Alvesson and Karreman (2001) argue thatvkealge management serves
more as a practice of managing information or peaplther than facilitating
knowledge creation. Styhre et al., (2001) extemslalgument a bit further and state

that through joint effort and conversations relaélbknowledge is produced. They
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introduce a gender dimension into the debate, algrthat it is important to have
both men and women contributing to ‘knowing’ onatjular issue as alternative
perspectives are created. As mentioned earlier,ymanters contend that

knowledge creation depends on subjectivity intéoacbetween humans. This is
sustained byba’ (appendix 3) which supports sharing and subjdgtisynthesis

due to its permeable boundary and which facilitatesh interactions to take place.
Failure to create new knowledge is likely to leasvdrd declining performance

(Kim 1993).

The issue of knowledge conversion has been descab@ne of the most complex
of processes along the three levels of data, irddon and knowledge (Holtham
1996). Holtham’s interpretation of an organisat®oorporate memory illustrates

the hard and soft components along these threts|éigure 2.8).
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Figure 2.8: Corporate memory defined

Holtham (1996) refers to these links as corporagenory and states that knowledge
conversion is much more complex from informatioknowledge than from data to
information. Since corporate memory is defined abke tbody of
data/information/knowledge that an organisationdsde manage and utilise for its’
proper functioning, this model is relevant to thesearch as a knowledgeable

person would be in a far better position to colléter and interpret what data is
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needed. Heijst et al., (1997) and Maier (2007)estaat from an organisational
perspective, corporate memories can act as adod¢gdrning in organisations. This
includes learning at an individual level, throughedt communications (feedback)

and through the knowledge repository.

Despite the importance given by Nonaka et al., Q2@0hd Lee & Yang (2000) in
equating intellectual capital with knowledge as igalvsource of competitive
advantage, little understanding has been achiewedoahow the creation of
intellectual capital is facilitated by knowledge magement within (Marr et al.,
2003). Although knowledge creation is a human psscenuch depends on
technological infrastructure, organisation politicglividual rewards and incentives
and culture. Organisations need to concentrateemeldping knowledge that will
be cost effective (Hedlund & Nonaka 1993; Inkpe@d)9 Ignoring the issue of cost
may only lead towards inefficient knowledge creatidt is therefore viewed as
essential that knowledge management initiativesehthhe support of, and are

aligned with, broader organisational structurescpsses, practices and strategies.

In summary, this section has highlighted the imgrace of spiral knowledge
activation through internalisation and external@atfocus. This research will
investigate the importance of defender-type orgdiues that are generally
internally control dominated thus requiring feweousces in environmental
scanning and the prospector-type which are gegeeadlernally market-oriented.

The importance of the creation of corporate knogéeavill also be investigated
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through appropriate reward structures and the sacgs$echnological infrastructure

amongst Maltese medium to large-sized organisations

2.6.6 Strategic orientation alignment

What follows in this section is largely the culntioa of the previous discussions in
this literature review: a holistic account of hovwe wight envisage the relationship
between knowledge management, organisational gjradéavironmental turbulence
and subsequently, performance. Strategic knowledigentation which is the

specific approach an organisation implements ineor create superior and
continuous performance (Gatigon & Xuereb 1997), lsarachieved to distinguish
the organisation’s primary sources of knowledgee(Bi & Chakrabarti 1996).

Strategic knowledge orientation refers to the ahgnt between knowledge
management and the overall business strategy. Smabestry knowledge is

continuously changing, a balance will have to beickt in the creation and
exploration of new strategic knowledge, with thenaof closing the internal

knowledge gap that is the desired strategic knogdegrofile and external

competitive knowledge gap vis-a-vis its competit@ack 1999d). The internal
knowledge gap increases when a certain knowledgshbld is exceeded, in the
sense that something has to be done internallydierdor strategy execution to take

place or to defend the strategic position of aranigation (Zack 1999a).

Not only should the link between business stratibgy is the business positioning

in a competitive scenario and information systemstboong, but according to some
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writers should also be sustained with strategy ligghanent of information
technology, organisation and management proceksgsskills to implement the
business strategy and information systems archiect(MacDonald 1991;
Venkatraman 1991). For these writers the ultimateia to sustain the position of
the organisation and address appropriate acti@ustain organisational goals in a
competitive market. Truch & Bridger (2002) proposediodel that links business
environment change and unpredictability, knowledggntation that combines
knowledge management strategy and implementatitvaiegic orientation that
address the organisation’s behaviour to environmeimhnges and strategic
alignment which combines knowledge orientationatsggic-type and environment

which ultimately influence performance (figures argd 2.10).

Knowledge
Orientation

Organisational
Performance

Business
Environment

Strategic
alignment

Strategic
Orientation

Source: Derived from Truch & Bridger (2002: 906)

Figure 2.9: Research model proposed by Truch and Biger
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In a similar model of strategic alignment, Milesda®now (1994) identified that fit
can be achieved for strategy, structure, and psese# order to maintain logical
integrity, both externally and internally. Interntid is achieved once structure,
processes and management are aligned with the isagjanal strategy. A key
concern in many organisations is the internal atignt between business strategies
and the application of information technology. Aating to Scott-Morton (1991),
information technology must be seen as part of atesy that balances
organisational structure, management control psssesand human resources
policy. External fit is achieved when the organmatand its’ environment are
aligned. They argue that achieving alignment andbfings with it a culture of

continual change and flexibility.

Although organisational strategic alignment is segech topic that has been picked
up by several authors, the majority of the existiagearch is based on qualitative
research methods. However, Truch’'s (2004) studkslistrategic knowledge
orientation and strategy-type in a quantitative nen Truch amalgamates two
models dealt with previously, namely the Miles &@wbw’s model (1978; 2003)
where the defender, analyser, reactor and prospggies were identified and
Hansen’s et al., model (1999), comprising of peasisation and codification
knowledge strategies. The amalgamation of these nvedels brings forward
important issues, when one considers codificatiath ihe defender-type and
personalisation with the prospector-type of stnatddne two extremes of the Miles

and Snow model, that is prospector and defendeg haen selected so that ease of
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comparison between the Miles and Snow and the Hanse al., models could be
achieved (Truch & Bridger 2002). Defender-type migations bear similarity to
the codification-type of strategy as the focus mntained on knowledge reuse of
resources, efficiency, staff recruitment that cagaldwith highly specialised
standardised work and internal focus on operaticateer than seeking new
opportunities (Lee & Yang 2000). On the other hanaspector-type organisations
are seen as similar to the personalisation knoveletigitegy as their main focus lies
on hiring flexible employees who can deal with aguitty, creativity, focus on tacit

knowledge and high margins (Greiner et al., 2007).

.| Organisational performance |

Overall global performance
Return on investment Growth in volume
I
I A A I
Organisational Business Organisational
Strategy Type Knowledge Orientation
| | [ |
Prospectors Reactors Analysers Defenders
A
Environmental turbulence
Ly
I [ [ [ [ |
Market Speed of Competition Technology Client Government and
changeability change intensity fertility discrimination pressure groups

Source: Derived from Truch and Bridger (2002: 906)Woodside et al., (1999: 138)

Figure 2.10: Proposed model for research
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Miles and Snow (2003) state, that although researchhe relationship between
organisation and environment has grown signifigaritle search for the theoretical
paradigm that addresses the behavioural dynamidstaif organisational systems
remains an ongoing quest. Having outlined the rekefiamework, and discussed
the literature on which it is based, the chaptell wow outline the specific

hypotheses that flow from this framework, and wigctided the research process.

The literature review discussed, provides infororatbn the main components of
this research study including organisational pentonce, business strategy-types,
knowledge orientation and environmental turbuler@eganisational performance
will be taken as the dependent variable. Thosepeddent variables that have a
direct bearing on organisational performance narsgBtegic alignment, which is
the influence between type of strategy adopted,remwment, and knowledge
orientation; environmental turbulence which peraim unpredictability and change
in market conditions; strategy-type which pertaimghe organisational adaptation
to the environment in which the organisation is amd knowledge orientation
which combines knowledge management strategy ahdmplementation will be

analysed. The links between these components vsdeain figure 2.9.

2.7 The development of hypotheses related to strafie orientation in Maltese
medium to large-sized organisations
In the investigation of how knowledge managemenatagies are linked with

business strategies and their surrounding enviratsnethe literature review
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conducted earlier helped to formalise the foundeatibinitial hypotheses in relation
to the variables identified for the proposed resleanodel (figure 2.10), whereby
an expected relationship between an independent demkndent variable is
investigated and which can be eventually falsifi€lese hypotheses serve as a
guideline of how this research intends to tackle Emowledge orientation and

business strategies relationships.

The research will develop and test hypothesesaridliowing manner:

a) The development of statistical hypotheses and theifeance level to be
adopted.

b) The probability sample involved.

c) The identification of critical region(s) of the hsampling distribution.

d) The utility of the sample statistic to determine etiter null sampling

distribution is false (Schwab 1999).

Basing the hypotheses on defender and prospegiestgf strategies derived from
the Miles & Snow’s model, and also on Hansen’slgttgpology of codification

and personalisation knowledge orientations, thatieiships between knowledge
orientation and strategy-type in Maltese mediuratge-sized organisations will be
investigated. In order to facilitate comprehensieach knowledge orientation
dimension will be treated separately. Thus indiaidwypotheses will be formulated
through the different knowledge orientation compusedentified. The knowledge

orientation variables are listed in appendix 4. Vaeables were codified as follows
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CODXX, which means a variable identifying a codfion-type strategy and
PERSXX, which means a variable identifying a peadisation-type strategy. XX

represents the variable reference number.

2.7.1 The research model comprising of organisatiah knowledge strategy,
strategic alignment, strategic fit and performance

The characteristics of strategy will be examinedulgh a framework composed of
knowledge strategy, alignment and fit that leadhproved business performance,
and performance links. Research developed by Vearkain (1989) and Hansen et
al., (1999) state that generally an organisaticckstto one strategy as its’ major
driving force, with the other strategy used to aidthe organisation’s strategic
thinking, sustaining that both strategies are rsgiduequally. In fact Hansen et al.,
(1999) claim that organisations use 80% of theovedge sharing following one
strategy with the remaining 20% of the other sgatédansen’s et al., (1999) model
identifies three common criteria namely the mannewhich clients are served in
organisations, organisational business economigshaing of staff to work within
an organisation. It also seems that the prospégper-is linked with the
personalisation knowledge strategy whereas thendefetype is linked with the
codification strategy (Truch 2004). Thus the follogy hypotheses will be

investigated (table 2.12).
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H,: Maltese medium to large sized organisations &lg@ prospectort
type knowledge strategy are linked to personatisatknowledge
strategies to a greater significance than codiboatype knowledge
strategies.

D

H,: Maltese medium to large sized organisations adgat defender-typ
knowledge strategy are linked to codification-typ®wledge strategies
to a greater significance than personalisation-igpmvledge strategies.

Table 2.12: Hypotheses linking Maltese medium to tge-sized organisations

with codification or personalisation strategies

Embarking on two simultaneous strategic knowledgenagement strategies of
exploitation and exploration is considered by sonrégers as the most efficient
organisational approach (Zack 1999a). Thus defetyger organisations are more
geared towards the efficient use of resources, rengsietter alignment between
exploration and exploitation than prospector-typgaaisations. This leads towards

the following hypothesis (table 2.13).

Hs: Maltese medium to large sized defender-type asgéions are significantly ir
a better position to align knowledge that they weaith their main operation
than prospector-type organisations.

Table 2.13: Hypothesis related to aligning knowledgwith organisational

)

operations
According to Hansen et al. (1999) successful oggditns are those that develop
and sustain a particular knowledge managementegirathat fits the business
strategy of the organisation. Thus in adoptingaspector or defender-type strategy
is equally important to align and sustain the org@tion’s overall business
objectives with knowledge management practices. idestified earlier in the

literature review, prospector-type organisatiorg neore on hired staff capabilities,
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whereas defender-type organisations are more eutinature. This leads towards

the testing of the following hypotheses (table 2.14

H4s: The overall organisational objectives in Maltasedium to large sizeaJE9
organisations are linked with knowledge managenprattices to the sam
degree in both defender-type and prospector-tygamsations.

Hs: Maltese medium to large sized prospector-typamigations show a greats
awareness of systems knowledge needs of the oagamishan defender-typ
organisations.

Table 2.14: Hypotheses related to knowledgeanagement link with business strategy

D \V

The alignment of an organisation with its marketplaneans the sustaining of the
organisation’s strategic fit. This is achieved byfiting appropriately the
organisation’s strategy (Miles & Snow 1994, 20083)is leads towards the creation
of newly developed competencies within the orgdiea which ultimately
provides the cutting edge needed in the competitiaeket-place, especially with
other competitors (Zander & Kogut 1992; Greinerakt 2007). Since it was
previously established in the literature revievattbtrategic fit between knowledge
and business strategies is significantly betteiregt through prospector rather than
in defender-type of knowledge strategies the foihgw hypotheses will be

investigated (table 2.15).

Hs: Maltese medium to large-sized prospector-typeaoigations adopting
personalisation-type knowledge strategies out-perfothose adopting
codification-type strategies.

H;: Maltese medium to large-sized defender-type asgdions adopting
codification-type knowledge strategies out-perfortose adopting
personalisation-type strategies.

Table 2.15: Hypotheses related to performance linwith business strategy
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Performance in Maltese medium to large-sized osgdiains will be measured by
adopting Dess and Robinson’s (1984) and Pearcé, €1887) framework which

comprised of what may be considered as overallajlglerformance achieved in
that last year, return of investment and growthsales volume in the last three
years. Miles and Snow (1978, 2003) state that fferdnce exists as regards to
performance between the stable strategies adoptedetender, prospector and
analyser-type organisations. However the reacioe-tgrganisations due to their
inconsistent nature and their inability to respaodsistently to their environments
over time, result in poor performance due to oveiwing changes in

environmental turbulence encountered (Conant £t1800; Miles & Snow 2003).

The following hypotheses will be investigated (&8116).

Hg: Maltese medium to large-sized defender-type, peomr-type and
analyser-type organisations perform on an equas bas

Ho: Maltese medium to large-sized reactor-type omggtions perform poorly
compared with Maltese medium to large sized defenpespector ang
analyser-type organisations.

Table 2.16: Hypotheses related to performance betwa strategy-types

2.7.2 The management and organisation of knowledgstrategy-types in
Maltese medium to large-sized organisations

The characteristics of Maltese medium to largeesizwganisations will be
examined through a framework composed of structoegrdination, performance
measurement and internal-external focus aspectsording to Miles and Snow’s
model, prospector-type organisations utilise tlegources efficiently in order to

address environmental change. This is usually aebighrough the creation of
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project teams whose main aim is to indulge, ingasé and report appropriately on

product development and timely market analysis €8i& Snow 1978, 2003).

Operational co-ordination and problem facilitatisrachieved centrally through:

(i) short-looped® horizontal feedback information systems as timatgess to
performance information is essential, and

(i) through the greater utility of project teams (Hanetal, 1999).

The following two hypotheses will be investigatéable 2.17).

Hio: In Maltese medium to large-sized prospector-tygrganisations,
knowledge information flows in a horizontal feedkatort-loop at all levels
is much greater than in the defender-type of oggians.

Hi1: In Maltese medium to large-sized prospector-typganisations, project
teams operate horizontally to a far greater degitaa in defender-type of
organisation:

Table 2.17: Hypotheses related to feedback loop krwith strategy-type

Miles and Snow (2003) mention, that due to therietetd communication adopted
by defender-type organisations, relationships betwstaff are generally hampered.
Lack of agreement between staff is generally resblnternally through normal
hierarchical channels. There is a sequential anticae ‘long-looped’ chain of
events in the dissemination of information, as ngana@ent direction is provided
following a top-down approach and reporting fronaffstfollows a bottom-up
approach sustaining a vertical information systepyroach regarding performance
control (Miles & Snow 1978, 2003). This brings f@msd another hypothesis for

investigation (table 2.18).

13 Short-looped horizontal information systems arepaeid by prospector-type organisations who facditatd co-ordinate
diverse functions and exercise discretion effegtiy®liles et al., 1978: 63).

105



Hiz: In Maltese medium to large-sized defender-typeyanisations,
knowledge information flows in a vertical path fromop to bottom
hierarchical approach and from bottom to top arelmmore significant than
in a prospector-type of organisation.

Table 2.18: Hypothesis related to organisational fiormation flow

According to some writers the adoption of the rigtdanisational balance between
effectiveness and flexibility (for prospector-typeganisations) and efficiency and
standard procedures (for defender-type organisgtiors important. The
development of the right mix between the fluid &mel institutional domains related
to operating efficiencies, flexibility and innovaiti are also essential components in
turbulent environments. This is referred to by Grahand Pizzo (1996) as ‘just
enough discipline’. Prospector-type organisatiodspa a decentralised control
approach, as information related to performanagsisally tapped from the bottom
structures of the organisation, due to their natafecontrolling their own
performance, rather than coming from the managesidat(Miles & Snow 2003).
On the other hand defender-type organisations amophtralised control approach,
instigated through specialists working in a funcéiborganisational structure, for
fear of generating costly mistakes if done by ath&ontrary to prospector-type
organisations, information is only found at the topnagement level in defender-
type organisations (Miles & Snow 2003). This cédisthe following hypothesis to

be investigated (table 2.19).

Hiz In Maltese medium to large-sized defender-typeganisation,
knowledge management co-ordination takes placeralgntfrom the top
management level of the organisation to a greateng than the prospectof
type of organisatio

Table 2.19: Hypothesis related knowledge managemeob-ordination
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In prospector-type organisations, according to Mikend Snow, general skill
development with a broad definition of employee pscription is present, thus
permitting self-governance by the employees theveseas there is less extensive
division of labour than the defender-type (MilesShow 2003). In a turbulent
environment, codified job descriptions, and proceduvould be rather difficult to
achieve in prospector-type organisations. It mayhoeight inappropriate that low
structural formalisation instigates uncontrollech&aour, but in prospector-type
organisations this behaviour is ideal due to camcand focus on market
performance and sales volume (Miles & Snow 2003npado et al., 1990). In
defender-type organisations, management adoptggh ttegree of formalisation’
and centralised line of authority due to codifieth jdescriptions and procedures,
thus specifying appropriate specific behavioursnfremployees due to stability and
efficiency emphasis in this strategy-type (MilesS&ow 2003). Consequently the

following hypothesis is investigated (table 2.20).

His In Maltese medium to large-sized defender-typayanisations,
operations occur according to established setsrofegures to a greater
extent than in the prospector-type of organisations

Table: 2.20: Hypothesis related to knowledge manageesnt procedures
documentation
As regards to performance management, it has begred that defender and the
prospector-type organisations adopt different styigs. Market aggressiveness is
the main driving force adopted by the defender-tgp®rganisations, as focus is
maintained on cost-efficient manufacturing, disitibn costs, inventory control,

monitoring and quality improvement. Only a sing@estechnology is established
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coupled with quantitative inventory models to cohtrcosts. Defender-type
organisations focus on efficiency that is doingngfsi right through strong
organisational monitoring. On the other hand progpetype organisations focus
on doing the right things. The defender-type orgaindns compare present
efficiency indices with those of previous time pels within the same organisation
and not with other organisations as the belieh& ho other organisation can do it
better (Conant et al., 1990; Miles & Snow 2003)u3hthe following hypothesis

will be investigated (table 2.21).

His: In Maltese medium to large-sized defender-typeyanisations,
information systems provide performance measuggsfgiantly greater thar
the prospector-type of organisations.

Table 2.21: Hypothesis on the provision of informabn systems pertaining to
performance measures
Miles and Snow claim that defender-type organisati@re internally control
dominated, with few resources used in environmestahning and geared more
towards the provision and engagement of skilledsqamel with high salaries,
whereas prospector-type organisations are morernediye market-oriented and
more inclined at window opportunities that mightsarin the market (Miles &

Snow 2003). The following two hypotheses will beastigated (table 2.22).

Hie In Maltese medium to large-sized prospector-tymganisations,
knowledge management systems are focussed exjetnad significantly
greater extent than are the defender-type of osgéons.

Hiz In Maltese medium to large sized defender-typganoisations,
knowledge management systems are focussed intertmakh significantly
greater extent than the prospe-type of organisation

Table 2.22: Hypotheses related to focussin§knowledge management systems
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2.7.3 The human resources aspect in organisations

The characteristics involving human resources VWd examined through a
framework composed of recruitment, reward mechasjisgmployee training and
staff termination aspects (Lee & Yang 2000). Eaitievas established that the type
of staff recruited by organisations adopting peadisation strategies tend to be
different from those adopting codification strategi(Hansen et al., 1999).
Organisations with codification strategies preterecruit employees, who are well
versed with knowledge reuse and work well with dead operating procedures.
For organisations adopting personalisation stratgghere is a tendency towards
the recruitment of employees such as those witinomg acumen towards problem
solving and who can tolerate ambiguity (Hansen lgt1®99). Hansen’s et al.,
model surfaces two important issues. In the defetyge organisations with a
formalised set of operations, codified job desaip, stability and efficiency are
the main components that define these types of nisgtons. The type of
employees recruited for prospector-type organisatitave more generalised skills,
with broadly defined jobs to promote self-goverreangithin the organisation.
Prospector-type organisations possess within thew degree of structure
formalisation, a number of employees whose skdls loe easily transferred to other
projects (Miles & Snow 2003). The following hypotie will be investigated in
order to test Hansen’s model using the codificatod personalisation constructs

(table 2.23).
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Hig: In Maltese medium to large-sized prospector-tygrganisations,
recruited employees are significantly better probleolvers than thos
recruited by the defender-type of organisations.

1%

Table 2.23: Hypothesis related to types ofedt recruited in organisations

Lee and Yang observe that the reward mechanism®lved between
personalisation and codification-type of knowledgenagement systems are
different. Organisations with codification-typeattgies are said to encourage staff
to deposit their knowledge on the organisationectebnic medium, with level and
quality of such documents linked with the organdel performance appraisal
review. In organisations that adopt personalisatype strategies, rewards for
knowledge sharing, is based on employees shariowlkdge directly with other
employees (Lee & Yang 2000). Thus, the effectivespector-type organisation
focuses on managerial success, whereas the effidefender-type organisations
focus on personnel planning for rewards allocafiliies & Snow 2003). These

hypotheses will be investigated (table 2.24).

Hig: In Maltese medium to large-sized prospector-tygrganisations,
knowledge sharing is encouraged by reward mechantsna significantly
greater extent than in defender-type of organisatio

Hz: In Maltese medium to large-sized defender-typeyanisations,
knowledge sharing is encouraged by the utility bE torganisation’s
databases to a significantly greater extent thanprospector-type ol
organisation:

Table 2.24: Hypotheses related to knowledge-sharing

Some writers have argued that organisations, wioptacbdification-type strategy,

focus their training on employees based on effyenlistance-learning mode and
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training tends to occur in groups. On the otherdhasrganisations who adopt
personalisation-type strategies adopt mentoringromdividual basis in conveying
tacit knowledge from one employee to another (Hareteal., 1999; Miles & Snow
2003). Miles and Snow also mention that defendpe-tyrganisations keep salaries,
training and turnover costs to a minimum when elygds possessing limited
specialised skills are recruited. Thus the follayvitwo hypotheses will be

investigated (table 2.25).

H21: In Maltese medium to large-sized defender-tymgnisations, training
relies on documentation to a significantly greaetent than in prospectol
type of organisations.

H.o: In Maltese medium to large-sized prospector-tygganisations,
training which relies on informal knowledge tranmsfeccurs through
appropriate mentoring to a significantly greateteak than in defender-typ
of organisation:

Table 2.25: Hypotheses related to types of trainingdopted

4%

As identified by Hansen et al.,, (1999) prospecypet organisations are
preoccupied with loss of corporate memory whenlekilpersonnel leave the
organisation. Personalisation strategy-type orgdiniss focus more on tapping
tacit knowledge from staff, especially when job mments or job terminations
occurs (Hansen et al., 1999). A further hypothesis be investigated between

prospector and defender-types of organisationse(faB6).

H.s: In Maltese medium to large-sized prospector-tygrganisations,
knowledge transfer prior to job movement or terrmorais given greate
importance than in defender-type of organisations.

Table 2.26: Hypothesis related to knowledge transifgrior to job movement
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2.7.4 The characteristics of knowledge orientatiowithin an organisation

As established earlier in the literature reviewg ttharacteristics of knowledge
orientation will be examined through a frameworlattlepresents a knowledge
value-chain composed of scanning, capturing, seragtrieval, application,
transfer and sharing components.

For the defender-type organisations, environmestanning occurs from top
management and is generally restricted to techmmbgdevelopments, time
constraints and specialised staff in scanning otirganisations. Defender-type
organisations tend to observe the environmentsimalar manner as the product-
market domain is narrow and stable, and only fewpartant factors can be
predicted successfully which will have a large ietpan internal operations of the
organisation (Miles & Snow 1978). On the other dhahe efficient and fluid
prospector-type organisations are interested ineldping market window
opportunities by creating an advanced market sognsystem, as the prospector’'s
domain is usually broad and in a continuous andvewp state of development
(Sharif et al., 2005). Thus the recruitment of esgpkes in such organisational types
generally focuses on the types of skill that enalolé support such activities (Miles

& Snow 2003). The following three hypotheses wdlibvestigated (table 2.27).

H.4: In Maltese medium to large defender-type orgdiuisg, client knowledge
is significantly greater than in prospector-typeagdanisations.

Hzs: In Maltese medium to large prospector-type orgaons, competitor
knowledge is significantly greater than in defentygre of organisations.

Hzs: In Maltese medium to large prospector-type orgaons, industry
knowledge is significantly greater than in cnde-type of organisation

Table 2.27: Hypotheses related to the imptance of the types of knowledge adopted
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When it comes to the capturing of knowledge, Miwsd Snow claim that
prospector-type organisations are faced with aitadi of information possibilities
that may contradict one another, as the planningcges of prospector-type
organisations is generally broad, oriented towg@rdblem finding, and depends on
feedback generated during experimentation. Alsgirpimary action is usually
based on incomplete information and full marketdfesck is essential prior to
taking subsequent decisions on a larger scale $MlleSnow 2003). Furthermore
the rate of knowledge learning is an essential @mapt in order to exploit new
market opportunities especially for the prospetype organisations (Bierly &

Chakrabarti 1996). A further three hypotheses bélinvestigated (table 2.28).

H,7 In Maltese medium to large defender-type orgditiea, information
accuracy is significantly greater than in prospetgpe of organisations.

H.s: In Maltese medium to large prospector-type org@ions, continuously
updated knowledge management is significantly gretitan in defendert
type of organisations.

H.g: In Maltese medium to large prospector-type org@tmns, the creatiol
or acquisition of new knowledge is significantlyegter than in defende
type of organisations.

—

Table 2.28: Hypotheses related to the quality andapturing of knowledge

On the contrary to prospector-type organisationerehplanning is said to be
generated at a broader level, defender-type orgiois adopt intensive planning,
research and development, and problem solvingidé# prior to any organisational
action being taken (Miles & Snow 2003). Researcd development and the

finance functions are important components in dddenypes of organisation, in
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order to cultivate and foster internal knowledgéhwi an organisation, so that an
understanding of the external environment can bentaiaed. It might also be
expected that defender-type organisations adoptufication knowledge strategy
focus on the transfer of knowledge between empkoyeel the utility of electronic
depositing of such knowledge (Hansen et al., 19B)is, the following hypotheses

will be investigated (table 2.29).

Hso: In Maltese medium to large defender-type orgdiuea, research ang
development is significantly greater than in praspetype of organisations

Hsi: In Maltese medium to large defender-type orgdmiea, knowledge
transfer between staff and the electronic depagitif this information is
significantly greater than in prospector-type ajamisations.

Table 2.29: Hypotheses related to research and ddgpment skills

Organisations that rely on tacit knowledge areedéght from those that rely on
explicit knowledge. As was established earlier Ire tliterature review, tacit
knowledge is difficult to tap by nature (Hanserakf 1999), and this difficulty is
compounded when an organisation needs to captwwl&dge in several fields
such as technological, market, scientific, operati@and business industry. In such
a situation the person-to-person contact (i.e.gEo®r-type) is said to be the most
appropriate approach, where this type of knowledge be more easily tapped
through available expertise or appropriate expenistworking. Organisations that
develop an explicit knowledge management (i.esehthat follow a codification
approach) tend to rely on the ‘people-to-documemgsproach (Nonaka 1988;

Hedlund 1994; Hansen et al., 1999; Lee & Yang 2000)
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Organisations who adopt the prospector-type styadeg said to assign projects to
well trained employees whose skills can be easdgsferred from one project to
another quite easily (Miles & Snow 2003). The scapd utility of documents in
the electronic format for organisations who adoptspnalisation strategies is to
speed up knowledge retrieval on knowledge and foroantability purposes
(Hansen et al., 1999). The following three hypod#isewill be investigated (table

2.30).

Hsz: In Maltese medium to large-sized prospector-tgpganisations, tacit
knowledge possessed by employees is significamédgtgr than in defendel
type of organisations.

Hss: In Maltese medium to large-sized prospector-tygrganisations,
knowledge on available expertise is more readilgilable than in defender
type of organisations.

Hss: In Maltese medium to large-sized prospector-tygrganisations,
expertise networking is significantly more impottéman in defender-type of
organisations.

Table 2.30: Hypotheses on knowledge networking presses

According to Hansen et al. (1999) and Lee and Y&@O0) the retrieval of
information becomes easier and faster once infoomats codified and the
appropriate information systems are maintained iwi#n organisation, without
having to contact the individual who created thiormation. This includes the
utility of knowledge reuse, and helps to speed ugcking of knowledge

management. The following hypotheses will be itigesed (table 2.31).
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Hss: In Maltese medium to large-sized defender-typayanisations,
knowledge information access through informatiostegs is significantly
greater than in prospector-type of organisations.

Hse: In Maltese medium to large-sized defender-typayanisations,
knowledge information can be accessed without lgatorrefer to the person
who created it, which is significantly greater them prospector-type o]
organisations.

Hs7z In Maltese medium to large-sized defender-typeyanisations,
knowledge seeking and information retrieval frorectlonic databases i
order to sustain job effectiveness is significantipre accessible than i
prospector-type of organisations.

o s

Table 2.31: Hypotheses on knowledge information aess and retrieval

In prospector-type organisations, Miles and Snogeole that recruited employees
tend to possess broader skills, with the scoperahpting self-governance where
the variety of employee skills can be transferred te utility of skills judgement
to other projects at the workplace, a people-foaysproach, flexibility
maximisation, and standardisation minimisation banexercised (Miles & Snow
2003). In contrast, defender-type organisationsedbasn a codification-type of
strategy, tap existing knowledge from electronidabases, possibly through
vertical integration, rather than developing theiwn knowledge (Hansen et al.,

1999; Lee & Yang 2000; Miles & Snow 2003).

According to some writers prospector-type orgarosatusing personalisation-type
strategy generally focus on employee communicatiather than knowledge
retrieved from databases. This contrasts with dkfetype organisations utilising

codification-type strategies, where knowledge sittargenerally occurs through
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documentation and databases. The utility of bramsing sessions and re-iteration
techniques resulting in a list of opportunities apbblems and identifying
knowledge gaps are most effective when knowledge gannot be codified is
instigated during these conversations (Hansen ,e1@99; Luftman & Brier 1999).
It might therefore be expected that defender-typgamisations, where such
processes of open dialogue about skills and legraia less common, suffer larger
gaps in relevant knowledge. The following hypotlsesall be investigated (table

2.32).

Hsg: In Maltese medium to large-sized prospector-tgpganisations, there is
more likely to be a lack of up-to-date work-relatkdowledge than in
defender-type organisations.

Hsg: In Maltese medium to large-sized prospector-typeyanisations,
knowledge retrieval on a one-to-one basis from egg®s is significantly
greater than in defender-type of organisations.

Table 2.32: Hypotheses on appropriate knowledge derg

Prospector-type organisations tend to be lessieftien the utilisation of resources
thus lengthening the learning process as a re$ultheo complex and uncertain
turbulent environment that might be encounteredlgd1& Snow 2003). Nonaka
(1991) states that an effective organisationalgitesiepends on the effective use of
“redundancy”, which is the overlapping of organisaal information, business
processes and managerial responsibilities. Buildingedundant organisation to
create an effective organisation may sound disatinge as business and
managerial operations may become duplicated. Howtbigis the starting point of

building a knowledge-based organisation (Nonakal}l98ccording to Nonaka
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(1991), redundancy enhances communication by ageadi ‘common cognitive
ground’ amongst employees, instigated by enhandi@mggue leading towards tacit
knowledge transfer. According to Nonaka (1991)s timvolves a continuous
iterative process whereby mistakes can be antaipand tolerated. Defender-type
organisations tend to be more efficient since tHegus on fewer market
opportunities and thus utilise fewer resourceshegrocess (Miles & Snow 2003).

The following hypotheses will be investigated (&8133).

Haso: In Maltese medium to large-sized prospector-typganisations, project
reflection time and employee sharing of experiensesignificantly greater
than in defender-type of organisations.

Hs: In Maltese medium to large-sized prospector-tygrganisations,
learning from past mistakes and knowledge sharingh vothers is
significantly greater than in defen-type of organisation

Table 2.33: Hypotheses on the utilisation of resoaes in organisations

According to Hansen et al., (1999), members of peo®r-type organisations that
adopt personalisation strategies are expected dponel quickly to information

requests from colleagues. This is usually achietedugh network development
instigated by employee movements within an orgaimisaHansen et al., 1999).

The following two hypotheses will be investigatéable 2.34).

Hsi2: In Maltese medium to large-sized prospector-tygrganisations,
communication between staff for information reqeastby far greater thap
in defender-type organisations.

His: In Maltese medium to large-sized prospector-tppganisations, the
creation of networks that take place due to staff@ments is by far greate
than in defender-type organisations.

=

Table 2.34: Hypotheses related to communications dmetwork relations in

organisations
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Hansen et al.,, (1999) argue that the reuse of qodati knowledge assets in
organisations which utilise codification-type stgies is ideal where the
organisation is engaged in creating standardisedygts. On the other hand when
client needs vary continuously and customised ptsdware offered by an
organisation, it is more appropriate that perseasibn-type strategy is adopted.
The creation of customised products creates theigiom of customised solutions,
thus the utility of experts to solve unique probdeisiessential in such organisations

(Hansen et al., 1999). The following hypothesid & investigated (table 2.35).

Hass: In Maltese medium to large-sized defender-tygmoisations, the reuse
of knowledge in the organisation’s products or m@w is significantly
greater than in prospector-type organisations.

Table 2.35: Hypothesis related to knowledge reusend utility of expert

knowledge

Product or service development in prospector-typeejender-type organisations
occurs with their own characteristics. In defentyge organisations which
typically grow by penetrating deeper into theirremt markets, development occurs
by a simple extension of their current product xpansion in product related areas
(Miles and Snow 1978). However extension and expangnds to be limited,
cautious, incremental and controlled due the ptimedrom competitors, focus on
core operations that are generating success arthaiimarket penetration. On the
contrary, prospector-type organisations rely on teploitation of market
opportunities, as well as by promoting innovatieputation (Lee & Yang 2000;

Miles & Snow 2003). Hansen et al., (1999) also mlahat the link between
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knowledge management and innovation in a pers@t@lis strategy is evident. The

following hypothesis will be investigated (tablS@).

Hss: In Maltese medium to large-sized prospector-tygrganisations,
employees with the appropriate knowledge instigatevation significantly
greater than in defender-type of organisations.

Table 2.36: Hypothesis related to the instigationfannovation in organisations

2.7.5 The role of information technology and enviromental turbulence
surveillance in Maltese medium to large-sized orgasations

Hansen et al., (1999) argue that the level andnéxté information technology
support depends to a large extent on the typeategly adopted by an organisation,
that is whether codification or personalisationaypWhereas information
technology investment may not be considered as ritapbfor personalisation-type
strategy as its’ focus rests on the recruitmergroployees that can exchange tacit
knowledge through facilitated communication withithe organisational
environment, the same cannot be said for those nm@#ons that adopt
codification-type of strategy, as large investmemtsrequired to create an adequate
infrastructure that maintains knowledge, such aarcée engine capabilities,
appropriate filing and storage of electronic docotaghat can be easily retrieved,

linking employees as well as for knowledge reusan@¢n et al., 1999).

Information technology investment is claimed to d® important issue in both

defender and prospector-type of organisationseéins that a conflict exists as

regards to information technology investment inedeter-type organisations as on
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one hand these organisations make it a point tesinmm appropriate technologies,
whereas on the other they try to keep costs dovasTefficiency is maintained
through the adoption of a single core technologgldad from an external turbulent
environment, in order to maintain aggressivelyintportance in the chosen market
segment and to operate continuously and efficiefithe current business activities
and the future product mix within an organisatioa synonymous with prospector-
type organisations whereby the IT infrastructurestrallow for people to find other
people, whereas for the defender-type organisatibrisfrastructure must contain
search engines and a large cache of documentdotw &r document retrieval
(Conant et al., 1990; Miles & Snow 2003). Thuss itonsidered imperative that in
these organisations, technological capability pgees are flexible enough with
little attention given towards organisational slii production and distribution
systems efficiency. It could therefore be hypotbedithat information technology
investment may be reluctant in such organisatiohernwit becomes abundantly
clear that more standardised and efficient systanes adopted by competitor

organisations (Miles & Snow 2003).

In defender-type organisations utilising codificatitype strategies, focus on cost-
efficiency and therefore the adaptation and updabhcore technologies coupled
with basic expertise requirements is thought to dssential for success. In
prospector-type organisations utilising persontibsatype of strategies focus is
maintained on innovation and flexibility as the €angredients to operate multiple

technologies in turbulent environments and in kegpbreast regarding cutting-
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edge technologies (Conant et al., 1990; Bierly &kthbarti 1996; Miles & Snow
1978, 2003).

Defender-type organisations adopting codificatippet strategies are found to
operate in stable organisational environments. Eh&said to be motivated by the
creation of a buffer against uncertainty and vudbéity, due to environmental
turbulence (Miles & Snow 2003). In contrast progpetype organisations
adopting personalisation-type strategies appearenabrace uncertainty and
proactively seek new business opportunities. Foh suganisations, growth results
from the identification of new markets and proddetvelopment (Lee & Yang
2000; Miles & Snow 2003). The following hypothesedl be investigated (table

2.37).

Hs: In Maltese medium to large-sized defender-typayanisations,
information dissemination and use of informatioohi@logy in accessing
knowledge is significantly greater than in prospetype organisations.

Hs7z In Maltese medium to large-sized prospector-tygrganisations,
employee contact and the utility of informationteology is significantly
greater than in defender-type organisations.

Hss: In Maltese medium to large-sized prospector-tppganisations, the
utility of cutting-edge information and informatiortechnology is
significantly greater than in defender-type orgatims.

Hso: In Maltese medium to large-sized prospector-tppganisations, the
susceptibility to environmental turbulence is sigaintly greater than ir
defender-type organisations.

Table 2.37: Hypotheses related to dissemination,denology, utility of

information and environmental turbulence in organisations
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2.8 Concluding remarks

The literature review presented in this dissermatias led to the development of a
research model with the scope of further invesogatthrough appropriately
defined variables. The development of a strategiowkedge orientation model
presented in this dissertation (pp. 95-99) combiekectively both the
organisational strategic intent and organisatiggeaformance. The conception of
strategic approach in this study is based mostlyMiles and Snow, whilst the
knowledge orientation model is based on Hanseres @tork. Furthermore Truch’s
model regarding strategy/knowledge management arfdrmance has been drawn,
so that research questions and analytical framewake devised accordingly.
Ultimately the purpose of this study is to refiese models and take them further
so that one can understand better the relationseipveen strategy, knowledge
orientation and performance. The objective of ghigly is not only to test models
and theories mentioned in this literature reviewotigh a series of formulated
hypotheses, but also to investigate whether argrrigiationships are taking place
between the selected variables of the proposed Inttwates between organisational
strategy, knowledge management and performancealtebé public and private
sector medium to large-sized organisations. Thdowahg chapters of this
dissertation will develop into an investigation dfie strategic knowledge
management orientation instrument amongst Maltesslium to large-sized

organisations.
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Chapter 3 — Methodology

3.1 Introduction

In this chapter, the use of a predominantly quaiiié methodological strategy is
outlined and justified. First the approach is exmd in broad terms, then the
sampling process is described, before a more spécdakdown and explanation of
the research instrument is given. The main aimhig tesearch is to analyse
strategic alignment of knowledge orientation amongaltese medium to large-
sized organisations, besides providing support dffective decision-making

through the various theories presented.

This chapter explores the relevant philosophicalies through a discussion on
positivism and falsification, and outlines the piples of hypotheses formulation
through the hypothetico-deductive method relatedh® research undertaken. A
description and justification of the research mdthdopted and discussion of the
sample and the sampling process adopted is alsadph A detailed description
and explanation of the survey instrument is prodideth a clear connection
between the hypotheses identified in the previtwapter and the questions asked in
the knowledge orientation questionnaire. This iBoweed by the definition and
operationalisation of performance, ethical consitiens taken and the limitations

encountered in this research.
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3.2 Philosophical background

The philosophical stance of this dissertation isntgahough not purely positivist.
This brings with it a number of restrictions analitiations such as taken for granted
assumptions which must be understood within themtext (Burrell & Morgan
1979). In essence verification must be provided &my propositions to be
considered significant, which is the maximum praligiof accidentally rejecting a
true null hypothesis also known as a Type | erHowever, according to some
positivists, where knowledge is gained from theeplbation of an objective reality,
significance for a scientific proposition is deduetfalsifiability through a process
of “conjectures and refutations” and not verifi#lil thus adopting Popper’s
proposition that is of critical rationalism in tleense that all our knowledge is
tentative and must be open for empirical falsifmat(O’Hear 1989; Gardner 2003;
Maier 2007). This means that significance would isgistered for these
propositions put forward in this research, becati®y would be conclusively
falsifiable. Hypotheses are formulated, which asted using a clearly defined null
hypothesis. One of the primary tasks of this stigdjo determine from the data
collected whether there appears to be a signifiddfégrence between the different
knowledge orientation constructs developed for Bt medium to large-sized

prospector and defender-type organisations.

It is argued that hypothesis testing helps to dgveksential factors from data in an

organised manner, control extraneous factors atwksfon what matters most in the
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development of a good research de¥ig®ne should note that the hypothetico-
deductive method used in this research study, isuniversally shared, as social
scientists who have used this method have adaptey developing appropriate
measuring tools for a less precise discipline. farrore interpretevists argue that
‘real’ progress in social science occurs throughaioing a more qualitative
understanding of peoples’ subjective orientatioms social experiences (Bezera et
al., 1998). However the advantage of using hypethéssting in this research is the
clarity on what is to be investigated, which me#tra data can be collected in the
most efficient manner which may be replicated bgther researcher. The main
disadvantage is that the hypothesis-driven approacts the risk of placing
excessive restrictions on the scope of the resgénal potentially excluding new

and innovative areas of research.

It should also be recognised that many writers henticized the validity of
positivist-type explanations in the context of acreasingly post-modern world
(Lewendahl & Revang 1998). The rapid global transfation that is continuously
taking place, breaking down the old certaintiestlté previous era, leaves the
researcher no option but to accept the possibitity multiple and shifting
environmental scenarios (Prahalad & Hamel 1994bha post-modern reality, the
creation of a holistic model in the field of stgite management research, that
provides a general solution embracing all orgamsat stops short in this

environment, and it is ‘unlikely that a single pdigan will ever govern the field’

14 Progress in science is presumed to occur throughyhothetico-deductive method (Roosenburg 200081Bezera et al.,
1998; Connor & Simberloff 1986).
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(Glaser & Strauss 1967; Schendel 1994; 1995; Loaln®l Revang 1998). Such
organisational characteristics are more fluid anmylant in nature, as much
depends on the market competition, the type ofntdieand suppliers being
encountered as well as other variables (Tsouka8)198is post-modern reality has
been sustained by other researchers who statththatloption of business concepts
such as ‘core competence’ (Prahalad & Hamel 1989)isible assets’ (Itami &
Roehl 1987) and ‘business process reengineeringimider & Champy 1993), to
mention just a few, is much more fruitful than théoption and identification of
universal causal relationships (Lewendahl & Reva9g8). Kriger & Malan (1993)
and Barry & Hazen (1996), state that the old pastic approach is not compatible

with post-modern conditions.

3.2.1 Hypothesis-testing

Like gloves, hypotheses come in pairsis one finds the null hypothe$igH,) and
the alternative hypothesis {H Researchers eithegject hypotheses diil to reject
them A hypothesis failure of rejection means a confizie interval containing a
value of ‘no difference’. The null hypothesis asssnthat any kind of difference or
significance in a set of data is due to chancerdfbee the failure of rejecting H

does not mean that there is no difference or naaha

15A variable is a characteristic which has more tiae category (or value)’, (Burns & Grove 1997; @mzet al., 1998;
Polit & Hungler 1999).

16 1t functions as what debaters call a ‘straw manmething set up solely to be knocked down. A nyjpdthesis is one
which expresses the expectation that absolutelgigiificant relationship will exist. Once a nullfhgthesis is disproved,
researchers are able to show that the converseategis is true (Becker 1998).
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The alternative research hypothesis evokes a plausand generalisable
explanation for results one would expect to findjew research is conducted.
‘Hypothesis testing is equivalent to the geomelricancept of hypothesis
negation’, (Stockburger 2005: 2). This means tHabrie wants to prove a
hypothesis, first one has to negate it. Upon re$eaf this were shown to be
logically impossible, than the researcher woulditbea position to accept the
original hypothesis. These two hypotheses areraatdd equally and much focus is

made on the null hypothesis.

The Miles and Snow (1978) typology provides a fd&atool for categorising

organisations according to their strategic orieatatand which clearly defines
the prospector and defender-types on opposite ehdlse adaptive scale. These
strategy-types will be adopted in formulating thgdtheses in this dissertation.
However if significant results are achieved pertajnto the analyser and reactor-

types of organisations, these will also be quoted.

The predominantly positivist stance taken in thissertation means that the
researcher aims to be basically independent ofdékearch being conducted and
neither affects or is affected by the topic studibdsides enabling quantifiable
observations to be statistically analysed. Howewsre should note that

interpretevists argue that it is impossible for tegearcher to be totally independent
of the research process, as subjective judgementaade about what questions are

to be asked and how to analyse data are made.idalid criticism from the
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interpretevist point of view. In this research thias minimised to a certain extent
through the inclusion of qualitative discussionshwien Maltese medium to large-

sized organisations selected from the public ang& sectors.

A key belief of positivism is the reductionist appch adopted so that the
knowledge orientation variables can be investigaléte reductionist approach in
some ways is ideal since it provides a simplif@atof the real scenario and thus
minimises any complications that the real situatiught face. However one should
also mention that the reductionist approach mehas ih the positivist research
results, complicating factors and possibly othehsctv may be of interest may be
eliminated. It is with this in mind that this distdion was designed, so that
objections created by the positivist approach aeramme by the inclusion of an
interpretevist’ element beyond hypotheses testing. The links leetviee variables

pertaining to knowledge orientation such as envirental turbulence, strategy-type
and its’ implementation, as well as enhancing eurirformation on organisational

strategic alignment were investigated.

The utility of initial structured interviews seiveas a means of pre-testing the
survey questionnaire for any form of feedback ptmits launch on a wider scale.
This interpretevist approach helped in deriving tndo@ the main issues regarding
the research model constructs. The approach fa thssertation included
gualitative and quantitative parameters, which egrio minimize the limitations

imposed by a positivist and a cross-sectional rekestudy (Easterby-Smith et al.,

Y This was achieved through the structured interviettis the ten selected Maltese organisations.
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1991). Positivism works on the premise that theaesher adopts the approach of a
passive observer where a better understanding erigzhena in question is sought
in order to provide appropriate explanations aretljgtions. Since this approach is
not normative in nature, the neutral position addgiy the researcher is considered

as ‘conservative’ and which may run in difficulties

3.3 Description and justification of research methds

In the development of the research design fordlsisertation, preliminary research
in the form of interviews was undertaken to obiaiportant information in order to
increase the validity (appendix 5) of the researmtertaken, prior to conducting
the main survey amongst Maltese medium to largedsarganisations. The limits
imposed on the internal and external validity caasd effect constructs were

ensured to be within acceptable limfits

Triangulation in the collection of data helps todeess both the qualitative and
quantitative validity (Erzberger & Prein 1997; Kpkn1999). Both these different
methodologies (questionnaires and interviews), lthee@ particular strengths and
weaknesses. These weaknesses are overcome to semeby the combination of

both qualitative, for the generation of hypotheard quantitative data sources for
the testing of these hypotheses. In this reseairnte sa hypothetico-deductive

model of theory-building was followed, than the btipeses would have to be

rejected or falsified. Therefore triangulation daa perceived as one step towards

18 ‘Validity of a scale refers to the degree to whicheasures what it is supposed to measure’ [{f#a2@01: 6). In this case
Oppenheim’s (2006) research as well as other jouariewles were used in order to see what scale® weed by other
researchers in this field (Sinkula et al., 1997k&a& Sinkula 1999). The reliability of the scalwdugh Cronbach’s alpha
was also taken into consideration.
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theory validation. However triangulation of quaatite and qualitative methods
does not automatically lead towards convergent, ptementary or divergent
results, which can increase validity (Erzberger i@iP 1997). Qualitative methods
such as preliminary interviews aid towards the syrimprovement such as
conceptual framework development, overlapping tesegrification, validation of

guantitatively generated constructs through corspari discrepancies
identification, and appropriate clarification of biguously set questions (Kpinak

1999).

As part of this research strategy, discussions \wel@ with identified ten Maltese
medium to large-sized public and private organisetiin order to gather relevant
information that have a direct bearing on the rededopic. After these initial

discussions, a two-stage research strategy incatipgrinterviews amongst the ten
selected Maltese medium to large-sized organissitibnt based primarily on a
guestionnaire survey, was implemented and analyBkd. selected interviewees
included an industry-type mix i.e. printing and psiting, manufacturing of

electrical parts and appliances, food manufactackleather manufacture from the
private sector and community and business servetestricity/gas and government

services from the public sector.

A guestionnaire-based survey was adopted for a purabreasons. Apart from

being easy to administer, score and code, resptsxdan provide responses that

can be generalised and easily compared with o#sgondents, besides predicting
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behaviour and determining the values and relatimingariables and constructs.
Besides, quantification of findings of qualitativesearch and objective testing of
theoretical propositions are also permitted (Nedsteal., 1998). The quantitative
method can also add to the qualitative approackdéntifying representative and
non-representative cases, besides overlooked dnterigreted situations during
interviews (Kpinak 1999). This research is basedsémne extent on existing
theoretical models of knowledge management andegtyawhich was developed
using questionnaire surveys. This helps in ensudamparability between this
research and that previously conducted by othezarekers (e.g. Miles and Snow

1978).

3.3.1 Deductive and inductive research processes

The literature review provided in this dissertate®rves as a means of developing
hypotheses for testing using a positivist-deductyp@roach. This represents the
inductive process of forming research questions bhypdotheses based on an
exploration of existing research findings. Startirgm the development of abstract
concepts that represent theoretical aspects or résearch problem being

investigated, assertions about concept relatiosshie tested for generalisations
once indicators are put forward. The testing stafjews, where these conceived

operationalised concepts are tested in new scena® rules are determined for
proper observations to take place. The creatiosuch indicators, facilitate the

representation of empirically observable inveshigainstances. This is followed by

the testing of these hypotheses confronted withigeap data, which creates new
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observations whereby they are reflected upon. Thesertions are compared with
the facts collected during observation. Once tested confirmed through the
deductive process, the theory becomes valid. Wthaeries can never be wholly
true as only one contradiction is required to fglsa theory, Popper (1967)
identifies that scientific theories should be cdpalf being empirically tested, and
provides researchers with situations in an attetopfalsify them rather than

confirming situations to the theories proposed.

The phenomenological phase of this dissertatiofkrwledge orientation is also
tested for face validity. The survey results arelgsed with the aim of creating a
theoretical model with the data retrieved. The woeaof new theories is the
outcome of inductive research based on observasiod analysis. Whereas
deductive research which relates to the developmenbnceptual and theoretical
structures prior to empirical research and is nspeculative in nature, inductive
research derived from empirical information gergrallows themes to arise from
the data rather than imposing a pre-defined orgenuhem, therefore potentially
making it more useful in practice. Another poirtiywan inductive approach may
arguably be more justified is the ability to expldhe past and to predict future
occurrences, through the use of causal analysishgpdthesis testing (Gill &
Johnson 1991). However the causal analysis tecangumot so popular amongst
social scientists and was not adopted in this rebestudy. This is because causal
analysis may be highly complex and may produceradidtory conclusions within

a given research.
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3.3.2 The research plan adopted

The research plan stages were as follows:

1. A literature review investigation of the issuesrgeproposed in this study.

2. These discussions with the ten identified mediunhatge-sized organisations,
addressed the main themes of organisational kng@wlestrategy, strategic
alignment and fit, performance, management andnisgaon of knowledge
strategy types, the human resources aspect ir@itraent, reward mechanisms,
employee training and staff termination, the chemastics of knowledge
orientation within an organisation the role of imfation technology and
environmental turbulence.

3. The development of research hypotheses.

4. The design of a survey tool used during the rebeamacess.

5. Conducting a pilot survey amongst earmarked Maltesdium to large-sized
public and private organisations. The objectivahaf pilot survey is to ensure
that it works with the kind of respondents encoredeand in checking the
validity of concept indicators (Oppenheim 2006; Bgan & Cramer 1990).

6. Conducting the main survey amongst 322 Maltesensgtons.

7. Developing an appropriate analytical methodologthefsurvey results.

The first stage of the literature review servedduarinitial structured discussion of
topics relevant to the research being undertakeh thie ten identified officials.
These were based on the adopted questionnaireTraoh (2004) (appendix 6a),

where views could be expressed on the research. tbpich’s questionnaire was
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based on the models identified earlier in this efisdion such as Bierly and
Chakrabati (1996), Miles and Snow (1978), Hanseal.e{1999) and Zack (1999a).
The business strategy survey instrument was basewrk developed by Conant et
al., (1990). This was taken primarily to eliminaey bias on issues related to the
research topic. Open and closed questions weravitietthe scope to retrieve
opinions, refine and validate the research instninmi®eing proposed. Truch’s
knowledge orientation questionnaire and Conant's abf business strategy
qguestionnaire were combined with some amendmentaddress knowledge
orientation in the Maltese context. Certain isstuemn Truch’s questionnaire were
eliminated as they were considered as secondamer# incorporated in a broader

hypothesis. These included:

The adherence of knowledge management procedures.

Recruitment of employees who work with fixed jolsdeptions and a set of
standard operating procedures to implement starstdngions
. The role of skilled employees to capture and depdsiowledge

electronically.

. Knowledge information access without involvement tbe individual
concerned.
. Knowledge seeking and information retrieval by emgpks, in order to

sustain job effectiveness.
. The utility of experts in pooling their relative dwledge and experience.
. Asset exploitation through outsourcing or dissertiima to other

organisations.
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. The creation of knowledge as the primary source.

Further detail on the design of the questionnaimgiven later in section 3.5.

In the second stage the information retrieved fthm previous stage was used to
refine the survey instrument were necessary. Hygsath were formulated with a
two-fold objective. The first objective was to irstigate the relationships between
strategic-types of organisations and their knowdedyientation. The second
objective was to investigate further the other congmts such as environmental
turbulence, performance and strategic alignmertiwithe research model. These
objectives were checked against validity and falisfity criteria identified earlier.

The dimensions of knowledge orientation construatse set up. These were then

translated into measures to be used in the sunvestigpnnaire.

In the third stage the knowledge orientation sure®y was finalized following the
development of measurement scales to measure dihedumal components in the
guestionnaire. These scales were tested for thediability and validity. The
reliability of a scale indicates how free it isrfimcandom error whereas the validity
of a scale refers to the degree to which it measwiet it is supposed to measure.
The scale’s internal consistency refers to the eke¢w which the items that make up
the scale ‘hang together’ (Pallant 2001). The Caghbalpha coefficient was used
to test for internal scale consistency, which ijeshould be above 0.7 (Nunnally
1978), but which can take low Cronbach values 8ft6.0.4 when the mean inter-

item correlation is quoted (Briggs & Cheek, 198R)e higher the value between 0
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and 1 indicates greater reliability. As regarddesealidity there is no one clear-cut
indicator. In our research construct validityas used against theoretically derived
hypotheses concerning the nature of the underlymagable (Pallant 2001,

Netemeyer et al., 2003).

The questionnaire style and types of scales wedgoninantly based on guidelines
provided by Conant et al., (1991), Truch (2004} @ppenheim (2006). These deal
explicitly with question wording, validity, reliality, scale-types and attitudinal or
factual types of questions. The survey apart fragmdp easy to administer and
provides a means whereby scoring and coding cariabétated, survey-type

guestionnaires help towards the better understgrafinmariables and constructs and
allow generalisations with similar or different pogtions. Other advantages that
survey-type questionnaires yield are the predictioin behaviour, objective

theoretical testing and the appropriate confirnmatd qualitative research findings

(Bickman & Rog 1998; Oppenheim 2006).

Given the aim of achieving a large and hence gmsadie sample size, it was felt
that a survey approach would be more cost-effedham face-to-face qualitative
interviews. Besides the survey-type questionnairieeal for this research study as
more questions are asked, with data being easifyysed with an appropriate

software package. Survey questionnaires also reliaseif appropriate wording is

191t a measure has construct validity, it measuréstwt purports to measure. In line with researcacfice on scale
development, these were generated from theoretisalission derived from literature review. Bothefalidity which refers
to observational meaningfulness of the construdt @ntent validity which refers to the theoretica¢aningfulness of the
construct were tested during the pre-testing s(Bggozzi et al., 1991; Netemeyer et al., 2003) tdragnalysis determines
whether the test is unidimensional or multidimenaio Test homogeneity tests the internal structlihere are two indices
that capture homogeneity i.e. item-to-total cotiefaand Cronbach’s alpha.
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used with no verbal or visual indications that mafluence the respondent.
Questionnaires are also less intrusive than telephar face-to-face interviews
(Oppenheim 2006).

In the fourth stage the questionnaire was predesteongst ten Maltese medium to
large-sized organisations. Bickman and Rog (19%&{e sthat the advantages of
preliminary testing with a selected number of oegfents is the direct interaction
involved, which helps in the clarification of thergey instrument prior to its’
launch. Having identified the advantages, prelimingesting is also faced with
disadvantages. The small number of respondentsviedan this preliminary stage
limits generalisation to a large population. One twabe extremely careful not to be

biased against any undesirable responses.

In the fifth stage the questionnaire survey wad $&1822 medium to large-sized
Maltese private and public organisations. This Wwel further dealt with in a later

chapter of this dissertation.

3.3.3 The pilot and main survey

A list of medium to large-size organisations wasieged from the Labour Market
Information Section of the Employment and Trainfdgrporation (Malta) as well
as from the International Business Directory ofdeicis and Services, issued by
Malta Enterprise in 2007. There are 322 organisatitssted as medium to large-
sized organisations in the Maltese Islands, fromiciwh4l are government

organisations, 14 are parastatal organisations withlic majority and, 20 are
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independent statutory bodies whereas 198 are Matt@sed private organisations,
and 49 are foreign owned private organisationsialietters, including a covering
note, stamped returned envelope and questionnaeee veent to the 322
organisations. E-mails were also sent to identiSeaff from Maltese medium to
large-sized organisations which helped in remindihgm to send in their
guestionnaire. In fact e-mails were sent to a marinof three times to the same
official. Research has shown that more than 80%espondents in organisations
see e-mail as critical or extremely important fanternal and external
communication within their organisation (Vile & @ak 2004). This produced an

effective response rate of 44.4%.

Ten members from the population surveyed were chiasdorm part of the pilot
survey questionnaire. Five were from the privatet@efield and five from the
public sector field. This included an industry-tymex i.e. printing and publishing,
manufacturing of electrical parts and appliancesdf manufacture and leather
manufacture from the private sector and communityl dusiness services,
electricity/gas and government services from thiglipisector. During the pilot test
carried out, scope, clarity, and the completiorialifty of the questionnaire was
discussed. Following the pilot-test survey, ambigai were removed and
clarifications sustained so that the questionnaoelld be understood better.

Statements within the questionnaire were neuttzbed’.

20 Neutral position means that statements within thestjionnaire do not give any form of indicatiorfarour or against to
any of the statements being made within the quasdioe itself.

139



The main survey was disseminated to the particgpéapppendix 6b) both through
normal post including a self-addressed envelopgmednd through e-mail facility.
Krejcie and Morgan (1970) state that for a givepuation of 322 organisations
the sample size should be 176, or 54.7%. In oue d42 Maltese organisations

took part in this survey, which means 44.4% ofgbpulation.

50% of the respondents work within the human resssidepartments/units. From
the 142 responses received, 138 cases were refait®ging data screening, from
which 73 were from senior management positions5%4% and 67 were from
management level within the organisation i.e. 47.2%0 were unclassified. This
means that 98.6 % of the respondents were cladsiite managerial or senior
managerial positions. This sustains a sufficiergrelew of the issues covered in
this survey and unnecessary in obtaining more tlo@me respondent per
organisation. This was also sustained by Conaailt,&t1990), Abernethy & Guthrie

(1994) and Truch (2004) in their research.

3.4 Discussion of the sample and the sampling pra=

Greengard (1998), Soliman & Spooner (2000), Safleboh (2002) and Maier
(2007) state that human resources departments eter lpositioned than other
functional units to create a link between the eiypgdoknowledge and the strategy
of the organisation. Miles and Snow (1978) sugdjest ideally the application of

their model is not at a corporate but at a funetiolevel. It therefore seems
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appropriate that the focus of the sample withis tleisearch fell upon the human

resource function of the participating organisation

The survey was aimed at Maltese public and prigaetor organisations at the
human resources unit level, comprising of eithdivasion or department within the
organisation being studied or an entire organisati@en holistically. There is no
mention in knowledge management literature thaluges or excludes a specific
sector of organisations to be researched. Fortthetsred interviews that were held
separately in order to gauge certain measures andtracts as part of this
dissertation, the organisations sampled came frbnoad range of sectors. In doing
so, the intention was to construct a sample thaidcbe used to make some
tentative generalisations about knowledge manageamehstrategy across different
sectors. According to the Employment and TrainingrpOration (2007)
organisational size is defined as follows:

Micro Enterprise between 1-9 employees (i.e. including self-empi)ye

Small Enterprise between 10-49 employees

Medium Enterprise between 50-249 employees

Large Enterprise between 250 and more

According to the Labour Market Information Unit thle Employment and Training
Corporation, specific human resources units in oniand small enterprises are
generally found lacking with the general managédriefc executive officer or

director of such organisations assuming such a 8pecific human resources units
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are found in generally all Maltese medium and lssiged organisations (ETC
Labour Market Information Unit 2007). This is anethreason why medium to
large-sized organisations were used in the suteegase access to the organisation,
and retrieve relevant organisational informatiohyough a dedicated human
resources function. This shows that across mosstygd organisations coherent
results could be achieved as this approach is comimoother research studies

conducted in this area (Stankovsky 2004; Rauch,e2@04).

3.5 Description and explanation of the survey instrment

The purpose of the questionnaire-based survey iprtvide means whereby
behavioural measurement of Maltese public and fgivaedium to large-sized
organisations could be surveyed. The objectivdnefquestionnaire-based survey is
to collect information to investigate the hypotlsedeawn in the preceding chapter,
which should yield into a proper investigation dre timpact between strategic
alignment and organisational performance. The b#iig of the questionnaire-
based survey was increased with the utility of degtled instruments which
measured strategic-type, organisational performanceenvironmental turbulence,
utilised by other researchers. The literature $eawcceeded in identifying an
instrument that can be used to measure knowledgetation (Truch 2004). In this
chapter, further detail was provided on the surirestrument that was used to

gather data for this cross-sectional research study
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3.5.1 The design process of the questionnaire-bassatvey

The plan outlined below in figure 3.1 illustratdee tpiloting process involved in

constructing and re-constructing the questionnavedraft was presented to the

sample of ten selected Maltese medium to largedsaganisations in order to

check its’ applicability in the Maltese contextvasll as desirable validity attributes

and properties as mentioned by Bearden et al. 9j1 8®tabe (1990), and Melewar

(2001).

The projection of the
guestionnaire to the selected

The analytical methodology to
be developed

sample to determine whether
appropriate measures are adopted.

A

A

A 4

A 4

Discussion on the physical
characteristics comprising the|
guestionnaire survey that is
whether the length and
appearance are adequate.

Discussion on the type of phrasing
used in the questionnaire survey
instrument.

A 4

Since the primary objective of the
questionnaire is to measure the opinions

management within an organisation, propér

emphasis on the theories, the processes used
to develop the measures and content valid

are discussed
(Peter & Churchill 1986).

ty

A

The re-tracking of previous steps conducted earlier and
amendments to the questionnaire made accordingly.

Figure 3.1: Checking the applicability of the quesbnnaire in the Maltese

context

Appendix 6b shows the final questionnaire submiti@the Maltese public and

private medium to large-sized organisations. Thesgjannaire is divided into five

main sections namely:
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» Section | — Organisational information

» Section Il — Organisational environment

» Section Il - Organisational strategic orientation

* Section IV — Organisational knowledge orientation

» Section V — Organisational performance

Section | — Organisational information

To facilitate categorisation of the respondentsn@pesurveyed, background
information on the organisation is retrieved. Tihiduded:

a) The major activities of the organisation.

b) The main industry classification of the organisatio

c) The determination of whether the organisation i®sgliary of a parent

company.

d) The number of full-time employees within the orgaation.

e) The job-title of the person filling the questionmai

This was initially addressed to the Human Resoukéasager of the organisation
concerned as most companies having resources tetliceo knowledge

management, often form part of human resourcesrtiepats which may report
directly to the head of the organisation (Stankgv2kK04). Besides the human
resources function addresses the intellectual aapf an organisation as

established by Kaplan and Norton (1992) in the Bzdd Scorecard framework.
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Section Il — Organisational environment

The hypothesis tested was related as to whethkraltese medium to large-sized
prospector-type organisations, the susceptibilitgrovironmental turbulence is by
far greater than in defender-type organisationrtter to facilitate completion of

the survey instrument, an ordinal scale was usets@f & Sullivan 1993b) to

measure environmental turbulence. No problems weperted with respondents
when it came to filling these questionnaires. Tias already been established with
the ten selected Maltese organisations. The isEemwronmental turbulence and
the possibility that results could be biased dueht lack of proper turbulence
identification on the adopted scale was investijaigring the pilot survey stage, as
this could directly affect the validity of the reseh instrument. The pre-test
resulted that the unpredictability factor in answeithis part reduced the possibility

of bias, which eventually produces uniformity ineirpretation.

Section Il - Organisational strategic orientation

As outlined in section 2.5.1, the Miles and Snomadel was used as the basis for
investigating strategic orientation within this ¢dgu The main reason for this is its
reliability registered when used in other reseastidies (Abernethy & Guthrie
1994; Truch 2004). Two different approaches to Miend Snow’s model were
analysed with the selected sample of Maltese mediularge-sized respondents in
the pre-test stage, in order to determine whidimesmost suitable to adopt. These

included:
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1. The definitions of the four strategic-types ideetif by Hrebiniak & Snow
(1980) (appendix 7).
2. An instrument comprising of eleven components #). tBat describe the four

strategic-types (Conant et al., 1990).

The Conant et al., model (1990), was found to beenwmnsistent to reflect the
views of the pre-tested Maltese organisations, tlersabling appropriate
categorisation. Organisations were classified altrg four main strategic-types
namely defenders, prospectors, analysers or resacfs mentioned earlier in
section 2.5.1 (p. 58), the prospector and defetygers were used as these have
been defined clearly by Miles and Snow (1978). Hmalyser-type is a hybrid
between the prospector and defender-types andféherene cannot clearly say
whether it is closer to the prospector-type ordb&ender-type, whereas the reactor-
type lacks consistent characteristics and was iftehtoy Miles and Snow as the

residual-type.

The responses selected by a respondent led toweagsoper categorisation of the
organisation, based on the majority of replies giwe a particular questionnaire.
Whenever strategic-type ties evolved, the Miles &mdw’s (1978) concept was
adopted (Conant et al.,, 1990). Analysers possefis mospector and defender
characteristics and therefore whenever ties deedl@@tween prospector, analyser
and defender types the analyser-type was adoptesl rdactor-type organisations

behave in various ways, adopting a defender aétituwhen performing
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environmental scanning; a prospector attitude wiheveloping new markets and
when maintaining control to gauge performance witan organisation adopts an
analyser-type of organisation. Thus a reactor josiivas maintained whenever a
tie involving the reactor response with other catesgd responses was established.
This approach led towards proper categorisatiomMattese medium to large-sized
organisations. The hypotheses tested includedribe/ledge strategy and strategic

fit links between prospector/defender and perseatdin/codification strategies.

Section IV — Organisational knowledge orientation

Although the questionnaire developed by Truch (2004s adopted in order to

investigate organisational knowledge orientatignsas pre-tested to determine its’
applicability in the Maltese scenario. Truch’s miogvides the main components
comprising of strategic knowledge orientation ngnsttategy and implementation
within the same model. During the pre-testing stagéh selected Maltese

organisations, the main points tackled included:

a) Whether the components selected address a knowtedgagement strategy.

b) The effects generated by the application of a kedgé management strategy

adopted by the particular organisation.

As established in section 3.3.2 the objective of #xercise was to verify the
content validity of the strategic knowledge orig¢ioia tool in the Maltese scenario.
Appendix 6a shows Truch’s questionnaire that wasdu® address knowledge

orientation. The components that did not form pdrthe final questionnaire, as
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these were considered secondary or incorporatadmader context in the Maltese

context were identified earlier in section 3.3.2.

The scales adopted for the main questionnaire designed to eliminate any bfas
that could be provided by the respondent so thatrétal scenario linked towards
organisational performance could be addressed.e@ards to organisations that
follow personalisation and codification strategfensen et al., 1999), these were
measured on a separate basis. A seven-point Lskate was adopted (Churchill
1979), ranging from strongly disagree to strongjye&, allowing statistical analysis
to be developed coherently. The primary purposthisfquestionnaire section was
to address the hypotheses relating to differencémowledge orientation between

prospector and defender-type strategies, spedyfical

Strategic alignment, knowledge management practaes staff capabilities

links in terms of policies and systems knowledgedse

* Knowledge horizontal and vertical information flowasnd project team
operations.

* Knowledge management coordination and operatioas ¢lecur due to set
procedures.

» The utility of information systems in providing p@mance measures.

* Organisational knowledge management internal atetexl focus.

* The type of staff hired.

21 The scale has to be sufficiently free from respdsiae so that balance is maintained.
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Knowledge management sharing encouraged by appteprireward
mechanisms and organisation’s databases.

Training which relies on appropriate documentadod mentoring.

Knowledge transfer due to job movement.

The importance given to client, competitor and stduknowledge.

Issues related to knowledge capture related tonmdton accuracy, knowledge
maintenance, the creation of knowledge, researcth development and
knowledge transfer.

The storage of knowledge related to organisatiosiaff and expertise
networking.

The retrieval of knowledge related to informatiactess without involvement
from the individual and from electronic databases.

The sharing of knowledge related to lack of up-&bedknowledge, project
reflection time, knowledge retrieval on a one-tedrasis, and the creation of
appropriate networks.

The reuse of knowledge and innovation development.

The use of information technology in accessing Kedge.

Section V — Organisational Performance

Selecting the most appropriate performance measuaeguably the most crucial

aspect for this research, as this is the dependanable of the model. The

measurement of organisational performance has becanxcritical issue for

management research with performance consideradragdtidimensional construct
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(Venkatraman & Ramanujum 1986; Kelly & Swindell 2)(Paauwe & Boselie
2005; Andrews et al., 2006). The utility of finaalcmeasures such as return on
assets and return on sales to measure performareeonsidered too narrow an
approach. There is also a lack of standardisatompatibility and inappropriate
focus on profits, besides inconsistent results epligt strategic research linked with
performance measurement (Bierly & Chakrabarti 19P@&gl & Bridge 1998;
Andrews et al., 2006). The hypothesis tested wiadesk as to whether in Maltese
medium to large-sized prospector-type organisatperformance between the four
strategy-types as identified by Miles and Snow thatrospector, analyser, defender

and reactor is the same or not.

3.6 Definition and operationalisation of performane

The concept of performance is complex and multiedfigional (Dess & Robinson
1984), divisive, is least understood, and is sonawhprecise, (Folan et al., 2007).
A deficiency in literature still exists regardingetperformance concept and the link
between performance and HRM (Boselie et al. 20@&cording to Dess and
Robinson (1984), researchers consider performaniceorganisations when
investigating organisational structure, strategyd golanning. Performance is
considered as a post-operative function, based ppswletermined models that an
organisation finds itself in. The concept of pemi@ance contains both dynamic and
static elements namely random, that is performathz remains unformed,
systematic that is where performance is evaluatetl arrectly formulised and

over-bureaucratic/deformed with too much emphasistatic elements related to

150



performance (Folan et al., 2007). Performance b#s $iatic and dynamic elements
which are usually held in balance; otherwise a salndard picture of performance
is attained. It also seems to focus both on the ediate past and the present
simultaneously. Folan et al., (2007) proposed dopmance model made up of
performance management, performance assessmepegodnance measurement
which ultimately helps to streamline the performamsystem. Once the meaning
and content of performance is determined, apprgpparformance methodologies

and tools are stipulated.

In their study Paauwe and Boselie (2005) conclutiad in half of all the articles
included in their financial performance analysigfi is the most common measure
followed by sales. Performance has also been dkf@isebeing made up of three
components namely financial outcomes (such as sasime, profits),
organisational outcomes (such as productivity cefficies, quality) and HR-related
outcomes (such as commitment, employee satisfactieneral attitudinal and
behavioural impacts). Organisational performamtgudes recurring activities to
establish organisational goals, monitoring progrdéesvard the goals, and
adjustments made to achieve those goals more igiscand efficiently. Dess and
Robinson (1984) used ‘subjective’ measures andsasdethe relationship between
subjective and objective measures of return ontassed growth in sales and
measures of return on assets, growth in saleshendvierall performance measures.
Return on investment (ROI) and growth in sales na&ware specific measures that

can be read from the organisation’s balance shdwetr( applicable). ROI, which is
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the ratio of money gained or lost in an investmetdtive to the amount of money
invested, is a ‘commonly and widely accepted yackstor measuring business
success’ (Ansoff 1965: 42). The second measureafanic performance reflects
‘how well an organisation relates to their envir@mti (Hofer and Schendel 1978:
4) by successfully expanding their ‘product-markebpe’ (Ansoff 1965). Both
Dess and Robinson (1984) and Pearce et al.,, (198@gyest the following
framework which was also found to be adequate duhe pre-test stage in Maltese
medium to large-sized organisations namely:
1. Overall/global performance achieved in the last ygavhat may be considered
overall or global organisational performance.
2. Return of investments in these last three years.
3. Growth of sales volume in the last three years.
Dess and Robinson’s (1984) research used bothestivg’ and ‘self-reported’
objective measures for return on assets and growslales volume as well as any
two measures which could be identified with a glarganisational performance.
Falshaw et al., (2006) mention that the ‘subjecttispproach has been used
extensively in several research projects and has lb@sed on the executives’
perception of performance. The multidimensionatifyorganisational performance
coupled with a ‘subjective’ question of overall fmemance produced consistent
answers with each top management team and varlzteeeen each organisation
(Dess & Robinson 1984). Therefore Dess and Robiasd®84) and Pearce’s et
al., (1987) suggestion of organisational/globalfguenance was adopted as this

addressed both the organisational and human resouetated outcomes in the
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overall performance measure by using the availabk® physical resources in an
organisation, whereas financial outcomes were addrk through the return of
investments and growth of sales volume measurefsveApoint Likert scale was
used to measure the performance of the organisatiaelation to competitors
which was left to the subjective judgement of rexfents. This ranged from ‘much

worse’ to ‘much better’.

3.7 Discussion of data analysis techniques

The SPSS vl12 statistical analysis software package used to analyse the
responses of the survey using multivariate tectesqiPallant 2001). Multivariate
ANOVA (one-way) technique was used with the aimcomparing groups on a
range of different characteristics. Statisticalgedures were adhered to, to confirm
compliance and eliminate outliéfsn the process. In this research a scatter-pldt an
box-plots were used to observe whether outliersteamd due consideration was
given for removing or recoding the offending vallgon further inspection if it
was established that outliers are not making anyos@ffect on the remaining data,
these were retained in the data set. Both statisticalysis and hypotheses testing

are described in greater detail in the next chapter

In the final stage of this research process, surfreglings were compared,

examined and interpreted with previous literat@search topics to sustain validity

22 Outliers are values which are higher or lower thtiver values in the data set and which can hawdfaat on the
correlation coefficient.
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of the research findings, analyse research ougndsaddress any knowledge gaps

that might arise. The results are provided in erlahapter of this dissertation.

3.8 Ethical issues

The situation faced was varied and complex dubémecessity to make choices
which are bound to generate dilemmas. Certain Malmedium to large-sized
organisations were reluctant in divulging informatiin relation to their strategic
intent and knowledge management base. Where résesaves the acquisition
of data based on trust, it was axiomatic that miberests, rights and sensitivities of
the organisations being studied were safeguardethis respect to questionnaire
data, all respondents were guaranteed completedentitality. In this scenario,
confidentiality was ensured through the currenttidtsd legislation regarding the
Data Protection Act. This applied to the collectmindata by all forms of media

equipment, as well as data collected in face-te-faterviews.

A further consideration on the achievement of infed consent was achieved as
a covering letter was attached to every questiosanaiating the scope and
objectives of why this research was conducted. Wais sent to all organisations
involved in this survey prior to filling the questinaire itself. The data collected
was analysed in a manner that ensured completédeotitllity and absolute data
protection. No information was divulged to thirdrjes once data was collected
and/or assimilated, without written permission fréme person undertaking this

research project. All information from the questiaime was processed using
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computer software on the researcher’s personal RiChwossessed a password
to access to. Every manner to maintain, store ,nisgaanalyse, or dispose of data
was taken care of by the researcher of this prageatinimise any form of loss,
unauthorised access or transfer of informationntp third parties. Despite every
effort to preserve anonymity, respondents to thestjonnaire were made clear

that this might be compromised unintentionally.

The identification of medium to large-sized Maltesganisations was identified
as stated earlier. The necessary permission tosscties information and
approach such organisations was sought. If durlmg research process an
organisation was identified that had to be givemtia, pseudonyms were used
to ensure complete confidentiality. In this disagon this issue never cropped up.
All subjects were informed that they had the ali®otight to refuse to participate
in this survey. All subjects were also informed hibve data was to be handled as
well as any limitations to confidentiality commuaied prior to the survey

conducted.

Every effort was made to approach all organisatwitis an unbiased attitude and
to gather data in the most accurate manner possiblensidering the sensitive
nature that this research project might arise thavéssity Of Leicester Research
Code Of Conduct and the Data Protection Act aslagid by Maltese law were

used as guidelines.
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3.9 The limitations imposed by this research

One of the biggest advantages of a predominantyjtipist approach is that the
vision of what is to be investigated is clearlyn@d down in the initial stages of the
research. This provides a consistent and efficigay in which data could be
collected (Easterby-Smith et al., 1991), besiddsaraing the possibility that the
research can be replicated by other researchems. m&n disadvantage of a
positivist approach is the value of contributionvémds new knowledge. If in the
course of events there is confirmation of what lreaaly known or results lead
towards triviality or in a stage of inconclusivesgthe positivist approach may not

lead towards why such results have been achieved.

The development of survey questionnaires and ytiit survey techniques serve
towards the proper description of organisationatuiees. The main disadvantages
developed here are that no proper explanationshgf such correlations exist can
be successfully given and the possible externabfacthat could have possibly
caused the observed correlation cannot be elimdnetgirely. One of the main
problems with questionnaires (and indeed intervjas/shat they can only capture
what organisations say they do, rather than whet #ttually do. They might seek
to deceive the researcher for some reason, or tmemory or perception,
knowledge, or experience of the issue in questi@y me flawed in some way

(Dijkstra et al., 2001).
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The falsification concept was also discussed is tthissertation. According to
Popper (1959) a concept is not scientific unlessaded falsifiable. The practicality
of collecting all the possible evidence that isevaint to the research topic is
impossible. The negation of an apparent scienfif@mposition can be maintained
and therefore needs to be sustained falsifiablés pirovides an advantage in the
sense that only one instance is required to faksitheory, whereas a substantial
amount of theory confirmations did not prove thedity being investigated. One
should also note that questionnaires also carrgrgétimitations such as the lack
of accuracy that respondents provide that is be@en in a good light, the inability
to probe the answers respondents give or to asewfolip questions, and the
distance maintained so that ‘bias’ and contaminagdept to a minimum (Dijkstra

et al., 2001).

3.10 Concluding remarks

In the first part of this research, a predominampigitivist approach was adopted,
sustained by existing theories and the developmwiehypotheses that best describe
the research model and its predictive power tesdg a questionnaire survey
which was based to some extent on existing instnisne(e.g. Truch’s
guestionnaire). In the second part further relaimnm analysis between components
are analysed through a hypothetico-deductive faonadf an analytic framework
approach with the aim of creating a knowledge adaton model for Maltese
medium to large-sized public and private sectoranigpations. Once the general

aims for the proposed research has been set is&t af specific aims, further
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development towards a set of specific hypothesa® wemposed. The analysis is

dealt with in the next chapter of this dissertation
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Chapter 4 — Analysis of data

4.1 Introduction

This chapter provides a detailed analysis on tingestbased questionnaire that was
conducted amongst Maltese medium to large-size@nisgtions. The process
involved the selection of appropriate analyticabgadures using the SPSS v.12
software, for data screening and assumption tesisngg multivariate techniques.
Following t-test techniques on key variables irgamisational global performance,
strategy-type, environmental turbulence, rate géstment and sales in volume as
well as seniority levels in Maltese participatingy@nisations, these were classified
using the industrial sector classification code agdiscipline. Statistical analysis
on environmental turbulence and organisationalgoerdnce was analysed across
strategy-types. This was followed with a correlati@nalysis and detailed
descriptive statistics between personalisation eodification-type of strategies
adopted by Maltese organisations.

A one-way between groups analysis of variance ANONa#s used to investigate
the relationship between the strategic orientatianables and the four strategic-
types as identified in the Miles and Snow model7@)9 The Bonferroni post hoc
test was used to minimise the chances of any gplbthesis being rejected when in
fact they would be true. The hypotheses generadbewere tested to verify any
significant difference between the variables idexdifor:

« Knowledge strategy, strategic alignment, stratdig@ and performance (see

5.2.1, p. 255).

B The alignment of an organisation with its marketpléhrough the organisation’s business and knowelatigitegies means
the sustaining of the organisation’s strategic fit.
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» Organisational structure (see 5.2.2, p. 259).

 The human resources field pertaining to recruitmeetvards, training and
termination of employees’ aspects (see 5.2.3, p).26

» Knowledge management pertaining to scanning, cieygturstorage, retrieval,
application, transfer and knowledge sharing (s2elbp. 264).

» The environmental turbulence registered in Mal@gmnisations (see 5.2.4.1, p.
271).

A factor analysis was performed on all observedades with the objective of

finishing with a smaller set of knowledge oriertatifactors that explain the pattern

of correlations (see section 5.3, pp. 278-292)ctviwere tested using the Cronbach

alpha to observe the effect of reliability, the Wolgorov-Smirnov test to assess

normality of the distribution besides the KruskabMé test for significance. The

K-means cluster analysis was performed in ordeddtermine the number of

clusters for Maltese medium to large-sized orgdimea. Following the

identification of low and high-degree group perfamoe organisations, through

cross-tabulations, the correspondence analysis wsasl to identify any links

between the strategy-type classification and grateknowledge orientation

variables. The predictive power of the model (p7)2%as also tested using

multiple-discriminant analysis. The next chapteovilies a detailed interpretation

of the results in view of the literature review yided earlier.
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4.2 Data screening resulting in strategic type claffication

The organisational size studied during this researas a detrimental factor as it
had to be decided whether micro (i.e. 1 to 9 eng®gy and small enterprises (i.e.
10 to 49 employees) are to be considered or ndesMind Snow (1978) state that
in order for their model to apply an organisatitvowld be of adequate size that is
greater than 25 employees, besides possessingtiadimgnsional structure in both
horizontal and vertical components within the orgation. It was decided to study
medium (i.e. 50 to 249 employees) and large orgdiniss (i.e. 250 employees and
over) not to conflict Miles and Snow’s assertiomcéis was maintained on the
human resources management level when collecting, d@s such an approach
enables more direct access to information regardimgviedge management and
intellectual capital within the organisation (Stamg&ky 2004; Kaplan & Norton
2004). The human resources function is generalgeabfrom Maltese micro and
small enterprises (ETC, Labour Market Informati®®2). The number of Maltese
organisations with fifty employees and over attihee this research was conducted
was 322, from which a response rate of 44.4% wasgaed following a survey-
based questionnaire. The management levels withoset organisations that
responded were screened to determine whether aryekists regarding respondent

seniority levels (table 4.1).
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Number of Percentage

Position Job title breakdown
cases
(%)

Chairperson

Chief Executive Officer

Company Secretary

Directors responsible for Ministry
i . Financial Controller

Senior . Human Resources Senior Manager 73 514

management . General Manager

Senior Manager

Head of Corporate Services

Head of school

Partners

Administration Manager

. Human Resources Manager

Management . Principal Officer 67 47.2

. Project Manager

Quality Manager

. Section Head-Training & Development

Other . Secretary to Board of Special 2 1.4

Commissioners

TOTAL 142 100

Source: Data derived from survey-based questionnagr

Table 4.1: Seniority-level analysis derived from tk survey-based questionnaire

The key variables of the research model comprisingrganisational performance,
organisational strategy-type and environmental uierice, were studied for the
management positions identified in table 4.1, usihg t-test technique. The
independent-samples t-test was used to comparmélae scores of two different
groups of subjects that is management and senioagesment. This involves the
examination of the homogeneity of the variance betwthe two groups. A number
of assumptions about the populations being compédr@ee been made. The
variance in the populations being compared wasntdkebe the same and was
tested using Levene’s test feiquality of VariancesThe test is based on the F-
statistic and p-value (Sig.). The objective of thést is to determine whether
management and senior management differ significantterms of their mean
scores for the two independent groups for:

(a) environmental turbulence,
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(b) organisational performance levels,
(c) organisational strategic-type levels,
(d) organisational rate of investment,

(e) organisational sales volume.

Apart from calculating whether the difference betweboth groups occurred by
chance, another test, the effect size (or Eta sgutast) was used to provide an
indication of the magnitude of the differences lestw both groups. Ranging from O
to 1, the Eta squared test represents the propoafiosariance in the dependent
variable (seniority level) that is explained by thedependent variable

(environmental turbulence; organisational perforogaand strategy-type). Cohen’s
guidelines (1988) propose that 0.01 instigates allseffect, 0.06 instigates a
moderate effect whereas 0.14 instigates a larg@eteffhe variance as explained by
management and senior management groups will blysadafor environmental

turbulence, organisational performance, rate ofestwment, sales volume and

strategy-type.

4.2.1 Environmental turbulence independent sampleistest

An independent-samples t-test was conducted to amemphe environmental
turbulence for management and senior managemenpgr@ppendix 8). In this
case ‘Sig.’ is greater than 0.05 (p>0.05) and fioeeeLevene’s test indicates that
equal variances can be assumed. As regards taoamantal turbulence compared

with management seniority F=0.180 and Sig. (p)=B.67
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Since homogeneity of variances can be assumedgasdue is larger than 0.05,
this hypothesis is tested using the t-test row esults named ‘Equal variances
assumed’. The t-value is (t=-0.084) and the degoéé&®edom (df) is 135. The Sig.
(2-tailed) value, which is the actual probabiliyroaking a Type | error, (p value)
is 0.933.

There was no significant difference in scores @ management group (M3.01,
SD = 1.05) and the senior management group={M.03, SD= 1.04; t (135) = -
0.084, p= 0.933]. The procedure for calculating the etaasgd value is shown
below:

Eta squared = % t = -0.084 = 5.23X10° = 0.00523%
t°+ (N1 +N,-2) -0.08%+ (69+68-2)

The magnitude in the differences of the means waslls(eta squared =
0.0000523). It can be concluded that the bias $paedent management seniority

does not constitute a significant factor for ennimeental turbulence.

4.2.2 Independent samples t-test on the other vabées

An independent-samples t-test was conducted to ammphe organisational

performance, rate of investment, sales volume aradegy-type for management
and senior management groups. In all cases thée iSigreater than 0.05 (p>0.05)
and therefore Levene’s test indicated that equalanees can be assumed.
Appendix 8 shows detailed results of respectivalbas and Sig. (p) values. Table
4.2 is a summary of the analysis of key variables$ management seniority using

the t-test technique.
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Organisational Environmental
LEVEL/VARIABLE Global Strategy-type
turbulence
Performance
Mean 3.94 Mean 2.33 Mean 3.03
Senior SD 0.77 SD 1.05 SD 1.04
Management t (df) -0.115 t (df) 0.328 t (df) -0.084
. o Sig. (2- ! e
Sig. (2-tailed) | 0.909 tailed) 0.743 Sig. (2-tailed) 0.933
Mean 3.93 Mean 2.39 Mean 3.01
SD 0.719 SD 0.997 SD 1.05
Management 7 0115 £ (df) 0.328 £ () ~0.084
. . Sig. (2- . .
Sig. (2-tailed) | 0.909 tailed) 0.743 Sig. (2-tailed) 0.933
LEVEL/VARIABLE Rate of investment Sales volume
Mean 3.78 Mean 3.75
Senior SD 0.983 SD 0.816
Management t (df) 1.074 t (df) 1.151
Sig. (2-tailed) 0.285 Sig. (2-tailed) 0.252
Mean 3.95 Mean 3.91
SD 0.837 SD 0.759
Management
t (df) 1.074 t (df) 1.151
Sig. (2-tailed) 0.285 Sig. (2-tailed) 0.252

Source: Analysis using SPSS software v.12

Table 4.2: Analysis of key variables and senioritysing t-test technique

The magnitude in the differences of the means wadl{eta squared value) for all
the variables (table 4.3). It can be concluded tttet bias to respondent

management seniority does not constitute a sigmfidactor for organisational

performance, rate of investment, sales volume amategy-type.

Eta
Variable squared
Organisational performance 0.0000987
Strategy type 0.000796
Rate of investment 0.009
Sales Volume 0.0102
Environmental turbulence 0.0000523

Table 4.3: Analysis of key variables and senioritysing t-test technique
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4.3 Statistics involving researched Maltese mediuto large-sized organisations
Table 4.4 shows the sample classification basethdustrial Classification (ISIC

Code), retrieved from the Employment and Trainimgg@ration (Malta).

MANUFACTURING ISIC Respondents by Percentage
CLASSIFICATION Code sector
Eg\?grgin#]fgjgtjrr;gg industries, except 200 8 584
Beverage industries 210 4 2.92
Manufacture of textiles 230 1 0.73
Zl\illloapn;rféilcture of footwear and other 240 1 0.73
Manufacture of furniture and fixtures 260 2 1.46
Manufacture of paper products 270 1 0.73
il;r(;r&térsrgijéspubhshmg and allied 280 5 1.46
aniace ocaterandealet | 00 | 1
Manufacture of rubber products 300 1 0.73
Manufacture of chemical products 310 4 2.92
paecie of el podee 0 350 | 1
Naniecue Sdecia nacinen. | 570 | g
Miscellaneous manufacturing industrigs 390 9 6.57
Construction 400 6 4.38
Electricity and Gas 510 1 0.73
SERVICES CLASSIFICATION Icsolge ReSpsoe”c‘:gr”ts by Percentage
Wholesale and retail trade 610 9 6.57
Banks and other financial institution 620 5 3.65
Insurance 630 3 2.19
Real estate 640 1 0.73
Transport 710 15 10.95
Communication 730 6 4.38
Government services 810 21 15.33
Community and business services 820 9 6.57
Recreation services 830 11 8.03
Personal services 840 12 8.76
TOTAL 137 100.00

Source: Author’s derived data from the survey-basedjuestionnaire

Table 4.4: Survey respondents by Industrial Secto€lassification-ISIC Code
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Table 4.5 provides detailed information by sectsing the ISIC Code and their

respective strategic orientatighs

Manufacturing

ISIC

Sector CODE Description Prospector Analyser Defender Reactor Tl
Count 1 3 4 8
Food -
manufacturing 200 | % within sector 125 375 0.0 500 100.0
industries % within 29 8.6 0.0 22.2
strategy-type
Count 2 1 1 4
_Beverqge 210 % within sector 50.0 25.0 0.0 25.0 100.0
industries % within
y 5.7 2.9 0.0 5.6
strategy-type
Count 1 1
Manufacture of 230 | % within sector 0.0 100.0 0.0 0.0 100.0
textiles PP
% within
0.0 2.9 0.0 0.0
strategy-type
Manufacture of Count ! L
footwear and 240 % within sector 0.0 0.0 100.0 0.0 100.0
other apparel % of total 0.0 0.0 2.0 0.0 2.0
Count 1 1 2
Manufacture of —
furniture and 260 | % within sector 0.0 0.0 500 500 100.0
fixtures % within 0.0 0.0 2.0 5.6
strategy-type
Count 1 1
Manufactlére of 270 | % within sector 0.0 0.0 100.0 0.0 100.0
paper products YR
% within 0.0 0.0 2.0 0.0
strategy-type
. Count 2 2
Printing —
publishing and 280 | % within sector 0.0 0.0 0.0 100.0 100.0
allied industries % within 0.0 0.0 0.0 11.1
strategy-type
Manufacture of Count 1 !
leather and 290 | % within sector 100.0 0.0 0.0 0.0 100.0
leather products % within
except footwear strategy-type 2.9 0.0 0.0 0.0
Count 1 1
Manufacture of 300 % within sector 100.0 0.0 0.0 0.0 100.0
rubber products % within
2.9 0.0 0.0 0.0
strategy-type
Count 2 1 1 4
Manufacture of —
chemical 310 | % within sector 50.0 0.0 25.0 25.0 100.0
products % within 5.7 0.0 2.0 5.6
strategy-type
Manufacture of Count 1 1
metal products,
except machinery 350 % within sector 0.0 0.0 100.0 0.0 100.0
and transport % within
equipment y 0.0 0.0 2.0 0.0
strategy-type
Manufacture of 370 Count 2 1 3

electrical

24 The Miles and Snow's typology of strategic orieitas is explored on pages 96-101.
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machinery,

% within sector

66.7

33.3

0.0

0.0

100.0

apparatus ,
appliances and % within
supplies strategy-type 5.7 2.9 0.0 0.0
_ Count 2 4 3 9
Miscellaneous —
manufacturing 390 | % within sector 22.2 444 333 00 100.9
f A YR
industries % within 5.7 11.4 6.1 0.0
strategy-type
Count 2 4 6
Construction 400 % within sector 0.0 33.3 66.7 0.0 100.0
% within
strategy-type 0.0 57 8.2 090
Count 1 1
Electricity and 510 % within sector 0.0 0.0 100.0 0.0 100.0
gas YRy
% within 0.0 0.0 2.0 0.0
strategy-type
Market Services ISIC
CODE | Description Prospector Analyser Defender Reactor Tl
Count 2 3 3 1 9
Wholesale and 610 % within sector 22.2 33.3 33.3 11.1 100.0
retail trade % within
strategy-type 5.7 8.6 6.1 5.6
Count 3 1 1 5
Banks and other —
financial 620 % within sector 60.0 20.0 20.0 0.0 100.0
institutions % within 8.6 29 2.0 0.0
strategy-type ) ) ) )
Count 2 1 3
Insurance 630 | % within sector 0.0 66.7 0.0 333 100.0
YRy
% within 0.0 5.7 0.0 5.6
strategy-type
Count 1 1
Real Estate 640 | % within sector 0.0 100.0 0.0 0.0 100.0
YRy
% within 0.0 2.9 0.0 0.0
strategy-type
Count 3 3 8 1 15
Transport 710 % within sector 20.0 20.0 53.3 6.7 100.0
YR
% within 86 8.6 16.3 5.6
strategy-type
Count 2 4 6
YRy
Communication 730 | b Within sector 33.3 66.7 0.0 0.0 100.0
YR
% within 5.7 11.4 0.0 0.0
strategy-type
Count 2 16 3 21
Government 810 % within sector 0.0 9.5 76.2 14.3 100.0
Services % within
0.0 5.7 32.7 16.7
strategy-type
Count 3 3 2 1 9
Community and 820 % within sector 33.3 33.3 22.2 11.1 100.0
Business Services % within
y 8.6 8.6 41 5.6
strategy-type
Count 5 2 2 2 11
Recreation 830 % within sector 455 18.2 18.2 18.2 100.0
Services % within
14.3 5.7 4.1 11.1
strategy-type

168




Count 6 2 4 12
Personal Services 840 | % within sector 50.0 16.7 33.3 0.0 100.0
% within 17.1 57 8.2 0.0
strategy-type
Count 35 35 49 18 137
TOTAL
% of total 25.5 25.5 35.8 13.1 100.0

Source: Author’s derived data from the survey-basedjuestionnaire

Table 4.5: Detailed survey respondents by sector drusing ISIC Code

Five of the submitted questionnaires were anonymasigo which specific sector
they belonged, and therefore could not be claskifiehe distribution of the
manufacturing organisations studied in this disdem included: food
manufacturing (5.8%), beverage (2.9%), textile3%®), footwear and other apparel
(0.7%), furniture and fixtures (1.5%), paper prasug¢0.7%), printing and
publishing (1.5%), leather (0.7%), rubber (0.7%)emicals (2.9%), metal (0.7%),
electrical machinery and other appliances (2.2%xcellaneous manufacturing

(6.6%), construction (4.4%), and electricity ang (& 7%).

The distribution of the market services organisaigtudied in this dissertation
included: wholesale and retail trade (6.6%), baarks financial institutions (3.6%),
insurance (2.2%), real estate (0.7%), transport9¢ad, communication (4.4%),
government services (15.3%), community and busisepdces (6.6%), recreation
services (8%) and personal services (8.8%).

Table 4.6 shows respondent composition by sector.
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Main activities of organisation Tally Percentage
Banking, insurance and finance services 13 9.2
Construction, planning and environment issues 7 4.9
Education and training 9 6.3
Food and beverage manufacture and distribution 15 10.6
General management/services 24 16.9
Government services and support line services to

Ministries 21 14.8
Hospitality/Tourism services 16 11.3
Manufacturing/Production 25 17.6
Media and communications 7 4.9
Transport 5 35
TOTAL 142 100.0

Source: Author’s derived data from the survey-basedjuestionnaire

Table 4.6: Detailed survey respondents by sector

Table 4.7 shows the organisational management megpo classification.

Job Title Tally | Percentage
Acting/Head of School-Rector 4 2.8
Assurance Partner/Partner 2 14
Chairman/Company Secretary 2 1.4
Director responsible for a Ministry 4 2.8
Director-Administration Manager 13 9.2
Finance and Administration Manager 6 4.2
Financial Controller/Director 9 6.3
giklleegtgrxecutlve Officer/General Manager/Managing 18 12.7
Group Human Resources/Head Corporate Services 7 4.9
Human Resources & Administration Manager 5 3.5
Human Resources & ICT Manager 2 14
Human Resources & Security Manager 1 0.7
Human Resources (Assistant Director/Director) 6 4.2
Human Resources Manager/Personnel Officers 49 34.5
Human Resources Senior Manager 2 14
Principal Officer 3 2.1
Production & Material Control/Project/Quality Manager 7 4.9
Secretary to the Board of Special Commissioners 1 0.7
Section Head Training and Development 1 0.7

Total 142 100.0

Source: Author’s derived datirom the survey-based questionnaire

Table 4.7: Detailed survey respondents by managemtediiscipline
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The Miles and Snow model (1978) discussed in theraiure review of this
dissertation, helped to identify the strategic didapcycle and thereby facilitate

categorisation of Maltese public and private orgatons (table 4.8).

. Cumulative
Strategic-type Frequency Percentage Percentage
Prospector 35 25.5 25.5
Analyser 35 25.5 51.1
Defender 49 35.8 86.9
Reactor 18 13.1 100.0
Total 137 100.0

Source: Author’s derived data frm the survey-based questionnaire

Table 4.8: Detailed survey respondents by strategyype

17 cases resulted in ties. Using the guidelinevigea by Conant et al., (1990)
which were explained in chapter 2 (p. 66), the oesps were categorised along the

four main types of Miles and Snow’s model (tabl@)4These were inserted in table

4.8.

Strategic-type tie No of Resu'lt'ant'
cases classification

Defender-Analyser 2 Analyser
Defender-Reactor 5 Reactor
Prospector-Analyser 2 Analyser
Prospector-Defender 4 Analyser
Prospector-Reactor 1 Reactor
Reactor-Analyser-Defender 2 Reactor
Prospector-Defender-Reactor 1 Reactor
TOTAL 17

Source: Author’s derivkedata from the survey-based questionnaire

Table 4.9: Ties developed by strategic type
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4.4 Organisational environmental turbulence among Mltese public and
private sector organisations
Figure 4.1 shows the distribution of environmerttabulence amongst Maltese

medium to large-sized public and private sectoranigations as identified by

Environmental turbulence
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Environmental turbulence

Source: Author’s derived data from the survey-basedjuestionnaire
Figure 4.1: Environmental turbulence in Maltese pultic and private sector
organisations clustered along seniority levels
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Based on Ansoff et al's (1993b) model, the envirental turbulence in Maltese
public and private sector organisations was clessidlong five main categories
namely:

a) No change is taking place.

b) Slow and incremental.

c) Fast and incremental.

d) Predictable and discontinuous.

e) Unpredictable and discontinuous.

Table 4.10 shows the responses given, whereasefig@ shows the distribution

related to environmental turbulence. Two of thgpoeslent organisations did not

reply.

Type of organisational environment change experiersc Tally Percentage
Change described as unpredictable and discontinuous 16 114
Change described as predictable and discontinuous 18 12.9
Change described as fast and incremental 65 46.4
Change described as slow and incremental 29 20.7
There is no change taking place 12 8.6
TOTAL 140 100.0

Source: Author’s derived data from the survey-basedjuestionnaire

Table 4.10: Detailed survey respondents by environemtal turbulence types

ANOVA technique using a one-way analysis of vareggnghich is similar to the t-
test, was used to investigate the relationship edimscores between organisational
strategy-type classifications and environmentdiulence (appendix 9). The overall

significance value (Sig.) is less than 0.05 (Siglug = 0.003), indicating a
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statistically significant result somewhere betwdlea groups, [F (3, 132) =4.96,
p=0.003] in scores related to environmental turbcgenacross the four
organisational strategy-types. Since a significhifierence in the overall ANOVA
table was registered, the post-hoc tests helpsetipker where the differences
amongst the groups occur. The two groups prospéMer2.74, SB-0.886) and
defender (M3.37, SBx1.01) with a Sig. value of 0.028 and defender=8\87,
SD=1.01) and reactor_(WR.44, SB>x1.29), with a Sig. value of 0.006, are
significantly different from one another at the p3®level. Figure 4.2 compares the
mean scores for the different groups, which shohat the mean score of

environmental turbulence is greatest for the defettigpe organisation.

3.40

3.20

w
o
)
]

2.80

Mean of Envturb

2.60—

2.40

T T T T
Prospector Analyser Defender Reactor

Strategic Type

Source: Author’s derived data from survey-based gustionnaire

Figure 4.2: Mean of environmental turbulence againsstrategic-types
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4.5 Organisational performance measurement betweenlifferent strategic
types

The mean of the three-item variable instrurfiefidess & Robinson 1984; Pearce et
al., 1987), was used to gauge organisational pegnce. The possible dimensions
of concepts were pretested, revised, retested tatidtisally analysed through the
proper understanding of Cronbach’s affSrend factor analysis. Several researchers
regard values of Cronbach below 0.6 and test-refmselation coefficient below
0.7 as problematic (Landis & Koch 1977, Dunn 198€ &ravo & Potvin 1991).
Others maintain that the threshold above 0.7 asbiel (Pallant 2001). It is logical
to state that high reliability is required whentseare used to make important
decisions and when individuals are sorted intoeddht categories based upon
relatively small individual differences. The relidty indicator may be improved
either through diminished error variation or thrbugreater true variation (Elasy &
Gaddy 1998). It may seem plausible that the creaifoa good reliability indicator
in an extremely homogenous group will be rathefialift, which may eventually
yield a poor reliability coefficient. On the contyan general, heterogenous groups

increase variance (Elasy & Gaddy 1998).

The reliability measure through Cronbach’s alphst t@sulted in 0.621, which
exceeds the recommended minimum value of 0.6 toca@d’ thus confirms scale
reliability (Hair et al., 1998). In the column maxkCorrected Item-Correlation

(appendix 10), there are no values less than hi&havould indicate that the item

5 The Dess and Robinson (1984) three-item variabdeained on page 152-155.

% Reliability refers to internal consistency asses#noé a set of statements (construct validity) ased by what is referred
to as Cronbach’s alpha which helps to discrimirmat®ngst statements (Pallant 2001). Cronbach’s afpbased on inter-
item correlations between 0 (low) and 1 (high). Ti@re items on test, the Cronbach’s alpha will geeted to be higher.
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is measuring something different to the scale @#alR001). Interpretation using
SPSS v.12 descriptives provides information reléetthe distribution of scores on
continuous variables (skewness and kurtosis). Tymeneetry of distribution is
provided by the skewness value whereas the ‘peassdrof the distribution is
provided by the kurtosis value. Table 4.11 showdadsis and skewness statistical
tests carried out for the aggregated performancasure. The negative skewness
value indicates that scores are clustered at tite émd (to the right). The negative

kurtosis value indicates that the distributionather flat.

N 131
Percent Valid (%) 92.3
Missing 11
Mean 3.87
Std. Deviation 0.618
Skewness -0.244
Std. Error of Skewness 0.212
Kurtosis -0.391
Std. Error of Kurtosis 0.42

Sourceuthor’s derived data from the survey-based questiomaire

Table 4.11: Detailed statistical analysis on aggraged organisational

performance measure

Figure 4.3 shows the aggregated performance hatggwith a mean of 3.87, a 5

per cent trimmed mean of 3.87 and standard dewiati 0.618. There is no

difference between the mean and trimmed mean value.
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Source: Authortierived data from the survey-based questionnaire

Figure 4.3: The aggregated performance measure h@jram

The boxplot identifies any outliers. When one obesrthe tails of histogram
distribution, it seems that data points sit onrtlb@in at one of the extreme ends, for
aggregated organisational performance. There areutigers in the performance

data presented in this research (figure 4.4).
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Figure 4.4: Outliers for aggregated performance mesure

Table 4.12 shows the kurtosis and skewness stafiststs carried out for the
aggregated performance measure with strategy-ype Kolmogorov-Statistic test
assesses the normality of the distribution of stofe non-significant result (Sig.
value of more than 0.05) indicates normality. s tcase the Sig. value is 0.067 for
prospector, 0.115 for analyser, 0.001 for deferadet 0.146 for reactor strategic-

types suggesting normality except for the defestiategic-type (appendix 11).
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Strategic type Prospector Analyser Defender | Reactor

N 33 35 38 18
Percent Valid (%) 66.0 70.0 100.0 36.0
Missing 17 15 0 32
Mean 4.0404 4.0476 3.7200 3.7037
Std. Deviation 0.5819 0.5609 0.5527 0.7912
Skewness -0.197 0.042 -0.181 -0.326
glt(‘lv\'fr:;‘;rso‘c 0.409 0.398 0.337 0.536
Kurtosis -0.735 -0.427 -0.385 -0.702
Std. Error of Kurtosis 0.798 0.778 0.662 1.038

Source: Author’s derived data 'm the survey-based questionnaire

Table 4.12: Detailed statistical analysis on orgasational performance

measure against strategic grouping variables

Figure 4.5 shows the distribution of the aggregateghnisational performance

measure against each strategic-type for Maltesen@sgtions.
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Source: Author’s derived data from the survey-basedjuestionnaire

Figure 4.5: Organisational performance measure foMaltese public and

private organisations according to strategic types

The mean for organisational performance for:

» prospector-type strategy is 4.04 and with a 5 pgrt@mmed mean the value
remains at 4.05.

» analyser-type strategy is 4.05 and with a 5 pertr@nined mean the value is
4.05.

» defender-type strategy is 3.72 and with a 5 pert@nined mean the value is
3.72.

* reactor-type strategy is 3.70 and with a 5 pertemmed mean the value is

3.75 (appendix 11).

The difference is small when comparing the origimaan with the new trimmed
mean. This implies that the extreme cases arenflaencing the mean value. The

boxplot shows the distribution of scores for the tgroups (figure 4.6). 50 percent
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of the cases lie within the rectangle with protngdiines representing the largest

and smallest values.
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Source: Author’s derived data from the survey-basedjuestionnaire

Figure 4.6: Boxplot for organisational performancemeasure for Maltese

public and private organisations according to straggic types

The four strategic group scores appear to be ntynaddtributed. This is also
supported by the normal probability Q-Q plots asasonably straight line suggests
a normal distribution, when the observed and exgueetlues are plotted (figure

4.7).
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Normal Q-Q Plot of Mean organisational performance

for STRATTYPE= Prospector

Normal Q-Q Plot of Mean organisational performance

for STRATTYPE= Analyser
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Figure 4.7: Normal Q-Q Plots of organisational perbrmance for the different

strategic-types

The Detrended Normal Q-Q Plots show the actualadiewi of the scores from the

straight line. There is no clustering of points andst of the points are around the

zero lines in both cases (figure 4.8).
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Detrended Normal Q-Q Plot of Mean organisational Detrended Normal Q-Q Plot of Mean organisational
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Figure 4.8: Detrended normal Q-Q Plots of organisabnal performance for the

different strategic-types

An ANOVA one-way between group variance analysis wsed to investigate the
relationship between organisational strategy-typed aggregated organisational
performance in Maltese medium to large-sized puldied private sector

organisations. The homogeneity of variance optimvigdes the Levene’s test for
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homogeneity of variances. This tests whether thiwee in scores is the same for
the four strategic-type groups. The Sig. value.@6 which is greater than 0.05.

This means that the homogeneity of variance assampas not been violated.

The Sig. value in the ANOVA table for the stratetyipes is 0.019 (appendix 12)
which is less than 0.05 [F (3, 132) =3.42%#0[®19]. This means that there is a
significant difference somewhere among the mearesaon the dependent variable

between the strategic-type groups.

This was sustained by the paired Bonferroni postdamparison which shows that
the mean performance for prospectors is greater tinia mean for defender-type,
and the mean for analyser is greater than the rokdafender-type (appendix 12).
Table 4.13 shows the results using one-way ANOVéhmeque of organisational
performance across the organisational strategiestyphe mean for organisational
performance is 3.8799 with a standard deviatio®.6.35. Figure 4.9 shows the

means plot for these types of strategies.

Bonferroni

. F- comparison
Variable Prospector  |Analyser Pefender Reactor value (p<0.1:
p<0.15)

H H Kk
Organisational 4.0404 4.0476 37200 | 3.7037 | 3.427 P>D
Performance A>D*
Standard
Deviation 0.5819 0.5609 0.5527 0.7912

* p<0.1; ™ p<0.15

Source: Author’s derived data from thesurvey-based questionnaire

Table 4.13: Aggregated organisational performanceaioss strategy-types
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Figure 4.9: Means plot of organisational performane across strategic-types

The homogeneity of variance option provides thedrevs test for homogeneity of
variances. This provides a test whether the vagiancscores is the same for the
three strategic groups of prospector, analyserdafender. The Sig. value is 0.894
which is greater than 0.05. This means that thedgameity of variance assumption
has not been violated. Applying the one-way ANO\é&Hhnique of organisational

performance across the prospector, defender argsandypes, produces a mean
for organisational performance of 3.8982 with andtad deviation of 0.5839

(appendix 12).
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The Sig. value in the ANOVA table for the stratetyipes is 0.002, which is less
than 0.05 [F (3, 132) =6.899~-p.002]. This means that there is a significant
difference somewhere among the mean scores on #pendent variable
(performance) between these three strategic-tymepgt

The t-test conducted for organisations followingeactor-type strategy resulted
with a mean of 3.7037, standard deviation of 0.784@ a standard mean error of

0.1865. The 95% confidence interval is 3.31824.0972 (appendix 12).

Having outlined the findings concerning the relasibip between strategic-type and
performance, the next section presents the findthgs address the relationship

between knowledge management orientation and pesioce.

4.6 Personalisation and codification knowledge mamgment strategies and
performance

Appendix 4 shows the variables adopted to caterttier knowledge orientation
instrument from which thirteen pertain to persogetion variables whereas the
other eight pertain to codification variables (Hamset al., 1999). The mean for
codification variables is denoted by:Gvhich has a value of 4.1438, whereas the
mean for personalisation variables is given pywihich has a value of 4.3820. The
difference betweengPand G; denoted by P.cis a measure in balance between the
two types of strategies. If & is positively oriented it means that the strategy
biased towards the personalisation type whilst gc0Os negatively oriented it

means that the strategy is biased towards the icatidn type of strategy. The
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mean value of B¢ is 0.2382, which means that there is a personalisatrategy

bias.

For prospector-type strategy the mean between personalisation and codification
strategies is 0.3744, with a 95% confidence inferitee confidence interval is
0.1585 <ii < 0.5904 (appendix 13).

For defender-type strategy the mean between personalisation and codification
strategies is 0.1859, with a 95% confidence infertree confidence interval is -

0.1790 <i < 0.3897 (appendix 13).

The reliability of the codification scale was measl Ideally, the Cronbach alpha
coefficient of a scale should be above 0.7 (Palk&@tl). For the codification scale
Co1, the Cronbach alpha value is 0.624, which is be@w. On considering
removing the item with low item-total correlatidine. COD18), the new Corrected
Item-Total Correlation, is 0.685 (appendix 14), e¥hiis acceptable. This is
common in short scales of less than ten items whsthally register a Cronbach
value in the region of 0.5. In such cases the cteteitem total-correlation is used
where an optimal range of 0.2 to 0.4 is recommen(@lant 2001). For the
personalisation scalefthe Cronbach value 0.804, which is above 0.7hsecstale

is considered reliable.

Further analysis between codificatiog;@nd personalisationgPstrategieyield a

positive moderate to strong correlation that existsveen the two strategies, with a
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Pearson coefficient (r) of 0.626 (p<0.01) (tablel4d, and a coefficient of
determination @) of 0.39 per cent shared variance, which explas much of the
variation in one variable can be explained by amotfihe Pearson coefficient can
range from -1.00 to 1.00 and indicates the streongtime relationship between the
means of the two variables (Cohen 1988). The chahdhis correlation result

being obtained by chance is less than 1 in 100chwisi very unlikely.

Correlations

MEANCOD | MEANPERS
Co1 Po1
Pearson x
COl Correlation 1 -626(™)
Sig. (2-tailed) .000
N 140 140
P, Pearson ok
01 Correlation 626(™) 1
Sig. (2-tailed) .000
N 140 140

** Correlation is significant at the 0.01 level (2  -tailed ).
Source: Author’s derivedata from the survey-based questionnaire

Table 4.14: Correlation for personalisation and codication strategies

The personalisation and codification scatterpl@hiswn in figure 4.10.

27 The two-tailed test is performed if the resultsulbbe interesting in either direction’ (Stockbur@@05).
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Figure 4.10: Scatterplot for personalisation versusodification strategy

In exploring a group of variables and their intelationships, appendix 15 shows
significant correlations at the 0.05 level (2-td)leand at the 0.01 level (2-tailed)
between the codification and personalisation viéesgmb

The t-test value for organisational performance hwitodification and
personalisation strategies for the defender-typstiaitegy is 0.261 (df = 49) at a
significance (2-tailed) of $0.005 (mean is 3.72; standard deviation is 0.5527;
standard error 0.0782 - appendix 12). The t-tesiuevafor organisational

performance with codification and personalisatitvategies for the prospector-type
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of strategy is 0.101 (df = 34) at a significancetg®d) of p=0.005 (mean is
4.0404; standard deviation is 0.5819; standard érd®13-appendix 12).

The mean, standard deviation and standard erroorganisational performance
following the codification and personalisation-typestrategies is shown in table
4.15. In the defender-type and the prospector-stpegies the Sig. value is less
than 0.05 (sig. 0.0005), which means that thera ggnificant difference in the

mean scores on the dependent variable for eadtedivo groups.

Strategy -type
CODIFICATION Std. Error Standard
STRATEGY Mean Deviation
Prospectors Po; 4.2849 0.1616 0.9423
Defenders Co; 3.8954 0.1162 0.8130
Strategy -type
PERSONALISTION Std. Standard
STRATEGY Mean Error Deviation
Prospectors Po; 4.6618 0.1565 0.9127
Defenders Co; 4.0834 0.1161 0.8127

Source: Autherderived data from the statistical package

Table 4.15: Detailed descriptive statistics for knewledge management strategies

4.7 Strategic knowledge orientation

Data was screened to check for any existing oathgrcomparing the mean and the
trimmed mean as well as the boxplots for the véemimentified as forming part of

strategic knowledge orientation in Maltese mediontatge-size public and private

organisations. SPSS defines points as outliereay textend more than 1.5 box-
lengths from the edge of the box, with extreme8 bbx-lengths from the edge of
the box indicated with an asterisk * (Pallant 20049 variables with a difference

between the mean and 5% trim were registered, lae@fore there is no need to
remove any outliers (table 4.16). Extreme pointsewegistered for PERS30 (ID:

30), ORIENT26 (ID: 128); ORIENT35 (ID: 128) and GENT40 (ID: 103)
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(appendix 16) but since the 5% trimmed mean vadugimilar to the mean these

values were retained.

Kn(_)wledge Orientation Mean 5% Trimmed Pe_rcentage
variable Mean difference
COD18 3.8696 3.8551 -0.37
COD24 5.4388 5.5592 221
COD28 3.1880 3.0977 -2.83
COD29 3.9855 3.9839 -0.04
COD32 4.7206 47222 0.03
COD36 3.3407 3.2819 -1.76
COD46 4.9030 5.0033 2.05
COD48 3.5414 3.5125 -0.82
PERS19 4.8841 4.9509 1.37
PERS20 4.1912 4.2059 0.35
PERS21 3.2609 3.1940 -2.05
PERS22 3.1704 3.0782 -2.91
PERS25 4.8905 4.9663 1.55
PERS30 5.3381 5.4552 2.19
PERS31 5.2190 5.2758 1.09
PERS37 4.1894 4.2104 0.50
PERS38 4.9489 5.0150 1.34
PERS39 3.8346 3.8162 -0.48
PERS49 4.0149 4.0166 0.04
PERS51 4.1756 4.2205 1.08
PERS52 4.7239 4.7819 1.23
ORIENT23 4.4964 4.5515 1.23
ORIENT26 5.3261 5.4420 2.18
ORIENT27 4.1014 4.1127 0.28
ORIENT33 5.437 5.5741 2.52
ORIENT34 4.6953 4.7639 1.46
ORIENT35 5.303 5.4259 2.32
ORIENT40 5.3796 5.4704 1.69
ORIENT41 4.8382 4.9003 1.28
ORIENT42 4.3603 4.4003 0.92
ORIENT43 3.6515 3.6128 -1.06
ORIENT44 3.8647 3.8580 -0.17
ORIENT45 3.8731 3.8814 0.21
ORIENT47 4.3158 4.3454 0.69
ORIENT50 4.6940 47711 1.64
ORIENT53 4.9485 5.0229 1.50
ORIENT54 4.7463 4.8234 1.62
ORIENT55 4.5037 4.5453 0.92
ORIENT56 4.5704 4.6173 1.03
ORIENT57 47164 4.7653 1.04
ORIENT58 4.6316 4.6629 0.68
ORIENT59 3.7863 3.7757 -0.28

Source: Author’s derived datirom the statistical package

Table 4.16: Comparison of mean and 5% trimmed valug
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Two of the questionnaires received omitted all isactV related to strategic
knowledge orientation, stating that this was ngiliapble in their case. There were
other organisations, especially respondents fromegonent organisations, who
omitted certain questions in this part of the syrvstating that the particular
guestion was not applicable or relevant for theganisation (table 4.17). This does
not affect the research being conducted as themeasgh data for statistical tests to

be carried out.

Case Processing Summary

Cases
Valid Missing Total

N Percent N Percent N Percent

COoD18 138 96.5% 5 3.5% 143 100.0%
COD24 139 97.2% 4 2.8% 143 100.0%
COoD2z8 133 93.0% 10 7.0% 143 100.0%
COD29 138 96.5% 5 3.5% 143 100.0%
COD32 136 95.1% 7 4.9% 143 100.0%
COD36 135 94.4% 8 5.6% 143 100.0%
COD46 134 93.7% 9 6.3% 143 100.0%
COD48 133 93.0% 10 7.0% 143 100.0%
PERS19 138 96.5% 5 3.5% 143 100.0%
PERS20 136 95.1% 7 4.9% 143 100.0%
PERS21 138 96.5% 5 3.5% 143 100.0%
PERS22 135 94.4% 8 5.6% 143 100.0%
PERS25 137 95.8% 6 4.2% 143 100.0%
PERS30 139 97.2% 4 2.8% 143 100.0%
PERS31 137 95.8% 6 4.2% 143 100.0%
PERS37 132 92.3% 11 7.7% 143 100.0%
PERS38 137 95.8% 6 4.2% 143 100.0%
PERS39 133 93.0% 10 7.0% 143 100.0%
PERS49 134 93.7% 9 6.3% 143 100.0%
PERS51 131 91.6% 12 8.4% 143 100.0%
PERS52 134 93.7% 9 6.3% 143 100.0%
ORIENT23 137 95.8% 6 4.2% 143 100.0%
ORIENT26 138 96.5% 5 3.5% 143 100.0%
ORIENT27 138 96.5% 5 3.5% 143 100.0%
ORIENT33 135 94.4% 8 5.6% 143 100.0%
ORIENT34 128 89.5% 15 10.5% 143 100.0%
ORIENT35 132 92.3% 11 7.7% 143 100.0%
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ORIENT40 137 95.8% 6 4.2% 143 100.0%
ORIENT41 136 95.1% 7 4.9% 143 100.0%
ORIENT42 136 95.1% 7 4.9% 143 100.0%
ORIENT43 132 92.3% 11 7.7% 143 100.0%
ORIENT44 133 93.0% 10 7.0% 143 100.0%
ORIENT45 134 93.7% 9 6.3% 143 100.0%
ORIENT47 133 93.0% 10 7.0% 143 100.0%
ORIENTS0 134 93.7% 9 6.3% 143 100.0%
ORIENTS3 136 95.1% 7 4.9% 143 100.0%
ORIENT54 134 93.7% 9 6.3% 143 100.0%
ORIENTS5 135 94.4% 8 5.6% 143 100.0%
ORIENTS56 135 94.4% 8 5.6% 143 100.0%
ORIENTS57 134 93.7% 9 6.3% 143 100.0%
ORIENTS8 133 93.0% 10 7.0% 143 100.0%
ORIENTS59 131 91.6% 12 8.4% 143 100.0%

Source: Author’s derived data from the statisticalpackage

Table 4.17: Case processing summary of knowledgeientation variables

Appendix 17 shows the means and standard deviatbksowledge orientation
variables. The overall mean is 4.43 and those bi@saabove this mean have been
identified. The Kolmogorov-Smirnov test was useddst the normality effects, as
well as the distribution of the variables adoptedstrategic knowledge orientation.
The normality of the distribution of scores is stgred if the Kolmogorov-Smirnov
statistic test (the Sig. value) is 0.05 or moreoum case, the 42 variables do not
meet the Kolmogorov-Smirnov value of 0.05 or mappendix 16). However upon
further inspection both the Normal Q-Q plots, Detted Normal Q-Q Plots and
distribution histograms revealed that histogramgseap to be reasonably normally
distributed, which is supported by the normal ptwlia plots labelled Normal Q-Q
plots where a reasonable straight line is preseatlicases, thus suggesting normal
distribution. The Detrended Normal Q-Q plots shdwattthere is no clustering of

points, with most of them collecting around theozkne. Some minor deviations
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were registered in the boxplots for COD24 (ID: 651&2), PERS30 (ID: 111 &
139), ORIENT26 (ID: 90 & 141), ORIENT33 (ID: 103DRIENT35 (ID: 50 &
141), ORIENT40 (ID: 69 & 141), ORIENT47 (ID: 117 &38) for low values of
knowledge orientation and ORIENT 35 (ID: 88), ORIENIO (ID: 88) and
ORIENT47 (ID: 128) for high values of knowledge esriation. These have been

noted when it comes to parametric statistical igsti

One-way between-groups analysis of variance (ANOWAs used to investigate
the relationship of the strategic orientation Mvalea and the four organisational
strategic-types (table 4.18). The test of homodgnef variances using the
Levene’s test revealed that COD24, PERS19, PERBBRS52, ORIENT40 and
ORIENT54 violated the assumption of homogeneityvafiance. The rest of the

knowledge orientation variables had a Sig. valwatr than 0.05.

Test of Homogeneity of Variances

Levene

Statistic dfl df2 Sig.
CcoD18 .703 3 131 .552
PERS19 6.181 3 131 .001
PERS20 .786 3 129 .504
PERS21 450 3 130 .718
PERS22 447 3 127 .720
ORIENT23 .323 3 129 .809
CoD24 2.993 3 131 .033
PERS25 T77 3 129 .509
ORIENT26 .597 3 130 .618
ORIENT27 177 3 131 912
coD28 677 3 126 .568
COD29 474 3 130 .701
PERS30 .965 3 131 411
PERS31 1.005 3 129 .393
COD32 1.214 3 128 .307
ORIENT33 2.236 3 128 .087
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ORIENT34 .649 3 124 .585
ORIENT35 1.375 3 126 .254
COD36 .041 3 127 .989
PERS37 .620 3 126 .603
PERS38 .838 3 130 AT75
PERS39 3.155 3 128 .027
ORIENT40 3.074 3 130 .030
ORIENT41 .094 3 130 .963
ORIENT42 729 3 130 536
ORIENT43 2.377 3 127 .073
ORIENT44 .644 3 128 .588
ORIENT45 .542 3 127 .654
COD46 .392 3 127 .759
ORIENT47 .708 3 126 .549
COD48 1121 3 127 .343
PERS49 1.010 3 129 391
ORIENT50 1.212 3 128 .308
PERS51 .781 3 126 .507
PERS52 2.686 3 128 .049
ORIENT53 1.120 3 130 .343
ORIENT54 2.873 3 129 .039
ORIENTS55 1.311 3 129 274
ORIENT56 1.987 3 129 19
ORIENT57 272 3 128 .846
ORIENT58 12 3 128 .953
ORIENT59 .818 3 127 .486

Source: Author’s derived data from the statisticalpackage

Table 4.18: Test of Homogeneity of Variances

The ANOVA table provides the Sig. value for the Whedge orientation factors. A

significant statistical difference lies somewheraoag the mean scores on the
dependent variable if the value registered is thas or equal to 0.05 (appendix
18). The exact identification of the group in whitts occurs is given in the post-
hoc multiple comparisons table (appendix 18). Tagables with a Sig. value less
than or equal to 0.05 are COD24, COD46, PERS2R33B, PERS39, PERS52,
ORIENT23, ORIENT 27, ORIENT33, ORIENT34, ORIENT3®RIENTA40,

ORIENT41, ORIENTS53, ORIENT55, ORIENT56 and ORIENJ. 5
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To control better any Type | errors, the Bonferrpast-hoc test was used, in order
to minimize any null hypotheses being rejected wimefact they are true, besides
being stricter as an approach in obtaining sigaific statistical results. The
Bonferroni post-hoc test does not assume equahvees for the groups analysed,
unlike the Tukey-test (Pallant 2001). Table 4.16veh the variance of knowledge

orientation with organisational strategic-type.

S 5 5 5 o Bonferroni
Variable Knowledge Orientation g @ = 3 % multiple
code Measure & § wg s > paired
QE_’ < a) o w comparisons
Our organisational training
CcoD18 is based on manual-type of | 3.727 | 3.686 | 4.122 | 4.000 | 0.560 -

training

Our organisational training

is based on the transfer of
PERS19 knowledge through 5.091 | 5.314 | 4571 | 4.611 | 2.294 A>SD***

appropriate mentoring

Staff hired within our
PERS20 organisation are problem- | 4.324 | 4.235 | 4.021 | 4.111 | 0.307 -

solvers

Knowledge sharing is
enhanced directly by our
PERS21 organisational 3.636 | 3.471 | 2.918 | 3.278 | 1.476 -
remuneration package
system

Networks are fostered by

the creation of
secondments with other

PERS22 | oo e through ks | 3-485 | 3.188 | 3.063 | 3.056 | 0.353 -

developed by our HR

department

Both knovyled_ge needs of
ourorganisation and HR -\ 5 0 | 4 886 | 4.064 | 4.111 | 2.913 | P>D*

ORIENT23 Iy
policies and systems are
aligned
Our organisation utilises its ASDH
own ICT technologies for >
coD24 documentation and 5.618 | 5.743 | 4.896 | 5.944 | 3.649 D<R*

storage of information
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Variable
code

Knowledge Orientation
Measure

Prospector

Analyser

Defender

Reactor

F-Value

Bonferroni
multiple
paired
comparisons

PERS25

Knowledge within our
organisation is exchanged
and contact developed
through its own ICT
technologies

5471

5.088

4.383

4.944

3.592

P>D*

ORIENT26

Our IT Department (or
subcontracted IT
Department) utilises the
latest technologies in
knowledge exchange

5.636

5.500

4.959

5.500

1.815

ORIENT27

Our organisation has a
performance management
system that is
disseminated throughout
the organisation with its
information systems

4.824

4.676

3.347

3.889

5.970

P>D*
A>D*

COD28

Knowledge is tapped from
our organisation's
database without prior
consultation to the person
who created it

3.419

3.235

3.122

3.000

0.215

COD29

Knowledge is tapped from
our organisation's
database using search
facility

4.030

4177

3.796

3.944

0.301

PERS30

A high percentage of our
organisation's knowledge
rests with staff within the
organisation

5.182

5.543

5.388

5.278

0.431

PERS31

A high percentage of our
organisation's knowledge
is developed to staff-to
staff contact within our
organisation
departments/divisions/units

5.258

5.486

5.082

5111

0.833

COD32

The concept of knowledge
re-use is used to a great
extent once it is discovered
for our organisation's
products/services

4.906

4.735

4.500

5.000

0.988

ORIENT33

Client knowledge is
continuously updated
within our organisation and
is considered of utmost
importance

5.844

5971

4771

5.722

6.594

P>D*
A>D*
D<R**
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Variable
code

Knowledge Orientation
Measure

Prospector

Analyser

Defender

Reactor

F-Value

Bonferroni
multiple
paired
comparisons

ORIENT34

Competitor knowledge is
continuously updated
within our organisation and
is considered of utmost
importance

4.806

5.229

4.114

4.889

2.779

A>D*

ORIENT35

Industry knowledge is
continuously updated
within our organisation and
is considered of utmost
importance

5.531

5.765

4.745

5.529

3.548

A>D*

COD36

Knowledge database
contribution within our
organisation is enhanced
through the organisation's
remuneration structure

3.467

3.471

2.939

4.000

2.230

D<R**

PERS37

Our organisation's
database knowledge on
experts related to our field
is continuously updated

4.267

4471

3.959

4.059

0.674

PERS38

Innovative knowledge is
increased through
communication between
people who possess the
relevant knowledge in our
organisation

5.375

5.314

4.592

4.500

3.426

P>Dx
A>D***

PERS39

Our organisation utilises
exit interviews so that their
knowledge and experience
could be transmitted to
other staff members

4.032

4.657

2.979

4.167

5.417

P>D***
A>D*

ORIENT40

Information accuracy is
essential to our
organisation even though it
may take some time to
capture

5.313

5.943

4.898

5.556

4.178

A>D*

ORIENT41

Our organisation's
knowledge management is
updated continuously

5.000

5.286

4.388

4778

2.948

A>D*

ORIENT 42

Our organisation is well
known for the creation and
acquiring of new
knowledge assets

4.594

4.714

4.000

4.056

2.009

ORIENT43

Our organisations creation
of new knowledge assets
are in line with the
business operations of the
organisation or by selling
them to other
organisations

4.194

3.800

3.447

2.889

2.282

P>R**
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Variable
code

Knowledge Orientation
Measure

Prospector

Analyser

Defender

Reactor

F-Value

Bonferroni
multiple
paired
comparisons

ORIENT44

The derivation of new
knowledge which directly
effects our line of business
is rather difficult to tap at
times, thus hindering to
carry out our operations in
the most effective manner

3.935

3.800

3.667

4.500

1.486

ORIENT45

Our organisation's
knowledge management
systems are geared on
external issues

3.968

3.829

3.787

4.056

0.229

COD46

Documentation access is
feasible throughout our
organisation through its'
information systems

5.156

5.531

4.429

4.667

4124

A>D*

ORIENT47

Knowledge management
takes place mostly
horizontally in our
organisation

4.419

4.636

4.229

3.889

1.187

COD48

The prime objective of our
organisation's
management is the
capturing and reuse of our
knowledge through the
electronic medium

3.433

3.647

3.449

3.889

0.466

PERS49

Networks with experts
functioning along the same
business lines of our
organisation is given
attention by our
organisation's
management

4.563

4.057

3.667

3.833

2.050

P>Dx

ORIENTS50

Our organisation has
standard operating
procedures to work with
and management
discourages staff from
work procedures
deviations

4.969

4.714

4.660

4111

0.859

PERS51

Our organisation's project
teams operate along a
horizontal level in the
organisation

4.313

4515

4.000

3.722

1.574
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Variable
code

Knowledge Orientation
Measure

Prospector

Analyser

Defender

Reactor

F-Value

Bonferroni
multiple
paired
comparisons

PERS52

The type of culture instilled
within our organisation is
to respond immediately to
any knowledge requests
from staff members within
the organisation

5.188

4.941

4.458

4.056

2.946

P>R**

ORIENTS53

Our organisation has its
overall objectives and
knowledge management
practices aligned so that
operations are performed
effectively

5.219

5.371

4.694

4.278

3.367

P>R***
A>R*

ORIENT54

Our organisation has a
centralised knowledge
management structure and
a top-down approach

4.645

4.457

4.816

5.167

0.957

ORIENTS55

Knowledge information
related to difficulties
encountered, failures
registered or possible
mistakes that might arise
are disseminated in a
constructive manner
without prejudice in our
organisation

5.094

4.686

4.188

3.944

3.752

P>R*
P>D*

ORIENTS56

Knowledge creation
regarding operations in our
organisation are reflected
upon and disseminated to
other members of staff

4.938

4.912

4.245

4.056

3.790

P>Dx
A>D**
P>R***
A>R***

ORIENTS57

There is a vertical flow of
knowledge management
from subordinate level to
management level and
vice-versa

5.097

4971

4.449

4.167

2.534

ORIENTS58

The focus on knowledge
management systems are
on internal aspects of our
organisation

4.710

4571

4.667

4.500

0.127

ORIENTS59

Our organisation devotes
more time on research and
development than our
competitors

4.581

4.029

3.085

3.778

6.412

P>D*
A>D*

*p<0.05; **p<0.1; ***p<0.15. Variable codes highlichted in bold and underlined were also tested usinthe Dunnet C

test and were found significant at p<0.05, p<0.1,99.15.
Source: Author’s derived data from the statisticalpackage

Table 4.19: Detailed descriptive statistics of knol@dge strategic orientation

with organisational strategic type variance
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4.8 Testing the research hypotheses

The hypotheses proposed in chapter 2 are testad tis¢ data retrieved from the
survey that was conducted for Maltese medium tgelaized public and private
organisations. Detailed interpretation will be pdmd in the next chapter. Each
hypothesis presented hereafter will also enticaelahypothesis, which will not be
written down formally but nonetheless tested. The af the null hypothesis ¢H
principle will be used to verify any significantfidirence between the variables
identified in this research that is including rescand analyser-types besides the
prospector and defender-types. The Bonferroni postiest will also be used to
confirm or reject the null or alternative hypotheseor example:

Ho: Organisations adopting a prospector-type knowdestgategy are not linked to
personalisation strategies and neither to codiGoastrategies resulting in a mean
value of zero.

Hi: Organisations adopting a prospector-type knogdedtrategy are linked to

personalisation strategies to a greater signifiedhan codification strategies.

The variable mean for personalisation and codibcastrategies for the prospector-
type strategy is equal to 0.3744 (p<0.05). The idenftce interval is 0.1585 & <
0.5904. As zero lies outside the interval and witle mean being non-zero,
therefore this suggests that the null hypothesisjected with the alternative ofiH
being accepted. Table 4.20 shows how survey reaillide classified during the

research analysis.
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Range Description
1.0<u<3.0 Low
3.0<u<5.0 Medium
5.0<a<7.0 High

Table 4.20: Description of survey results for the ariables analysed

4.9 Knowledge strategy, strategic alignment, stratgc fit and performance

As regards knowledge strategy, the following pdihypotheses will be analysed.
The difference between the personalisation andficaton strategy scores will be

tested for the prospector-type organisations. Tal##é¢ shows the statistical results

achieved for HHand B hypotheses.

Hypotheses

Mean 95% confidence
difference interval

H;: Maltese medium to large-sized organisations tdgm
prospector-type knowledge strategy are linked tsqrealisatior]
knowledge strategies to a greater significance tualification-
type knowledge strategies.

0.3744 0.1585< < 0.5904

H,: Maltese medium to large-sized organisations adgt
defender-type knowledge strategy are linked tofazation-type
knowledge strategies to a greater significance than

personalisation-type knowledge strategies.

0.1859 -0.17904 < 0.3897

Source: Author’s derived data from statistichpackage. (See appendix 13 for results).

Table 4.21: Detailed descriptive statistics for knwledge strategy

The interval obtained for the;Hhypothesis does not contain the zero value and the
mean is positive, therefore the null hypothesisejected and the alternative of H
hypothesis is supported. For defender-type stratdgy confidence interval is -
0.1790 <u < 0.3897. The mean value is 0.1859. The data stigtieerefore, that

organisations adopting a prospector-type knowlediyategy are indeed more
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significantly linked to personalisation knowledgeategies than are codification-
type knowledge strategies. The interval obtainedtie H hypothesis contains the
zero-value, therefore this suggests that the ngtlothesis is supported and the

alternative of H hypothesis is rejected.

As regards the strategic alignment component, ithathe alignment between
strategy-type and strategic knowledge orientattbe, following three hypotheses
will be analysed. Table 4.22 shows the statisticedults achieved for the

hypotheses kl Hyand H.

Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

Hs: Maltese medium to large-sized defender-typ
organisations are significantly inbetter position f|
align knowledge that they create with their main
operations than prospector-type organisations.
ORIENT43

@

4.194

3.447

2.282

p<0.1

H4: The overall organisational objeas in Maltes
medium to largesized organisations are linked w
knowledge management practices to the same
degree in both defender-type and prospector-tyj
organisations.

ORIENT53

5.219
pe

4.694

2.618

p<0.05
p<0.15

Hs: Maltese medium to large-sized prospector-t)
organisations show a greater awareness of sys
knowledge needs of the organisation than defe
type organisations.

ORIENT23

pe
ems
nder- 5.000

4.064

2.913

p<0.1

Source: Author’s derived data from the statisticalpackage

Table 4.22: Detailed descriptive statistics for stategic alignment

The result obtained for the F-value for thg hypothesis is significant (P>R at
p<0.1) and therefore rejects the null hypothesismfal means. Table 4.19 shows

that the mean for a prospector-type is greater thaeactor-type of organisation
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(application of Bonferroni test, p<0.1). This sugige that the Kl alternative
hypothesis should be accepted.

The result obtained for the F-value for the lkypothesis is significant (A>R at
p<0.05; P>R at p<0.15) and therefore rejects tHehwpothesis of equal means.
Table 4.19 shows that the mean for a prospect@-tygreater than a reactor-type
of organisation (application of Bonferroni test, 0p¥5) and the mean for an
analyser-type is greater than a reactor-type ofamisation (application of
Bonferroni test, p<0.05). This suggests that thaltérnative hypothesis should be
accepted.

The result obtained for the F-value for the ltypothesis is significant (P>D at
p<0.1) and therefore rejects the null hypothesismqfal means. Table 4.19 shows
that the mean for a prospector-type is greater thdefender-type of organisation
(application of Bonferroni test, p<0.1). This sugigethat the Hhypothesis should
be accepted. As regards the strategft éomponent, the following two hypotheses
were analysed. Table 4.23 shows the statisticalteeachieved for the hypotheses

Heand H.

Hypotheses t-test p-value

He: Maltese medium to large sized prospector-typeuisations
adopting personalisation-type knowledge strategigsperform those 0.101 0.0005
adopting codification-type strategies.

H-: Maltese medium to large sized defender-type dsgdions
adopting codification-type knowledge strategiesperform those 0.261 0.0005
adopting personalisation-type strategies.

Source: Author’s derived data from the statisticalpackage

Table 4.23: Detailed descriptive statistics for stategic fit

BThe alignment of an organisation with its markatel means the sustaining of the organisation’tesiiafit.
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The t-test results conducted earlier (p. 189) slioat for H and H, the null
hypotheses are not rejected. Therefore this sugdest the | and H alternative
hypotheses should be rejected.

As regards the link towards performance of Maltesedium to large-sized
organisations, the one-way ANOVA test on perforneame@as conducted on the
identified strategic-types (table 4.13), which te=diin an F-value of 3.427 at a
significance level of p<0.1 and p<0.15. Table 4shbws the statistical results

achieved for the hypotheseg&hd H.

Hypotheses Mean 95% confidence interval
Hg: Maltese medium to large sized defender- Prospector = 4.0404 3.8341<0 <4.2467
type, Pros.pedor'tfy pe and a”a'yselr';yp? Analyser = 4.0476 3.8549<i <4.2403
organisations perform on an equal basis. s ' o
Defender = 3.7200 3.5629<ii <3.8771

Ho: Maltese medium to large sized reactor-type
organisations perform poorly compared with
Maltese medium to large sized defender, Reactor = 3.7037 3.3102r<4.0972
prospector and analyser-type organisations.

Source: Author’s derived data from the statisticalpackage. See Appendix 12 and table 4.13.

Table 4.24: Detailed descriptive statistics for pégormance

The null or H hypothesis is rejected as the mean of prospentbanalyser-type is
greater than defender-type organisations at afsignce level of p<0.05. The
reactor mean has a value of 3.7037 with a 95 peramnfidence interval of 3.3102
<11 < 4.0972. The mean performance of prospectoryaealand defender-type is
4.0404, 4.0476 and 3.7200 respectively, which falthin the confidence interval.
Therefore the null hypothesis of equal means isr@jected. This suggests that the
Hy alternative hypothesis should be rejectBakat is, reactor-type medium to large-
sized organisations do not seem to perform any rporely than other types of

medium to large-sized organisations.
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4.10 Maltese public and private organisational strature
As regards organisational structure, the followimgpotheses will be analysed.
Table 4.25 shows the statistical results achiewedlfe hypotheses b Hi; and

Ha1o.

Mean Mean
Hypotheses prospector| defender | F-value
scores scores

Significance
level

Hio: In Maltese medium to large-sized prospector-type
organisations, knowledge information flows in aihontal
feedback short-lodpat all levels is much greater than in 4.419 4.229 1.187
defender-type of organisations.
ORIENT 47

Hi1: In Maltese medium to large-sized prospector-type
organisations, project teams operate horizontally far
greater degree than in defender-type of organisstio
PERS 51

4.313 4.000 1574 -

Hi,: In Maltese medium to large-sized defender-type
organisations, knowledge information flows in aticed
path from top to bottom hierarchical approach anthf
bottom to top are much more significant than in a
prospector-type of organisation.

ORIENT 57

5.097 4.449 2.534 -

Source: Author’s derived data from the statisticalpackage
Table 4.25: Detailed descriptive statistics for orgnisational structure

The results obtained for the F-value is 1.187 ffer Ithy hypothesis, the F-value is
1.574 for the Hy hypothesis and the F-value is 2.534 for the ypothesis. These
are not significant at p<0.05, p<0.1 or p<0.15 #metefore do not reject the null
hypothesis of equal means. Therefore this suggésis the Hy, Hi; and H»

alternative hypotheses should be rejected.

As regards organisational co-ordination, the follmyvhypotheses will be analysed.

Table 4.26 shows the statistical results achievethie hypothesesikl and Ha.

29 - X . . . . .
Prospector-type organisations permits a consideralount of self-control to control their own penfiance indulge, investigate and report
appropriately on product development and timelykeaganalysis, which instigates short horizontabifeack loops (Miles & Snow 1978).
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Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

His: In Maltese medium to large-sized defendpr-

type organisation, knowledge management c
ordination takes place centrally from the top
management level of the organisation to a grq
extent, than the prospector-type of organisati
ORIENT 54

D-

4.645
bn.

4.816

0.957

Hi4: In Maltese medium to large-sized defend
type organisations, operations occur accordin
established sets of procedures to a greater e
than in the prospector-type of organisations.

er-
g to
tent 4.969

ORIENT 50

4.660

0.859

Source: Author’s derived data from the statistic

alpackage

Table 4.26: Detailed descriptive statistics for orgnisational co-ordination

The results obtained for the F-values for the, Fand H4 hypotheses are not

significant (p<0.05; p<0.1 or p<0.15) and therefdoenot reject the null hypothesis
of equal means. This suggests that thedidd H,alternative hypotheses should be
rejected.

As regards organisational performance measurerttentpllowing hypothesis will

be analysed. Table 4.27 shows the statisticaltseaghieved for the hypothesigsH

Mean Mean Significance
Hypothesis prospector defender F-value level

scores scores

His: In Maltese medium to large-sized

defender-type organisations, information

systems provide performance measures

significantly greater than the prospector-type 4.824 3.347 5.970 p<0.05

of organisations.

ORIENT 27

Source: Author’s derived data from the statisticalpackage

Table 4.27: Detailed descriptive statistics for pgormance measurement

The result obtained for the F-value for thg Hypothesis is significant (P>D; A>D
at p<0.05) and therefore rejects the null hypothedi equal means. Table 4.19

shows that the mean for a prospector-type of osgdion is greater than a defender-
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type of organisation, and the mean for an analiyges-is greater than the defender-
type (application of Bonferroni test, p<0.05). Thisggests that the;kalternative

hypothesis should be accepted.

As regards whether Maltese organisations adopingsgtonal internal and external
focus, the following hypotheses will be analysedbl€ 4.28 shows the statistical

results achieved for the hypotheseg &d H-.

Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

Hie: In Maltese medium to large-sized
prospector-type organisations, knowledge
management systems are focussed exterrally
to a significantly greater extent than are the
defender-type of organisations.
ORIENT 45

3.968 3.787 0.229 -

Hi7 In Maltese medium to large-sized
defender-type organisations, knowledge
management systems are focussed internally
to a significantly greater extent than the
prospector-type of organisations.
ORIENT 58

4.710 4.667 0.127

Source: Author’s derived data from the statisticalpackage

Table 4.28: Detailed descriptive statistics for orgnisational internal and
external focus
The results obtained for the F-values for thg Hnd H; hypotheses are not
significant (p<0.05; p<0.1 or p<0.15) and thereftdne null hypotheses of equal
means is not rejected. This suggests that theaHd H7 alternative hypotheses

should be rejected.
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4.11 The human resources aspect in Maltese medium karge-sized public and
private organisations
As regards the human resources aspect, the fokipthwpothesis will be analysed.

Table 4.29 shows the statistical results achiewedfs hypothesis.

Mean Mean Significance
Hypothesis prospector defender F-value 9 level

scores scores

Hig: In Maltese medium to large-sized

prospector-type organisations, recruited

employees are significantly better problem

solvers than those recruited by the defender- 4.324 4.021 0.307

type of organisations.

PERS 20

Source: Author’s derived data from the statisticalpackage

Table 4.29: Detailed descriptive statistics for thbuman resources aspect

The result obtained for the F-value for thegHiypothesis is not significant at
p<0.05; p<0.1 or p<0.15 and therefore does nottéfe null hypothesis of equal
means. This suggests that thg &lternative hypothesis should be rejected.

As regards the rewards mechanism involved in Malteedium to large-sized
sector organisations, the following hypotheses balanalysed. Table 4.30 shows

the statistical results achieved fofrgtdnd Ho hypotheses.

Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

Hig: In Maltese medium to large-sized
prospector-type organisations,
knowledge sharing is encouraged by
reward mechanisms to a significantly
greater extent than in defender-type of
organisations.
PERS 21

3.636

2.918

1.476

Hzo: In Maltese medium to large-sized
defender-type organisations, knowledd
sharing is encouraged by the utility of
the organisation’s databases to a
significantly greater extent than in
prospector-type of organisations.
COD36

D

3.467

2.939

2.230

p<0.1

Source: Author’s derived data from the statisticalpackage

Table 4.30: Detailed descriptive statistics for reard mechanisms
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The result obtained for the F-value for thg Hypothesis is not significant (p<0.05;

p<0.1 or p<0.15) and therefore the null hypothe$iequal means is not rejected.
This suggests that the fhlternative hypothesis should be rejected.

The result obtained for the F-value for they Hypothesis is significant (R>D at

p<0.1) and therefore rejects the null hypothesismqfal means. Table 4.19 shows
that the mean for a reactor-type of organisatiogreater than a defender-type of
organisation, (application of Bonferroni test, p0.This suggests that the,H

alternative hypothesis should be accepted.

As regards the training aspect involved in Maltesslium to large-sized public and
private sector organisations, the following hypsteewill be analysed. Table 4.31

shows the statistical results achieved for theand H, hypotheses.

Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

Hz:: In Maltese medium to large-size
defender-type organisations, training
relies on documentation to a
significantly greater extent than in
prospector-type of organisations.
COD 18

)

3.727

4.122

0.560

Ha,: In Maltese medium to large-size
prospector-type organisations, trainir]
which relies on informal knowledge
transfer occurs through appropriate
mentoring to a significantly greater
extent than in defender-type of
organisations.

PERS 19

5.0901

4571

2.294

p<0.15

Table 4.31: Detailed descriptive statistics for théraining aspect in Maltese

Source: Author’s derived data from the statisticalpackage

organisations
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The results obtained for the F-value for the; Hypothesis is not significant
(p<0.05; p<0.1 or p<0.15) and therefore the nupdthesis of equal means is not

rejected. This suggests that thg Hlternative hypothesis should be rejected.

The result obtained for the F-value for the, Hypothesis is significant (A>D at
p<0.15) and therefore rejects the null hypothetisgoial means. Table 4.19 shows
that the mean for an analyser-type of organisati@reater than a defender-type of
organisation, (application of Bonferroni test, pg&). This suggests that the;H

alternative hypothesis should be accepted.

As regards the termination aspect involved in Matmedium to large-sized public
and private sector organisations, the following dthpsis will be analysed. Table

4.32 shows the statistical results achieved fohgrpothesis bk.

Mean Mean Significance
Hypothesis prospector defender F-value 9 level
scores scores
Hos: In Maltese medium to large-sized
prospector-type organisations, knowledge
transfer prior to job movement or p<0.05
termination is given greater importance 4.032 2.979 5417 p<0.15
than in defender-type of organisations.
PERS 39

Source: Author’s derived data from the statisticalpackage

Table 4.32: Detailed descriptive statistics for théermination aspect in Maltese

organisations

The result obtained for the F-value for the; Hypothesis is significant (A>D at

p<0.05; P>D at p<0.15) and therefore rejects the hypothesis of equal means.
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Table 4.19 shows that the mean for a prospectoraaatyser-type of organisation
is greater than a defender-type of organisatiorpli@gion of Bonferroni test,
p<0.05; p<0.15). This suggests that thes; Hiternative hypothesis should be

accepted.

4.12 The management of knowledge in Maltese mediuno large-sized
organisations

As regards the management of knowledge in Malteganisations, the following
hypotheses will be analysed. Table 4.33 shows thiesscal results achieved for

Ha4, Hosand Hghypotheses.

Mean Mean
Hypotheses prospector defender F-value
scores scores

Significance
level

Hz4: In Maltese medium to large-sized
defender-type organisations, client
knowledge is significantly greater than in 5.844 4771 6.594
prospector-type of organisations.
ORIENT 33

p<0.05
p<0.1

Has: In Maltese medium to large-sized
prospector-type organisations, competito
knowledge is significantly greater than in 4.806 4.114 2.779 p<0.05
defender-type of organisations.
ORIENT 34

Hae: In Maltese medium to large-sized
prospector-type organisations, industry
knowledge is significantly greater than in
defender-type of organisations.

ORIENT 35

5.531 4.745 3.548 p<0.05

Source: Author’s derived data from the statisticalpackage

Table 4.33: Detailed descriptive statistics for thecanning of knowledge in

Maltese organisations
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The result obtained for the F-value for thesHHys and Hgs hypotheses are

significant (p<0.05; p<0.1) and therefore rejed thull hypothesis of equal means.
Table 4.19 shows that the mean for a prospectoraaatyser-type of organisation
is greater than a defender-type of organisatiod,the mean of the reactor-type is
greater than the defender-type fossHypothesis (application of Bonferroni test,
p<0.05, p<0.1). This suggests that the, Hlternative hypothesis should be

accepted.

The result obtained for the F-value for thes ldnd Hg hypotheses are significant
(A>D at p<0.05) and therefore reject the null hypsis of equal means. Table 4.19
shows that the mean for an analyser-type of org#aisis greater than a defender-
type of organisation (application of Bonferronitigs<0.05). This suggests that the

H.s and Hg alternative hypotheses should be accepted.

As regards the capturing of knowledge in Maltesdima to large-sized public and

private sector organisations, the following hypstgewill be analysed. Table 4.34

shows the statistical results achieved feythl Hz; hypotheses.
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Mean Mean

Hypotheses prospector defender F-value S|gr|uf|ca|mce
scores scores eve
Hy7 In Maltese medium to large-sized
defender-type organisations, information
accuracy is significantly greater than in 5.313 4.898 4,178 p<0.05
prospector-type of organisations.
ORIENT 40

Hzg: In Maltese medium to large-sized
prospector-type organisations, continuously
updated knowledge management is 5.000 4.388 2.948 p<0.05
significantly greater than in defender-type of
organisations.

ORIENT 41

Hze: In Maltese medium to large-sized
prospector-type organisations, the creation
acquisition of new knowledge is significantly 4.594 4.000 2.009
greater than in defender-type of organisations.
ORIENT 42

=

Hso: In Maltese medium to large-sized
defender-type organisations, research and
development is significantly greater than in
prospector-type of organisations.

ORIENT 59

4.581 3.085 6.412 p<0.05

Hzi: In Maltese medium to large-sized
defender-type  organisations,  knowledge
transfer between staff and the electronic
depositing of this information is significantly 3.433 3.449 0.466 -
greater than in  prospector-type  pf
organisations.
COD 48

Source: Author's derived data from the statisticalpackage
Table 4.34: Detailed descriptive statistics for theapture of knowledge in
Maltese organisations

The results obtained for the F-values for thg, H,s and Hy hypotheses are
significant (p<0.05) and therefore rejects the hyjpothesis of equal means. Table
4.19 shows that the mean for the analyser-typergérosation is greater than a
defender-type of organisation for,Hand Hg hypotheses, (application of
Bonferroni test, p<0.05). This suggests that theand Hgalternative hypotheses
should be accepted. Table 4.19 shows that the foe#ime prospector and analyser-
type of organisation is greater than a defendee-typ organisation for kj
hypothesis, (application of Bonferroni test, p<(.0bhis suggests that thesd

alternativehypothesis should be accepted.
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The results obtained for the F-values for thg Bhd H; hypotheses are not
significant (p<0.05; p<0.1 or p<0.15) and thereftine null hypothesis of equal
means is not rejected. This suggests that theakd H; alternative hypotheses
should be rejected.

As regards the storing of knowledge in Maltese medto large-sized public and
private sector organisations, the following hypsteewill be analysed. Table 4.35

shows the statistical results achieved festdl Hs4 hypotheses.

Mean
Hypotheses prospector
scores

Mean defende Significance
F-value
scores level

Hsz: In Maltese medium to large-sized
prospector-type organisations, tacit knowledge
possessed by employees is significantly greater
than in defender-type of organisations.
PERS 30

5.182 5.388 0.431

Hss: In Maltese medium to large-sized
prospector-type organisations, knowledge or
available expertise is more readily available
in defender-type of organisations.

PERS 37

4.267 3.959 0.674

Hsz: In Maltese medium to large-sized
prospector-type organisations, expertise
networking is significantly more important than
in defender-type of organisations.
PERS 49

4.563 3.667 2.050 p<0.1

Source: Author’s derived data from the statisticalpackage

Table 4.35: Detailed descriptive statistics for thstorage of knowledge in
Maltese organisations
The result obtained for the F-value for thes Hypothesis is significant (P>D at
p<0.1) and therefore rejects the null hypothesismfal means. Table 4.19 shows
that the mean for the prospector-type of orgarasas greater than a defender-type
of organisation for the 4 hypothesis (application of Bonferroni test; p<Q.0this

suggests that thesldhypothesis should be accepted.
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The results obtained for the F-values for thg Hnd Hs hypotheses are not
significant (p<0.05; p<0.1 or p<0.15) and thereftine null hypothesis of equal
means is not rejected. This suggests that theaHd H3 alternative hypotheses
should be rejected.

As regards the retrieval of knowledge in Malteselime to large-sized public and
private sector organisations, the following hypsteewill be analysed. Table 4.36

shows the statistical results achieved festel Hs; hypotheses.

Mean Mean
Hypotheses prospector defender F-value
scores scores

Significance
level

Hss: In Maltese medium to large-sized defender-
type organisations, knowledge information acgess
through information systems is significantly
greater than in prospector-type of organisations.
COD 46

5.156 4.429 4.124 p<0.05

Hse: In Maltese medium to large-sized defender-
type organisations, knowledge information can be
accessed without having to refer to the persor
who created it, which is significantly greater than 3.419 3.122 0.215
in prospector-type of organisations.
COD 28

Hs7: In Maltese medium to large-sized defender-
type organisations, knowledge seeking and
information retrieval from electronic databases in
order to sustain job effectiveness is significantly

more accessible than in prospector-type of 4.030 3.796 0.301
organisations.

COD 29

Source: Author’s derived data from the statisticalpackage

Table 4.36: Detailed descriptive statistics for theetrieval of knowledge in
Maltese organisations

The result obtained for the F-value for thes Hypothesis is significant (A>D at
p<0.05) and therefore rejects the null hypothebisgoal means. Table 4.19 shows

that the mean for an analyser-type of organisasareater than a defender-type of
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organisation for kB hypothesis (application of Bonferroni test, p<(.0%his
suggests that theskhlternative hypotheses should be accepted.

The results obtained for the F-values for thg Bhd Hy; hypotheses are not
significant (p<0.05; p<0.1 or p<0.15) and thereftdne null hypotheses of equal
means are not rejected. This suggests that thandl H; alternative hypotheses
should be rejected.

As regards to appropriate knowledge seeking in ésalt organisations, the
following hypotheses will be analysed. Table 4.3ibvgs the statistical results

achieved for Bgand Hyg hypotheses.

Mean Mean
Hypotheses prospecta defender F-value
scores scores

Significance
level

Hss: In Maltese medium to large-sized prospector-type
organisations, there is more likely to be a lackpfto-date
work-related knowledge than in defender-type orgatimns
ORIENT 44

3.935 3.667 1.486

Hzg: In Maltese medium to large-sized prospector-type
organisations, knowledge retrieval on a one-toluasgs
from employees is significantly greater than inethefertype| 5.258 5.082 0.833
of organisations.
PERS 31

Hao: In Maltese medium to large-sized prospector-type
organisations, project reflection time and emplosfearing <0.1
of experiences is significantly greater than inedeler-type 4,938 4.245 3.790 p<0 '15
of organisations. p<0.
ORIENT 56

Haz: In Maltese medium to large-sized prospector-type
organisations, learning from past mistakes and kedge
sharing with others is significantly greater thardefender- 5.094 4,188 3.752 p<0.1
type of organisations.
ORIENT 55

Ha2: In Maltese medium to large-sized prospector-type

organisations, communication between staff forrimfation
requests is by far greater than in defender-tygarisationg.
PERS 52

5.188 4.458 2.946 p<0.1

Has: In Maltese medium to large-sized prospector-type
organisations, the creation of networks that tdkeegdue tg
staff movements is by far greater than in deferigiee- 3.485 3.063 0.353
organisations.
PERS 22
Source: Author’s derived data from the statisticalpackage

Table 4.37: Detailed descriptive statistics for théransfer and sharing of
knowledge in Maltese organisations
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The results obtained for the F-values for thg, M4 and Hy hypotheses are
significant (p<0.1, p<0.15) and therefore rejebts mull hypothesis of equal means.
Table 4.19 shows that the mean for a prospect@-tymrganisation is greater than
a defender and reactor-type and the mean for alysamdype is greater than the
reactor and defender-type for thaoHhypothesis, (application of Bonferroni test,
p<0.1, p<0.15 respectively). This suggests thatthalternative hypothesis should
be accepted.

Table 4.19 shows that the mean for a prospect@-tymrganisation is greater than
a reactor-type and the defender-type for thg Hypothesis, (application of
Bonferroni test, p<0.1). This suggests that thedHiernative hypothesis should be
accepted.

Table 4.19 shows that the mean for a prospect@-tyrganisation is greater than
a reactor-type for the 4l hypothesis, (application of Bonferroni test, pJ0.This
suggests that thesbhlternative hypothesis should be accepted.

The results obtained for the F-values for thg Hsg and Hz hypotheses are not
significant (p<0.05; p<0.1 or p<0.15) and thereftlme null hypothesis of equal
means is not rejected. This suggests that taedHsb and Hy; alternative hypotheses

should be rejected.

As regards the application of knowledge in Maltessdium to large-sized public

and private sector organisations, the following dtipses will be analysed. Table

4.38 shows the statistical results achieved faradd H;s hypotheses.
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Hypotheses

Mean
prospector
scores

Mean
defender
scores

F-value

Significance
level

Has: In Maltese medium to large-sized defendgr-
type organisations, the reuse of knowledge in|the
organisation’s products or services is
significantly greater than in prospector-type 4.906 4.500 0.988
organisations.
COD 32

Hss: In Maltese medium to large-sized
prospector-type organisations, employees wit
the appropriate knowledge instigate innovatio
significantly greater than in defender-type of 5.375 4.592 3.426
organisations.
PERS 38

=2 I

p<0.1
p<0.15

Source: Author’s derived data from the statisttal package

Table 4.38: Detailed descriptive statistics for thapplication of knowledge in
Maltese organisations

The result obtained for the F-value for thg hlypothesis is not significant (p<0.05;
p<0.1 or p<0.15) and therefore the null hypothe$iequal means is not rejected.
This suggests that thekhlternative hypothesis should be rejected.

The result obtained for the F-value for thegs Hypothesis is significant (P>D at
p<0.1, A>D at p<0.15) and therefore rejects thd hypothesis of equal means.
Table 4.19 shows that the mean for a prospectoraaatyser-type of organisation
is greater than a defender-type, (application affBooni test, p<0.1 and p<0.15).

This suggests that theydhlternative hypothesis should be accepted.

As regards the application of information technadsgn Maltese medium to large-

sized organisations, the following hypotheses dl analysed. Table 4.39 shows

the statistical results achieved fossltd Hig hypotheses.
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Mean Mean

Hypotheses prospector defender F-value S'grllg\'/?lmce
scores scores

Hae: In Maltese medium to large-sized defender-
type organisations, information dissemination gnd
use of information technology in accessing <0.05
knowledge is significantly greater than in 5.618 4.896 3.649 P <d 1
prospector-type organisations. p=0.
COD 24
Ha47 In Maltese medium to large-sized prospector-
type organisations, employee contact and the
utility of information technology is significantly 5.471 4.383 3592 p<0.05

greater than in defender-type organisations.
PER 25

Hag: In Maltese medium to large-sized prospegtor-
type organisations, the utility of cutting-edge
information and information technology is
significantly greater than in defender-type 5.636 4.959 1.815
organisations.
ORIENT 26

Source: Author’s derived data from the statisticalpackage

Table 4.39: Detailed descriptive statistics for th@pplication of information
technologies in Maltese organisations
The results obtained for the F-values for thg &hd H,; hypotheses are significant
(p<0.05; p<0.1) and therefore reject the null hiapsts of equal means. Table 4.19
shows that the mean for an analyser and reactesstgporganisation is greater than
a defender-type of organisation, for thggHhypothesis and that the mean for
prospector-type is greater than for defender-type the Hy-; hypothesis. This

suggests that theskhlternative hypothesis andit+hypothesis should be accepted.

The result obtained for the F-value for thg RHypothesis is not significant (p<0.05;

p<0.1 or p<0.15) and therefore the null hypothe$iequal means is not rejected.

This suggests that theyghlternative hypothesis should be rejected.
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4.13 The environmental turbulence registered in Maese medium to large-
sized organisations

As regards the environmental turbulence in Malteselium to large-sized public
and private sector organisations, the following dtppses will be analysed in
relation to prospector and defender-type orgameati Table 4.40 shows the
statistical results achieved for thegHypothesis by the application of one-way

ANOVA technique (appendix 19).

Mean Mean Significance
Hypothesis prospector defender F-value 9 level
scores scores

Hae: In Maltese medium to large-sized
prospector-type organisations, the susceptib|lity
to environmental turbulence is significantly 2.743 3.367 4,96 p<0.05
greater than in defender-type organisations.

Source: Author’s derived data from the statisticalpackage
Table 4.40: Detailed descriptive statistics for enkonmental turbulence in

Maltese organisations

The result obtained for the F-value for thg Hypothesis is significant (D>P; D>R;
p<0.05). The Bonferroni-test (mean difference) carmy prospector and defender-
type organisations is -6.245 and comparing defertdereactor-type is 0.923
(p<0.05). Therefore the null hypothesis of equabnseis rejected. This suggests
that the Hy alternative hypothesis should be accepted. Thdings suggest,
therefore that defender-type organisations are eddenore susceptible to

environmental turbulence than are prospector-tygarosations.
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4.14 Strategic knowledge orientation in Maltese om@nisations

The purpose of this section is to determine thaitant knowledge orientation
factors for Maltese medium to large-sized orgarosat through appropriate
statistical techniques. An inspection of the Kdsseriterion and the Catell’'s scree
plot determined which significant components toairetfrom the knowledge
orientation variables identified for further invigsttion, which was supplemented
by using the Varimax rotation, to ease the intagti@n of factors (appendix 20).
The principal component analysis (PCA) attemptprtzduce ‘a smaller number of
linear combinations of the original variables, irway that captures (or accounts
for) most of the variability in the patterns of paations’ (Pallant 2001: 151).
Principal component analysis (PCA) was chosen aapr analysi® (FA) as the
former is psychometrically sound, simpler and asoidfactor analysis
indeterminacy, besides providing an empirical summary of theadsdt (Stevens
1996; Tabachnick & Fidell 1996). Besides the l42dfwnnaires received, led
towards the adoption of PCA rather than FA as #tteil suggests a sample of at
least 150 (Tabachnick & Fidell 1996). The Bartkettest of sphericity which
supports factorability of the correlation matrixthithe variables identified for
strategic knowledge orientation (Bartlett 1954 iall&éht 2001) and the Kaiser-
Meyer-Olkin (KMO) measure of sampling adequacy wesed (Kaiser 1970 in
Pallant 1996). Bartlett's test of sphericity is lte significant at p<0.05 and the

KMO value of 0.6 is the minimum value consideredli@ht 2001).

% The objective of a factor analysis is to explord aoreen a large set of variables and presentmgdta in an alternative
manner with a smaller set of factors (Pallant 200%is is achieved by grouping amongst the interedations of the
knowledge orientation factors.
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Appendix 21 shows the significant correlation cmééhts between a number of the
knowledge orientation dimensions and overall penfonce by strategic-type. Three
of the dimensions in appendix 21 are common to oivdhe strategic-types for
Maltese organisations:
* Innovative knowledge is increased through commuimmnabetween people
(Analyser-Reactor).
* Knowledge management is updated continuously (RaispAnalyser).
* More time on research and development than compe{iDefender-Reactor).
In deciding which factors are to be retained ineslvthe Kaiser's criterion
calculation and the Catell scree test. If the eigare derived from Kaiser's
criterion is 1.0 or greater, this is retained fortlier investigation. In Catell's scree
test, eigenvalues plots found to change towardsrizdntal direction are retained.
Once the factors were identified, these were ‘satatBoth orthogonal (Varimax
method) and oblique (Direct Oblimin) rotations wenade so that the most clear of
interpretations will be presented. Following théssts, a PCA was conducted on
the knowledge orientation variables. The Compondatrix table (appendix 22)
yielded a considerable number of correlation cogdfits of 0.3 or greater. The
KMO value is 0.807, which is above the recommendadde of 0.6. Thdartlett's
Test of Sphericityalue is also found to be significant (p=0.000) #merefore PCA
is appropriate (appendix 23). In theotal Variance Explainedthe first 12
components recorded were retained as eigenvalaageater than 1, which tally to

70.74% of the variance (table 4.41).

31 This represents the amount of total variance empthby that factor (Pallant 2001).
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Comp. Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Variance Cumulative % Total % of Variance Cumulative %

1 12.041 28.670 28.670 12.041 28.670 28.670
2 2.905 6.917 35.587 2.905 6.917 35.587
3 2.287 5.445 41.032 2.287 5.445 41.032
4 1.775 4.225 45.257 1.775 4.225 45.257
5 1.634 3.891 49.149 1.634 3.891 49.149
6 1.588 3.781 52.930 1.588 3.781 52.930
7 1.531 3.646 56.576 1.531 3.646 56.576
8 1.423 3.388 59.964 1.423 3.388 59.964
9 1.315 3.131 63.095 1.315 3.131 63.095
10 1.152 2.742 65.836 1.152 2.742 65.836
11 1.034 2.462 68.298 1.034 2.462 68.298
12 1.024 2.438 70.736 1.024 2.438 70.736
13 .982 2.339 73.075

14 .888 2.114 75.189

15 .833 1.984 77.173

16 .807 1.920 79.093

17 754 1.796 80.889

18 .632 1.505 82.393

19 .617 1.469 83.862

20 579 1.379 85.241

21 .556 1.324 86.565

22 527 1.255 87.820

23 A74 1.129 88.949

24 451 1.073 90.022

25 420 1.001 91.022

26 .396 .944 91.966

27 .381 .906 92.872

28 .353 .842 93.714

29 .327 779 94.493

30 .296 .705 95.198

31 272 .648 95.847

32 .251 .598 96.445

33 .236 .561 97.007

34 .215 511 97.517

35 .188 448 97.966

36 176 419 98.385

37 154 .367 98.752

38 133 .316 99.068

39 118 .281 99.349

40 .104 .248 99.597

41 .095 227 99.824

42 .074 .176 100.000

Source: Author’s derived data from the statisticalpackage Extraction Method: Principal Component Analysis.

Table 4.41: Total Variances Explained Table for knwledge orientation variables
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Figure 4.11 shows Catell's screeplot diagram, wishbws a break-point in the

ninth and tenth components.

Scree Plot

12.5—

10.0—

Eigenvalue

0.0

Source: Author’s derived data from the statisticalpackage
Figure 4.11: Screeplot for knowledge orientation viaables

Table 4.42 shows theomponent Matrixvith loadings on the 12 components with

eigenvalues greater than 1.

Component Matrix(a)

Component

1 2 3 4 5 6 7 8 9 10 11 12
ORIENT41 | 0.8109
ORIENT42 | 0.7560
ORIENT53 | 0.7236
ORIENT35 | 0.7097 -0.3463
ORIENT23 | 0.7033 -0.3442
ORIENT56 | 0.7028 | -0.3949
PERS38 0.6854
PERS37 0.6793
ORIENT55 | 0.6310 | -0.3838
PERS52 0.6284
ORIENT33 | 0.6133
ORIENT26 | 0.6076 -0.3516
ORIENT57 | 0.6055 | -0.3380 -0.3301
COD36 0.5922 0.5312
ORIENT27 | 0.5881
PERS49 0.5849

225




PERS21 0.5816 | 0.5018

PERS25 0.5790 0.3206 -0.3822

COD46 0.5717 0.3086

PERS19 0.5546 -0.4047

PERS39 0.5394 0.3162 | -0.3565

PERS22 0.5342 | 0.3980 -0.3142

PERS51 0.5280 0.3602

ORIENT40 | 0.5276 0.3104

ORIENT58 | 0.5113 0.4280 0.3198

ORIENT34 | 0.5059 -0.3749 | -0.3369

CcoD48 0.4926 | 0.3767

COD32 0.4920 | -0.3033 0.3403 -0.3285

ORIENT43 | 0.4531 0.3727

ORIENT59 | 0.4526 -0.3538 | -0.3224

ORIENT45 | 0.4395 0.3885

PERS20 0.3695 0.3619 0.3246

ORIENT50 -0.4024 0.3113 | 0.3593 0.3768

COD29 0.3805 0.6903

CoD28 0.3266 | 0.6709

ORIENT47 | 0.3893 0.3933

ORIENT44 0.6956 0.3760

COD24 0.4505 -0.5277

PERS31 -0.4243 0.4694

coD18 0.6289 | 0.3288

ORIENT54 0.4172 0.4261

PERS30 -0.3686 | 0.4590 0.6200
Extraction Method: Principal Component Analysis a. 12 components extracted.

Source: Author’s derived data from the stastical package

Table 4.42: Component Matrix for knowledge orientaton variables

Most of the variables load on the first and secooshponents. However there are
other significant loadings such as components 3andl 5. To aid in the

interpretation of these components, the Varimakhagonal rotation was used.
Appendix 22 shows rotated matrices for five, sbndaseven components
respectively with their respective loadings. Nousiohs were retrieved for an eight
component extraction. The five component solutiaoviges 49.15% of the

variance; the six component solution provides 5A%8 the variance, whereas the

seven component solution provides 56.58% of theanee. Table 4.43 shows the

226




respective cumulative percentage distributions iscconsistent with the previous

analysis shown in table 4.42 and in appendix 22.

Total Variance Explained

Rotation Sums of Squared Loadings
Component Total % of Variance | Cumulative %
1 6.833 16.270 16.270
2 5.522 13.149 29.418
3 3.573 8.508 37.927
4 3.043 7.244 45,171
5 1.671 3.978 49.149

Extraction Method: Principal Component Analysis.

Total Variance Explained

Rotation Sums of Squared Loadings
Component Total % of Variance | Cumulative %
1 5.967 14.208 14.208
2 4.888 11.637 25.845
3 3.930 9.358 35.203
4 3.383 8.054 43.257
5 2.321 5.526 48.782
6 1.742 4.148 52.930

Extraction Method: Principal Component Analysis.

Total Variance Explained

Rotation Sums of Squared Loadings
Component Total % of Variance | Cumulative %
1 5.637 13.420 13.420
2 4.247 10.112 23.533
3 4.218 10.042 33.575
4 3.286 7.823 41.397
5 2.372 5.648 47.045
6 2.288 5.448 52.493
7 1.715 4.083 56.576

Extraction Method: Principal Component Analysis.

Source: Author’s deed data from the statistical package.

Table 4.43:Total Variance Explained following Varimax Rotation for

components extraction

The results obtained were grouped and tested diemgsix, and seven knowledge
orientation factors that represent Maltese medionartge-sized public and private

organisations. The Cronbach alpha test was perfbionethe identified orientation
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factor components in order to observe the effecredibility. The identified

knowledge orientation variables are shown in tdliid.

Knowledge Orientation Factor Cronbach Reliability F actor
Knowledge Generation KOF1 0.885
Internal Alignment KOF2 0.877

Agility and Horizontal

Knowledge Flow KOF3 0.759

Information

Systems/Information KOF4 0.693

Technology

External Intelligence KOF5 0.402
Knowledge Orientation Factor Cronbach Reliability F actor

Internal Alignment KOF1 0.868

Personal Knowledge KOF2 0.840

Knowledge Generation KOF3 0.836

Agility and Horizontal KOF4 0.772

Knowledge Flow

Information Systems

and Information KOF5 0.689

Technology

External Intelligence KOF6 0.402
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Knowledge Orientation Factor Cronbach Reliability F actor

Internal Alignment KOF1 0.867
Knowledge Generation KOF2 0.866
Agility and Horizontal KOE3 0.801
Knowledge Flow

Formahty anpl KOF4 0.792
standardisation

Personal Knowledge KOF5 0.578
Informat!on Systems and KOE6 0.689
Information Technology

External Intelligence KOF7 0.402

Source: Author’s derived data from the stistical package.

Table 4.44: Reliability analysis on identified knoledge orientation factors

Four of the knowledge orientation factors meetrdmmended alpha value of 0.6
(Hair et al., 1992) for the five component extraoti Five of the knowledge
orientation factors meet the recommended alphaevafu0.6 for six and seven
component extractions. As regards Pavot's et H891) recommended value of 0.7
(Pallant 2001), three of the knowledge orientafiaciors meet the recommended
value for the five component extraction whereas fmamponents are met for the
six and seven component extraction. The seven coemboextraction was

investigated further as this provided the gregiestentage in variance.

As regards to the knowledge orientation factorteelao personal knowledge and

external intelligence, the initial Cronbach alphalue was 0.578 and 0.402
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respectively for the seven component extractions common in short scales of
less than ten items which usually register a Crohbalue in the region of 0.5. In
such cases the corrected item total-correlatiarsésl where an optimal range of 0.2
to 0.4 is recommended (Pallant 2001). The persmawledge orientation
component which comprised of three items registenednter-item correlation of
0.396, which is recommendable. The external ifefice orientation component
which comprised of two items registered an intemdtcorrelation of 0.252, which is
also recommendable. These were retained in theopeobmodel. The model shown

in table 4.45 will be discussed further in theduling chapter.

Internal Alignment

Knowledge database contribution within an organisation is enhanced through the organisation's
remuneration structure (COD36)

Knowledge sharing is enhanced directly by the organisational remuneration package system (PERS21)

Networks are fostered by the creation of secondments with other organisations through links developed by
the HR department (PERS22)

The organisation is well known for the creation and acquiring of new knowledge assets (ORIENT42)

Both knowledge needs of an organisation and HR policies and systems are aligned (ORIENT23)

The organisation's database knowledge on experts related to our field is continuously updated (PERS37)

The organisation utilises exit interviews so that their knowledge and experience could be transmitted to other
staff members (PERS39)

The organisation devotes more time on research and development than our competitors (ORIENT59)

Staff hired within an organisation are problem-solvers (PERS20)

Competitor knowledge is continuously updated within an organisation and is considered of utmost
importance (ORIENT34)

Networks with experts functioning along the same business lines of an organisation is given attention by our
organisation's management (PERS 49)

Knowledge generation

The IT Department (or subcontracted IT Department) utilises the latest technologies in knowledge exchange
(ORIENT26)

Knowledge within an organisation is exchanged and contact developed through its own ICT technologies
(PERS25)

Documentation access is feasible throughout the organisation through its' information systems (COD46)

The organisation utilises its own ICT technologies for documentation and storage of information (COD24)

The organisation's knowledge management is updated continuously (ORIENT41)
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The prime objective of our organisation's management is the capturing and reuse of knowledge through the
electronic medium (COD48)

Industry knowledge is continuously updated within the organisation and is considered of utmost importance
(ORIENT35)

The organisation has a performance management system that is disseminated throughout the organisation
with its information systems (ORIENT27)

Client knowledge is continuously updated within the organisation and is considered of utmost importance
(ORIENT33)

Agility and horizontal knowledge flow

The type of culture instilled within an organisation is to respond immediately to any knowledge requests
from staff members within the organisation (PERS52)

The organisation has its overall objectives and knowledge management practices aligned so that operations
are performed effectively (ORIENT53)

The organisation has standard operating procedures to work with and management discourages staff from
work procedures deviations (ORIENT50)

Knowledge management takes place mostly horizontally in an organisation (ORIENT47)

The organisation's project teams operate along a horizontal level in the organisation (PERS51)

Knowledge information related to difficulties encountered, failures registered or possible mistakes that might
arise are disseminated in a constructive manner without prejudice in an organisation (ORIENT55)

The organisational training is based on the transfer of knowledge through appropriate mentoring (PERS19)

The organisation's creation of new knowledge assets are in line with the business operations of the
organisation or by selling them to other organisations (ORIENT43)

Formality and standardisation

The focus on knowledge management systems are on internal aspects of an organisation (ORIENT58)

The organisation has a centralised knowledge management structure and a top-down approach (ORIENT54)

Knowledge creation regarding operations in an organisation are reflected upon and disseminated to other
members of staff (ORIENT56)

There is a vertical flow of knowledge management from subordinate level to management level and vice-
versa (ORIENT57)

Information accuracy is essential to an organisation even though it may take some time to capture
(ORIENT40)

Innovative knowledge is increased through communication between people who possess the relevant
knowledge in an organisation (PERS38)

Personal knowledge

A high percentage of an organisation's knowledge is developed to staff-to-staff contact within our
organisation departments/divisions/units (PERS31)

The concept of knowledge re-use is used to a great extent once it is discovered for an organisation's
products/services (COD32)

A high percentage of an organisation's knowledge rests with staff within the organisation (PERS30)

Information Systems and information technology

Knowledge is tapped from an organisation's database using search facility (COD29)

Knowledge is tapped from an organisation's database without prior consultation to the person who created it
(COD28)
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External Intelligence

The derivation of new knowledge which directly effects our line of business is rather difficult to tap at times,
thus hindering to carry out operations in the most effective manner (ORIENT44)

The organisation's knowledge management systems are geared on external issues (ORIENT45)

Table 4.45: Knowledge orientation components for Midese medium to large-

Table 4.46 shows a

sized organisations for the seven component extragh

orientation factors.

descriptive statistics analysis the seven knowledge

Descriptive Statistics

N Range Mean Sg\}iation Skewness Kurtosis

Statistic Statistic Statistic Esrtr%r Statistic Statistic Esrtr%r Statistic Esrtr%r
KOF1 140 531 3.9386 0.0989 1.1706 0.055 0.205 -0.442 0.407
KOF2 140 5.78 4.8667 0.0916 1.0842 -0.433 0.205 0.233 0.407
KOF3 139 5.50 4.4863 0.0850 1.0027 -0.376 0.206 0.545 0.408
KOF4 138 5.67 4.8400 0.0862 1.0132 -0.329 0.206 0.240 0.410
KOF5 140 4.67 5.1024 0.0839 0.9923 -0.385 0.205 -0.126 0.407
KOF6 138 6.00 3.6159 0.1427 1.6767 0.294 0.206 -0.776 0.410
KOF7 135 5.50 3.8667 0.0988 1.1480 0.126 0.209 -0.024 0.414
zlliesdtlvc\i/i;\le) 133

Source: Author’s derived data from the statisticalpackage

The range, mean and standard deviation is presdotethe seven knowledge
orientation variables, together with skewness amdokis analysis, which will be
used in parametric statistical techniques. Sin@rethis negative skewness, this

indicates a clustering of scores at the high erk iEsues pertaining to normality

will be assessed further.

Boxplots analysis for the seven component extractialicated one outlier for

KOF2 (ID:103), four outliers for KOF3 (ID: 46; 117132; 53), and one outlier for
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KOF4 (ID: 103) which resulted in genuine cases

(figure 4.12).
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Figure 4.12: Box plots for the seven knowledge or¢ation factors
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The difference in mean and trimmed mean for thend@dge orientation factors,
shown in table 4.47 can be considered minimal wjushfies the retention of these

outliers in the data.

Mean Trimmed % difference
Mean
KOF1 3.9386 3.9302 -0.21
KOF2 4.8667 4.8934 0.55
KOF3 4.4863 45077 0.48
KOF4 4.8400 4.8568 0.35
KOF5 5.1024 5.1270 0.48
KOF6 3.6159 3.5733 -1.18
KOF7 3.8667 3.8601 -0.17

Source: Authierderived data from statistical package

Table 4.47: Mean and trimmed mean for the seven krwdedge orientation

factors

The Kolmogorov-Smirnov test was conducted on theeiseknowledge orientation

factors to assess the normality of the distribuiable 4.48).

Tests of Normality

Kolmogorov-Smirnov(a) Shapiro-Wilk

Statistic df Sig. Statistic df Sig.
KOF1 041 140 .200(%) .990 140 459
KOF2 075 140 052 984 140 108
KOF3 074 139 061 982 139 069
KOF4 061 138 .200(%) 987 138 215
KOF5 106 140 .001 974 140 .008
KOF6 114 138 .000 958 138 .000
KOF7 099 135 .002 975 135 014

* This is a lower bound of the true significance.
a Lilliefors Significance Correction
Source: Author’s derived data from the statisticalpackage

Table 4.48: Descriptive statistics for knowledge aentation factors
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A non-significant result of more than 0.05 indicateormality. In our case KOF1,

KOF2, KOF3 and KOF4 are above the 0.05 value aacktbre suggest normality.

The distribution of the histograms for the severowledge orientation factors

appear reasonably normal (figure 4.13).
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Figure 4.13: Histogram distribution for knowledge aientation factors
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Inspection of the Normal Q-Q plots for the sevenwiedge orientation factors are
shown in figure 4.14 below. These plots show aaeally straight line which

suggests a normal distribution.

Expected Normal

Normal Q-Q Plot of KOF1

Normal Q-Q Plot of KOF2

Expected Normal
°
I

Expected Normal

4 5
Observed Value

Normal Q-Q Plot of KOF3

5 6 7 8
Observed Value

Normal Q-Q Plot of KOF4

Expected Normal
K o
Il

Expected Normal
°
1

Normal Q-Q Plot of KOF5

Observed Value

Normal Q-Q Plot of KOF6

Observed Value

Normal Q-Q Plot of KOF7

Expected Normal

Expected Normal
e 2

T T T T
3 a 5 6
Observed Value

Observed Value

Source: Author’s derived data from the statisticalpackage

3 4 s
Observed Value

Figure 4.14: Normal Q-Q plots for knowledge orientéion factors
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Inspection of the Detrended Normal Q-Q Plots wiptdts the actual deviation of
the scores from the straight line, show that ncsteling of points exist for the
seven knowledge orientation factors, with the majarollecting around the zero

line (figure 4.15).
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Figure 4.15: Detrended Normal Q-Q plots for knowlede orientation factors
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The above analysis show that parametric tests aanpdrformed on these
knowledge orientation factors.
An ANOVA analysis between the seven knowledge daion factors and the

different strategic types was conducted (table }.49

Bonferroni
Prospector Analyser Defender Reactor F-value paired
comparison

Knowledge Orientation
Components

P>D

KOF1 | Internal alignment 4.2619 4.2493 3.5235 3.9480 3.965* ASD

Knowledge 5.2169 5.2250 43755 4.9861 6.714%* P>D

KOF2 generation A>D

Agility and
KOF3 | Horizontal 4.7605 47551 4.2878 3.9375 4.350*%
Knowledge Flow

P>R
A>R

Formality and

KOF4 standardisation

5.0344 5.0143 4.6102 4.6574 1.875

Kors | Personal 5.1471 5.2762 4.9796 5.1296 6.23
Knowledge

Information
systems and
information
technology

KOF6 3.8030 3.7059 3.4592 3.5000 0.335

External

KOF7 | . .
intelligence

3.9516 3.8143 3.6979 4.2778 1.248

*The mean difference is sig. at the 0.05 level
** The mean difference is sig. at the 0.01 level
Source: Author’s derived data from the statisticalpackage

Table 4.49: ANOVA analysis for knowledge orientatia factors and strategy-

type

The Kruskal-Wallis test for non-parametric variabl@lternative to the one-way

ANOVA between different groups) was also condug¢tatle 4.50).
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Test Statistics(a,b)

KOF1 | KOF2 | KOF3 | KOF4 | KOF5 | KOF6 | KOF7
gh" 10.863 | 16.680 | 13511 | 4.125 1460 | 0593 | 3.031
quare
df 3 3 3 3 3 3 3
éfgymp' 012 .001 004 248 692 0.898 387

a Kruskal Wallis Test
b Grouping Variable: Strategic Type
Source: Author’s derived data from the stastical package

Table 4.50: Kruskal-Wallis test for knowledge orienation factors

If the significance level is less than 0.05, thestatistically significant difference
along the particular knowledge orientation facter registered. This has been
achieved along three knowledge orientation factoasnely KOF1, KOF2 and
KOF3. Figure 4.16 shows the mean knowledge manageprefile for Maltese

medium to large sized organisations.

Internal alignment

Knowledge generation

6
External intelligence é

Information systems and information technology Agility and Horizontal Knowledge Flow

Personal Knowledge Formality and standardisation

Source: Author’s derived data from the statisticalpackage
Figure 4.16: Knowledge management profile for Maltee medium to large-

sized organisations
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4.15 Cluster Analysis on Knowledge Orientation Facirs

The groupings of cases within the seven strategiowkedge orientation
components were further tested using the K-meamstesl analysis. ‘One thorny
problem with cluster analysis is the determinatdrthe most appropriate number
of clusters’ (Miller & Roth 1994). Jambulingam ét, 2005) suggest that a balance
between parsimony and accuracy is to be soughbtsitreflects the nature of the
data. From an analysis performed from two to sustdr configurations, the four

cluster group was adopted as this shows an evémbditon of categorised cases

(table 4.51).
Cluster | Cluster | Cluster | Cluster | Cluster | Cluster
Cluster Group Group Group Group Group Group
2 3 4 5 6 7
KOF1 82 28 34 32 32 25
KOF2 51 46 41 33 18 12
KOF3 49 25 9 4 30
KOF4 33 20 29 4
KOF5 39 22 33
KOF6 28 13
KOF7 16

Source: Author’s derived data from the statistial package
Table 4.51: Number of cases in each cluster

Table 4.52 shows the strategic knowledge oriematiosters whereas table 4.53

shows the distance between these clusters.

Final Cluster Centers

Cluster
1 2 3 4
KOF1 2.84 4.42 4.98 3.58
KOF2 3.73 5.24 6.02 4.60
KOF3 3.66 4.91 5.35 4.15
KOF4 3.91 5.29 5.55 4.53
KOF5 4.41 5.41 5.51 5.05
KOF6 2.25 2.57 5.12 5.14
KOF7 3.31 4.20 4.40 3.74

Source: Author'sedived data from the statistical package

Table 4.52: Knowledge orientation final cluster cetres
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Distances between Final Cluster Centers

Cluster 1 2 3 4

1 3.183 5.099 3.294
2 3.183 2.780 3.029
3 5.099 2.780 2.666
4 3.294 3.029 2.666

Source: Author’s derived data from the statisticalpackage

Table 4.53: Distances between final clusters cenge

Further cluster analysis using ANOVA techniquesvehthe significant separation
of the groups identified as forming part of theattgic knowledge orientation

variables (table 4.54).

ANOVA
Cluster Error

Mean Square df Mean Square df F Sig.
KOF1 27.292 3 .680 129 40.161 .000
KOF2 28.357 3 504 129 56.235 .000
KOF3 17.678 3 559 129 31.610 .000
KOF4 17.721 3 586 129 30.248 .000
KOF5 8.117 3 729 129 11.137 .000
KOF6 80.281 3 .897 129 89.524 .000
KOF7 7.506 3 1.124 129 6.678 .000

The F tests should be used only for descriptive purposes because the clusters have been chosen to maximize the
differences among cases in different clusters. The observed significance levels are not corrected for this and thus
cannot be interpreted as tests of the hypothesis that the cluster means are equal.

Source: Author’s derived data from the statisticalpackage

Table 4.54: Detailed descriptive statistics on sttagic knowledge orientation

across clusters

The spread across the four cluster-types is gimdable 4.55, whereas figure 4.17

shows the profiles as identified in table 4.52.
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Number of Cases in each Cluster

34.000
41.000
25.000
33.000
Valid 133.000
Missing 9.000

Cluster

Bl W N| P

Source: Author’s derived data from statid package

Table 4.55: Detailed descriptive distribution statstics on cluster types as in the
survey sample

=t=Type 1
=#=Type 2
= ==Type 3
==Type 4

Internal alignment Knowledge Agility and Horizontal Formality and Personal Knowledge Information systems External intelligence

generation Knowledge Flow standardisation and information
technology

Figure 4.17: Profiles related to strategic knowlede orientation

The distribution between strategic knowledge osd#ah, strategic-type and
performance was analysed using cross-tabulatiomnigges. The strategic types
were split into two main categories that is beldow] and above (high) the sample
median performance (table 4.56). One should natetlfis is quite a ‘blunt’ way of

measuring differences in performance, and onewiilhnot really capture the true
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complexity of organisational performance. One cobulave also considered a
‘medium performance’ category.

However taking the value of above the sample mep@formance and classifying
as a high performer organisation and the valuevbdlte sample median and
classifying as low performer organisation was addpihis will be discussed

further in the next chapter.

Strategy-type * Group-type * Performance level Cros s tabulation
Performance
Category Group Type Total
Strategy-
Type 1 2 3 4
Count 3 9 8 4 24
Expected Count 5.3 8.2 5.5 5.0 24.0
YR -
Prospector é’p‘g"h'” Strategic 125 | 375 | 333 | 167 100.0
% within Cluster type 15.0 29.0 38.1 211 26.4
% of Total 3.3 9.9 8.8 4.4 26.4
Count 5 11 7 6 29
Expected Count 6.4 9.9 6.7 6.1 29.0
YR -
Analyser é’p‘g'th'” Strategic 172 | 379 | 241 | 207 100.0
% within Cluster type 25.0 35.5 33.3 31.6 31.9
% of Total 5.5 12.1 7.7 6.6 31.9
Count 10 8 2 8 28
Expected Count 6.2 9.5 6.5 5.8 28.0
High % withi i
performers Defender é’p":‘h'” Strategic 357 | 286 | 71 | 286 100.0
% within Cluster type 50.0 25.8 9.5 42.1 30.8
% of Total 11.0 8.8 2.2 8.8 30.8
Count 2 3 4 1 10
Expected Count 2.2 34 2.3 21 10.0
YR -
Reactor tg’p";'th'” Strategic 200 | 300 | 400 | 100 100.0
% within Cluster type 10.0 9.7 19.0 5.3 11.0
% of Total 2.2 3.3 4.4 11 11.0
Count 20 31 21 19 91
Expected Count 20.0 31.0 21.0 19.0 91.0
YR -
0 within Strategic 220 | 341 | 231 | 209 100.0
Total type
% within Cluster type 100.0 100.0 100.0 100.0 100.0
% of Total 22.0 34.1 23.1 20.9 100.0
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Strategy- 1 2 3 4 Total
Type
Count 1 2 0 2 5
Expected Count 1.7 1.2 0.3 1.8 5.0
YR -
Prospector é’p":‘h'” Strategic 200 | 400 | 00 | 400 100.0
% within Cluster type 9.1 25.0 0.0 16.7 15.2
% of Total 3.0 6.1 0.0 6.1 15.2
Count 1 0 2 1 4
Expected Count 1.3 1.0 0.2 15 4.0
YR -
Analyser t;fp‘g'th'” Strategic 25.0 00 | 500 | 250 100.0
% within Cluster type 9.1 0.0 100.0 8.3 12.1
% of Total 3.0 0.0 6.1 3.0 12.1
Count 5 6 0 5 16
Low Expected Count 5.3 3.9 1.0 5.8 16.0
YR -
Performers Defender t;;)pv(\enthm Strategic 313 375 0.0 313 100.0
% within Cluster type 45.5 75.0 0.0 41.7 48.5
% of Total 15.2 18.2 0.0 15.2 48.5
Count 4 0 0 4 8
Expected Count 2.7 1.9 0.5 2.9 8.0
YR -
Reactor é’p‘g'th'” Strategic 500 | 0.0 00 | 500 100.0
% within Cluster type 36.4 0.0 0.0 33.3 24.2
% of Total 12.1 0.0 0.0 12.1 24.2
Count 11 8 2 12 33
Expected Count 11.0 8.0 2.0 12.0 33.0
Total % within Strategic 333 | 242 6.1 36.4 100.0
type
% within Cluster type 100.0 100.0 100.0 100.0 100.0
% of Total 33.3 24.2 6.1 36.4 100.0

Source: Author’s derived data from the statisticalpackage

Table 4.56: Detailed descriptive distribution statstics on strategic knowledge

orientation and strategic types

4.15.1 Maltese medium to large-sized high performgnorganisations

Correspondence analysis was conducted to desdrébeetationship between the
strategic-type for high performing group and th@wkledge orientation type. The
distances between category points in a plot refleetategorical relationships, with
plots of similar categories shown close to eachemththus describing the

relationship between the variables. The value ofsgbare which explores the

244



relationship between two categorical variablesG98. To be significant the Sig.
value needs to be 0.05, or smaller. The value & ¢hse for high performing
Maltese medium to large-sized organisations is4).@0nfirming that the result is
significant (table 4.57). This is also confirmedtatle 4.55 when actual counts are
compared with expected counts. Figure 4.18 showsyimmetrical normalization
plot on strategic knowledge orientation and striatégpes for Maltese medium to

large-sized high performing organisations.

Test Statistics

Cluster High
performing
Chi-Square(a) 16.957
df 4
Asymp. Sig. .002

a 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 18.8.
Source: Author’s derived data from the statisticalpackage

Table 4.57: Chi-square tests for Maltese medium tlarge-sized high
performing organisations
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Row and Column Points

Symmetrical Normalization

@ cluster group
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Source: Author’s derived data from the statiical package
Figure 4.18: Symmetrical normalization on strategidknowledge orientation
and strategic types for Maltese medium to large s&d high performing
organisations

Table 4.58 shows the association of Maltese highfopming organisational

strategic-types following correspondence analysis.

Group Type 1 Defender
Group Type 2 Analyser
Group Type 3 Prospector-Reactor
Group Type 4 Analyser-Defender

Source: Author’s deed data from statistical package

Table 4.58: Association by group of high performingorganisational strategic

types
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4.16 Investigating correlation between strategic kowledge orientation and
organisational performance

The strength of association between strategic kexdgé orientation factors and
organisational performance for the different styate¢ypes for Maltese medium to
large-sized organisations was investigated usinmgeladion analysis by using the
Pearson correlation coefficient. Results show tgaifscant relationships between

components (table 4.59).

Knowledge Orientation Factors Prospector Analyser Defender Reactor
KOF1 | Internal Alignment -0.024 0.384* 0.181 0.625**
KOF2 | Knowledge generation 0.149 0.162 0.013 0.426
kors | Agility and horizontal 0.070 0.331 0.354* 0.538*

knowledge flow
KOF4 | Formality and standardisation 0.269 -0.027 0.093 0.517*
KOF5 | Personal knowledge -0.059 0.012 -0.206 0.381
koFg | nformation Systems and -0.127 -0.121 -0.063 -0.135
Information Technology
KOF7 | External Intelligence 0.293 -0.039 0.230 0.327
* Correlation is significant at the 0.05 level (2-ailed) ** Correlation is significant atthe 0.01 level (2-tailed)

Source: Author’s derived data from the statisticalpackage

Table 4.59: Correlation analysis on strategic knovedge orientation factors
with performance and strategic-types
4.17 The research model proposed for determining mstegic knowledge
orientation
In order to test the predictive power of the moaelltiple discriminant analysis
(MDA) is used, since the single dependent variabldichotomous and therefore
non-metric. MDA helps in the comprehension of thiéecences between groups

and in the identification of proper classificatitimough the independent variables.
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The independent variables include the seven stcatkgowledge orientation
components, strategic-type and environmental terimd. The dichotomous
dependent variable is the organisational performambe organisational strategic-
types regarding reactor, defender, analyser andppaodor are represented by the
variable Strategy TypeTable 4.60 represent the structure matrix foltayvihe

multiple discriminant analysis.

Structure Matrix

Function
1 2 3
KOF3 T757(%) -.133 -.180
KOF1 751(%) 441 .093
STRATEGY TYPE -.483(*) -.014 -.066
KOF2 483 .500(%) -.157
KOF7 135 AT79(%) -.367
KOF4 347 433(%) -.149
TURBULENCE -.022 -277(%) 133
KOF6 011 261 .735(%)
KOF5 179 .180 .313(%

Pooled within-groups correlations between discriminating variables and standardized canonical discriminant
functions Variables ordered by absolute size of correlation within function.

* Largest absolute correlation between each variable and any discriminant function

Source: Author’s derived data from the statisticalpackage

Table 4.60: Discriminant Analysis-Structure Matrix

A significant result was achieved as chi-squareeaf 56.518 (df=27) and Wilks
lambda test result of 0.610 confirms. Since theifigance level (Sig. 0.001) is less
than 0.05, then one can conclude that there iferelice among the groups. Table

4.61 shows that 68% cases belonging to a corrassification.
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Classification Results(a)

Predicted Group
Membership

Performance Category High Low Total

High 45 23 68

Count Low 16 38 54

Original Ungrouped cases 2 4 6
High 66.2 33.8 100.0
% Low 29.6 70.4 100.0
Ungrouped cases 33.3 66.7 100.0

a 68.0% of original grouped cases correctly classified.
Source: Author’s derived data from the statisticalpackage

Table 4.61: Discriminant Analysis-Classification Reults

Table 4.62 shows the prior possibilities for a tgroup discriminant analysis with a
50-50 split in the dependent variable. Since twwoupgs for organisational

performance namely high and low have been usede tisea 50% chance of a

correct guess (Garson 2007).

Prior Probabilities for Groups
Performance
Category Prior Cases Used in Analysis
Unweighted Weighted
High 0.5 68 68
Low 0.5 54 54
Total 1 122 122

Source: Author’s derived datfrom the statistical package

Table 4.62: Discriminant Analysis-Prior possibilities for groups

Using the larger group and dividing it by the tptgaklds a result of 55.74%. The
predictive power of the research model regardingtesgic knowledge orientation
can be gauged by the reduction of the random em@portion in the predictive

power of the model. The calculated random-erropproion of 44.26% is the value
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of randomly incorrectly grouped cases. The caledlanodel error proportion is
0.1226 (44.26 - [100-68]). Therefore the rate obereduction reduces by 12.26%.
The rate of error reduction was also investigatedtie five component extraction
which resulted in a reduction of 8.96% and the xponent extraction which
resulted in a reduction of 11.46%. Therefore theesecomponent extraction has

been adopted.

4.18 Concluding remarks

SPSS v.12 software was used in order to deriveiassef descriptive statistics that
could enable confirmation of variations within tsategic knowledge orientation
variables identified. This was analysed using omg-WANOVA technique. The
number of hypotheses generated in an earlier péniodissertation, were tested by
means of the survey-based questionnaire. Ten hgpethand eleven alternative
hypotheses were supported with the rest being tegjecThese will be further
interpreted in the next chapter in view of the nisdad theories generated earlier

in the literature review of this dissertation.

Seven components pertaining to strategic knowlealgentation were identified
through factor analysis, which were reduced furtttera four group knowledge
orientation structure following cluster analysesliéwing the identification of low
and high-average group performances, through ¢edmgation and correspondence
analysis vyielded links between strategic-type di@ssions and strategic

knowledge orientation. The multiple discriminantabsis technique was used to
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test the predictive power of the research modesuRe show that the rate of error
reduction reduces by 12.26%, which produced a fsogint result. The statistical
results derived, coupled with models and theomresfthe literature review will

help towards further interpretation in the nextpea
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Chapter 5 — Discussion

5.1 Introduction

The results presented in the previous chaptergbriorward a number of issues for
discussion, in view of the theories and models utised earlier in the literature
review of this dissertation. The discussion th#lofes relates to the central research
guestion of how organisational strategy and knogdethanagement are related to
each other and to performance in the Maltese conBoth the Miles & Snow
(1978) typology of strategic-types and Hansen’algt(1999) model of knowledge
management orientation were analysed in a quanéitatanner in Maltese medium
to large-sized organisations in order to genergpotiheses. This represents a novel
approach, because only Truch’'s (2004) quantitasively has combined the two
models in order to investigate strategic knowledgentation. Certain issues from
Truch’s questionnaire were eliminated as they waoesidered as secondary or
were incorporated in a broader hypothesis (see3p).1The focus on Maltese
medium to large-sized organisations also represantgiginal approach. A number
of hypotheses were generated from these modelsaaalgsis of the survey data
resulted in the rejection of some of these hypabesvhich confirms that these
models might have to be revisited in relation t® tinganisational strategic-types in
the knowledge management context. A discussiomigngsue will be further dealt

with in a later part of this chapter.

A broadly positivist approach on knowledge orieiotatwas adopted by using a

survey instrument derived from Truch (2004) to tbet research model. This was
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strengthened by an interpretivist approach by cotiolg further investigation
between the survey results obtained and issuedifiddnin the review of the
relevant literature. The principal investigation fecused on what type of
knowledge management strategies do Maltese medidarge-sized organisations
adopt in relation to the business strategies deeeland environmental turbulence

encountered and of course, how these relate tonpeahce.

Therefore this research investigation on strategiowledge orientation was
developed into components related to knowledge gemant strategy and its
implementation in Maltese organisations. Analysesrew performed on the
hypotheses generated in an earlier part of thisediation, that link organisational
performance, strategic approach and organisatikmalvledge orientation factors
taking in context both Hansen’s et al., (1999) &fikts and Snow (1978) models.
This chapter includes analysis on the differentaargational strategic-types and
strategic knowledge orientation comprising of knedge strategy, strategic
alignment, strategic fit and performance, orgaiosal structure, the human
resources aspect, the knowledge value chain, asl wasl information

systems/technology utilised and environmental tietce encountered. A
discussion on each of the identified seven stratkgowledge orientation factors
together with a proposed development of a knowledgentation matrix for

Maltese organisations follows. In the last partlog chapter a discussion on the
organisational performance link with strategic-typad knowledge orientation

components is pursued through the presentation okw model of strategic
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knowledge management alignment, which identifie®w-category typology of
alignment types. Finally a comparison with the Milend Snow (1978; 2003),

Hansen’s et al., (1999) and Truch (2004) modelsyid.

5.2 Analysis on the organisational strategic-type ral strategic knowledge
orientation in Maltese organisations

50% of the knowledge orientation components werendoto be significant for
Maltese medium to large-sized organisations follgndifferent strategic-types (see
table 4.19 pp. 196-200). The issue pertaining aoisational performance and
strategic alignment in Maltese medium to large-gi@sganisations was investigated
further in relation to the seven knowledge oridntatfactors identified earlier (p.
229) from the list of knowledge orientation compeisederived from the survey-

based questionnaire.

From the four strategic-types identified in the édiland Snow model, the defender
and the prospector-types were considered, dueetodlear definitions and bi-polar
nature. A similar approach was also adopted by idtby & Guthrie (1994) and
Truch (2001). The reactor-type generally do notfiy of the prospector, analyser
or defender-types and is considered as an outsohee response patterns are hard
to achieve and generally take action under threwt forced situations. The

analyser-type lies between the defender and prompgpe organisations.
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During the formulation and testing of hypothesesppsed in an earlier part of this
dissertation, ten were accepted whereas the resraimere rejected. The rejected
hypotheses were further sustained through altemndiypotheses and a further
eleven were accepted (pp. 196-200). These werestige¢ed further. The
discussion that follows covers the organisatiotraltegy and structure adopted, the
human resources aspect, the knowledge value-chizén utility of information
technologies and the business environment encahter Maltese medium to

large-sized organisations.

5.2.1 Knowledge strategy, strategic alignment, sttagic fit and performance

The survey-based questionnaire measured the fouarstrategic criteria namely:

a) Knowledge strategy in terms of personalisationiff@and codification (explicit)
knowledge types;

b) Strategic alignment in terms of knowledge managérpearctices, policies and
systems, knowledge needs, and knowledge alignmeamgedb on the
organisation’s operations;

c) Strategic fit in terms of personalisation and ciedtion strategy-types, and

d) Organisational performance relationships.

The above mentioned components were used to grespomdents into their
respective codification and personalisation-typs. terms of personalisation
strategy, the mean score for prospectors was hitpherthat of defenders. In terms

of codification strategy, the mean score for progps was also higher than that of
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defenders (table 4.15). For organisations claskde prospectors more emphasis is
given on personalisation strategy than for defemyg®e of organisations, although
codification is used as a supporting mechanismwds also established that
prospector and defender-types perform better fogamisations that adopt
personalisation rather than codification strategielslaltese medium to large-sized
organisations.

A positive correlation was registered for organma adopting both
personalisation and codification-types (table 444188). This does not sustain
Hansen’'s et al.,, argument (1999) that organisatierglicitly use either the
personalisatioror codification-type of strategy. Although Hansentsag, model
explicitly states that between personalisation ewdification strategies, a negative
correlation exists, the findings for the survey awocted in Maltese organisations
did not sustain this argument as a positive caroglavas achieved (table 4.14, p.
188). This is similar to Truch’s findings (2001)hi¥ raises some doubts over the

validity of Hansen'’s et al., typology.

As regards to strategic alignment (p. 203), resedirdings yield that Maltese
organisations that fall under prospector and aealypes, have their
organisational objectives more closely connectedktmwledge management
practices than the reactor-type of organisationlEDR'53). The prospector-type of
organisation sustain their focus on staff capaéditn terms of policies and systems

knowledge to a greater degree than the defender-(@@RIENT23), and the
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prospector-type organisation are by far in a befesition for operational
knowledge alignment to occur than the reactor-tyjperganisation (ORIENT43).
This is similar to what prospector-type organisagiausually experience, which
usually exploit business market opportunities te thllest due to their natural
flexibility. This finding is also similar to Wiig’g1997) (p. 87) model related to
knowledge-centered strategies based on knowledgiedss and personal
knowledge. The adoption of both personalisation ewdification strategies marks
prospector-type organisations as quick to evolveapidly changing scenarios, by
deploying expert teams in addressing both inforomagystem and organisational

business objectives equally (Luftmann & Brier 1999)

Although according to the Miles and Snow’s modeaator-type organisations
perform poorly compared with the defender, analym®il prospector-types, this
result was not sustained for Maltese medium toelaiged organisations, as it was
found that the mean performance of the defendaalyaer and prospector-types
falls within the confidence interval of the reactgpe. Therefore Maltese medium
to large-sized reactor-type organisations, perfatra similar level to the defender,
analyser and prospector-type organisations (talié, 4. 205). Hence, the Miles
and Snow’s (1978), McKee et al’'s (1989) and Crotetaal’'s (1999) assertions that
the reactor-type organisation will be slow to regpto business opportunities, have
no specified identified strategy, and considerethafective performers if neither

of the “pure” strategies between prospector, aealand defender are chosen,

seems not to apply in the Maltese context. Chalsd{&062) assertion that reactor-
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type organisations move towards diversificationhwéss certainty and enthusiasm
also seems to be not applicable in the MalteseegbnThis seems to lead us to
guestion the purported differences between redgpm-and the other types and

guestions the validity of the Miles and Snow tygyo

25.5% of the respondents were from organisatioassdied as analyser-type (p.
171). Miles and Snow (2003) sustain, that the amalyype organisation is
fragmented and inconclusive and needs further relsedhis research supports
such a view as results for Maltese medium to Isiged analyser-type

organisations show that results are inconclusivee findings do not advance our
understanding of whether the analyser-type is claséhe prospector or defender-
type (pp. 202-205). There is, however some supjporMiles and Snow’s (2003)

identification of the emergence of a new organsatiype which operates in a
forced dual strategy, especially in high technologjustries. It seems that Maltese
prospector and analyser-type organisations havelale®d an effective monitoring
system (ORIENT 27) (p. 207), so that the overafjamisational objectives are
linked with knowledge management practices, to ékeent that innovations are
quickly adopted. This reminds us of Senge’s (198@def? of the learning

organisation in building systematic practices foanaging self-transformation
through continuous innovation as an organised pgcdhis organisational

behaviour is also similar to what Miles and SnoWw(2) had proposed for public

agencies and seems to address flexible and efficeganisations with a broad

32 Senge’s (1990) model refers to the learning orggiois which continuously adapts to new circumstaraed learns to
reinvent itself.
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range of human capabilities, suggesting continuoysovement for every activity

and development of new applications from its owrcesses (Drucker 1993).

Therefore the findings of the survey suggest thatrelation to knowledge

management orientations, both personalisagiod codification strategies are used
which goes against Hansen's et al., model. In teoh$usiness strategy, the
findings confirm that prospector-type organisatians those which exploit business
market opportunities as sustained by Wiig (1997@adRor-type organisations
perform at a similar level to the other types whapestions the validity of the

Miles and Snow’s typology. Analyser-type organisas still need further research
as it is still unclear whether this type is clogethe prospector or defender-type. In
the next section, further doubts are raised inticelato organisational structure of
Maltese organisations as regards to knowledge flowordination, performance

measurement and internal/external knowledge managieiocus.

5.2.2 Organisational structure in Maltese medium tdarge-sized organisations

As regards the organisational structure in Mal@g@nisations, the survey-based

guestionnaire was set to investigate:

a) the horizontal or vertical knowledge informationvil within the organisational
structure and the utility of project teams.

b) the co-ordination and adherence aspects pertaitonthe use of standard
operating procedures and the management of knowledgrmation and co-

ordination.
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c) information systems which provide appropriate peni@nce measurement, and

d) the internal and external knowledge managementsfocu

No significant results were registered for theeci#t identified above (pp. 206-208),
which means that existing theoretical models miggte to be re-visited, except
that for prospector and analyser-type organisatitbas make use of information

systems to a greater degree than defender-typeaiseg@ns for providing adequate
performance management systems, since the meam gowspector and analyser-
type organisations was greater than the defenger{®@RIENT 27) (p.207). This is

consistent with Muralidharan (1997) as better penmce management control and
better use of deviation from planned performancabbss corrective action to take

place in organisations.

The other results related to horizontal/verticabwiedge information flow within
the organisational structure and the utility ofjpob teams (ORIENT 47; PERS 51;
ORIENT 57, p. 206), knowledge management co-ordinaand operations that
occur due to set procedures (ORIENT 54; ORIENT fp0207), and knowledge
management aspects of internal/ external focus EQIRI45; ORIENT 58, p. 208)
are not consistent with the Miles and Snow modélictv was identified earlier in
the literature review of this dissertation. Thisggests that the top-down
management model (ORIENT 54, p. 207), which acogrdio Nonaka and
Takeuchi (1995) has its roots in Weber, Taylor &mdon, is not evident amongst
Maltese organisations. Nonaka & Takeuchi (1995)intlathat, top-down

management approach become the operational conieptsiddle managers. No

260



evidence was found that such hypotheses are kmitained in prospector-type
compared to defender-type organisations (pp. 2@j-2lhis seems to suggest that
information is not passed up the pyramid to top ag@ment, who would then use
this information to create plans and which is pdssewn the hierarchy whereby
these plans can be implemented. It may seem toesugpat role of middle
managers in Maltese organisations is lacking whsttengthens Nonaka and
Takeuchi’'s (1995) argument that middle managersotoseem to have a place
within a bottom-up approach. It may also suggeat tbp-down organisations are
not pyramid shaped as suggested by Nonaka and dlak€élO95) but more an
inverted-pyramid shape by making the whole orgdimsaaccountable to the
employee, as employees and whoever forms intedéctiapital within an
organisation are recognised as the most valualdeuree (Nayar 2008). The
question is who is creating knowledge in such ogions and whether it is
bottom-up that deals with tacit knowledge or topvdothat deals with explicit

knowledge as Nonaka and Takeuchi (1995) suggest.

5.2.3 The human resources aspect in Maltese mediurto large-sized
organisations

The four key components investigated in this sumeggted to the human resources
aspect amongst Maltese medium to large-sized sgtoins included:

a) the type of individuals recruited,

b) the adoption of rewards mechanism to enhance kmigeglsharing,
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c) style of staff training adopted using documentativarsus appropriate
mentoring processes, and
d) staff exit interviews procedures in order to inatey appropriate knowledge

transfer.

The findings indicate a significant result for theactor-type organisation, which
encourage knowledge sharing by the utility of tihngaoisations’ database through
an appropriate reward system as the mean of tltorelgpe was greater than the
defender-type (COD 36) (table 4.30, p. 209). It w0 established that the exit
interview process that helps to instigate knowlettgasfer, is significantly greater

for the prospector and analyser-types than thendefetype for Maltese medium to
large-sized organisations (PERS 39) (table 4.32,2pl). This shows that

knowledge sharing and knowledge transfer aspeetgjiaen their importance and
are common practice in Maltese medium to largedsaganisations. It seems that
importance is given to the kind of knowledge peoptssess in prospector and
analyser-type organisations. It also seems thatoe#ype organisations base their

success on retrieving knowledge from people thraeglard structures.

No significant result was achieved for Maltese orgations related to knowledge
transfer training that relies on documentation (CCE) p. 210). This is consistent
with the result achieved earlier for Maltese orgations whose operations occur
due to set procedures as no significant result agdmeved in that case as well

(ORIENT 50, p. 207). A significant result was acl@d for organisation based
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training based on appropriate mentoring as analyper is greater than defender-

type (PERS 19, p. 210).

The strategic alignment discussed earlier (ORIERT®R 203), identified that staff
capabilities in terms of policies and systems kmalge needs is greater in
prospector than defender-type organisations. Tlas fwund to be consistent with
two of Wiig’'s (1997) knowledge management stratégpes namely personal and
knowledge-business strategies (table 2.14, p.1B8jsonal knowledge strategy-
type depends on the personal responsibility ofridevzidual within an organisation
to cherish knowledge related investments and tlefiective use regarding
innovations created and competitive knowledge appbn. Knowledge-business
strategy accounts for the provision and creatiorthef best possible knowledge
through proper capture, renewal, dissemination asd in the organisation's

operations.

Therefore mentoring appears to be synonymous wiiddyaer-type, knowledge
transfer appears to be synonymous with with pragpeand analyser-type
organisations, knowledge sharing with reactor-tgpel strategic alignment with
prospector-type organisations. This seems to stighes the Miles and Snow
(1978) typology might have to be re-visited as rdgato the Maltese context,
whereby it was established that prospector is mgmifecantly greater than the

defender-type in terms of the recruitment of problolvers and knowledge-
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sharing. The next section deals with the knowleclugn that covers both tacit and

explicit knowledge in Maltese organisations.

5.2.4 The knowledge-value chain in Maltese medium ot large-sized

organisations

The tacit and explicit knowledge management infaromaprocesses in Maltese

organisations, were analysed in terms of the:

a) scanning, capturing and storage of competitorntland industry knowledge,
and

b) retrieval, knowledge transfer and sharing, knowéedgruse, innovation, staff-
to-staff contact, information dissemination, thee usf IT and the utility of

cutting-edge information in terms of the applicataf knowledge information.

The survey-based questionnaire probed the scamssng along three main aspects
namely in terms of the client, competitor and intdu&nowledge that the particular
Maltese organisation is in (ORIENT 33, ORIENT 34RIENT 35, p. 212). The
mean for Maltese prospector, analyser and reagper-s significantly higher than
defender-type organisation as regards to clientwkenge. As for the client
knowledge focus (ORIENT 33), this is not exactlyime with the model proposed
by Miles and Snow as besides the mean of prospbeiag greater than defender-
type, the mean of the analyser and reactor-typesilao greater than the defender-
type. The same can be said for the importance gigenompetitor knowledge

(ORIENT 34) and industry knowledge (ORIENT 35) imké&se organisations, as
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the mean analyser-type is significantly greaten tthee defender-type (table 4.33, p.
212). In the Miles and Snow’s model the prospettpe scored significantly

higher than the defender-type both as regarddeatand industry scanning. In the
Maltese scenario this is not the case and thengwdiseem to suggest that the
analyser and reactor-type organisations are betjeipped than defender-type
organisations as regards to client and industryvkedge, which most probably ties
in with the previous result achieved in the lagitisea whereby client and industry

knowledge is being retrieved by the type of recneitt of staff being made.

However as regards to competitor knowledge scanf@®JENT 34), the mean for
the analyser-type is greater than the prospecim-& might be expected being that
analyser-type organisations are regarded as fistvirs. This agrees with Conant
et al., (1990) and Lee and Yang’s (2000) modelstobtay’s fierce marketplace
environment, especially with the full membershiptss of the Maltese Islands in
the European Union, it seems plausible that cli@umpetitor and industry
knowledge have become important tools especiallyMaltese organisations who
seek business growth through opportunities. Thdirfgs of the survey seem to
suggest that Maltese analyser-type organisations aasumed this role and are
more fully aware of clearly tapping competitor andustry knowledge to a greater
extent that the prospector-type organisations. Bhiifferent from what Miles and

Snow (1978) had proposed.
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The survey-based questionnaire probed on the ¢agtand storage issues adopted
by Maltese medium to large-sized organisations Ap4). For the capture of
knowledge the main components investigated wengessselated to information
accuracy (ORIENT 40), human resources who spetificdeposit knowledge
within an organisation and the knowledge transfetwieen staff (COD 48),
continuous development and maintaining of up-te@datowledge (ORIENT 41),
knowledge assets creation or acquisition (ORIENY, 48d the importance related
to research and development (ORIENT 59). It wasbéished that the retrieval of
information accuracy (ORIENT 40) and continuous Wiealge maintenance
(ORIENT 41) are more statistically significant inadyser-type organisations than
in defender-type (table 4.34). More time is focusedresearch and development
than competitors producing a significant result poospector and analyser-types
than defender-type organisations (ORIENT 59). Ngnificant results were
sustained for the creation or acquiring of knowkedgsets (ORIENT 42), and the

role of the skilled staff to transfer and deposibWwledge electronically (COD 48).

Maltese organisations have the capability of ushegr valuable intangible assets
appropriately such as information accuracy (ORIENM), research and
development (ORIENT 59), and continuous knowledgéentenance (ORIENT 41).
This sustains Brown & Duguid (1991), Drucker (199%bnaka (1994), Nonaka &

Takeuchi (1995), Zack (1999b), Bontis et al., (1)%@%d Lev’s (2000) claims.
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Rifkin (1996) argued that in order for organisafofo remain competitive,
knowledge within organisations must be createdatkst, captured and shared to
address problems and opportunities. This is eviderlaltese organisations in
aspects related to information accuracy, continukn®swledge maintenance and
appropriate research and development. This seerssiggest that organisational
knowledge creation is continuous and that dynamieraction between tacit and
explicit knowledge exists, shaped through the difié modes of knowledge
conversion i.e. socialisation through knowledgerisiga externalisation through
dialogue, combination through networking and indédisation through learning by
doing (Nonaka & Takeuchi 1995). It also consistesth Nonaka's (1991) and
Nonaka'’s et al., (2000) claim that Western cultunese a tendency to view the
organisation as a machine for ‘information proasgsibased on formal and
systematic hard data, as Maltese organisations aavifficulty in the capture of
both dynamic knowledge assets as well as the etactrdepositing of such
information.

For the storage of knowledge in Maltese organisatidhe main components
investigated were issues related to the developrokmécit knowledge amongst
Maltese employees (PERS 30) and the availabilitg ebnsultancy ba¥e(PERS
37) and the required support expertise networkRFE9). Tovstiga and Korot
(1998) estimated that more than 70% of knowleddgaiwian organisation is tacit,
whereas Hansen et al., (1999) estimated this twobenore than 20%. The research

findings in Maltese medium to large-sized orgamigest do not justify Tovstiga and

33 This includes networks with experts functioningraj the same business lines of the organisation.
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Korot's estimate, and seems to be inclined moré Wansen’s (1999) estimate

fact no evidence was sustained that in Maltese nisgons, tacit knowledge
resides in individuals (PERS 30) (p. 215). Howewee should also note that the
survey conducted to collect data cannot adequatgjure tacit and informal types
of knowledge and skills as Felstead et al., (206fntion that ‘learning as
acquisition’ and ‘learning as participation’ justifthe importance of social
relationships and job design that eventually enbahe individual performance

and learning at work.

The significant result achieved for expertise netsgoand staff with similar skills
suggests this availability in prospector-type rathan the defender-type (PERS 49,
p. 215). This indicates that the organisations eygd make it a point to devise
network expertise support with similar job-relatederests along their line of
operations, thus sustaining the effect of creaturther knowledge-based storage
mechanisms. The effective and efficient use of Kedge accumulation through

appropriate networks was a feature also noted bhaki & Takeuchi (1995).

The survey-based questionnaire also probed the lkdge retrieval aspect in
Maltese organisations (p. 216). The main componenesstigated were related to
knowledge access rights (COD 46), proper refergnaiithin organisations (COD
28), and knowledge seeking and information rettiésaan electronic databases in
order to sustain job effectiveness (COD 29). Thgnificant result achieved

suggests that knowledge information access isrfast®laltese analyser-type than
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defender-type organisation (COD 46) (p. 216). Adoay to Hansen et al. (1999)
and Lee and Yang (2000) the retrieval of informatimecomes easier and faster
once information is codified and appropriate infation systems are maintained
within an organisation, besides without havingdatact the individual who created
the information. Thus one would have expected aifsognt result for the defender-
type over the other strategy-types as informatiaulal be easier to access, as
according to Hansen et al., (1999) and Lee & Y&@PQ), knowledge is codified
using the ‘people-to documents’ approach in thegarosations.

No significant results were achieved for the retleof information that could take
place without the actual reference to the persoan wreated it (COD 28) and for
knowledge retrieval from electronic databases,raeofor work to be carried out

effectively (COD 29) (table 4.36, p. 216).

For the transfer and sharing of knowledge (p. 2ibX)gstigation was related to the
lack of up-to-date knowledge in order for work te lbarried out effectively

(ORIENT 44), knowledge retrieval between staff (FERL), project reflection time

and staff sharing of experiences (ORIENT 56), legrifrom mistakes and using
constructive criticism from employees (ORIENT 5&)mmunication between staff
for information requests (PERS 52), and the creatib networks that take place
due to staff movements (PERS 22). All of these camepts relate to the building

of an expertise networking system.
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In Maltese medium to large-sized organisationsjegtoreflection time and staff
sharing of experiences (ORIENT 56) shows a sigaficesult for the prospector
and analyser-type over the defender and reacter-tyganisations. It was also
established that learning from past mistakes, spaonf knowledge and the
generation of constructive criticism (ORIENT 55pguced a significant result for
prospector-type organisations over the defendetfadeactor-type organisations.
The communication of staff for information reque@ERS 52) also produced a
significant result for prospector over the readiqgre organisations. No significant
results were produced for the lack of up-to-datewkedge in order for work to be
carried out effectively (ORIENT 44), for the impance of tacit knowledge
retrieval on a one-to-one basis (PERS 31) and teation of networks that take
place due to staff movements (PERS 22) for prospdgpe over defender-type
organisations (table 4.37, p. 217).

To a certain degree this agrees with the modelqzeg by Miles and Snow for
prospector-type organisations, which provides atgdeal of focus on the building
of an expertise networking system, with less imgmoece being sustained for the
defender-type organisations and with Szulanski®96) research which relates to
information that is difficult to transfer. In facbst and efficiency-driven parameters
are synonymous with defender-type organisationsse&hmain objective is the

minimisation of knowledge sharing investments (lgliégdd Snow 1978).

In conclusion, as regards to scanning, capturird) starage of competitor, client

and industry knowledge, the Miles and Snow modél mave to be revisited. It

270



seems that Maltese prospector, analyser and regp@rorganisations are client
knowledge oriented. It was also established thaegards competitor and industry
knowledge Maltese analyser organisations are catapeind industry knowledge
oriented. Analyser-type organisations are more nteg towards competitor
knowledge scanning and capturing in aspects rel&tethformation accuracy,
continuous knowledge maintenance and research amdlapment. Knowledge
conversion from personal (tacit) knowledge to anfak systematic knowledge
(explicit), which can eventually be shared at alldls within the organisation and
eventually crystallized at higher ontological lewvels suggested by Nonaka and
Takeuchi (1995), seems to exist in Maltese orgénisa It also seems that
Hansen's et al., model needs to be revisited aardegdefender-type focusing on
codified knowledge as it seems that the Maltesesgwctor and analyser-type
organisation are stronger in this respect. Latéhigchapter, it will be seen how, in
recognising such limitations in existing models, gan begin to construct a new
model for analysing the relationship between kndgémanagement and strategy.
The next section deals with the importance of im@ation systems/information
technology and the business environment in Maltessdium to large-sized

organisations.

5.2.4.1 Information Systems/Information Technologyand the Maltese business
environment
For the application of knowledge in Maltese orgates (pp. 219-220),

investigations were related to the reuse of knogéeCOD 32), knowledge which
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instigates innovation (PERS 38), information dissetion and the use of IT in
accessing knowledge (COD 24), staff-to-staff congan the utility of information
technology (PERS 25) as well as the utility of iogitedge information and
communication technology (ORIENT 26). A significamsult was achieved for
Maltese organisations with personalisation-typevdedge strategies which possess
knowledge related working environment to instigaweovation (PERS 38) as the
mean for prospector and analyser-types was grettan defender-type
organisations (table 4.38, p. 219). This sugges#é knowledge creation fuels
innovation taking place epistemologically throudte tftour modes of knowledge
conversiod® and ontologically where knowledge is passed framirdividual
towards a group/organistional level, suggestingititeraction of two knowledge
spirals over time (Nonaka and Takeuchi 1995). Hewéis goes against Hansen’s
et al., (1999) proposal, as Maltese organisati@@snsto use both personalisation

and codification strategies to the same extent{s&89 and p. 308).

Significant results were also achieved for inforigatdissemination and use of IT
in accessing knowledge (COD 24) for analyser aadtoe-type over defender-type
organisations as well as for staff-to-staff contaod the utility of information

technology (PERS 25) for prospector over defengee-torganisations (table 4.39,
p. 220) (figure 5.1). This agrees with Coombs aretli8s (2006) assertion that the
utility of information technologies helps in theasing of knowledge and the

creation of synergies with the aim of increasingwiledge.

3 Knowledge created interacts in a ‘spiral of kna¥ge’ conversion through the SECI process, whichtmitentified along
four main paths namely socialisation (existentsdef to face interaction), externalisation/artidola{reflective-peer to peer),
combination (systematic-collaborative) and intesaion (collective-on the site).
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Prospeciors Analysers Defenders Reaciors Prospeciors ayses  Defedes  Reacors

(@) (b)

Source: Author’s derived date from surveysased questionnaire

Figure 5.1 (a) ICT for accessing documents and (W T to contact people

No significant results were achieved for the reusie knowledge in the
organisation’s products or services (COD 32, p.)248d the utility of cutting-edge
information and communication technology (ORIENT, 26 220) for Maltese

medium to large-sized organisations.

As regards the Maltese environmental business Boenbl.4% reported their
organisational environment as unpredictable andcodinuous, 12.9% as
predictable and discontinuous, 46.4% as fast aodtnental, 20.7% as slow and
incremental and 8.6% with no change taking plaablét4.10, p. 173). It was also
established that environmental turbulence amongstltdge defender-type
organisations was greater than prospector andarepgte organisations which
fundamentally goes against with the proposed mbgeMiles and Snow (1978)

(table 4.40, p. 221).

273



These findings seem to sustain Ansoff and Sullisa(t993b) assertion that
different success formulae exist for different @ammental turbulence levels. Miles
and Snow (1978) state that defender-type orgaarsatperceive a great deal of
stability in their organisational environment thgbua series of decisions that focus
on diminishing the organisation’s vulnerability ®nvironmental change and
uncertainty. Contrary to Miles and Snow’s assertiin seems that Maltese

defender-type organisations are creating more hang uncertainty and respond
more aggressively (which is directly proportionalthe amount of environmental
turbulence encountered as suggested by Ansoff 1965 the marketplace to

which other competitors are forced to react. Thiaynsuggest that Maltese
defender-type organisations are more externallgneed than the other strategy-
types. Thus as Polanyi (1966) suggests, it magndbat in the Maltese context,

defender—type organisations seem to facilitate mees of interaction which may

give rise to new knowledge than the other stratyges.

5.2.5 General remarks on knowledge orientation eleemts in Maltese medium
to large-sized organisations

From the knowledge orientation dimensions inveséidait was established that
50% of these dimensions vary significantly amorigattese organisations, which
indicates that a relationship between strategientation knowledge management
and business strategic-types in Maltese organisatexists (pp. 196-200). As

regards the divergence between Maltese prospeutatyser and defender-type of
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organisations, it was also established that the al@ged with their organisation’s

knowledge management strategy are the prospeaticarsalyser-types.

In the literature review of this dissertation, mentwas made for the constant drive
exerted by prospector-type organisations in aligritre organisation’s strategic fit
of business objectives and their knowledge managemgstems (Ansoff &
Sullivan 1993a; Brouthers & Roozen 1999). This & m conformity with what
was reported by Maltese prospector-type organissitas regards to organisational
strategic fit and performance measurement (pp.30hAd which does not confirm
Miles and Snow’s model (1978). It was also establisthat Maltese medium to
large-sized defender-type report greater levelemfironmental turbulence than
prospector-type (p. 221) which also goes agairestviies and Snow’s model. Exit
interviews are utilised better in Maltese prospeattd analyser-types organisations

than in defender-type of organisations.

Defender-type organisations perceive the highesgrede of environmental
turbulence among Maltese medium to large-sizednisgtions, which is not in line
with the Miles and Snow model. Scott-Morton (199nsoff and Sullivan (1993b)
and Brouthers and Roozen (1999) had proposed mvadbamental turbulence puts
pressure on organisations to adapt to change. dlaay that the prospector-type is
usually under greatest pressure in order to maetamental changes. However, it
is also arguable that in reality all organisatians under external pressure in order

to attain strategic fit between organisational klemge systems and business
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objectives. It is their perception of those pressuand how such organisational

types cope with such pressures that varies.

No significant results were registered for Maltgsespector-type organisations
being more prone in the adaptation of the latesgtrielogy, whereas in accessing
documents and data the Maltese analyser-type @afson is more prone (p. 220).
The use of information technologies to contactuitilials and exchange knowledge
is significantly greater in Maltese prospector-tgpganisations. It seems that a dual
focus on both personalisation and codification epphes are optimal for
performance as explained later (p. 308), which idaret al., (1999) might view as

problematic.

The intermediate position of analyser-type betwten defender and prospector-

type organisations, continues to confirm the Mimsd Snow model for the

statistically significant strategic knowledge ot@tion variables analysed in terms

of their relative degree of related competenciessgector > analyser > defender.

However there were exceptions registered for theyaer-type and reactor-type

which produced significant results which were gee#ttan the prospector-type. The

exceptions were in the following:

* Knowledge database contribution through remunearaioucture (p. 209).

» Training based on the transfer of knowledge throappropriate mentoring (p.
210).

» Competitor and industry knowledge updating (p. 212)
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* The importance of information accuracy (p. 214).
* The updating of organisational knowledge on a cwmtiis basis (p. 214).
» Documentation access through organisation’s inftionaystem (p. 216).

» Use of ICT technologies for documentation and imfation storage (p. 220).

It also seems that reactor-type organisations (whkack consistent characteristics
and were identified by Miles and Snow (1978) asrdsdual-type), is not always

applicable for Maltese reactor organisations, gsisicant results were achieved for

the utilisation of ICT technologies for documerdatiand storage of information,

client knowledge updating, and knowledge databas¢ribution enhanced through

the organisation’s remuneration structure. Thissgagainst the Miles and Snow’s

(1978) typology, who identified reactor-type orgations are slow to react in

taking-up business opportunities. It seems thatitistigates employees to store and
update organisational knowledge as an incentivet®xowards this goal. From the

eighteen organisations tagged as reactor-type7(p). af which 27.8% were based

in the food/beverage manufacture industry and 16ro¥h government services, it

seems that external relations of these organisatiends to be more technical in
nature such as distribution of statutory reportgpaduct/service samples, which

may prove successful with low external relations iemation, as

stakeholders/shareholders are few and undemangliagk(& Hartel 2001).
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5.3 The identification of strategic knowledge orietation factors to strategic
type

A factor analysis whose main purpose is to redutarge set of variables into a
smaller set of factors, was performed on the 4atitled knowledge orientation
variables in Maltese medium to large-sized orgaioisa which identified seven

major components following Varimax rotation (pp422).

5.3.1 Internal Alignment (KOF 1)

Knowledge management organisational maturity isswesl through the internal
alignment knowledge orientation factor achievedotigh business strategy and
knowledge management alignment (Scott-Morton 199jles and Snow’s
proposal of the analyser-type of organisation whighpositioned between the
prospector and the defender-types was found todosistent with most of the
survey-based results, except in two cases. Thisfevahie continuous updating of
competitor knowledge where the result for analygpe was more significant than
the defender-type organisation and for knowledgahlisse contribution within an
organisation aided through an appropriate rewanttctstre where the reactor-type
had a mean significant score greater than the defefiype organisation.

Maltese prospector and/or analyser-type organisstabtained significant results
than defender-type organisations as regards to:

» the alignment of both knowledge needs of an orgdiis and human resources

policies and systems (p. 203),
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» the utilisation of exit interviews so that organisaal knowledge and
experience is transmitted to organisational stafiniers (p. 210-1),

» the provision of more time on research and devetyr(p. 214) and

* the attention given by an organisation’s managerasmegards to network with

experts functioning along the same business lihdseoorganisation (p. 215).

This is in line with Zack’s (1999a) typology, whisliggests that internal alignment
is achieved once a cost-benefit analysis justlfigth the tacit and explicit strategic
intent that the organisation intends to pursuettagewith the ability to manage in
order to achieve performance targets, and remaimpettive. Strategic intent can
be more tacit, informal and subtle, but still hae impact on the organisation’s

strategic action (Marlow 2000).

This is in agreement with prospector and analygae-brganisations and also with
the reactor-type as suggested earlier with theebattlisation of ICT technologies
for knowledge storage and updating. However thisy mause conflict for a
defender-type of organisation as it has to justdyposition, due to the explicitly

cost-conscious outlook which is usually adoptedi§éh 1973).

Figure 5.2 shows the organisational internal aligntorientation variance plotted

against organisational strategic-type for Malteseedionm to large-sized

organisations. For this knowledge orientation factiee mean score for prospector
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is greater than analyser-type and defender-typenveder the mean score for

defender-type is less than the reactor-type.
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Figure 5.2: Internal alignment versus strategic ty in Maltese organisations

The findings of this survey therefore indicate ttieg analyser-type is closer to the
prospector-type organisation for this knowledgesmtation factor, with the latter
being better internally aligned by addressing kremlgke organisational needs,

knowledge capture through staff, research and dpwent and appropriate

networking.

5.3.2 Knowledge generation (KOF 2)
The findings suggest that the knowledge generati@ntation factor measured the

extent to which the organisation’s information teclogy function utilises the latest
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technologies in knowledge exchange, the extentutiirovhich knowledge within
an organisation is exchanged, the contact develogppedugh its own ICT
technologies, and the accessibility of organisatiotiocumentation. Knowledge
generation also measured the continuous updatingn@ivledge management, the
capturing and reuse of knowledge through the osgdioin’'s electronic medium, the
updating of client and industry knowledge as wslltlae provision of an adequate

performance management system.

The knowledge generation orientation factor vac@ssiderably across the different

strategic-types. The prospector-type was signiflgastronger than the defender-

type for:

* an appropriate performance management system vugigtplace (p. 207), and

» the updating of client knowledge (p. 212),

= the exchange of knowledge and contact developexugr the organisation’s
own ICT technologies (p. 220).

This is in line with Zack (1999a) as regards to Wlealge integration and

exploitation. On the other hand analyser-type osgdions were significantly

stronger than the defender-type for:

» the accessibility of documentation through the orggtion’s information
system (p. 216),

» the use of the organisation’s own ICT technolodg@s documentation and

storage of information (p. 220), and
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* the continuous updating of the organisation’s kmalge management and

industry knowledge (p. 215).

Figure 5.3 shows the knowledge generation varighatted against strategy-type.
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Source: Author’s derived date from the survey-basedjuestionnaire

Figure 5.3: Knowledge generation orientation versustrategic type in Maltese

organisations

For this knowledge orientation factor, the meanresdor analyser-type is greater
than prospector-type and defender-type organisatidowever the mean score for
defender-type is less than the reactor-type. Itmse¢hat for this knowledge
orientation factor the analyser-type is closer ke tprospector-type. It also
highlights the significant importance given by Ma&k reactor-type organisations on
the utility of ICT technologies in order to exchanknowledge and which seems to

help in the codification of client knowledge. Thikallenges Miles and Snow’s
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(1978) claim, as the utility of ICT technologies éachange knowledge seems to
diminish the assertion coined with the reactor-typéhich generally have been

considered as residual types and to lack consisktemticteristics.

5.3.3 Agility and Horizontal Knowledge Flow (KOF 3)

The agility and horizontal knowledge orientatiorctta addresses the extent to
which the organisation responds immediately to wigEional knowledge
request®, the overall organisational objectives and knogkdmanagement
practices alignment for effective operational perfance, the utility of standard
operating procedures and the effect of horizontaivkedge management flow. It
also addresses the utility of project teams, thktyalf disseminating constructive
criticism, training and development through appiater mentoring and the creation

of new knowledge assets in line with business djmers

There is a significant variation in terms of agilitorizontal knowledge flow
between the different organisational types (figr&), with prospector-type
organisations significantly higher than the defertgipe for the dissemination of
constructive criticism when failures are identifiddis is in line with the Miles et
al., (2000) view, that collaboration is perceivede important component in future
knowledge-based organisations, as more focus w# Maintained on
communication within an organisation for team-bagegrovements. Significant

results were also registered for the creation ef krowledge assets in line with

35 In order to encode and retrieve knowledge frormavkedge repository such as a database, orgamsatimowledge
requests are made by employees to subject matterte>on an ad hoc basis. It is claimed that thpaese from the expert is
rich in content, personalised to the particularsper addressing it and contextualized to the pdaticproblem being
addressed.
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business operations (p. 203), the alignment of alvebjectives and knowledge
management practices so that operations are pextbmedfectively (p. 203) and
prospector over reactor-type for the immediate oasp of knowledge requests

from staff members (p. 217).

Other significant results were registered for tmalgser-type as the mean was
greater than the reactor-type as regards to ovetgkctives and knowledge
management practices alignment so that operatimsaried out effectively (p.
203). The mean for analyser-type was also grehtar defender-type as regards to

organisational training based on appropriate memdp. 210-1).

The results achieved for horizontal knowledge fieere not consistent with the
Miles and Snow typology whereby it is claimed thstort-looped horizontal
information systems are adopted by prospector-tyganisations whereas long-
looped vertical information systems are adopteddbfender-type organisations.
Thus competitive advantage cannot be maintainedoasinuous feedback leads
towards organisational performance maximisatiora@gied by Miles and Snow

(2003).

284



4.80

4.60—

Mean of KOF3
&
]

»

N}

=}
1

4.00

3.80—

T T T T
Prospector Analyser Defender Reactor

Strategy type

Source: Author’s derived date from the survey-basedjuestionnaire

Figure 5.4: Agility and horizontal knowledge flow \ersus strategic type in

Maltese organisations

For this knowledge orientation factor, the mearredor prospector-type is greater
than analyser, defender and reactor-type orgaoisaffigure 5.4). It seems that the
analyser-type is closer to the prospector-type.ofadiog to Miles et al., (2000),
organisational agility rests on the rapid re-aligmi of internal processes and
systems to accommodate environmental changes. Qiliy &0 do this with speed
requires the capacity to not only change, but tintaan performance targets and
customer satisfaction in the process through coitygetidvantageAs regards to
horizontal knowledge flow, feedback which can b&eta as a means of
organisational development through processes amplgds not taken advantage of

which challenges Roebuck’s (1996) view.
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In summary, one can conclude that when one corssither agility and horizontal
knowledge flow orientation factor, it seems thallafmration and communication
are considered important aspects in Maltese pro@mpend analyser medium to
large-sized organisations for effective team-basgatovements. This is achieved
through immediate response through knowledge reguesignment of overall

objectives and knowledge management practices.

5.3.4 Formality and standardisation (KOF 4)
The formality and standardisation knowledge origotefactor included:

» the utility of a vertical flow of knowledge managent from subordinate to
management level (p. 206),

» whether a centralised knowledge management steuexists with a top-down
approach (p. 207),

» the internal aspects of an organisation, such asagiag funds, offering
superior services, planning and allocating skaisd knowledge of customers

and competitors (p. 209),
» the importance of information accuracy (p. 214),
» the dissemination of knowledge to organisationaioers (p. 217), and

» the appropriate organisational communication ireotd enhance innovation (p.

219).

Figure 5.5 shows the variance plot of formality astdndardisation for Maltese

medium to large-sized organisations against stiatgges.
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Figure 5.5: Formality and standardi_sati_on versus gategic type in Maltese
organisations

For this knowledge orientation factor, the mearresdor prospector-type is greater
than analyser and defender-type organisations. Mewd¢he mean score for
defender-type is less than the reactor-type. Mal@@®spector and analyser-type
organisations are significantly stronger than tleéedder and reactor-types, for
knowledge creation regarding organisational openatiwhich are disseminated to
other staff members. Prospector and analyser-tsg@significantly greater than the
defender-type for the use of communication in orderincrease innovative

knowledge (p. 219). Also analyser-type organisatiare significantly stronger than

defender-type organisations as regards to the m@ptelated to information
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accuracy (p. 214). This is not in line with the &iland Snow’s typology where
defender-type organisations generally seek effayiethrough standardisation and
formality. However this is consistent with GrahandaPizzo (1996) as they state
that a balance between tacit knowledge creativitg @nformal flexibility is
necessary to turn creativity towards business adgas. Since low-moderate
formality/standardisation was registered, this magy linked with high tacit
knowledge (Holtham 1996). It seems that Malteseaoigations do rely to some
extent upon an internal store of tacit knowledd&oaigh the amount cannot be
accurately quantified. The importance of more stadidation and formality and
less diversity was registered by Menguc and Aul®$2@vhen trying to implement
ideas as routine. Menguc and Auh believe that #eeafl standard processes should

affect organisational performance which is alsdanoed in the Maltese context.

In summary, we can perhaps conclude that whenaimeality and standardisation
knowledge orientation factor is considered, it seémat communication in order to
create innovative knowledge is considered an ingmbrtaspect in Maltese
prospector and analyser-type medium to large-sibeganisations. Maltese
analyser-types organisations also consider infaomaaccuracy as an important

aspect which may instigate creativity.

5.3.5 Personal knowledge (KOF 5)
The personal knowledge orientation factor measusde:

 the amount of knowledge which rests with organiseti staff (p. 215).
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 the degree through which the organisation’s knogdes developed between
staff (p. 217), and
* the re-use of knowledge (p. 219)
Figure 5.6 shows the variance plot of personal Kadge against strategic-type for
Maltese organisations. The mean variance of théyseratype is higher than the
prospector, and the defender-type organisation. éd¥ewthe mean score for the
reactor-type is greater than the defender-type.ip@rtance of ICT technologies

in reactor-type organisations is again highlighted.
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Figure 5.6: Personal knowledge versus strategic tgan Maltese organisations

No significant values were registered for this kfemge orientation factor between
prospector and defender-types. It does not seerh d@h&igh proportion of

knowledge in Maltese organisations is tacit andetfoge linked with the individual
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concerned. This reminds us of Hansen’s (1999) estinthat around 20% of
knowledge is assumed to be tacit, although one ataaocurately quantify the

amount of tacit and explicit knowledge that resigdghin an organisation.

5.3.6 Information systems and information technolog (KOF 6)

The information systems and information technolagientation factor measures
the knowledge tapped from an organisation’s datbasg search facility (p. 216)
and the knowledge tapped from an organisation’saldese without prior
consultation to the person who created it (p. 2M). significant values were

registered for this knowledge orientation factor.
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Figure 5.7: Information systems and information teinology versus strategic
type in Maltese organisations

Figure 5.7 shows the variance plot of informatigstems and technology against

strategic-type for Maltese medium to large sizegaarsations. One should note
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that the mean score for the reactor-type is greatan the defender-type and the
prospector-type mean is greater than the defeyper-it seems that reactor-type
organisations use ICT technologies to a greateengxthan defender-type
organisations in order to retrieve knowledge. $bateems that the prospector-type
make relatively extensive use of information systeamd technologies to tap

knowledge which is in line with the Miles and Sntypology.

5.3.7 External Intelligence (KOF 7)

The external intelligence orientation factor measuhe difficulty of tapping new
knowledge which directly affects the organisatiolfe of business (p. 217) and
level of focus on the organisation’s knowledge nggmaent systems as regards to
external issues (p. 208). No significant valuesemagistered for this knowledge
orientation factor. This finding is consistent witie degree of turbulence registered
for Maltese organisations due to globalisation atwimpetitiveness threats

(Economic Policy Division 2007).
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Figure 5.8: External intelligence versus strategitype in Maltese organisations

For this knowledge orientation factor, the mearresdor prospector-type is greater
than analyser, and defender-type organisationsiréfigs.8). However the mean
scores for prospector, analyser and defender-tgpedess than the reactor-type.
From the identified Maltese reactor-type organsai (e.g. product manufacture
and services to clients) it seems that environnhegtnning is an essential element
to sustain the defensive mechanisms that are reegess protect their current

market position which may be in constant threat ttuenarket globalisation and

greater competitiveness.
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5.4 General remarks on the seven knowledge orientah factors for Maltese
medium to large-sized organisations

Analysis has shown that for the seven identifiedvikedge orientation factors, the
prospector score was higher than the defender .saih findings are consistent
with Nonaka’'s (1991) model of a knowledge-creatiogganisation, whereby
organisations that encounter turbulent markets igeirby the creation of new
knowledge, and adapt in a matter fast enough ipeetsto new technologies,
services and products. High scores for the proepégbe organisation were
registered for  knowledge  generation, personal  kedg#, and
formality/standardisation which resonates with Naia (1991) description of a
knowledge-creating company, whereby new knowledge te created and
disseminated quickly, leading towards the develagnué new technologies and
products. However one should also note that thé/sevatype was higher than the
prospector-type for knowledge generation and peisknowledge. It seems that
the analyser-type organisation is closer to thesgeotor-type of organisation (p.
205), which suggests that rather than having dispnospector-type and analyser-
type, another type, hybrid between the two typeghinbe possible in the Maltese
context. This might also lead us to question thidiy of the Miles and Snow
typology more broadly. In fact this reminds us loé dual nature possessed by the
analyser-type technology organisations allowingnth&® produce products or
services efficiently and keeping pace with develepta engendered by prospectors
(Miles & Snow 1978). The findings of this disseidat for the analyser-type

sustains Olson’s et al., (2005), assertion thatlear structural solution for these
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organisations yet exists, because at a given tiamalyser-type organisations
operate in a way that is closer to defender oiptiespector-type. This is a problem
inherent to most typologies: their lack of a londinal perspective. Typologies
tend to ignore the fact that organisations oftentlgough frequent change, and

therefore it is difficult to ‘pigeon-hole’ into orspecific type.

An almost linear relationship was achieved for exdéintelligence and information

systems/information technology components in thgueece for prospector-
analyser-defender types. Moderate mean scoresré@pgctor-type organisations
were achieved for internal alignment, agility aradibontal knowledge, information

systems and information technology and externalligence components which
seem to suggest that the Miles and Snow typologyhie analyser-type being the
hybrid between the prospector and defender-typanisgtion applies to knowledge
generation and personal knowledge orientation factbhis is in broad agreement
with management literature that knowledge managérhaes to be linked with

organisational strategy so that economic value lsancreated and competitive
advantage sustained through knowledge generatirnal alignment and external
intelligence (Zack 1999a; Maier 2007). Writers wbtbow the resource-based view
of the organisation, and who study knowledge aratesjic management integration
consider knowledge as the key resource to orgamnsatvhich is sustained through
appropriate IT systems (Maier 2007). Thus IT neksoare said to sustain
knowledge resources requirements, organisationsitipwing, core competencies

development and strategic business fields througbdyst/service market-
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combinations. For the reactor-type the lowest seas only achieved for agility
and horizontal knowledge flow orientation factorighis typical for this type. For
the other knowledge orientation factors this isomsistent with the Miles and Snow

typology when applied in the Maltese context.

In summary, it seems that Maltese analyser-typearosgtions are closer to
prospector-type which suggests a hybrid type betvike two strategy-types. This
seems to suggest that no clear structural typditigyet exists. In addressing one of
the primary outcomes of this study, the next sectfers to tackle this issue by
developing a knowledge orientation matrix for Ma#emedium to large-sized

organisations.

5.5 The development of a knowledge orientation mait for Maltese medium to
large-sized organisations

A central objective of this dissertation was toabish what factors help to align
knowledge management and organisational busingsstoes in Maltese medium
to large-sized organisations. The knowledge ortemtaaspect deals about such
behaviours at an organisational strategic levelelas the Miles and Snow model
deciphers the main differences between the differstnategic knowledge
orientation parameters, a proposed typology willoffered to reflect the Maltese
scenario. The development and utility of clustealgsis for the seven knowledge
orientation factors identified earlier (p. 240)d l@wards the identification of four

significant cluster groups with statistically sificént variations. From an analysis
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performed from two to six cluster configurationse tfour cluster group was

adopted as this shows an even distribution of caised cases (table 4.51, p. 240).

Table 5.1 represents the general characteristicsuatered in Maltese medium to

large-sized public and private sector organisatidssWiig (1997) had proposed,

one would expect a combination of knowledge origmtafactors as derived in
table 4.45 (pp. 230-2). The following knowledgeeotation taxonomy is being

proposed which ‘denotes the classification of infation entities in the form of a

hierarchy, according to the presumed relationsbipthe real-world entities that

they represent’ (Maier 2007: 258) (see table 4rik9445).

a) The connector-type (knowledge strategy for busiresstegy) resembles the
internal alignment/knowledge generation knowledggendation factors as
strategic knowledge is explored and exploited (Bi& Chakrabarti 1996; Zack
1999a).

b) The scrutinizer-type which creates value for cugtoorientation resembles the
solitaire-type except for external intelligence whedge orientation factor.

c) The supporter-type which focus on product leaderghimid-way between the
connector and scrutinizer-type.

d) The solitaire-type is opposite to the connectoetyp

The knowledge management system that this taxortengs to express is related

to knowledge behaviours at strategic organisatitevell.
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Type 1:
CONNECTOR

Operational excellence
Competitive orientation in terms of knowledge management

In a continuous search for new reliable products, servicaskets and technologies
through appropriate connections.

)

ii)
iii)
iv)
v)

vi)

Overall objectives, organisation knowledge needs/requestsnandedge
management practices are aligned and updated continuously spéehations
are performed effectively

Knowledge is continuously updated through research and genett
Knowledge contribution within the organisation is enteththrough the
organisation's remuneration structure and disseminateti¢o employees
Applies ICT technologies and appropriate internal and extegtalorks to
access knowledge and documentation

Knowledge information related to difficulties encounteredlufes registered or
possible mistakes that might arise are disseminated instrgotive manner
Utilises exit interviews so that knowledge and experiencdddbe transmitted

Type 2
SCRUTINIZER

Creating value for customer orientation

i)

ii)
iii)
iv)

v)

Client and industry knowledge is continuously updatedisuwednsidered of
moderate importance

Overall objectives, organisation knowledge needs and laugel management
practices are aligned and updated continuously in ordeptogte the more
effective performance of operations to a lesser extent

Information accuracy is considered essential even thougtyitaka some time
to capture

Attempts are made to increase levels of innovative knowlgdgagh
communication between people who possess the relevant knowledge
Moderate investments in information systems and technology

Type 3:
SUPPORTER

Product Leadership

Technological orientation representing a middle course in knoledge
management

Dependent on success built on already established produtsmg3to produce
continuous state of the art products/services and impravignisational
profitability.

Utilises its own ICT technologies for documentation andasfe of information
to a moderate extent

Client and industry knowledge is continuously updatedisednsidered
important

Overall objectives, organisation knowledge needs and letmel management
practices are aligned and updated continuously so that aperatie performed
effectively to a moderate extent

The organisation has a performance management system tlsseisiohiated
throughout the organisation with its information sys$

Organisational training is based on the transfer of knayaedrough appropriaté
mentoring
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Opposite to the connector-type

Type 4: i) Little emphasis is placed on the overall objectives, organiskhowledge needs
SOL| T'Al RE and knowledge management practices alignment so that opemtopsrformed
effectively

i) External knowledge updating through research and developsnétie

iii) Knowledge contribution within the organisation andsdisination to other
employees is achieved to the least extent

iv) Applies leading edge technologies and appropriate internabdachal networks
to access knowledge and documentation to the least extent

v) Knowledge and experience transmission is not given irapoet

vi) Rigid operation and inward looking approach

Source: Derived from author’s conclusions and anabes following table 4.19 (pp. 196-200)

Table 5.1: The creation of strategic knowledge origation management
typology for Maltese medium to large-sized public ad private sector
organisations

Figure 5.9 represents the strategic orientatiodh fgn Maltese organisations.

High
Connector
Internal . Supporter
Alignment
Scrutinizer ‘
Solitaire
Medium

Medium Knowledne Generatior High

Source: Derived from Strategic Knowledge Orientatio Factor types

Figure 5.9: Strategic knowledge orientation matrixfor Maltese organisations

In the development of the strategic knowledge ¢aon matrix, one should note
that the connector idea is similar to Truch (2084d Zack (1999a). Zack maintains
that a balance between exploitation and exploratiefierred to as innovators, is an
important balance to maintain in a highly effectimganisation. The qualitative

research performed by Wiig (1997) refers to the lmations of knowledge
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orientation, which were confirmed by the findingsr this dissertation. In fact
both agility/horizontal knowledge flow and formglstandardisation are combined

factors in this knowledge orientation matrix.

A four-category typology was devised for the Madtescenario made up of
connector, scrutinizer, supporter and solitairguffé 5.9). The connector-type
focuses on operational excellence and its comypetitirientation in terms of
knowledge management is in the continuous searcméav reliable products,
services, markets and technologies through ap@@pconnections and appropriate
remuneration structures to aid towards knowledgetrifmution. Investments in
leading technologies are critical for this type the retrieval of competitor
knowledge is considered of utmost importance. Tovenector-type resembles the
internal alignment/knowledge generation knowledgeration factors as strategic

knowledge is explored and exploited.

The scrutinizer-type focuses on the creation ofi&dbr customer orientation based
on appropriate information accuracy retrieved frdant and industry knowledge.
Scrutinizer-type organisations sustain that theierall objectives, organisation
knowledge needs and practices are aligned and eghdatvestments in information
systems and technology are moderate. The screttitype resembles the solitaire-
type expect for external intelligence as innovatkwewledge through appropriate

communication between people is maintained in ci@ettain relevant knowledge.
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The supporter-type focuses on product leadershgedan client and industry
knowledge. This type is more technologically-orezhtand is dependent on
successes built on already established productss fipe usually embraces
organisations who possess a performance manageysetn that is disseminated
throughout the organisation. Investments in infdramsystems and technologies
are usually sustained in-house to a moderate extéetsupporter-type is mid-way

between the connector and scrutinizer-type.

The solitaire-type is opposite to the connectoetygttle emphasis is placed on the
organisation’s knowledge contribution, knowledgesd®e and practices. There is
also little focus on retrieving external knowledwed knowledge contribution from
employees is minimal. This type is characterisetth wgid operations and inward-
looking approach. As regards to investments in rinftion systems and

technology, this is also minimal.

The interpretation of the knowledge orientatiorddfigure 5.9), has to be taken in
the right context of what is the right strategic&nd the right strategic alignment
between organisational business strategy and kug@lenanagement systems. This

brings forward issues related to organisationdigperance.
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5.6 The organisational performance link with stratgic-type and knowledge
orientation domains

According to research by Conant et al., (1990),Mliles and Snow strategic-types
of prospector, analyser and defender-type orgaomsaperform on an equal basis
and above the reactor-type. However Miles and Ssdwpothesis is not supported
by the findings registered for Maltese organisagjaas it was found that the mean
of prospector and analyser-types is greater thandefender-type strategy at a

significance level of p<0.05 (p. 205).

In the previous chapter, analysis was performedtlmn correlation between
performance, strategic-types and the knowledgen@ien factors (table 4.59, p.
247). It was encouraging to find that significanbderate correlations were
registered, which provide a direct contribution #&ds knowledge orientation,
strategic-type and performance relationship. It watablished that for Maltese
medium to large-sized organisations adopting aryaeatype strategy, the most
significant knowledge orientation factor is intdraignment. This is more in line
with what is usually expected of a prospector-tgpganisation in a knowledge-
creating organisation, which also seems to sugbasthe prospector and analyser-
types are closely related in the Maltese envirortmidiles and Snow (1978) state,
that the analyser-type positions itself betweendiiender and the prospector-type
organisations. It seems that this finding is nohsistent with what is usually
expected of a fast follower analyser-type as irderalignment is generally

experienced at maturity in a knowledge-based osgdion.
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For the defender-type the most significant knowedgrientation factor is
agility/horizontal knowledge flow which is typicals scanning and knowledge
generation are essential components. The defepperid predominantly driven by
cost economy and efficiency gains which do not ssasly incline towards a
leading-edge technology investment type. The clist#veness issue plays a vital
role among defender-type organisations and it natyatways be logical that all
types of investment lead towards better performahosugh better organisational
efficiency and productivity for different strategypes. This may provide an answer
why different organisations with different straiegypes adopt different knowledge

orientation factors so that better performancelmachieved.

For the reactor-type the most significant knowledygentation factors were
internal alignment, agility/horizontal knowledgewt and formality/standardisation
(p. 247). This was a surprising result which ineesg showed the level of maturity
in reactor-type organisations and the higher peréoce levels which may be
achieved. The knowledge orientation factors coiwéll the reactor-type calls for

investments in training and people resources winak not be cost-effective.

In the categorisation of organisations consideredigh and low performers, the
cross-tabulation drawn earlier (table 4.56, pp.-243Xlearly shows the variance in
distribution between both groups. For high perfarmganisations, 22% adopt the
solitaire-defender classification and 34.1% adopte tscrutinizer-analyser

classification. 23.1% adopt the connector-prospéetactor-type classification and
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20.9% adopt the supporter-analyser/defender-tygesification. Thus, it seems that
a solitaire-defender, scrutinizer-analyser, conmregtospector/reactor, supporter-
analyser/defender links are present in high perfoce Maltese medium to large-
sized organisations, which was confirmed by theespondence analysis (figure
4.18, p. 246). Although the sample size is rel&giveedequate for this research,
significant variances that may give an indicatioisame form of pattern that search

for a tighter strategic fit should be realised witbre caution.

Lowendahl and Revang (1998) warn against accepinigersal generic solutions
when it comes to understanding organisations aradegiic fit. In other words a
generic fit is hardly suitable in organisationspessally when different strategic-
types are adopted and which have components teathenging continuously in
turbulent environmental business scenarios. Trohudes clients and the supplier
relationships that such organisations deal withiclwltan hardly be visualised as
stationary. Lewendahl and Revang (1998) suggesthleabest environment when

dealing with suppliers and clients should be fimichature rather than static.

The predictive power of the research model helpsinderstanding strategic fit
better. This proposed research model comprisdseo$e¢ven knowledge orientation
factors, environmental turbulence and strategietyp was established that the
model reduces random error by 12.26% (pp. 248-2&@alysis was also developed
for the derivation of five and six knowledge origidn but the random error

calculations were 8.96% and 11.46% respectivelyveer@ discarded. This sustains
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the argument that organisational strategic aligriraad organisational performance
are strongly linked and agrees with research caeduby Scott-Morton (1991),
Miller and Cardinal (1994), Miles and Snow (1998rew (1999) and Truch

(2004).

In summary, for Maltese anslyser, defender andteeamedium to large-sized
organisations the results achieved for internalgratient, agility/horizontal

knowledge flow and formality/standardisation knodge orientation components
seems to suggest that the link between knowledgeageament and organisational
strategy are essential features for economic vaheecompetitive advantage to be
sustained within an organisation. It seems that thiconsistent with Nonaka’s
(1991) assertion that survival in turbulent envimamts is sustained through

knowledge creation.

5.7 Comparison with the Miles & Snow, Hansen and Tuch models

Conant et al., (1990), Abernethy & Guthrie (19943 &ruch (2004) have shown
that the Miles and Snow model (1978) can be usedhéasure organisational
strategic orientations. The strongest point in khiéees and Snow model is its’

capability in addressing the ever-changing turbularsiness scenario through its
adaptive cycle concept. When the Miles and Snoweahads conceived in the late
70’s, certain aspects regarding technological dpreknts were still in their

infancy or even unthought-of at that time. In faéleé information management

aspect was considered to possess a minor effettteirMiles and Snow model

304



(1978). A case in point is the utility of the intett, internet and extranet, which
links further and facilitates communication and ommhation flow between
employees through better connectivity as mentiopexViously in the literature
review (p. 56-7). Analysis for Maltese organisaticshows that the role played by
information systems and information technology Itssim an important knowledge
orientation factor. It is also evident that therfoypes exist in every industry with
different variances. It seems that prospector-types tagged with services,
analyser-types are tagged with media and manufagtundustries, government
services are tagged with defender-types and foauifaaturing with reactor-types.
The variances, achieved between the strategic-ty@eas follows:

Prospector. Personal services (17.1%); Recreation servicéS8{4);

Analyser: Communication (11.4%); Miscellaneous manufactyrimdustries
(11.4%)

Defender. Government services (32.7%); Transport (16.3%)

Reactor. Food manufacturing (22.2%); Government servidés7%0).

The research finding amongst Maltese organisatiemsaled that prospector-type
perform better than the defender-type organisatiisch is contrary to the Miles
and Snow’s model which states equal performandesstaetween the prospector,
analyser and defender strategic-types and whickrgéy outperforms the reactor-
type. An explanation as to why Maltese prospectpetorganisations outperform

the other strategic types could be the move oMhkese-based economy towards a
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European Union econorffy(Europa 2008) and this transition towards a tracie
knowledge-based economy is being taken advantagebyofprospector-type
organisations more than the other strategic-typemsyever this scenario might
change in the long-term if the analyser and defehgees gain enough knowledge
to reach maturity stage, which may enable themet&pkpace with the prospector-
type strategies. In fact for the Maltese scenaegotain hypotheses presented in this
dissertation show that analyser-type organisatmutperform the prospector-type
(pp. 196-200). Sectors involved in direct productespecially in the manufacturing
industry continued to experience job losses, whigks offset by employment
opportunities growth in market service activitiescls as real estate, renting,
business activities, community, social and perssealices activities. Following a
strong growth in 2006, total manufacturing turnovwecreased by a further 4%
during the first six months of 2007 (Economic Pwl@ivision 2007). This should
be more in line with Miles and Snow’s prospectgrelybut seems to be addressing
more the analyser and defender-types for Maltegansations which represent
25.5% and 35.8% respectively (table 4.5, pp. 169)-16f those organisations

surveyed.

The findings also challenge previous thinking oowledge management in other
ways. For example, questions are raised about Hanse al., conclusions about
the relationship between knowledge orientation anghnisational performance.

COD18 and PERS19 examine approaches to traininilahese organisations.

38 This combines the economies of 27 member statessagdnerating an estimated nominal Gross Domé&stcuct of
US$17.6 trillion in 2008 according to the Interoa@l Monetary Fund. It accounts for about 31% d&f thorld's total
economic output. (Wikipedia 2008).
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Figure 5.10a shows training relying on documenitatiod manuals, that is explicit
or codified knowledge. As expected defender-typganisations score highest, as
focus is maintained on internal efficiency. Althéugnarked differences are
registered between the strategic groups, theyeaedignificant in statistical terms.
Figure 5.10b shows training and knowledge trangfenducted in Maltese

organisations through coaching and mentoring tlgattacit or personalised
knowledge. A significant result is registered widimalyser-type organisations
making more use of people-to-people training tharospector-type of

organisations.

Prospectors Anaysers Defenders Reactors Prospectors Anaysers Defenders Reactors

(@) (b)

Source: Author’s derived date from survey-baed questionnaire

Figure 5.10: Training performed (a) document base@b) people based in

Maltese medium to large-sized organisations

From the survey held, representing 44.4% of thetédal medium to large-sized
organisations, it does not materialize that bepterformance is achieved if

organisations adopt either a personalisation orificaton strategy which
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contradicts Hansen'’s et al., (1999) qualitativespriptive research. Also it does not
transpire that if a personalisation instead of difazation strategy is adopted or
vice-versa, the business might enter into a risgufeé 4.10 (p. 189) shows a
graphical plot for the mean personalisation agaitis# mean codification

dimensions.

If Hansen'’s et al., (1999) assertion is correcte would have expected a clustering
of high personalisation/low codification and lowrgenalisation/high codification
for Maltese medium to large-sized organisations.t@ contrary, it is evidently
clear that the clustering proposed by Hansen etdaks not exist in the Maltese
scenario. The Pearson correlation (table 4.1488) achieved for Maltese medium
to large-sized organisations is 0.626 at a sigaite level p= 0.0005 and is more
linear in nature (figure 4.10, p. 189). The findintpr Maltese organisations are
more in line with Tovstiga and Korot's (1998) findis as they suggest that both
tacit and explicit knowledge are required to suevim today’s knowledge-based

competition.

The research findings in this dissertation implgttbontrary to what Hansen et al.,
had proposed, that in order to enhance organisdtiperformance either a
personalisation or codification strategy is adoptdditese organisations appear to
seek both personalisation (tacit) and codifica(iexplicit) strategies. This is more
in line to what Marchand (2001) had proposed, pestive link with performance

is registered when personalisation and codificastrategies are adopted. Also
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technological information systems advancementsdyiek possibility of further
data mining in prospector-type organisations. Imfation retrieval for job
effectiveness and efficiency is by far greater thanthe defender-type, which
sustains the argument further that prospector-tgpganisations adopt both

personalisation and codification-type strategies.

Truch (2004) identified nine knowledge orientatiactors. As regards to variance
for internal alignment and knowledge generation|té4e prospector and analyser-
types are significantly greater than the defengpe-torganisations. The prospector
and analyser-types are significantly greater thHan reactor-type for agility and
horizontal knowledge flow (p. 238). This agreeswituch’s (2004) framework to
a certain extent as similar results were achievadirfternal alignment, agility,
horizontal knowledge flow, and knowledge generatidithough Truch obtained
significant results for external intelligence, infeation systems and technology and
standardisation knowledge orientation factors, igaiBcant results were achieved
for Maltese organisations. No significant resultsrevachieved for both personal

knowledge and formality knowledge orientation fasttor both models.

This research serves as an eye-opener for Maltesdium to large-sized
organisations who intend to adopt a codificatiopetystrategy at the expense of
personalisation-type strategies and which are &nglocess of formulating their

knowledge management strategy.
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5.8 Concluding remarks

The scope of this dissertation was to investighie knowledge management
approaches adopted by Maltese medium to large-simgahisations in relation to
their business strategies and their impact on d@sgdaonal performance. The
findings indicate that Maltese organisations folloWfferent strategies related to
their business strategy. Knowledge orientationdiactind business strategy-types
combine to provide impact on the performance legtlgaltese organisations.

In this dissertation the Miles and Snow model wagduto analyse Maltese
organisations. The organisational performance betwwospectors, analysers and
defender-types, was found to vary. In fact for Msét organisations the prospector-
type organisations almost always outperformed theferdler-type for the
hypotheses that were sustained. Hansen’s et aldelnyarescribes that either a
personalisation or a codification strategy should bhdopted to optimise
performance. The Maltese scenario yielded tha¥laltese organisations following
different strategies, utilizingoth codification and personalisation seemingly much

to the same extent.

The seven knowledge orientation factors were dssiisacross the different
strategic-types. Performance was found to be &tdirk with some of the strategic
knowledge orientation factors but with a varyingyae, indicating the importance
of strategic alignment on organisational perforngarfc predictive capability of the
model that links business environment change amureglictability, knowledge

orientation that combines knowledge managementeglyaand implementation,
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strategic orientation that address the organisatidr@haviour to environment
changes and strategic alignment which combines letdge orientation, strategic-
type and environment which ultimately influencefpenance was proposed with a
reduction of random error performance of 12.26%us@r analysis was also used
with the scope of understanding organisational kadge orientation. A four-type
classification of connector, scrutinizer, suppoded solitaire has been proposed.
For Maltese high performance medium to large-saeghnisations, alignment was
found to exist between solitaire-defender, scrméinianalyser, connector-
prospector/reactor, supporter-analyser/defendeupgroThe connector-type deals
with operational excellence and competitive origatain terms of knowledge
management. This is typical of the prospector-typlgh are in continuous search
for new reliable products, services, markets awmtirtelogies through appropriate
connections (Miles & Snow 2003; Garrigés-Singiral., 2005), but in the Maltese
scenario, components related to the reactor-typealso evident. The scrutinizer-
type is similar to the analyser-type where valueresated for customer orientation.
The supporter-type holds components pertaining dih lanalyser and defender-
types, where product leadership is essential fgamisational success built on
established products (Miles & Snow 2003; Garrigdaé® et al., 2005) . Thus it
seems that the analyser-types are divided into tinase closer to the prospector-
type and those closer to the defender-type. Thiasettype is similar to the
defender-type and is the direct opposite of theneotor-type which is similar to the

Miles and Snow typology with prospector and deferigpes on opposite ends.
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However this research has shown that certain eltsmdantified for the reactor-
type in the Miles and Snow typology are also presethe connector-type as well.

Ultimately, the findings of the study suggest that, least within the Maltese
context, the relationship between knowledge managém orientation,

organisational strategy and performance is in sonp@rtant ways different to that
proposed in previous studies. The model discussethis chapter outlines this
relationship, and in the final chapter of the dits@n these findings will be put in

their proper perspective, and further recommendatwill be proposed.
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Chapter 6 — Concluding remarks and possible futurgesearch

6.1 Introduction

This study set out to illuminate the relationshigiviieen organisational strategy,
organisational knowledge orientation, environmeitdabulence and organisational
performance. In doing so, it aimed to offer a modklstrategic alignment that
builds on and advances previous models of knowledgeagement. It sought to
achieve this through an empirical and predominagtigntitative study of Maltese
medium and large-sized organisations. The reseaoctel (figure 3.1) focuses on a

five-point framework for Maltese organisations ngme

1. The organisational performance.

2. The strategic-type that is prospector, analysdemdker and reactor in relation
to the organisational environmental behaviour.

3. The level of environmental turbulence in the Madtesisiness scenario.

4. The development of knowledge orientation factors.

5. The strategic alignment of an organisation by hgkiknowledge orientation

factors, environmental turbulence, strategic-type performance.

A survey-based questionnaire was adapted fromitdeture (Truch 2004), with

the aim to research Maltese medium to large-sizgdmsations. A small number
from the Maltese public and private sector managemere consulted before the
final survey was conducted, in order to retrievedfegack on the questionnaire, the

scope of which addressed a broader level acroseséabrganisations ranging from
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fifty employees and over (appendix 6b). Existingriature was used in order to
complement the survey questionnaire which was basedomponents related to
knowledge orientation and its relation to orgamndsel strategic alignment,

strategic-type, environmental turbulence and oggtitnal performance.

In recent years organisations have found themsedné®nched in a knowledge-
based economy. This has made management in botteddapublic and private
sector organisations dependent on a high percerdfgetangible assets, with
knowledge being considered as one of the most itapbrassets that an
organisation can possess. This resultant philoseptyeaking new ground in the
creation of new models and challenging past acadeesearch as regards to the
measurement and development of intellectual capitdlarchand et al.’s (2001)
research has suggested that information managearghttechnology practices,
organisational behaviour and values are directlykdd with organisational
performance management. In order for superior pmdace to be achieved all the
three above mentioned criteria should be presdns i reflected in the Maltese

scenario (table 5.1).

As outlined in the literature review, this thesisilds on previous attempts to
address the issue of how strategic alignment ofv@dge management practices
might be linked to performance. For example, Sbtutton’s (1991) research
carried out by the MIT Sloan School of Managememtooganisational strategic

alignment failed to link organisational performanegéh information technology
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systems investment. However the MIT research choig in the 1980s led towards
a new way of addressing knowledge management ofrirdtion systems related to
organisational culture, structure, operating procesl as well as how business is

carried out in such organisations.

Yet, despite this progress, there are still sigaifit gaps in the current evidence
base. For example studies conducted so far orstigct, except for Truch (2004),
have been of a qualitative nature (Bierly & Chalardibl 996; Wiig 1997; Hansen et
al., 1999; Zack 1999a), focusing on the organisalistrategic orientations of a
particular industry. This quantitative research ggbeyond this focus on specific
sectors, and addresses this issue for Maltese iseg@mms and benchmarks with
Miles & Snow’s (1978), Hansen’'s (1999) and Truckiz004) models. In fact

research findings of Maltese public and privatet@eorganisations confirm that
different knowledge management approaches are lusadbpted by different

organisations falling in different sectors, whiclancbe linked with different

business strategies.

6.2 The contribution of this research conducted oMaltese medium to large-
sized organisations

This dissertation reveals several gaps in knowledgeagement research that need
to be addressed before we can really verify th#staf strategic alignment of
knowledge management orientation in organisatidhe. critique, however, is not

targeted at any single model or theory, but at thdmiilding. This dissertation
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introduces a set of knowledge management orientdaotors to study whether
strategic alignment of knowledge management oriemtaoccurs in Maltese
medium to large-sized organisations. This studgvides further gquantitative
evidence that sustains the importance of organisalistrategic alignment besides
the development of a knowledge management taxonerich provides an
indication of how IT/IS investment should be addegsin order to implement an

effective organisational knowledge management gyste

It has been established from the findings of thigdy that strategic knowledge
orientation varies significantly as different orgaations adopt different strategic-
types. This is one of the most important findingsl agrees with Truch’s (2004)

result, as it was previously thought that a one §is all model could have been
assumed. Other important findings were that mediortarge-sized organisations
adopt both personalisation and codification-typatsgies which refutes Hansen’s
et al's (1999) argument.

Hansen et al., (1999) posit that both strategiesnat used equally and claim that
organisations use 80% of their knowledge sharidigang one strategy with the

remaining 20% of the other strategy. Since a pasitorrelation was registered for
organisations adopting both personalisation andfication types (table 4.14), this

does not sustain Hansen’s et al., argument (19f)drganisations explicitly use

either the personalisation or codification typeswétegy. Although Hansen’s model
explicitly states that between personalisation ewodification strategies, a negative

correlation exists, the findings for the survey awocted in Maltese organisations
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did not sustain this argument as a positive caicglavas achieved, which seems to
suggest that perhaps the reality of knowledge mamagt is more complex than

such typologies imply which see them as mutuallylesive.

There were also some significant findings relatiogthe connection between
strategic orientation and performance. For examabeording to the Miles and
Snow’s model, reactor-type organisations perfornoriyo compared with the
defender, analyser and prospector-types. It wasddliat the mean performance of
the defender, analyser and prospector-types fatlinathe confidence interval of
the reactor-type. Therefore Maltese medium to Isiged reactor-type
organisations, perform at a similar level with tdaltese defender, analyser and
prospector-type organisations. This does not agite Chandler’s (1962), Miles
and Snow’s (1978), McKee et al's (1989) and Crotetaal’'s (1999) assertions that
the reactor-type organisation will be slow to ragphdo business opportunities,
move towards diversification with less certaintydanthusiasm, have no specified
identified strategy, and considered as ineffegiggormers if neither of the “pure”

strategies between prospector, analyser and defanelehosen.

The findings also raise some interesting questiomscerning the conventional
taxonomies of strategic-type. For example, it seedimst the analyser-type
organisation is closer to the prospector-type asgdion, which suggests that rather
than having distinct prospector and analyser-typdsybrid between the two might

be possible. Another possibility might be that éimalyser-type is split into a further
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two categories that is prospector-analyser type thed defender-analyser type,
which reminds us of the dual nature possessed &yattalyser-type technology
organisations allowing them to produce productsewvices efficiently and keeping
pace with developments engendered by prospectoilesM: Snow 1978). This
might lead us to question the validity of the Miblesd Snow’s typology of a distinct
analyser-type. Developing a hybrid between progpeeind analyser-type or
splitting further into a further two categories grbspector-analyser and defender-
analyser sustains Olson’s et al., (2005) argumteait analyser-type organisations
operate in a way that is closer to defender optbhspector-types.

The relevant factors that should be taken into aetowvhen developing a
knowledge management strategy in Maltese mediutarge-sized organisations
have been presented in this dissertation. As esieol by other researchers, this
study has continued to strengthen the argumensthategic knowledge orientation
rests on the importance of strategic alignment anda number of important
knowledge orientation factors such as internalnafignt, knowledge generation,
agility/horizontal knowledge flow, formality/stanalsation, personal knowledge,
information systems and technology, and externiglligence for Maltese public

and private sector organisations.

Knowledge may be viewed through the developmenstafjes as in the Boston
matrix lifecycle stages (Drew 1999). In the devehemt of the strategic knowledge
orientation matrix, Zack (1999a) maintains thatatahce between exploitation and

exploration, referred to as innovators, is an ingodr balance to maintain in a
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highly effective organisation. One should also ribtg the connector idea is similar
to Truch (2004) and Zack (1999a). Truch’s (2004pWwledge orientation grid is

made up of networker, follower, scanner and loiéhereas Truch (2004) maps
knowledge orientation onto a grid with internalgaiment and external intelligence
dimensions, the dimensions used in the Maltesesgbmtere internal alignment and

knowledge generation.

The strategic knowledge orientation managementldgyofor Maltese medium to
large-sized organisations is made up of a fourgoaies. These include the
connector-type which focuses on operational excedie which sustains a
competitive orientation through new reliable pragucservices, markets and
technologies, the scrutinizer-type which createkiesaor customer orientation
through appropriate client and industry knowledggprmation accuracy and
strategic alignment, the supporter-type which fesusn product leadership which
sustains a technological orientation representiggniddle course for knowledge

management and the solitaire-type which is oppdsitee connector-type.

When it comes to the interpretation of the knowkdgientation grid (figure 5.9),
the issue related to capital expenditure has taken into consideration. Although
it seems logical that the best knowledge orientasimategy to be adopted is that to
become a connector, this may not always be feaaitdelogical, especially if the
organisation intends to follow a cost-focused stygt as defender-type

organisations usually do. It is reasonable to asstinat in order to maintain a high
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score along the internal alignment-knowledge gditeraaxes, high costs are
involved. This is because maintaining this highelegenerally involves the
alignment of organisational knowledge needs and d@mmesources policies, an
adequate performance measurement system, appeopdasemination of
information amongst staff, continuous competitad alent knowledge updating. In
order for these policies and procedures to be @ffethey need to be supported by
an adequate information technology infrastructuviaiér 2007). Based on this
research study, apart from the internal alignmemvwedge generation orientation,
the agility/horizontal knowledge flow orientatiorlsa needs to be addressed for
immediate response to knowledge requests, coupléd averall objectives and
knowledge management practices alignment, consteuctissemination of
knowledge problems encountered, and the appropmatgoring for organisational
training. This resonates with Nonaka & Takeuchil®95) role of knowledge
practitioners who constitute the embodiment of kieolge, and who act as
‘walking archives’. They are in direct contact withe outside world, the latest
information in market, technology or competitiomdae tapped, and in this respect

are central to the knowledge-creation process.

Thus the selection of the connector strategy mayalways be the best solution as
each organisation has its own strategic intentatsfy. We can perhaps offer the
conclusion that there is no universal prescripfmmsuccess in terms of achieving
the right strategic fit and the right strategicgaient between the overall

organisational business strategy and knowledge gesmneant systems.
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6.2.1 Strategic alignment and its implications foknowledge management
Generally alignment was also found to exist betwsditaire-defender, scrutinizer-
analyser, connector-prospector/reactor and suppamniyser/defender groups.
This analysis provides an important insight for tdaé management who intend to
invest in information technology systems and aekisg the implementation of an
appropriate knowledge management system. The yqariiypology indicates what
kind of information systems technology is expected relation to criteria
established within the specific type. Satisticademce shows (table 4.19) that the
connector-type needs to invest greatly in leadidgeeinformation systems and
technology, with the solitaire-type being the leabtoderate investment is
necessary for scrutinizer-type and supporter-tgpe (ables 4.45 and 5.1). However
the type of information systems and technology stweent will also depend upon
whether the organisation intends to create valuecistomers or whether the
organisation intends to be a product leader. Theria established within these two
types will aid management in determining what tyyfemoderate investment in

information systems and technology has to be swedai

6.2.2The implication of a predictive model for Maltese nedium to large-sized
organisations

The development of a predictive model for Maltesedimm to large sized
organisations has several implications for thosgamisations which seek
performance improvement through the better usenoiMedge managament. It is

evidently clear that IT/IS systems alone do notvgle the required effective
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business transformation. The predictive model hlaswa the importance of
strategic management, information management,nateand external networking
of people and organisations. The predictive modgived in this dissertation for
Maltese medium to large sized organisations hawishbe importance of strategic
alignment between business strategies and knowledgeagement systems in
relation to enviromental turbulence and which hastioued to sustain that a one
size does not fit all. The predictive model ha® aifluenced how organisational
management teams will measure intellectual capiadugh the identification of
knowledge orientation factors within the Maltesatext.

Reliability estimates the degree to which a modehsures the same way each time
it is used in under the same conditions with theesaubjects, which was confirmed
earlier using appropriate statistical analysis.idfgl, on the other hand, involves
the degree to which the model measures the accwhtye measurement. The
measurement scales used in the survey instrumehtthraerequirements of the
statistical analysis procedures adopted. This owmsfiboth the reliability and

validity of the proposed model in the Maltese canhte

6.3 The limitations encountered in this dissertatio

As was established in an earlier part of this dtatien, the 142 sample size was
adequate as this represents 44.4% of the mediunange-sized Maltese
organisations. For this survey-based questionrdisgeminated amongst Maltese
public and private organisations, it was assumatidhe respondent coming from a

senior management or management position, can camomebehalf of an entire
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organisation. The findings are based on a survesingfle respondents with 26.8%
being a subsidiary of a foreign organisation. Aligb it was communicated that the
respondent should from part of the management taadhshould preferably be
from the Human Resources Department, the ideaatsitu would have been in
allowing for a multi-respondent method so that tmstation could be addressed.
Another limitation was that only medium to largeesl organisations were
addressed. Ideally micro and small organisationth employees less than 50
should also have been addressed but the limitaties that small enterprises
generally do not have the human resources funciiorplace within their

organisational structure, with this role being addpgenerally by the managing
director and/or chief executive officer of the angation in the Maltese scenario.
Besides the Miles & Snow’s (1978) model indicatattthe typology could not be

used for organisations with 25 employees or less.

Recent studies are suggesting that both societalcatiural characteristics of a
nation are most likely to influence the culture af organisation. This effects
directly both the implementation and success of wkadge management
implementation and initiatives, which suggests thdferent results might be

achieved if this study is replicated in a differeauntry (Michailova & Husted

2003; Hofstede & Hofstede 2005; Ardichvili et @006; Greiner et al., 2007).
Therefore it seems that organisations in differ@mnintries may possess different
knowledge orientation factors, with different levedf importance. This has been

experienced in Woodside et al's (1999) researcleravttheir study was built on
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work carried out by Conant et al., (1990). In fdw results between Finnish and
American organisations varied, as a weak relatipnsas registered between
strategic-types and organisational performanceimmigh enterprises. Therefore it
seems that the generalisability of the findingghis research compared to other
national settings may be limited and it seems ntikedy that the results achieved
are endemic in nature. Another issue may be thderdiices between
industries/sectors. For example what works in aufagturing environment may
not work in a professional services context. Fuitglies may need to pay a little

more attention to this.

6.4 Recommendations for further research

Knowledge management is definitely a research thiganeeds further exploitation.
In the Maltese business scenario, small organissitad less than fifty employees
and small micro-enterprises of ten employees assl feed further exploration as
regards to knowledge orientation. By obtaining i@da sample, the relationships
between organisational strategic-type and knowlextggtation could be examined
even further especially for a particular knowledgeentation component for
Maltese medium to large-sized public and privataeorganisations. The idea of
developing structural modelling could lead to tledtér understanding between the
seven different knowledge orientation components asignificant foundation for
future research. Factor analysis may help towatds further simplification,
reduction and interpretation of the knowledge da&on questionnaire. The

development of qualitative research through stmectunterviews, along the seven
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knowledge orientation factors identified, coulddegawards more practical insights
such as the measurement of intellectual capital thedbetter understanding of

knowledge orientation relationships in Maltese orgations.

6.5 General remarks and implications of this study

The survey-based measurement scales met both tmpreoensive range of
components that it set out to measure and theststati analysis procedures
followed. The major challenge was in achieving dlodequate amount of responses
from the 322 medium to large-sized Maltese orgaioisa identified. Judging from

a response rate of 44.4%, one can state that pense rate was a success when
compared with response rates of other knowledgeagenent questionnaires
(Chase 1997; 2002). The majority of respondenteadhr the findings of this

dissertation.

This study provides an insight for Maltese mediontarge-sized public and private
sector organisations which aims towards busines®mpgance improvement and
competitiveness through more effective knowledgenagament as in research
conducted by Tallon & Kreamer (2000) and Guitiere¢zal., (2006). Information
technology investment alone is not only the keguocess as there are other factors
which have been identified earlier in the differeategory-types (tables 4.19 and
4.45 and 5.1). For example the connector-type gedie competitor knowledge,
proper alignment in organisational objectives, kleslge needs and practices,

knowledge contribution through appropriate remuti@nastructure and the utility
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of exit interviews. The scrutinizer-type relies olent and industry knowledge
information accuracy and communication between [gedhe supporter-type relies
on the utilisation of its own ICT technologies,ecit and industry knowledge, a
performance management system and organisatianainty based on knowledge
transfer through appropriate mentoring. Even tHeas@-type identified to be the
least effective compared with the other types hamrain amount of focus on
organisational objectives, knowledge needs andatipeal practices alignment so
that adequate performance is maintained, as welexasrnal knowledge and

knowledge contribution from employees.

Strategic alignment helps to ensure excellencenowkedge management systems
especially in the derivation of value from intarigitassets such as intellectual
capital measurement and its’ management. This r@séarthers our understanding
of the strategic configuration of Maltese mediumaige-sized organisations using
the four-type typology through an understandingtleé resource utilisation of
specific resources. Considering only IT investnaogs not produce the necessary
changes for an effective business transformatiomnA size fits all is neither the
answer, as knowledge management systems and praotiest be aligned with both
their current and future needs. In order for orgatons to be competitive both
business and information technology strategies nedxe aligned (Luftman et al.,
1999). Strategic alignment is seen to assist Maltegedium to large-sized
organisations in three ways namely by achieving petitive advantage through

information systems, maximising return from infotiaa technology investment
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and providing appropriate reaction when new opputies arise in the market.
Thus both IT investments and organisational businegjectives need to be
considered simultaneously by organisations witlinMestment being considered as
a business value enabler. Strategic alignmentaNdw more critical development
of information systems as well as the necessaryagement support besides
developing the right fit between internal organaal infrastructure and external

organisational positioning.

Ultimately, what this thesis has demonstrated iat thy using the strategic
management typology for Maltese medium to largeesiarganisations (table 5.1),
connector-type organisations might use and develgpket strategic decision
support systems. The importance of strategic alegtns less for scrutinizer and
supporter-types with the least argument for stratefjgnment registered for the
solitaire-type. Organisations should first deterenivhich one of the typologies best
fit their current business strategy. The propoggublogy can be used to monitor
and propose a new strategic alignment by the ceatilon of resources in order to
address a new strategic direction such as opee&dtiexcellence, or value for

customers or product leadership.
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APPENDIX 1

Defining information orientation

Information orientation in essence shows how aramiggation is able to use and
manage information at its disposal and a predicbrbusiness performance.

Marchand et al., (2001) defined information ori¢iotaas follows:

Information Comprising capability to manage IT and infrastructure gyppately, IT
technology for operational support, IT for business process suppdr for
practices innovation support and IT for management support.

Information Comprising capability to manage information effectively owver

management | lifecycle, sending, collecting, organising, processing arantaining
practices information.

Information Comprising capability to instil and promote behavioursl amlues
behaviours amongst people to use information appropriately, suchngegrity,
and values formality, control, sharing, transparency and proactiveness

Source: Marchand et al., (2001)

The definition of information orientation

328



APPENDIX 2

The formation of business strategy in an organisatn

Business strategy can be seen as a balancingtaedrethe external environmental
(opportunities and threats) and internal capaédit(strengths and weaknesses)
(Zack 1999a). Knowledge management strategy isysedlthrough the business
strategy context. The strategic planning processamprised of three major
components namely, formulation (including missiobjectives setting, internal and
external environment assessment and selecting egyrat alternatives),
implementation and control (Hopkins & Hopkins 199&ck 1999a). According to
some writers ten schools of strategy formation tomsed around two main types,
that is the prescriptive and the descriptive schaadre identified by Mintzberg and
Lampel (1999). In their study, Mintzberg and Lampsdek whether these
perspectives refer to different approaches toesiyaformation or different paths of
the same process. In fact they identified that misgdions usually adopt a typical
narrow perspective in their strategy formulatiorneTtable below outlines the

different perspectives on strategy formation preess
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PRESCRIPTIVE

VP OF DESCRIPTION JOPORD AR
SCHOOLS
Strategy formulation develops towards a step-by-step procedure,
Plannin strengthened by a number of techniques and checklists such as | Ansoff, Formal
9 budgets and operational plans. This is linked to urban planning, | Andrews
systems theory and cybernetics.
Development of industry situational analyses and strategy formulated | Porter,
Positioning along generic positions adopted. Literature includes strategic groups, | Hatten, Analytical
game theories, value chains etc. Schendel
The development and crucial fit between internal strengths and Selznik,

. weaknesses, and external threats and opportunities. Clear and simple | Chandler, .
Design strategies are formulated with the aim of facilitated execution of such | Andrews, Conception
strategies. Newman
DESCRIPTIVE PROPOSED | PROCESS

TYPE OF DESCRIPTION BY AUTHOR TYPE
SCHOOLS
Rhenman,
Cultural Strategy formation focuses on common interest and integration based | Normann, Social
on social and cultural processes. Hedberg &
Jonsson
Typical processes include persuasion, bargaining and confrontation .
usually present in political decisions leading to power split in such Allison,
organisations referred to as Micro Power. Macro power looks at the | Pfeffer,
Power collective interests to formulate its strategies by influencing with its’ | Salancik, Negotiation
network relationship in the broadest of senses. Focus is on self- | Astley
interest and fragmentation and analyzes the foundations of the
organisation.
Lindblom,
Strategists are commonly found throughout the organisation. A case in | Quinn,
. point is where strategy formulation and its implementation take place | Bower &
Learning simultaneously. The base discipline is chaos theory in mathematics | Burgelman Emergent
and essentially looks at the grass roots of the organisation. Mintzberg,
Weick
Shifting from well planned positions towards and beyond a broader,
. unique and vague vision. Particular focus maintained on niche, start- | Schumpter -
Entrepreneurial up or private ownership with the leader maintaining close control over | Cole Visionary
the implementation of the vision.
A constructivist creative view of strategy formulation including Si
. : h ) : imon,
Cognitive information processing, knowledge structure mapping and concept March Mental
attainment. The cognitive school tries to look inside the process. arc
Strategy formation depends on the degree of manoeuvrability in such | Hannan,

; diverse and turbulent environments and includes contingency planning | Fremman .
Environmental and population ecology analysis that affect the strategic choice | Pugh & Reactive
implied. More a hybrid between power and cognitive schools. Hickson

T , - . Chandler,
The organisation is viewed along its characteristics and behaviours. | neGill
) . Machine-type organisations endorse relative stability whereas - ’ .
Configuration entrepreneurship-type organisations endorse more dynamic situations. M!Ir:the"_EIJy Transformation
The configuration school looks at the processes holistically. Miller, Miles
and Snow

Source: Mintzberg and Lampel (1999: 21-30)

Strategy formation types of schools
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Although the tendency is to view the ten differschools of thought as referring to
different processes that lead towards the formatiostrategy, this issue is still in

flux (Falshaw et al., 2006). Porter’s (1980) ddiom of strategy, considers it more
as deliberate and deductive, but does not disdadvéry existence of strategic
learning. The field of strategy formation has bedsessed with planning, which
was followed by generic positioning of organisai@nd learning organisations. In
their study Mintzberg and Lampel (1999) state thatclassification identifying the

different types of schools is continuously evolviaagd new schools are emerging,
endorsing different configurations. This can be enolearly observed when one
looks at the resource-based theory, which is mbeeaombination between design

and learning schools.
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APPENDIX 3

The concept of ‘ba’

According to Nonaka & Konno (1998) the concept lmd, introduced by Japanese
philosopher Nishida (1958) and developed furtheiShymizu (1995), serves as a support
platform for the creation, sharing and utilisatiminknowledge Ba can be thought of as a
shared mental space which can be physical, viduahental and where relationships can

emerge. Nonaka and Konno (1998) assodtiatas follows:

Where feelings, experiences and mental models eahared face-to-face, after removal of barriete/den the self
Originating | and others. It is the place where the individuay mpmpathise or empathise with other individualental models
ba provide action guidelines for the future (Bood &sHoa 1997). It supports socialisation and sharihgaoit
knowledge between individuals (Maier 2007).

Where reflecting on originatinga is instigated. It is defined as collective facefdoe interactions. Generall

Iijr:?elsagcutﬁ]m reflection occurs on an individual’'s mental modetsl skills coupled with internal reflection, furtheticulation and
g further analysis of the self. Dialogu® occurs when the right mix of individuals are chosenthat knowledge|

ba conversion can take place and turns implicit tdiekgknowledge (Maier 2007).
Where monologue can take place and is where kngeldabth existing and explicit can be intermingled g
Cyber ba combined together through information and netweghnhology such as KMS, tele-conferencing or graugpert

systems. It is the place where collective and alrtoteractions take place. Cyblea targets the combination from
explicit to explict knowledge (Maier 2007).

Occurs where explicit knowledge can be converte¢t knowledge either through appropriate in-teotraining or
Exercising other forms of participation and continuous seffrement (Lave & Wenger 1991). It is defined bytwal and
ba individual interactions. Exercisinga synthesises the transcendence through action and axplicit to implicit
knowledge (Maier 2007).

Source: Nonaka & Konno (1998: 40-54)

The definitions of ba
Ba exists at many ontological levels. The amalgamatibdifferent levels oba leads to a
greaterba or basho Once this level obashois achieved, an open knowledge system is
attained whereby clients, suppliers and companiag imeract and address co-innovating
partnership. Only when appropriate management ishige capabilities depending on
fundamental awareness of organisational dynamiltsbashobe fully utilised, as this will
provide the ability to create order out of chaogedeping into emerging relationships that

can be utilised to their full extent.
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APPENDIX 4

Knowledge Orientation Factors

the development of contacts between
people

Personalisation

departments/divisions/units

Construct Type Measure Variable code
Training is based on group training,
Wlth_the use of automat_ed systems to Codification Our organlsatlonal_ tljalnlng is based on coD1s
facilitate distance learning and manual-type of training
efficiency
One-to-one mentoring training is used Our organisational training is based on
to facilitate the transfer of tacit Personalisation the transfer of knowledge through PERS19
knowledge appropriate mentoring
Organisations recruited people who . - —
are able to tolerate ambiguity and are Personalisation Staff hired within our organisation are PERS20
h problem-solvers
potential problem-solvers
The objt_ectlve of having a pay related Knowledge sharing is enhanced directly
system is to encourage the transfer N A ;
; . . Personalisation by our organisational remuneration PERS21
and sharing of tacit knowledge with ackage svstem
other employees p ge sy;
Networks are fostered by the creation
Networks are created when of secondments with other
employees are transferred within an Personalisation e . PERS22
S organisations through links developed
organisation
by our HR department
Human resources policy and Both knowledge needs of our
knowledge management strategy Orientation organisation and HR policies and ORIENT23
alignment systems are aligned
Investment in information technology Our organisation utilises its own ICT
aids towards connecting people with Cadification technologies for documentation and COD24
reusable codified knowledge storage of information
Investment in information technology led ithi T
aids towards the transferring of tacit o Knowledge within our organisation is
- ) A Personalisation exchanged and contact through its own PERS25
knowledge and in the identification of .
ICT technologies
employees
ICT supports knowledge management Our IT Department (or subcontracted IT
’ PP 'edg Y Orientation Department) utilises the latest ORIENT26
with the latest leading edge technology L
technologies in knowledge exchange
Our organisation has a performance
The most important technological management system that is
goals are return on investment and Orientation disseminated throughout the ORIENT27
efficiency organisation with its information
systems
The degree of retrieval to which Knowledge is tapped from our
pgople can tap _codlfled knowledge Codification organlsat_lon s database without prior coD28
without contacting the person who consultation to the person who created
originally created it it
The KM systems enables to track Knowledge is tapped from our
down documentation from anywhere Caodification organisation's database using search COD29
within the organisation facility
The majority of knowledge within the A high percentage of our organisation's
organisation is considered as tacit and | Personalisation knowledge rests with staff within the PERS30
tagged to the person who created it organisation
A high percentage of our organisation's
The majority of knowledge within the knowledge is developed to staff-to staff
organisation is shared mainly through contact within our organisation PERS31
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Construct Type Measure ariable code
Knowledge investment asset is The concept of knowledge re-use is
sustained when reused for several Codification u;ed to a great extent once It 'S. COD32
> discovered for our organisation's
times .
products/services
Organisations see customer Client knowledge is continuously
9 - Orientation updated within our organisation and is ORIENT33
knowledge as an important asset ) ?
considered of utmost importance
Organisations see competitor Competitor knowledge is continuously
9 : p Orientation updated within our organisation and is ORIENT34
knowledge as an important asset ) 2
considered of utmost importance
- . Industry knowledge is continuously
gsrgain;fnatg?:ni‘ii'sg?usny knowledge Orientation updated within our organisation and is ORIENT35
P considered of utmost importance
The use and contribution towards the Knowledge database contribution within
organisation's knowledge database is e our organisation is enhanced through
sustained through a performance Codification the organisation's remuneration COD36
related pay system structure
. o Our organisation's database knowledge
Experts‘are |o_Ient|f|e_d through Personalisation on experts related to our field is PERS37
appropriate directories :
continuously updated
Innovative knowledge is increased
Innovation is enhanced if a proper link Personalisation through communication between PERS38
with knowledge management exists people who possess the relevant
knowledge in our organisation
An organisation emphasis on Our organisation utilises exit interviews
capturing tacit knowl_edge of Personalisation so that their knoyvledge and experience PERS39
employees when being transferred or could be transmitted to other staff
when leaving the organisation members
Emphasis on accuracy of information Information accuracy is essential to our
independent on the time required to Orientation organisation even though it may take ORIENT40
achieve some time to capture
The degree of sustaining knowledge Our organisation's knowledae
renewal so that information does not Orientation mana gement is updated co?\tinuousl ORIENT41
expire and becomes useless g P Y
The exploration strategy adopted by Our organisation is well known for the
an organisation that can exploit Orientation creation of acquirement of new ORIENT 42
knowledge assets effectively knowledge assets
The innovation strategy adopted by an Our organisations creation of new
organisation that integrated both knowledge assets are in line with the
exploitation and exploration strategies Orientation business operations of the organisation ORIENT43
so that its' strategic objectives can be or by selling them to other
met organisations
The derivation of new knowledge which
The retrieval of information determines directly effects our line of business is
the effectiveness of an organisation's Orientation rather difficult to tap at times, thus ORIENT44
strategy hindering to carry out our operations in
the most effective manner
The organisation's knowledge system Our organisation's knowledge
g ge sy; Orientation management systems are geared on ORIENT45
are focused externally .
external issues
The organisation focuses on the Documentation access is feasible
provision of facilitating access of Codification throughout our organisation through its COD46

information to all its' employees
through proper electronic repositories

information systems
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Construct Type Measure ariable code
The sharing of knowledge and Knowledge management takes place
knowledge flow within the organisation | Orientation mostl hgrizontallg in our or anigation ORIENT47
takes place horizontally and freely Y Y 9
The people-to-documents knowledge . N
management strategy adopted by an The prime ol‘:JJectlve of our :
2 —— organisation's management is the
organisation enables proper Codification ; COD48
P ) L capturing and reuse of our knowledge
codification, storage, dissemination through the electronic medium
and reuse of such knowledge 9
The creation of appropriate Networks with experts functioning along
communities of practice and . ;
s — the same business lines of our
appropriate infrastructure that helps to | Personalisation TR . PERS49
- L : organisation is given attention by our
link people and aids in the transferring v
- organisation's management
of tacit knowledge
The risk orientation of an organisation Our organisation has standard
depends_on _thel allowance provided by Orientation operating procgdures to work with and ORIENT50
an organisation's management to management discourages staff from
deviate from a set of procedures work procedures deviations
The extent through which horizontal Our organisation's project teams
operational level can be maintained in Personalisation operate along a horizontal level in the PERS51
an organisation organisation
The organisation embraces a culture The type of culture instilled within our
whereby employees are reguested_ to Personalisation organisation is to respond immediately PERS52
respond fast to requested information to any knowledge requests from staff
from other staff members members within the organisation
The extent through which Our organisation has its overall
organlsatlonal objectives are aligned Orientation objegtlves a_nd knowledge manggement ORIENT53
with the knowledge management of practices aligned so that operations are
the organisation performed effectively
The coordination of knowledae Our organisation has a centralised
; ledg Orientation knowledge management structure and ORIENT54
management in an organisation
a top-down approach
Knowledge information related to
. difficulties encountered, failures
The degree to which errors are registered or possible mistakes that
allowed as a means to serve for Orientation 9 : pos: h : ORIENT55
: . might arise are disseminated in a
innovation purposes . . -
constructive manner without prejudice
in our organisation
The time-degree to which reflection Engr\,:t?:r?seirfrgs:lg? I:rﬂzgct]ilgr? are
and sharing of experiences is allowed Orientation pﬂ d d g - d ORIENT56
within an organisation reflected upon and disseminated to
other members of staff
The dearee of knowledae flow There is a vertical flow of knowledge
verticaligsation within angor anisation Orientation management from subordinate level to ORIENT57
9 management level and vice-versa
The extent for which knowledge The focus on knowledge management
systems of an organisation focus on Orientation systems are on internal aspects of our ORIENT58
its' internal aspects organisation
The degree of time-allocation adopted Our organisation devotes more time on
by an organisation on research and Orientation research and development than our ORIENT59

development

competitors
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APPENDIX 5

The research design and validation criteria adopted

Research design refers to the strategy of the ne@dsemdertaken. The logic behind
it includes the organisation of research activityttis data collection, that leads to
drawing general conclusions from the research uakien (Oppenheim 2006).
Good research design should enable us to draw wailences from the data
collected in terms of association, causality antegalization. ‘While any empirical
test for validity is inherently problematic, the cgmogist's concern for valid
measurement is fundamentally more important thangsue of reliability’, (Selltiz
et al., 1981). Reliability and validity are techali¢cerms which are not always easy
to decipher as they can have several meaningsanbdecmeasured statistically in a
multitude of ways. Validity controls all biases, il could distort research. In fact
validity is how far one can be sure that the tesasnires what it is supposed to

measure (Easterby-Smith et al., 1991; de Vaus 1R2B8y & Gaddy 1998).

Both clarification and refinement of concepts assemtial factors for meaningful
discussions on measurement validity, which remaipsoblem, as it is difficult at

times to give the proper meaning of the peoplespoeses (de Vaus 1996). In this
research this has been overcome by using diffeteta collection techniques e.g.
interviewing ten Maltese medium to large-sized pubihd private organisations,

which should faciltate more naunced interpretatoingieaning.
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Four types of validity have been considered indésign of this research. These are
internal validity so that causal conclusions cardisvn, external validity which is
the extent to which data can be generalised, aststalidity where measurement
of constructs can be achieved and statistical #ldhich is the extent that the

appropriate design and statistical methods have bged in this research.

The scope of developing reliability in this reséars to minimise the errors and
biases involved during research and refers to tmsistency of results obtained,
where one can obtain the same result on repeateassions (de Vaus 1996;
Oppenheim 2006). The three most important companetdted to the creation of a
reliable quantitative research are, the similadfymeasurements within a given
time frame, the degree to which a repeated measmains the same and the
stability of measurement over a time frame (KirkvBller 1986). Reliability in this

research is illustrated through scatter plots, vgteater scatter implying lesser
reliability (Elasy & Gaddy 1998). These mentionetecia have been considered in
the design stage of this dissertation as well athensurvey statistical analysis in

chapter 4.
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APPENDIX 6a

TRUCH’S STRATEGIC KNOWLEDGE ORIENTATION

Strongly Strongly
disagree agree

18 Our training relies on documentation and 1] 2 6| 7
manuals
People joining our company are good at

19 e D 1|2 6|7
problem solving in unclear situations
Our training relies on knowledge transfer

20 . ) 1] 2 6|7
through coaching or mentoring
Our remuneration systems encourage direc

21 . . 1|2 6|7
sharing of knowledge with others
Secondments to and from our company are

22 1] 2 6|7
used to foster people networks
Our HR policies and systems are aligned winthl

23 2 6|7
the knowledge needs of our company
We mainly use our information and

24 | communication technologies (ICT) to access 1 | 2 6|7
documents and data
We mainly use our information and
communications technologies (ICT) to contac!’L

25 2 6|7
people and to exchange knowledge
We use leading edge information and

26 A . 1] 2 6|7
communications technologies (ICT)
Our information systems provide

27 comprehensive performance measures for our | 5 6! 7
company
We can generally access the information that

og | We need W|th_out having to refer to the persan, | , 6! 7
who created it
We can quickly find the documents that we

29 need with a simple search in our electronic 1] 2 6! 7
databases
A high proportion of the knowledge in our

30 . e 1] 2 6|7
company resides within individuals
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Strongly
disagree

Strongly
agree

31

A high proportion of our internet knowledge
sharing is achieved through direct people-t¢
people contact

32

Once we have developed new knowledge V
re-use it as many times as possible in our
product/service

33

The product/service that we provide involve
bringing together experts with relevant
knowledge and experience

34

Detailed knowledge of our customers is
treated as a priority and is continuously
updated

35

Detailed knowledge of our competitors is
treated as a priority and is continuously
updated

36

Detailed knowledge of our industry or secto
is treated as a priority and is continuously
updated

37

Our remuneration systems encourage using
and contributing to document databases

38

People joining our company are well suited
effectively follow procedures and
implementing standard procedures

39

We have comprehensive and up-to-date
shared directories of experts which provide
information about their experience and curr
work

40

Innovation in our company relies on dialogu
between people with relevant knowledge

41

Prior to leaving our company people are
debriefed to ensure that their knowledge is
transferred to other people within the
company

42

Accuracy of information is important to us,
even though it may be longer to achieve

43

We are generally expected to seek out for
ourselves the information and know-how th
we need to carry out our jobs effectively
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Strongly
disagree

Strongly
agree

44

The knowledge that our company relies on
requires rapid and continuous refresh

45

We are effective at acquiring and/or creatin
new knowledge assets

46

We are effective at exploiting our knowledg
assets, e.g. by utilising them ourselves, sell
or disseminating them to others

(4%

ig| 2

a7

The knowledge that we acquire or create is
aligned to the knowledge that we either use
our main activities or sell on to others

| 2

48

We are frequently short of up-to-date
information that is needed to carry out our
work effectively

49

Our knowledge systems are focused on iss
external to our company

pal

50

Knowledge is our primary product/service

51

Our information systems provide access to
documents generated anywhere in the
company

52

Most of the knowledge in our company flow
horizontally across the organisation at all
levels

53

Management places emphasis on capturing
knowledge in documents and storing them
electronic databases for later reuse

)
n|2

54

Management places emphasis on identifying

and supporting networks of experts and
people with similar job-related interests

1|2

55

Our company operates mainly through set
procedures and people are discouraged fro
deviating from these

m | 2

56

We have dedicated staff for capturing
knowledge around the company and storing
in readily accessible documents and databs

j it | 2
ASE!

U7
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Strongly
disagree

Strongly
agree

57

Project teams operate horizontally across tt
company

9|2

6

v

58

People in the company normally respond
rapidly to requests for information from
colleagues

59

Our knowledge management practices are
aligned with the overall objectives of the
company

60

Knowledge management in our company is
coordinated centrally from the top

61

Everyone in the company is expected to
follow knowledge management procedures
that are formally laid down in documents

62

Information about failures, errors and
mistakes is shared and addressed
constructively

63

We are generally allowed time to reflect on
completed tasks and projects, and to share
experiences with our colleagues

64

Most knowledge in our company flows
vertically from subordinate to superior and
vice-versa

65

Our knowledge systems are focused on
internal aspects of our company

66

In comparison to our competitors we spend
more time on research and development
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APPENDIX 6B

Knowledge Orientation Questionnaire

| am currently reading for a doctorate degree wiaaciences with the University
of Leicester. You are cordially invited to partiatp in this research being
conducted on knowledge management practices ineS&lpublic and private

medium to large sized organisations by fillinghmstquestionnaire.

Your feedback is essential in order to draw up earclpicture on knowledge
orientation amongst Maltese organisations. Kindllyiri this questionnaire. You
may wish to return this questionnaire through emby sending it on

as this questionnaire has been posted on your achdiess,
or by using the self-addressed envelope.

Thank you for your co-operation. If you have anfficlilties please phone me on
99257071. Your earliest submission of this ques@e will be greatly
appreciated.

Regards

Chris Micallef

Doctorate Research Student

University of Leicester
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KNOWLEDGE ORIENTATION QUESTIONNAIRE

You are cordially invited to participate in thissearch being conducted on
knowledge management practices in Maltese publit @ivate medium to large

sized organisations by filling in this questioneai¥ our responses will be treated as
confidential and only data that has been aggregatddollated will be presented in

the final version of this research.

All questions are related to the organisation yarkwfor and not to any related
parent company. For public-sector parastatal osgdions, please apply this
guestionnaire to your appropriate division/departmés regards to competitors,

please apply to other organisations of a similannea

If you would like to receive a copy of the resultsexecutive summary format,
please tick this adjacent box (or highlight thisxhasing the fill colour button)

accordingly.

Please fill in your contact details if you wish teceive the executive summary

format of this research.

Name

Organisation

Address

e-mail
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SECTION | — INFORMATION ON YOUR ORGANISATION
Please answer the following questions related to poganisation

. Please define your Job title

. What are the main activities related to your orgation?

. What is the number of full-time employees engagdth wour organisation?

. Define your main industry sector classificationysegs classification (tick or
highlight the adjacent box using the fill colourttmun)

INDUSTRY SECTOR SERVICES CLASSIFICATION

a) Food manufacturing industries, except bevenadestries

b) Beverage Industries

c) Manufacture of textiles

d) Manufacture of footwear other wearing apparel

e) Manufacture of wood, cork, except manufacturkiofiture

f) Manufacture of furniture

g) Manufacture of paper products

h) Printing, publishing and allied industries

i) Manufacture of leather and leather products pkt@otwear
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J) Manufacture of rubber products

k) Manufacture of chemical products

[) Manufacture of metal products, except machireergt transport

equipment

m) Manufacture of machinery except electrical maehy

n) Manufacture of electrical machinery, apparaygliances & supplieg

0) Manufacture of transport equipment

p) Miscellaneous manufacturing industries

g) Construction

r) Electricity and Gas

SERVICES CLASSIFICATION

a) Wholesale and retail trade

b) Banks and other financial institution

c) Insurance

d) Real estate

e) Transport

f) Communication

g) Government services

h) Community and business services

i) Recreation services

j) Personal services

5. Is your organisation a subsidiary of anotheaargation?Yes No
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SECTION II — Operating organisational environment

6. Can you please indicate, by marking ONLY one farxhighlight the adjacent

box using the fill colour button if you intend tersl this survey via email), the type
of operating organisational environment that yoal @arrrently experiencing at your

workplace.

a) Change described as unpredictable and discontinuot

b) Change described as predictable and discontinuous

c) Change described as fast and incremental

d) Change described as slow and incremental

e) There is no change taking place
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SECTION Il — Strategic organisational orientation

Please tick one box for the questions set below

7. Compared with our competitors, the servicesfpctsl for our clients are best

described by one of the following statements:

a) Broad in nature, continuous product/service chapgmd innovative

b) Mixed market conditions, stable in certain aremaspvative in others

c) Fixed market conditions, focused, stability relalyvensured and well

defined

d) Responding to opportunities and threats in the etptiice are the order of

the day

8. Compared with our competitors, our organisafiomage is best described by

one of the following statements:

a) The services/products on the market are few, seéeahd of high quality

b) Once a thorough analysis is achieved, innovatioesdopted

c) In order to maintain or increase my organisatiguosition, market

opportunities and threats are dealt with \s&mrously

d) Creativity and innovation are two components tlestldlescribe my

organisation

9. Marketplace scanning and monitoring change by onganisation is best

described by one of the following statements:
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a) Time is spent inconsistently and haphazardly orketplace scanning

and monitoring change

b) A reasonable amount of time is spent on marketdaaaning

and monitoring change

c) No time is spent on marketplace scanning and moengechange

d) Marketplace scanning and monitoring change takaseptontinuously ang

is considered of utmost importance.

10. Compared with our competitors, demand charggbest described by one of the

following statements:

a) Focus is maintained on those markets that our sgaon currently serveg

b) Market-pressures are maintained by adopting feks ris

c) Aggressive entry into new markets is maintainechéy products/services

d) By understanding better the market that my orgéinisglays , my

organisation’s new products and servicexansidered only

after full understanding of their strengtthie marketplace

11. Compared with our competitors, our organisaiaommitment can be best

described with one of the following statements:

a) Cost-control conscious

b) Cost-control conscious with the aim of generatieg/iproducts/services for

new or existing markets

c) Proper resources planning to maintain new prodsengices for new or
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existing markets

d) Market threats are taken seriously in order toldlifee organisation’s

business

12. Compared with our competitors, the manageriallsspossessed by my

organisation can be best described with one ofalh@ving statements:

a) Skills are synonymous with marketplace short teemands

b) Diverse, flexible, entrepreneurial, and possesaghananagement skills

c) Specialised in particular area or areas

d) Analytical approach by understanding trends angbpimduct/service

to meet the market needs

13. Compared with our competitors, our organisatisncapable of creating

protection by being best described with one offthlewing statements:

a) Continuous development of new products/servicesltiress the market need

b) Analysing and adopting market trends for produetsises even if gauged

as a moderate potential

c) Analysing and adopting market trend for those pot&fgervices with

strong potential

d) Operations are limited to few tasks but performed w

14. Our organisation’s management staff can be thestribed with one of the

following statements:
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a) Product/service development or expansion into narkets/segments

b) Cost and quality audit measures are top on thedag@norder to create a

financially stable organisation

c) Marketplace opportunities are analysed using prtgmmiques so that the

right selection of opportunities are maingairfor a secure financial position

of the organisation

d) Focus is maintained on those business areas/prshigimch mean most

to our organisation

15. Compared with our competitors, future planmn@ur organisation can be best
described with one of the following statements:

a) Best possible scenario analysis and addressing tiaglenges of utmost

importance to my organisation

b) Marketplace trends and opportunity analysis aréyaad to identify possible

development of products/services or to tap markets
c) Marketplace problem/challenges analysed to idepifysible development

of my organisation’s current products/sergiaad consolidate current

market position

d) Analysing what our competitors long-term trendsamd what they have

been doing besides focussing on our orgaarsatproduct/service in order to

meet our clients’ needs.

16. Compared with our competitors, my organisatiatructure can be best
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described with one of the following statements:

a) Continuous changing structure with the objectiveneeting market

opportunities and as a problem solver

b) Departmental-Divisional based functional struetu

c) Market oriented or structured by product/sergtracture

d) Primarily departmental-divisional in nature lalgo entices a market-oriented

or structured by product/service structure

17. Our organisational performance can be bestithescwith one of the following

statements:

a) Highly centralised with the responsibility fallj on senior management of

my organisation

b) Oriented towards objectives that require immiedgdtention

c) Decentralised and engaging participation frohstalff members

d) Centralised in organisation’s established prt/dacvice domains and

participative role in new product/service areas
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SECTION IV —STRATEGIC KNOWLEDGE ORIENTATION
Kindly circle one number or highlight the numberred if you intend to send this
survey via email (using the font button) for ead¢htesment by indicating your

opinion on each of the following statement whenliggpto your organisation.

Strongly Strongly
disagree agree

Our organisational training is based on manualt

18 type of training

112|3/4|5/6]|7

Our organisational training is based on the

19 | transfer of knowledge through appropriate 1,2|3/4|5|/6]|7
mentoring
20 Staff hired within our organisation are problem- 1121 3lalslel7

solvers

Knowledge sharing is enhanced directly by our

21 organisational remuneration package system

Networks are fostered by the creation of
22 | secondments with other organisations through| 1 | 2| 3|4 |5| 6| 7
links developed by our HR department

Both knowledge needs of our organisation and

23 HR policies and systems are aligned

Our organisation utilises its own ICT technolog es_L

24 for documentation and storage of information

Knowledge within our organisation is exchanged
25 | and contact with people is maintained throughitsl | 2| 3|4 |5| 6| 7
own ICT technologies

Our IT Department (or subcontracted IT
26 | Department) utilises the latest technologiesin | 1 | 2| 3|4|5|6 | 7
knowledge exchange

Our organisation has a performance management
27 | system that is disseminated throughout the 1,2|3/4|5|/6]|7
organisation using its information systems

Knowledge is tapped from our organisation's
28 | database without prior consultation to the personl | 2| 3|4 |56 | 7
who created it

Knowledge is tapped from our organisation's

29 database using search facility

A high percentage of our organisation's

30 knowledge rests with staff within the organisatipn
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Strongly
disagree

Strongly
agree

31

A high percentage of our organisation's
knowledge is developed through people-to-peo
contact within our organisation
departments/divisions/units

Plg | 2

32

The concept of knowledge re-use is used to a
great extent once it is discovered for our
organisation's products/services

33

Client knowledge is continuously updated withi
our organisation and is considered of utmost
importance

-

34

Competitor knowledge is continuously updated
within our organisation and is considered of
utmost importance

35

Industry knowledge is continuously updated
within our organisation and is considered of
utmost importance

36

Knowledge databases contribution within our
organisation is enhanced through the
organisation's remuneration structure

37

Our organisation's database knowledge on exper?

related to our field is continuously updated

38

Innovative knowledge is increased through
communication between people who possess t
relevant knowledge in our organisation

hel | 2

39

Our organisation utilises exit interviews so that
their knowledge and experience could be
transmitted to other staff members

40

Information accuracy is essential to our
organisation even though it may take some tim
capture

41

Our organisation's knowledge management is
updated continuously

42

Our organisation is well known for the creation
acquirement of new knowledge assets

43

Our organisations creation of new knowledge
assets are in line with the business operations
the organisation or by selling them to other
organisations
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Strongly
disagree

Strongly
agree

44

The derivation of new knowledge which
directly effects our line of business is rathel
difficult to tap at times, thus hindering to
carry out our operations in the most effectiy
manner

e

45

Our organisation's knowledge managemen
systems are geared on external issues

46

Documentation access is feasible througho
our organisation through its' information
systems

a7

Knowledge management takes place mostl
horizontally in our organisation

48

The prime objective of our organisation's
management is the capturing and reuse of
knowledge through its’ electronic database

49

Networks with experts functioning along the
same business lines of our organisation are

given attention by our organisation's
management

50

Our organisation has standard operating
procedures to work with and management
discourages staff from any work procedure
deviations

(%2}

51

Our organisation's project teams operate al
a horizontal level in the organisation

ong | o

52

The type of culture instilled within our
organisation is to respond immediately to a
knowledge requests from staff members
within the organisation

Y1 |2

53

Our organisation has its overall objectives ¢
knowledge management practices aligned
that operations are performed effectively

and
sol | 2

54

Our organisation has a centralised knowled
management structure and a top-down
approach

ge
1|2

55

Knowledge information related to difficulties

encountered, failures registered or possible
mistakes that might arise are disseminated
a constructive manner without prejudice in
our organisation

D

nt | 2
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56

Knowledge creation regarding operations ir

our organisation are reflected upon and
disseminated to other members of staff

I

57

There is a vertical flow of knowledge
management from subordinate level to
management level and vice-versa

58

The focus on knowledge management
systems are on internal aspects of our
organisation

59

Our organisation devotes more time on
research and development than our
competitors
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SECTION V — ORGANISATIONAL PERFORMANCE
Please circle one number or highlight the numbeethif you intend to send this
survey via email (using the font button) for théldewing statements as regards to

how your organisations performs in relation wihabmpetitors

Much Much
worse better

Rate of what may be
considered your

60 organisational global 1 2 3 4 5
performance in the last
year

Rate your rate of
investment for your
organisation in these last
three years

Rate your sales volumes
62 for your organisation in 1 2 3 4 5
these last three years

61

Thank-you for completing this questionnaire
Please return the questionnaire via email usingthail address shown below or by
using the self-addressed envelope if this questibamas reached you via post to:
Chris Micallef
9, ‘Casa Micallef,
Trig il-Bwieraq, N/H 2
Santa Lucia
SLC 1761

or email on
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APPENDIX 7

The definitions of the four strategic types identied by Hrebiniak & Snow

(1980).

This type of organisation attempts to locate and maintain a secure
niche in a relatively stable product or service area. The
organisation tends to offer a more limited range of products or
services than its competitors, and it tries to protect its domain by
offering higher quality, superior service, lower prices, and so forth.
Often this type of organisation is not at the forefront of
developments in the industry-it tends to ignore industry changes
that have no direct influence on current area of operation and
concentrates instead on doing the best job possible in a limited
area.

Type

This type of organisation typically operates within a broad product-
market domain that undergoes periodic redefinition. The
organisation values being 'first in' new product and market area
even if not all of these efforts prove to be highly profitable. The
organisation responds rapidly to early signals concerning areas of
opportunity, and these responses often lead to a new round of
competitive actions. However, this type of organisation may not
maintain market strength in all of the areas it enters.

Type

This type of organisation attempts to maintain a stable, limited line
of products or services, while at the same time moving out quickly
to follow a carefully selected set of the more promising new
developments in the industry. The organisation is seldom 'first in’
with new products or services. However, by carefully monitoring
the actions of major competitors in areas compatible with its stable
product-market base, the organisation can frequently be 'second in'
with a more cost-efficient product or service.

Type

This type of organisation does not appear to have consistent
product-market orientation. The organisation is usually not as
Type aggressive in maintaining established products and markets as

4 some of its competitors, nor is it willing to take as many risks as
other competitors. Rather, the organisation responds in those
areas where it is forced to by environmental pressures.
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Appendix 8: Independent Samples t-test

Group Statistics

Std. Error
Management level N Mean Std. Deviation Mean
) 69 3.0145 1.05011 12642
Environmental | Management
turbulence . 68 3.0294 1.03622 12566
Senior Management
N 68 3.9265 .71896 .08719
Organisational | Management
performance
Senior Management 68 3.9412 .77039 .09342
Rate of Management 65 3.9538 .83723 .10385
investment . 64 3.7813 98349 12294
Senior Management
66 3.9091 .75909 .09344
Sales volume Management
. 64 3.7500 .81650 .10206
Senior Management
Strategy-type Management 70 2.3857 .99699 11916
. 67 2.3284 1.05008 .12829
Senior Management
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Appendix 8...(contd)

Independent Sa mples Test

Levene's Test for
Equality of
Variances t-test for Equality of Means
95% Confidence
Sig. (2- Mean Std. Error Interval of the
F Sig. t df tailed) | Difference Difference Difference
Lower Upper
Environmental Equal
turbulence variances .180 672 -.084 135 .933 -.01492 17826 -.36747 .33763
assumed
Equal
variances not -.084 135.000 .933 -.01492 17825 -.36744 .33760
assumed
Organisational Equal
performance variances .020 .887 -.115 134 .909 -.01471 12779 -.26745 .23803
assumed
Equal
variances not -.115 133.365 .909 -.01471 12779 -.26746 .23805
assumed
Rate of investment Equal
variances 3.318 .071 1.074 127 .285 .17260 .16073 -.14545 49064
assumed
Equal
variances not 1.073 123.224 .286 .17260 .16093 -.14594 49114
assumed
Sales volume Equal
variances .985 .323 1.151 128 .252 .15909 .13822 -.11440 43258
assumed
Equal
variances not 1.150 126.638 .252 .15909 .13837 -.11473 43292
assumed
Strategy-type Equal
variances 443 .507 .328 135 743 .05736 17489 -.28853 40324
assumed
Equal
variances not .328 133.770 744 .05736 .17509 -.28895 40367
assumed
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APPENDIX 9
ANOVA technique using a one-way analysis of variarecbetween environmental turbulence and strategy-tyg

Descriptives
Environmental turbulence

95% Confidence Interval for
Mean

N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
Prospector 35 2.7429 .88593 .14975 2.4385 3.0472 1.00 5.00
Analyser 35 3.1176 .91336 .15664 2.7990 3.4363 1.00 5.00
Defender 49 3.3673 1.01435 14491 3.0760 3.6587 1.00 5.00
Reactor 18 2.4444 1.29352 .30489 1.8012 3.0877 1.00 5.00
Total 137 3.0221 1.04326 .08946 2.8451 3.1990 1.00 5.00

Test of Homogeneity of Variances
Environmental turbulence
Levene
Statistic dfl df2 Sig.
3.521 3 132 .017
ANOVA
Environmental turbulence
Sum of
Squares df Mean Square F Sig.

Between Groups 14.886 3 4,962 4,960 .003
Within Groups 132.047 132 1.000
Total 146.934 135
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APPENDIX 9 ...(continued)

Post Hoc Tests

Multiple Comparisons

Dependent Variable: Environmental turbulence

Tukey HSD
Mean 95% Confidence Interval
Difference
() Strategic Type | (J) Strategic Type (1-9) Std. Error Sig. Lower Bound | Upper Bound
-.37479 .24084 .407 -1.0015 .2519
Prospector Analyser
- * - -
Defender .62449(*) .22135 .028 1.2005 .0485
.29841 .29010 .733 -.4564 1.0533
Reactor
Prospector 37479 .24084 407 -.2519 1.0015
Analyser
-.24970 .22324 .679 -.8306 .3312
Defender
.67320 .29154 101 -.0854 1.4318
Reactor
*
Defender Prospector .62449(*) .22135 .028 .0485 1.2005
.24970 .22324 .679 -.3312 .8306
Analyser
R .92290(*) .27566 .006 .2056 1.6402
eactor
Prospector -.29841 .29010 .733 -1.0533 .4564
Reactor
-.67320 .29154 101 -1.4318 .0854
Analyser
Defender -.92290(*) .27566 .006 -1.6402 -.2056

* The mean difference is significant at the .05 level.
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APPENDIX 10

Reliability Analysis on organisational performance

Case Processing Summary

N %
Valid 131 92.3
Cases
Excluded 11 77
(@
Total 142 100.0

a Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.621 3

Item Statistics

Mean Std. Deviation N
Organisational
3.9160 .74460 131
performance
Rate of investment 3.8626 .90947 131
Sales volume 3.8321 .79569 131
Iltem-Total Statistics
Corrected
Scale Iltem- Cronbach's
Scale Mean if Variance Total Alpha if
ltem if ltem Correlati ltem
Deleted Deleted on Deleted
Organisational 7.6947 1.814 534 390
performance
Rate of investment 7.7481 1.744 .362 .638
Sales volume 7.7786 1.897 415 543
Scale Statistics
Mean Variance Std. Deviation | N of ltems
11.6107 3.440 1.85461 3
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APPENDIX 11
Detailed statistical analysis on organisational pdormance measure against strategic
grouping variables

Tests of Normality

Mean organisational Kolmogorov-Smirnov(a) Shapiro-Wilk
performance Statistic df Sig. Statistic df Sig.
Prospector performance 147 33 .067 .945 33 .093
Analyser performance 134 35 115 946 35 .083
Defender performance 174 50 .001 .942 50 .017
Reactor performance 176 18 .146 .901 18 .059

a Lilliefors Significance Correction

Descriptives

Statistic Std. Error
Mean 4.0404 .10129
Prospector 95% Confidence Lower Bound 3.8341
performance Interval for Mean o5 Bound
4.2467
5% Trimmed Mean 4.0449
Median 4.0000
Variance .339
Std. Deviation .58189
Minimum 3.00
Maximum 5.00
Range 2.00
Interquartile Range .67
Skewness -.197 409
Kurtosis -.735 .798
Mean 4.0476 .09482
Analyser performance  "ggos Confidence Lower Bound 3.8549
Interval for Mean Upper Bound
4.2403
5% Trimmed Mean 4.0529
Median 4.0000
Variance 315
Std. Deviation .56094
Minimum 3.00
Maximum 5.00
Range 2.00
Interquartile Range .67
Skewness -.042 .398
Kurtosis -.427 778
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Mean 3.7200 .07816
Defender performance ["gs5os Confidence Lower Bound 3.5629
Interval for Mean Upper Bound
3.8771
5% Trimmed Mean 3.7185
Median 3.6667
Variance .305
Std. Deviation 55271
Minimum 2.33
Maximum 5.00
Range 2.67
Interquartile Range .67
Skewness -.181 337
Kurtosis -.385 .662
Mean 3.7037 .18649
Reactor performance 95% Confidence Lower Bound 3.3102
Interval for Mean Upper Bound
4.0972
5% Trimmed Mean 3.7449
Median 3.6667
Variance .626
Std. Deviation .79120
Minimum 2.00
Maximum 4.67
Range 2.67
Interquartile Range 1.42
Skewness -.326 .536
Kurtosis -.702 1.038
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APPENDIX 12
One-way ANOVA test between organisational strategitypes

Mean organisational performance

Descriptives

95% Confidence Interval for
N Mean Std. Deviation Std. Error Mean Minimum Maximum
Lower Bound | Upper Bound
Prospector 33 4.0404 .58189 .10129 3.8341 4.2467 3.00 5.00
Analyser 35 4.0476 .56094 .09482 3.8549 4.2403 3.00 5.00
Defender 50 3.7200 55271 .07816 3.5629 3.8771 2.33 5.00
Reactor 18 3.7037 .79120 .18649 3.3102 4.0972 2.00 4.67
Total 136 3.8799 .61353 .05261 3.7759 3.9839 2.00 5.00
Test of Homogeneity of Variances
Mean organisational performance
Levene
Statistic dfl df2 Sig.
2.243 3 132 .086
ANOVA
Mean organisational performance
Sum of
Squares df Mean Square F Sig.

Between Groups 3.672 3 1.224 3.427 .019
Within Groups 47.144 132 .357
Total 50.816 135
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APPENDIX 12...(contd)

One-way ANOVA test between organisational strategitypes

Post hoc tests

Multiple Comparisons

Dependent Variable: Mean organisational performance

Bonferroni
Mean 90% Confidence Interval
Difference
(I) STRATEGY | (J) STRATEGY (1-J) Std. Error Sig. Lower Bound | Upper Bound
Prospector -.00722 14501 1.000 -.3588 3444
Analyser
32040 13404 109 -.0046 6454
Defender
33670 17511 340 -.0879 7613
Reactor
Analyser 00722 14501 1.000 -3444 3588
Prospector
*
Defender 32762(*) 13171 085 .0082 6470
34392 17334 296 0764 7642
Reactor
Defender -.32040 113404 109 -.6454 0046
Prospector
-.32762(*) 13171 085 -.6470 -.0082
Analyser
01630 16427 1.000 -.3820 4146
Reactor
Reactor -.33670 17511 340 -7613 0879
Prospector
-.34392 17334 296 -7642 0764
Analyser
-01630 16427 1.000 -4146 3820
Defender

* The mean difference is significant at the .1 level.
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APPENDIX 12...(contd)

One-way ANOVA test between organisational strategitypes

Post hoc tests

Multiple Comparisons

Dependent Variable: Mean organisational performance

Bonferroni
Mean 85% Confidence Interval
Difference
(I) STRATEGY | (J) STRATEGY (1-J) Std. Error Sig. Lower Bound | Upper Bound
Prospector -.00722 14501 1.000 -.3360 3216
Analyser
Defender .32040(*) .13404 .109 .0165 .6243
.33670 17511 .340 -.0603 7337
Reactor
Analyser .00722 14501 1.000 -3216 3360
Prospector
Defender .32762(*) 13171 .085 .0290 .6262
.34392 17334 .296 -.0491 .7369
Reactor
Defender o -32040(%) 13404 109 6243 -0165
rospector
-.32762(*) 13171 .085 -.6262 -.0290
Analyser
.01630 .16427 1.000 -.3561 .3887
Reactor
Reactor -.33670 17511 340 -.7337 0603
Prospector
-.34392 17334 .296 -.7369 .0491
Analyser
-.01630 .16427 1.000 -.3887 .3561
Defender

* The mean difference is significant at the .15 level.
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APPENDIX 12...(contd)

One-way ANOVA test between prospector, analyser andefender organisational strategic-types
Descriptives

Mean organisational performance

95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
Prospector 33 4.0364 .58514 .10186 3.8289 4.2438 3.00 5.00
Analyser 33 4.0818 .54455 .09479 3.8887 4.2749 3.00 5.00
Defender 45 3.6622 53948 .08042 3.5001 3.8243 2.30 4.70
Total 111 3.8982 .58387 .05542 3.7884 4.0080 2.30 5.00
Test of Homogeneity of Variances
Mean organisational performance
Levene
Statistic dfl df2 Sig.
112 2 108 .894
ANOVA
Mean organisational performance
Sum of
Squares df Mean Square F Sig.
Between Groups 4.248 2 2.124 6.899 .002
Within Groups 33.251 108 .308
Total 37.500 110
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APPENDIX 12...
One-way ANOVA test between prospector, analyser andefender organisational strategic-types

Multiple Comparisons

(contd)

Dependent Variable: Mean organisational performance

Bonferroni

() Strategic Type

95% Confidence Interval

Mean
Difference
(J) Strategic Type (1-9) Std. Error Sig. Lower Bound | Upper Bound
-.04545 .13660 1.000 -.3776 .2867
Prospector Analyser
*
Defender 37414(%) 12717 .012 .0649 .6834
Analyser Prospector .04545 .13660 1.000 -.2867 3776
*
Defender .41960(*) 12717 .004 .1103 .7288
Defender Prospector -.37414(*) 12717 .012 -.6834 -.0649
-.41960(*) 12717 .004 -.7288 -.1103
Analyser

* The mean difference is significant at the .05 level.
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APPENDIX 13

Descriptives on personalisation and codification kowledge management strategies

Statistic Std. Error
Prospector Mean 3744 .10614
Couicaion) | o e Bone
Upper Bound .5904
5% Trimmed Mean .3679
Median 4700
Variance .383
Std. Deviation .61891
Minimum -.92
Maximum 2.14
Range 3.06
Interquartile Range .81
Skewness .089 403
Kurtosis .976 .788
Defender Mean .1859 .10135
(CI:DOedr;ic():r;?il(i)s;]e)ltion- 95% Confidence Lower Bound -.0179
Interval for Mean Upper Bound 3897
5% Trimmed Mean .2042
Median .2300
Variance .503
Std. Deviation .70945
Minimum -1.67
Maximum 1.56
Range 3.23
Interquartile Range 1.02
Skewness -.355 .340
Kurtosis .149 .668
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APPENDIX 14
Reliability test for codification and personalisaton scales

Codification scale

Case Processing Summary

N %
Cases Valid 124 86.7
Excluded 19 13.3
(a)
Total 143 100.0

a Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.624 8
Item Statistics
Mean Std. Deviation N
CoD18 3.8468 1.74861 124
CoD24 5.3871 1.47450 124
CcoD28 3.2500 1.92808 124
COD29 3.9677 1.77120 124
COD32 4.6694 1.27975 124
COD36 3.3548 1.53651 124
COD46 4.8952 1.49154 124
COoD48 3.5726 1.51509 124
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APPENDIX 14...(contd)
Reliability test for codification and personalisaton scales

Iltem-Total Statistics

Scale Corrected Cronbach's
Scale Mean if Variance if Item-Total Alpha if Item
Item Deleted Item Deleted Correlation Deleted
coD18 29.0968 42.495 -.007 .685
CoD24 27.5565 38.021 .286 .601
CcoD28 29.6935 35.418 273 .610
COD29 28.9758 31.991 513 .530
COD32 28.2742 40.477 .202 .620
COD36 29.5887 35.691 .400 570
COD46 28.0484 34.957 466 553
CoD48 29.3710 33.975 517 .538
Scale Statistics
Mean Variance Std. Deviation N of Items
32.9435 45.403 6.73820 8
Personalisation scale
Case Processing Summary
N %

Cases Valid 121 84.6

Excluded 29 15.4

&)

Total 143 100.0

a Listwise deletion based on all variables in the procedure.

Reliability Statistics

Alpha

Cronbach's

N of Items

.804

13
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APPENDIX 14...(contd)
Reliability test for codification and personalisaton scales

Iltem Statistics

Mean Std. Deviation N
PERS19 4.8678 1.42561 121
PERS20 4.0909 1.47761 121
PERS21 3.2645 1.55868 121
PERS22 3.1322 1.88389 121
PERS25 4.9091 1.52753 121
PERS30 5.4132 1.32709 121
PERS31 5.2314 1.17445 121
PERS37 4.1818 1.68819 121
PERS38 4.9091 1.43759 121
PERS39 3.7769 1.98950 121
PERS49 3.9421 1.59842 121
PERS51 4.1653 1.44538 121
PERS52 4.6942 1.54835 121
Iltem-Total Statistics
Scale Corrected Cronbach's
Scale Mean if Variance if Item-Total Alpha if Item
Item Deleted Iltem Deleted Correlation Deleted
PERS19 51.7107 106.274 475 .788
PERS20 52.4876 110.252 317 .800
PERS21 53.3140 102.851 538 782
PERS22 53.4463 100.133 493 785
PERS25 51.6694 105.906 447 790
PERS30 51.1653 119.322 041 .818
PERS31 51.3471 114.862 240 .804
PERS37 52.3967 101.241 535 781
PERS38 51.6694 103.906 556 781
PERS39 52.8017 100.727 441 792
PERS49 52.6364 101.450 568 779
PERS51 52.4132 105.361 .500 .786
PERS52 51.8843 104.370 490 .786
Scale Statistics
Mean Variance Std. Deviation | N of ltems
56.5785 122.279 11.05799 13
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APPENDIX 15

Correlation of knowledge orientation variables

- - -
@ g @ Q N © @ @ 2 I S N & A & & 3 1] 2 0 0
bay a a a a a 2 Y 0 %] %) %) %) %] %] %] %) %) %] 9] %]
0o 0o ) o 0o 0o o o 4 14 o o 4 4 14 o 4 4 4 14 o
o o o o o o o o i w w w ] i w w ] ] i w w
o o o o o o o o o o o o o
Pearson
’ 1 0.14 -0.09 -0.18 0.03 0.12 -0.08 0.10 -0.07 0.10 0.17 0.00 -0.01 -0.11 -0.03 -0.01 -0.13 -0.04 -0.01 -0.07 0.07
® Correlation
o | Sig. (2-
Q | tailed) 0.11 0.32 0.04 0.73 0.19 0.38 0.27 0.41 0.25 0.05 0.99 0.93 0.20 0.76 0.94 0.15 0.61 0.93 0.46 0.43
o
N 138.00 | 137.00 | 131.00 | 136.00 | 134.00 | 133.00 | 133.00 | 132.00 | 137.00 | 135.00 | 136.00 | 133.00 | 135.00 | 137.00 | 135.00 | 131.00 | 136.00 | 132.00 | 133.00 | 130.00 | 133.00
Pearson 0.14 1 0.05 0.15 0.27 0.13 0.26 0.20 0.21 0.12 0.17 0.12 0.59 0.06 0.21 0.18 0.29 0.21 0.27 0.25 0.32
3 Correlation
a | Sig. (2-
Q | tailed) 0.11 0.60 0.09 0.00 0.14 0.00 0.02 0.01 0.16 0.04 0.18 0.00 0.49 0.02 0.04 0.00 0.02 0.00 0.00 0.00
()
N 137.00 | 139.00 | 132.00 | 137.00 | 136.00 | 134.00 | 133.00 | 132.00 | 137.00 | 135.00 | 137.00 | 134.00 | 137.00 | 138.00 | 136.00 | 131.00 | 136.00 | 132.00 | 133.00 | 130.00 | 133.00
Pearson
; -0.09 0.05 1 0.53 0.00 0.12 0.12 0.19 -0.06 0.08 0.14 0.15 0.24 0.22 -0.01 -0.06 -0.05 0.02 0.17 0.19 -0.05
Q Correlation
o | Sig. (2-
Q | tailed) 0.32 0.60 0.00 0.96 0.18 0.19 0.03 0.49 0.34 0.11 0.10 0.01 0.01 0.95 0.53 0.56 0.80 0.05 0.04 0.54
(@]
N 131.00 | 132.00 | 133.00 | 133.00 | 130.00 | 131.00 | 127.00 | 129.00 | 132.00 | 129.00 | 132.00 | 130.00 | 131.00 | 133.00 | 131.00 | 129.00 | 130.00 | 128.00 | 128.00 | 126.00 | 128.00
Pearson -0.18 0.15 0.53 1 0.24 0.19 0.48 0.40 0.07 0.22 0.29 0.20 0.29 0.18 0.09 0.22 0.26 0.17 0.33 0.30 0.12
= Correlation
a | Sig. (2-
Q | tailed) 0.04 0.09 0.00 0.00 0.03 0.00 0.00 0.39 0.01 0.00 0.02 0.00 0.03 0.29 0.01 0.00 0.06 0.00 0.00 0.18
o
N 136.00 | 137.00 | 133.00 | 138.00 | 135.00 | 135.00 | 132.00 | 132.00 | 136.00 | 134.00 | 136.00 | 134.00 | 136.00 | 137.00 | 13500 | 132.00 | 135.00 | 131.00 | 132.00 | 130.00 | 132.00
Pearson
} 0.03 0.27 0.00 0.24 1 0.15 0.13 0.10 0.33 0.12 0.18 0.20 0.34 0.15 0.50 0.18 0.38 0.22 0.20 0.24 0.34
N Correlation
a | Sig. (2-
Q | tailed) 0.73 0.00 0.96 0.00 0.09 0.14 0.26 0.00 0.15 0.04 0.02 0.00 0.08 0.00 0.03 0.00 0.01 0.02 0.01 0.00
O
N 134.00 | 136.00 | 130.00 | 135.00 | 136.00 | 134.00 | 132.00 | 132.00 | 134.00 | 132.00 | 134.00 | 132.00 | 135.00 | 135.00 | 135.00 | 131.00 | 135.00 | 131.00 | 132.00 | 130.00 | 132.00
Pearson
- 0.12 0.13 0.12 0.19 0.15 1 0.35 0.43 0.30 0.34 0.65 0.53 0.18 -0.17 0.02 0.54 0.34 0.39 0.43 0.33 0.18
Q Correlation
a | Sig. (2-
Q | tailed) 0.19 0.14 0.18 0.03 0.09 0.00 0.00 0.00 0.00 0.00 0.00 0.03 0.04 0.80 0.00 0.00 0.00 0.00 0.00 0.04
o
N 133.00 | 134.00 | 131.00 | 13500 | 134.00 | 135.00 | 131.00 | 132.00 | 134.00 | 131.00 | 134.00 | 132.00 | 133.00 | 13500 | 13500 | 132.00 | 134.00 | 131.00 | 131.00 | 129.00 | 131.00
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- - -
@ g @ Q N © @ @ 2 I S N & A o & 3 1] 2 0 0
bay a a a a a 2 Y %] %] %) %) %) %] %] %] %) %) %] 9] %]
0o o) o o 0o 0o 6] o 4 14 o o 4 4 14 o 4 4 4 14 o
o o o o o o o o i w w w ] i w w ] ] i w w
o o o o o o o o o o o o o
Pearson
’ -0.08 0.26 0.12 0.48 0.13 0.35 1 0.50 0.14 0.19 0.28 0.27 0.44 0.07 0.01 0.44 0.22 0.21 0.37 0.33 0.23
© Correlation
o | Sig. (2-
Q | tailed) 0.38 0.00 0.19 0.00 0.14 0.00 0.00 0.11 0.03 0.00 0.00 0.00 0.45 0.92 0.00 0.01 0.02 0.00 0.00 0.01
O
N 133.00 | 133.00 | 127.00 | 132.00 | 132.00 | 131.00 | 134.00 | 130.00 | 133.00 | 131.00 | 133.00 | 129.00 | 131.00 | 133.00 | 133.00 | 129.00 | 134.00 | 130.00 | 131.00 | 129.00 | 132.00
Pearson 0.10 0.20 0.19 0.40 0.10 0.43 0.50 1 0.16 0.11 0.37 0.22 0.33 -0.01 -0.01 0.46 0.16 0.23 0.43 0.21 0.20
® Correlation
a | Sig. (2-
Q | tailed) 0.27 0.02 0.03 0.00 0.26 0.00 0.00 0.07 0.22 0.00 0.01 0.00 0.90 0.90 0.00 0.06 0.01 0.00 0.02 0.03
()
N 132.00 | 132.00 | 129.00 | 132.00 | 132.00 | 132.00 | 130.00 | 133.00 | 133.00 | 130.00 | 132.00 | 130.00 | 131.00 | 133.00 | 133.00 | 130.00 | 133.00 | 131.00 | 131.00 | 129.00 | 131.00
Pearson
o ’ -0.07 0.21 -0.06 0.07 0.33 0.30 0.14 0.16 1 0.16 0.31 0.24 0.27 0.06 0.26 0.29 0.48 0.22 0.40 0.36 0.46
9 | Correlation
0 | Sig. (2-
5 tailed) 0.41 0.01 0.49 0.39 0.00 0.00 0.11 0.07 0.06 0.00 0.01 0.00 0.48 0.00 0.00 0.00 0.01 0.00 0.00 0.00
a
N 137.00 | 137.00 | 132.00 | 136.00 | 134.00 | 134.00 | 133.00 | 133.00 | 138.00 | 135.00 | 137.00 | 134.00 | 13500 | 138.00 | 136.00 | 132.00 | 136.00 | 133.00 | 133.00 | 130.00 | 133.00
Pearson 0.10 0.12 0.08 0.22 0.12 0.34 0.19 0.11 0.16 1 0.36 0.39 0.13 0.10 0.13 0.18 0.18 0.25 0.25 0.27 0.17
Q | Correlation
9 | Sig. (2-
ﬁ tailed) 0.25 0.16 0.34 0.01 0.15 0.00 0.03 0.22 0.06 0.00 0.00 0.12 0.25 0.15 0.05 0.03 0.00 0.00 0.00 0.06
a
N 135.00 | 135.00 | 129.00 | 134.00 | 132.00 | 131.00 | 131.00 | 130.00 | 135.00 | 136.00 | 134.00 | 131.00 | 133.00 | 135.00 | 133.00 | 129.00 | 134.00 | 131.00 | 131.00 | 129.00 | 131.00
Pearson
’ 0.17 0.17 0.14 0.29 0.18 0.65 0.28 0.37 0.31 0.36 1 0.59 0.28 -0.08 0.00 0.48 0.29 0.32 0.40 0.33 0.28
by Correlation
0 | Sig. (2-
5 tai?éd) 0.05 0.04 0.11 0.00 0.04 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.33 0.99 0.00 0.00 0.00 0.00 0.00 0.00
a
N 136.00 | 137.00 | 132.00 | 136.00 | 134.00 | 134.00 | 133.00 | 132.00 | 137.00 | 134.00 | 138.00 | 134.00 | 13500 | 138.00 | 136.00 | 131.00 | 135.00 | 132.00 | 132.00 | 130.00 | 133.00
Pearson
- 0.00 0.12 0.15 0.20 0.20 053 0.27 0.22 0.24 0.39 0.59 1 0.32 -0.04 0.06 0.42 0.26 0.35 0.37 0.27 0.11
N | Correlation
9 | Sig. (2-
ﬁ tailed) 0.99 0.18 0.10 0.02 0.02 0.00 0.00 0.01 0.01 0.00 0.00 0.00 0.67 0.47 0.00 0.00 0.00 0.00 0.00 0.22
a
N 133.00 | 134.00 | 130.00 | 134.00 | 132.00 | 132.00 | 129.00 | 130.00 | 134.00 | 131.00 | 134.00 | 135.00 | 133.00 | 135.00 | 133.00 | 129.00 | 132.00 | 129.00 | 130.00 | 127.00 | 130.00
Pearson
} -0.01 0.59 0.24 0.29 0.34 0.18 0.44 0.33 0.27 0.13 0.28 0.32 1 0.13 0.22 0.19 0.35 0.33 0.35 0.25 0.38
& | Correlation
9 | Sig. (2-
% tai?éd) 0.93 0.00 0.01 0.00 0.00 0.03 0.00 0.00 0.00 0.12 0.00 0.00 0.12 0.01 0.03 0.00 0.00 0.00 0.01 0.00
a
N 13500 | 137.00 | 131.00 | 136.00 | 135.00 | 133.00 | 131.00 | 131.00 | 135.00 | 133.00 | 135.00 | 133.00 | 137.00 | 136.00 | 134.00 | 130.00 | 134.00 | 130.00 | 131.00 | 129.00 | 131.00
Pearson
- -0.11 0.06 0.22 0.18 0.15 -0.17 0.07 -0.01 0.06 0.10 -0.08 -0.04 0.13 1 0.34 -0.08 0.08 -0.03 -0.04 0.14 0.10
Q | Correlation
9 | Sig. (2-
% tailed) 0.20 0.49 0.01 0.03 0.08 0.04 0.45 0.90 0.48 0.25 0.33 0.67 0.12 0.00 0.35 0.34 0.72 0.67 0.12 0.24
o
N 137.00 | 138.00 | 133.00 | 137.00 | 135.00 | 13500 | 133.00 | 133.00 | 138.00 | 135.00 | 138.00 | 135.00 | 136.00 | 139.00 | 137.00 | 132.00 | 136.00 | 133.00 | 133.00 | 130.00 | 133.00
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@ g @ Q N © @ @ 2 I S N & A o & 3 1] 2 s 0
bay a a a a a 2 Y %] %] %) %) %) %] %] %] %) %) %] 9] %]
0o o) o o 0o 0o 6] o 4 14 o o 4 4 14 o 4 4 4 14 o
o o o o o o o o i w w w ] i w w ] ] i w w
o o o o o o o o o o o o o
Pearson
] -0.03 0.21 -0.01 0.09 0.50 0.02 0.01 -0.01 0.26 0.13 0.00 0.06 0.22 0.34 1 0.02 0.35 0.16 0.08 0.10 0.17
- Correlation
0 | Sig. (2-
5 taiglgéd) 0.76 0.02 0.95 0.29 0.00 0.80 0.92 0.90 0.00 0.15 0.99 0.47 0.01 0.00 0.81 0.00 0.06 0.38 0.24 0.05
a
N 13500 | 136.00 | 131.00 | 135.00 | 135.00 | 13500 | 133.00 | 133.00 | 136.00 | 133.00 | 136.00 | 133.00 | 134.00 | 137.00 | 137.00 | 132.00 | 136.00 | 133.00 | 133.00 | 130.00 | 133.00
Pearson
- -0.01 0.18 -0.06 0.22 0.18 0.54 0.44 0.46 0.29 0.18 0.48 0.42 0.19 -0.08 0.02 1 0.51 0.44 0.42 0.41 0.36
% | Correlation
9 | Sig. (2-
% tailed) 0.94 0.04 0.53 0.01 0.03 0.00 0.00 0.00 0.00 0.05 0.00 0.00 0.03 0.35 0.81 0.00 0.00 0.00 0.00 0.00
a
N 131.00 | 131.00 | 129.00 | 132.00 | 131.00 | 132.00 | 129.00 | 130.00 | 132.00 | 129.00 | 131.00 | 129.00 | 130.00 | 132.00 | 132.00 | 132.00 | 132.00 | 130.00 | 130.00 | 128.00 | 129.00
Pearson
] -0.13 0.29 -0.05 0.26 0.38 0.34 0.22 0.16 0.48 0.18 0.29 0.26 0.35 0.08 0.35 0.51 1 0.30 0.34 0.40 0.45
3 Correlation
9 | Sig. (2-
5 tai?éd) 0.15 0.00 0.56 0.00 0.00 0.00 0.01 0.06 0.00 0.03 0.00 0.00 0.00 0.34 0.00 0.00 0.00 0.00 0.00 0.00
a
N 136.00 | 136.00 | 130.00 | 135.00 | 135.00 | 134.00 | 134.00 | 133.00 | 136.00 | 134.00 | 135.00 | 132.00 | 134.00 | 136.00 | 136.00 | 132.00 | 137.00 | 133.00 | 134.00 | 131.00 | 134.00
Pearson
- -0.04 0.21 0.02 0.17 0.22 0.39 0.21 0.23 0.22 0.25 0.32 0.35 0.33 -0.03 0.16 0.44 0.30 1 0.30 0.22 0.33
Q | Correlation
9 | Sig. (2-
% tailed) 0.61 0.02 0.80 0.06 0.01 0.00 0.02 0.01 0.01 0.00 0.00 0.00 0.00 0.72 0.06 0.00 0.00 0.00 0.01 0.00
a
N 132.00 | 132.00 | 128.00 | 131.00 | 131.00 | 131.00 | 130.00 | 131.00 | 133.00 | 131.00 | 132.00 | 129.00 | 130.00 | 133.00 | 133.00 | 130.00 | 133.00 | 133.00 | 132.00 | 130.00 | 131.00
Pearson
] -0.01 0.27 0.17 0.33 0.20 0.43 0.37 0.43 0.40 0.25 0.40 0.37 0.35 -0.04 0.08 0.42 0.34 0.30 1 0.36 0.36
2 Correlation
9 | Sig. (2-
5 tai?éd) 0.93 0.00 0.05 0.00 0.02 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.67 0.38 0.00 0.00 0.00 0.00 0.00
a
N 133.00 | 133.00 | 128.00 | 132.00 | 132.00 | 131.00 | 131.00 | 131.00 | 133.00 | 131.00 | 132.00 | 130.00 | 131.00 | 133.00 | 133.00 | 130.00 | 134.00 | 132.00 | 134.00 | 130.00 | 133.00
Pearson
- -0.07 0.25 0.19 0.30 0.24 0.33 0.33 0.21 0.36 0.27 0.33 0.27 0.25 0.14 0.10 0.41 0.40 0.22 0.36 1 0.29
o | Correlation
9 | Sig. (2-
% tailed) 0.46 0.00 0.04 0.00 0.01 0.00 0.00 0.02 0.00 0.00 0.00 0.00 0.01 0.12 0.24 0.00 0.00 0.01 0.00 0.00
a
N 130.00 | 130.00 | 126.00 | 130.00 | 130.00 | 129.00 | 129.00 | 129.00 | 130.00 | 129.00 | 130.00 | 127.00 | 129.00 | 130.00 | 130.00 | 128.00 | 131.00 | 130.00 | 130.00 | 131.00 | 130.00
Pearson
} 0.07 0.32 -0.05 0.12 0.34 0.18 0.23 0.20 0.46 0.17 0.28 0.11 0.38 0.10 0.17 0.36 0.45 0.33 0.36 0.29 1
& | Correlation
9 | Sig. (2-
5 tai?éd) 0.43 0.00 0.54 0.18 0.00 0.04 0.01 0.03 0.00 0.06 0.00 0.22 0.00 0.24 0.05 0.00 0.00 0.00 0.00 0.00
a
N 133.00 | 133.00 | 128.00 | 132.00 | 132.00 | 131.00 | 132.00 | 131.00 | 133.00 | 131.00 | 133.00 | 130.00 | 131.00 | 133.00 | 133.00 | 129.00 | 134.00 | 131.00 | 133.00 | 130.00 | 134.00
* Correlation is significant at the 0.05 level (2-tailed).
¥ Correlation is significant at the 0.01 level (2-tailed).
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APPENDIX 16: The Kolmogorov-Smirnoff test: Tests of Normality

Kolmogorov-Smirnov(a) Shapiro-Wilk

Statistic df Sig. Statistic df Sig.

CoD18 126 138 .000 .943 138 .000
CoD24 .278 139 .000 .842 139 .000
CcoD28 .219 133 .000 .878 133 .000
COD29 151 138 .000 .931 138 .000
COD32 .156 136 .000 .934 136 .000
COD36 .140 135 .000 .933 135 .000
COD46 .185 134 .000 .894 134 .000
COoD48 174 133 .000 .940 133 .000
PERS19 .206 138 .000 .902 138 .000
PERS20 141 136 .000 .950 136 .000
PERS21 142 138 .000 .932 138 .000
PERS22 174 135 .000 .891 135 .000
PERS25 197 137 .000 .912 137 .000
PERS30 .245 139 .000 .855 139 .000
PERS31 .195 137 .000 912 137 .000
PERS37 .137 132 .000 .942 132 .000
PERS38 .200 137 .000 .920 137 .000
PERS39 131 133 .000 911 133 .000
PERS49 .145 134 .000 .945 134 .000
PERS51 176 131 .000 .936 131 .000
PERS52 191 134 .000 .922 134 .000
ORIENT23 .199 137 .000 .913 137 .000
ORIENT26 .215 138 .000 .880 138 .000
ORIENT27 .145 138 .000 .923 138 .000
ORIENT33 .232 135 .000 .853 135 .000
ORIENT34 .169 128 .000 .919 128 .000
ORIENT35 211 132 .000 .885 132 .000
ORIENT40 .226 137 .000 .901 137 .000
ORIENT41 .162 136 .000 .934 136 .000
ORIENT42 .160 136 .000 .935 136 .000
ORIENT43 .126 132 .000 .932 132 .000
ORIENT44 .158 133 .000 .946 133 .000
ORIENT45 .180 134 .000 .939 134 .000
ORIENT47 .195 133 .000 .931 133 .000
ORIENTS0 .186 134 .000 .908 134 .000
ORIENTS53 .220 136 .000 .908 136 .000
ORIENT54 178 134 .000 .921 134 .000
ORIENTS55 .189 135 .000 .935 135 .000
ORIENTS56 .170 135 .000 .927 135 .000
ORIENTS7 174 134 .000 .937 134 .000
ORIENTS8 157 133 .000 .936 133 .000
ORIENTS59 171 131 .000 .941 131 .000

a Lilliefors Significance Correction
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APPENDIX 17
Analysis showing means and standard deviations ohkwledge orientation variables

Knowledge Orientation Variables
8.00

7.00

6.00

5.00

4.00

3.00

2.00

1.00

0.00

18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35 36 37 38 39 40 41 42 43 44 45 46 47 48 49 50 51 52 53 54 55 56 57 58 59

Variables Overall mean: 4.43
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APPENDIX 18

Descriptive statistics and ANOVA table for knowled@ orientation factors

ANOVA
Sum of
Squares df Mean Square F Sig.
CoD18 Between 5.195 3 1.732 560 643
Groups
Within Groups 405.354 131 3.094
Total 410.548 134
PERS19 Between 14.000 3 4.667 2.294 081
Groups
Within Groups 266.548 131 2.035
Total 280.548 134
PERS20 Between 2.046 3 682 307 820
Groups
Within Groups 286.315 129 2.219
Total 288.361 132
PERS21 Between 11.832 3 3.944 1.476 224
Groups
Within Groups 347.392 130 2.672
Total 359.224 133
PERS22 Between 3.965 3 1.322 353 787
Groups
Within Groups 474.874 127 3.739
Total 478.840 130
ORIENT23 Between 25.074 3 8.358 2,913 037
Groups
Within Groups 370.129 129 2.869
Total 395.203 132
COD24 Between 23.076 3 7.692 3.649 .014
Groups
Within Groups 276.139 131 2.108
Total 299.215 134
PERS25 Between 24.834 3 8.278 3.592 016
Groups
Within Groups 297.257 129 2.304
Total 322.090 132
ORIENT26 | Between 11.333 3 3.778 1.815 148
Groups
Within Groups 270.555 130 2.081
Total 281.888 133
ORIENT27 Between 57.597 3 19.199 5.970 001
Groups
Within Groups 421.262 131 3.216
Total 478.859 134
Ccobzs Between 2.461 3 820 215 886
Groups
Within Groups 480.931 126 3.817
Total 483.392 129
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cob29 Between 3.066 3 1.022 301 824
Groups
Within Groups 440.815 130 3.391
Total 443.881 133

PERS30 Between 2.376 3 792 431 731
Groups
Within Groups 240.839 131 1.838
Total 243.215 134

PERS31 Between 3.645 3 1.215 833 478
Groups
Within Groups 188.130 129 1.458
Total 191.774 132

COoD32 Between 4.845 3 1.615 988 401
Groups
Within Groups 209.336 128 1.635
Total 214.182 131

ORIENT33 Between 37.599 3 12533 6.594 000
Groups
Within Groups 243.280 128 1.901
Total 280.879 131

ORIENT34 Between 25.897 3 8.632 2.779 044
Groups
Within Groups 385.220 124 3.107
Total 411.117 127

ORIENT35 Between 24.434 3 8.145 3.548 016
Groups
Within Groups 289.258 126 2.296
Total 313.692 129

COD36 Between 16.788 3 5.596 2.230 088
Groups
Within Groups 318.754 127 2.510
Total 335.542 130

PERS37 Between 5.734 3 1.911 674 569
Groups
Within Groups 357.197 126 2.835
Total 362.931 129

PERS38 Between 20.352 3 6.784 3.426 019
Groups
Within Groups 257.380 130 1.980
Total 277.731 133

PERS39 Between 62.001 3 20.667 5.417 002
Groups
Within Groups 488.333 128 3.815
Total 550.333 131

ORIENT40 Between 23.111 3 7.704 4178 007
Groups
Within Groups 239.695 130 1.844
Total 262.806 133

ORIENT41 Between 17.815 3 5.938 2.948 035
Groups
Within Groups 261.887 130 2.015
Total 279.701 133
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ORIENT42 Between 14.082 3 4.694 2.009 116
Groups
Within Groups 303.806 130 2.337
Total 317.888 133

ORIENT43 Between 22.304 3 7.435 2.282 082
Groups
Within Groups 413.834 127 3.259
Total 436.137 130

ORIENT44 Between 9.423 3 3.141 1.486 222
Groups
Within Groups 270.638 128 2.114
Total 280.061 131

ORIENT45 Between 1.290 3 430 229 876
Groups
Within Groups 238.756 127 1.880
Total 240.046 130

COD46 Between 26.713 3 8.904 4.124 .008
Groups
Within Groups 274.187 127 2.159
Total 300.901 130

ORIENT47 Between 7.335 3 2.445 1.187 317
Groups
Within Groups 259.442 126 2.059
Total 266.777 129

coD48 Between 3.289 3 1.096 466 707
Groups
Within Groups 299.032 127 2.355
Total 302.321 130

PERS49 Between 16.065 3 5.355 2.050 110
Groups
Within Groups 336.927 129 2.612
Total 352.992 132

ORIENTS0 Between 8.550 3 2.850 859 464
Groups
Within Groups 424.443 128 3.316
Total 432.992 131

PERS51 Between 9.548 3 3.183 1.574 199
Groups
Within Groups 254.729 126 2.022
Total 264.277 129

PERS52 Between 19.859 3 6.620 2.946 035
Groups
Within Groups 287.618 128 2.247
Total 307.477 131

ORIENTS3 Between 19.863 3 6.621 3.367 021
Groups
Within Groups 255.659 130 1.967
Total 275.522 133

ORIENT54 Between 6.626 3 2209 957 415
Groups
Within Groups 297.629 129 2.307
Total 304.256 132
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ORIENTS5 Between 22.730 3 7577 3.752 013
Groups
Within Groups 260.519 129 2.020
Total 283.248 132

ORIENT56 Between 18.211 3 6.070 3.790 012
Groups
Within Groups 206.616 129 1.602
Total 224.827 132

ORIENTS7 Between 15.576 3 5.192 2.534 060
Groups
Within Groups 262.303 128 2.049
Total 277.879 131

ORIENTS58 Between 685 3 228 127 944
Groups
Within Groups 230.125 128 1.798
Total 230.811 131

ORIENT59 Between 44.725 3 14.908 6.412 .000
Groups
Within Groups 295.291 127 2.325
Total 340.015 130
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APPENDIX 19
Environmental Turbulence

Environmental turbulence

Descriptives

95% Confidence Interval for
Mean

N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
Prospector 35 2.7429 .88593 .14975 2.4385 3.0472 1.00 5.00
Analyser 34 3.1176 .91336 .15664 2.7990 3.4363 1.00 5.00
Defender 49 3.3673 1.01435 14491 3.0760 3.6587 1.00 5.00
Reactor 18 2.4444 1.29352 .30489 1.8012 3.0877 1.00 5.00
Total 136 3.0221 1.04326 .08946 2.8451 3.1990 1.00 5.00

Test of Homogeneity of Variances
Environmental turbulence
Levene
Statistic dfl df2 Sig.
3.521 3 132 .017
ANOVA
Environmental turbulence
Sum of
Squares df Mean Square F Sig.

Between Groups 14.886 3 4.962 4.960 .003
Within Groups 132.047 132 1.000
Total 146.934 135
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APPENDIX 19...

(Contd)

Environmental Turbulence

Multiple Comparisons

Dependent Variable: Environmental turbulence

Bonferroni

95% Confidence Interval

Mean
Difference
() Strategic Type | (J) Strategic Type (1-9) Std. Error Sig. Lower Bound | Upper Bound
Prospector Analyser -.37479 .24084 732 -1.0199 .2703
Defender -.62449(*) .22135 .033 -1.2174 -.0316
Reactor .29841 .29010 1.000 -.4786 1.0755
Analyser Prospector .37479 .24084 732 -.2703 1.0199
Defender -.24970 22324 1.000 -.8477 .3483
Reactor .67320 .29154 135 -.1077 1.4541
Defender Prospector .62449(*) .22135 .033 .0316 1.2174
Analyser .24970 .22324 1.000 -.3483 8477
Reactor .92290(*) .27566 .006 .1845 1.6613
Reactor Prospector -.29841 .29010 1.000 -1.0755 4786
Analyser -.67320 .29154 135 -1.4541 1077
Defender -.92290(*) .27566 .006 -1.6613 -.1845

* The mean difference is significant at the .05 level.
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APPENDIX 20

Kaiser’s criterion, the Catell scree plot and Varimax rotation

The Kaiser criterion and the Catell scree testlmnsed to assist in the determination
of the smallest number of factors that best reptssthe inter-relations among the set
of variables (Pallant 2001). Only factors with aigemvalue of 1.0 or more are
retained if the Kaiser criterion is adopted, whits often been critized due to the
retention of too many factors (Pallant 2001). Oatedcree test through the SPSS
software can plot each of the eigenvalues of th#fa. Following inspection of this
plot, one can decipher the point at which the sledgbe curve changes its direction
and becomes horizontal. Catell (1966) recommenaisathfactors above the break in
the plot, will have to be retained as these plotsvipe a contribution towards the
variance in the data set.

Once the plots (or factors) that have been retaameddentified, the next step will be
their interpretation. This is achieved through tiota which helps in the better
understanding and interpretation. Rotation canitbeereorthogonal which results in
easier interpretations but uncorrelated that isragsy that underlying constructs are
independent or oblique which although difficultitderpret allows for factors to be
correlated (Tabachnick & Fidell 1996). Both orthoagband oblique rotations result
in similar results. SPSS software offers a numbemtational approaches namely,
Varimax, Quartimax and Equamax for orthogonal rotatand Direct Oblimin and
Promax for oblique rotation. The most commonly usedarimax which ‘attempts to
minimize the number of variables that have a hagdings on each factor’ (Pallant

2001: 155). For the oblique technique, the mostraonly used is Direct Oblimin.
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APPENDIX 21

Significant knowledge orientation factors

Knowledge
Orientation
Factor

Description

Prospector

Analyser

0

efender

R

eactor

PERS22

Networks are fostered by the
creation of secondments with other
organisations through links
developed by our HR department

COD24

Our organisation utilises its own
ICT technologies for
documentation and storage of
information

PERS25

Knowledge within our organisation
is exchanged through its own ICT
technologies

COD28

Knowledge is tapped from our
organisation's database without
prior consultation to the person
who created it

COD29

Knowledge is tapped from our
organisation's database using
search facility

XX

PERS31

A high percentage of our
organisation's knowledge is
developed to staff-to staff contact
within our organisation
departments/divisions/units

XX

COD32

The concept of knowledge re-use
is used to a great extent once it is
discovered for our organisation's
products/services

ORIENT33

Client knowledge is continuously
updated within our organisation
and is considered of utmost
importance

ORIENT35

Industry knowledge is continuously
updated within our organisation
and is considered of utmost
importance

PERS37

Our organisation's database
knowledge on experts related to
our field is continuously updated

XX

PERS38

Innovative knowledge is increased
through communication between
people in our organisation

PERS39

Our organisation utilises exit
interviews so that their knowledge
and experience could be
transmitted to other staff members

ORIENT41

Our organisation's knowledge
management is updated
continuously
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Knowledge
Orientation
Factor

Description

Prospector

Analyser

0

efender

R

eactor

ORIENT44

The derivation of new knowledge
which directly effects our line of
business is rather difficult to tap at
times, thus hindering to carry out
our operations in the most
effective manner

ORIENT45

Our organisation's knowledge
management systems are geared
on external issues

ORIENT47

Knowledge management takes
place mostly horizontally in our
organisation

XX

PERS49

Networks with experts functioning
along the same business lines of
our organisation is given attention
by our organisation's management

ORIENTS50

Our organisation has standard
operating procedures to work with
and management discourages
staff from work procedures
deviations

PERS52

The type of culture instilled within
our organisation is to respond
immeditaley to any knowledge
requests from staff members
within the organisation

ORIENTS53

Our organisation has its overall
objectives and knowledge
management practices aligned so
that operations are performed
effectively

ORIENT56

Knowledge creation regarding
operations in our organisation are
reflected upon and disseminated
to other members of staff

ORIENTS7

There is a vertical flow of
knowledge management from
subordinate level to management
level and vice-versa

ORIENTS8

Knowledge management systems
are on internal aspects of our
organisation

ORIENTS59

Our organisation devotes more
time on research and development
than our competitors

XX

XX

p<0.05
p<0.1
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APPENDIX 22

Varimax Rotations

Rotated Component Matrix(a) for five components ext  raction
Rotated Component Matrix(a)
Component
2 3 4 5
ORIENT35 .705 .380
ORIENT56 656 .453
ORIENT57 .645
ORIENT33 .642 .306
ORIENT41 640 412
PERS38 .615 .307
ORIENT55 589 .438
ORIENT40 544
COD32 .537
PERS31 .526
ORIENT34 512 449
ORIENT26 503 326 406
PERS25 .497 471
ORIENT58 .486
COD24 443
ORIENT54 .405
COD36 .783
PERS21 .730
PERS22 .643 -.342
ORIENT42 .418 .641 .302
PERS37 .309 .633
ORIENT59 .555
PERS39 .347 .502
PERS49 .467 .310 .318
ORIENT23 423 .457 .359 -.396
ORIENT27 .315 437 .391
PERS30 -.380 -.316
COoD18
ORIENT47 .628
PERS51 .587
ORIENT50 .586
PERS52 461 .545
ORIENTS53 .500 .330 .530
PERS19 .370 442
ORIENT43 431
PERS20 .327 .335
COD29 .795
CoD28 .715
COD48 .365 .548
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COD46 .307 .536
ORIENT44 .675
ORIENT45 416 433

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization.
a Rotation converged in 11 iterations.

Rotated Component Matrix(a) for six components extr  action

Rotated Component Matrix(a)

Component

1 2 3 4 5 6
COD36 .813
PERS21 792
PERS22 .720
ORIENT42 645 .309
PERS37 634
ORIENT23 .549 .378 .320 -.322
ORIENT59 .530
PERS39 517
PERS49 452 .360 .326
ORIENT27 451 442
ORIENT34 444 397
PERS20 434
ORIENT57 670
ORIENT56 657 .405
ORIENT58 626
ORIENT55 568 413
PERS31 564
PERS38 312 557
ORIENT54 531
COD32 509
ORIENT40 504
ORIENT35 .359 .499 .455
PERS30 .361 .358
CoD18
PERS25 .720
ORIENT26 .709
COD24 .702
COD46 .596
ORIENT41 .406 413 525
ORIENT33 417 453
COD48 .368 .397 .373 .345
ORIENT50 .653
ORIENT47 .600
PERS52 343 .582
PERS51 .565
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ORIENTS3 .358 372 .554

PERS19 .303 .326 435

ORIENTA43 .309 406

COD29 .748

COD28 .748

ORIENT44 .691
ORIENT45 404 493

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization.
a Rotation converged in 11 iterations.

Rotated Component Matrix(a) for seven components ex  traction

Rotated Component Matrix(a)

Component

1 2 3 4 5 6 7
COD36 .795
PERS21 .786
PERS22 737
ORIENT42 .609 317 404
ORIENT23 .565 .399
PERS37 .563 .338
PERS39 .538
ORIENT59 .532
PERS20 479
ORIENT34 449 .302 -.358
PERS49 433 .367 325
ORIENT26 .748
PERS25 .692 .360
COD46 .650
COD24 .649 .338
ORIENT41 .368 .549 .386 316
COD48 .489 324
ORIENT35 .346 483 .367
ORIENT27 431 462
ORIENT33 .450 .310
PERS52 .651
ORIENT53 .320 .649
ORIENT50 .638
ORIENT47 .596 .313
PERS51 551
ORIENT55 .520 465
PERS19 311 .486
ORIENT43 .303 402
ORIENT58 .679
ORIENT54 .643
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ORIENTS56 .528 .581

ORIENTS7 .558

ORIENT40 440

PERS38 .313 .366 .387 .306

COoD18 -.310

PERS31 .761

COD32 .584

PERS30 481 .357

COD28 .759

COD29 .313 .316 .697

ORIENT44 .805
ORIENT45 .394 .542

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization.
a Rotation converged in 13 iterations.

Source: Author’s derived data from statistical paclage.
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APPENDIX 23
Factor Analysis

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling

Adequacy. 807

Bartlett's Test of Approx. Chi-Square 2825.153

Sphericity daf 361
Sig. .000
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