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играют в данных связях. 

Исследование показало, что уровень развития ИКТ является 
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Доказательств того, что модерационный эффект присутствует 

в других связях найдено не было. Также было доказано, что 

практики УЗ оказывают позитивное влияние на эффективность 

российских компаний. Наибольшее влияние оказывают 

практики в сфере управления человеческими ресурсами и 

стратегический подход к УЗ. Более того, было обнаружено, что 

практики в области организационной структуры и 

корпоративной культуры взаимосвязаны.  

Результаты работы будут полезны для дальнейших 

исследований в сфере УЗ, а также для менеджеров российских 

компаний, заинтересованных в выстраивании системы 

управления знаниями в организации и максимизации 

результатов при ее внедрении.  
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To reach the stated goal several objectives were set. Firstly, to 

explore, how knowledge practices are applied in Russia. 

Secondly, to discover the direct effect that KM practices have on 

the organizational performance. And finally to define the role of 

ICT in these relationships.  

The empirical study has shown that ICT is a moderator in the 

relationships between strategic management of knowledge and 

organizational performance. The evidence that moderating effect 

exists in other relationships was not found. The research has also 

shown that knowledge management practices has a positive 

direct effect on organizational performance of Russian 

companies. HRM practices and strategic management of 

knowledge in a company have the biggest positive impact. 

Moreover, the practices connected to organizational structure 

and corporate culture are strongly interconnected. 

These results would be useful for further studies in the area of 

knowledge management and for managers in Russian 

companies, who are willing to create a KM system and have 

maximum outcome from their initiatives. 
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Introduction  

Topicality 

Nowadays it is difficult to overestimate the necessity of knowledge management (KM) in 

organizations. Efficient knowledge management creates the capability, which becomes the basis for 

the future competitive advantage of any company (Davenport and Prusak, 2000). Companies in 

different sectors of economy and various industries face an increasing flow of information, which 

need to be managed and analyzed, in order to create knowledge and stay competitive on their 

markets. That is why the knowledge management is a topical area for research in management 

science.  

Despite the fact that KM has been one of the key areas of management studies over last 

decades there are still a number of unsolved questions, which need to be explored deeper. Some 

authors try to understand the essence of knowledge (Bellinger et al., 2004), others concentrate on 

knowledge management processes and the ways they could be managed in order to achieve higher 

results (Nonaka, 2000; Cabrera, 2002; Roland, 2006). However, one of the most interesting area 

from the perspective of practical application is the actual relationship between KM practices and 

organizational performance. Authors all over the world tries to discover the best way to use 

knowledge management activities to increase company’s performance (Gholami et al., 2013; 

Andreeva and Kianto, 2014; Massingham, 2014; Giampaoli et al., 2017). In spite of wide specters 

of multidisciplinary studies in the field there are still many uncertainties, and new empirical works 

may bring clarity.  

One of such fields that need to be studied is the role of information and communication 

technologies (ICT) in knowledge management. There are two different approaches to the question 

in scientific community. Some authors consider ICT the basic asset for KM (Cabrera, 2002). The 

other group of authors prefer not to overestimate the necessity of ICT and emphasize non-

technological social interactions (Davenport and Prusak, 2000). However, even supporters of the 

first point of view do not have common view on the place of ICT in knowledge management.  

Based on the above-mentioned statements there is still a question, if knowledge management 

practices have a direct impact on organizational performance, financial and non-financial ones. And 

the second question is which exact role ICT have. 
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Research gap  

Though there is a number of authors, who believes that ICT’s role in KM is limited the 

technological approach still dominates. The idea that ICT enables KM being is supported by the 

number of authors (Stankovsky and Baldanza, 2000; Desouza, 2003, Lee and Choi, 2014). The field 

has been studied in different countries and industries, and a lot of very specific and tailored models 

were created for particular countries and industries. Notwithstanding, there is need for covering a 

few gaps.  

First of all, there is an uncertainty, how particularly ICT help to enhance organizational 

performance applying KM practices. We know that ICT enable human resource management 

practices, changes in organizational structure, culture and processes and the overall ability of 

manager to introduce knowledge-centric approach (McDermott, 1999; Robey et al., 2000; Basu and 

Blanning, 2003; Zahra, 2013; Elhazzam, 2015). But it is important to clarify does ICT play an 

important role, while assessing an effect KM practices in all these spheres has on the overall 

organizational performance. 

Secondly, people are a key element of knowledge management. Today all the KM practices 

deal with the utilization of people capacity and uncovering potential in knowledge, which was also 

created by people. Taking it into consideration, results of similar models may vary depending on 

the country, where the data was gathered. In this context, an empirical research based on data 

collected from Russian companies is needed. Only few researches were performed in the field in 

Russia, but they focused on different aspects and were based on surveys conducted in several 

countries (Andreeva and Kianto, 2012; Andreeva and Kianto, 2014). 

As can be seen, despite the vast specter of studies in the field of KM, further research would 

benefit theory and practice.  

Research problem and objectives 

In this study, the author examines the direct effect that different KM practices have on the 

company’s performance, its organizational and financial aspects. The work does not have a focus 

on particular industry and it examines various KM practices in different fields to provide managers 

with an insight into increasing performance of the company by application of KM approach. We 

also find it crucial to study the mediation role of ICT in the relationship between KM practices and 

organizational performance. We believe that it could help to understand, if ICT is important for 

implementation of KM practices and, if it is so, which practices depend the most. 
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The main question of the thesis is the following: Does the effect KM practices have on 

organization performance depends on the developed information and communication technologies 

in the organization? 

Hence, the objectives of the research are:  

1. To explore, how KM practices are used in Russian companies; 

2. To discover the direct effect that KM practices have on the organizational performance; 

3. To define the role of ICT in the relationships between KM practices and organizational 

performance. 

To reach the set objectives we firstly concentrate on reviewing previous studies on the topic 

of knowledge management. Then, we create an appropriate methodology of the work and conduct 

empirical research. The final chapter is dedicated to discussion of the findings and their 

implications.   
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Chapter 1. THE REVIEW OF EXISTING LITERATURE ON 

KNOWLEDGE MANAGEMENT AND ITS EFFECT ON 

ORGANIZATIONAL PERFORMANCE 

Today there is no debate around the topic that we live in era of knowledge economy. However, 

this understanding still leads to big discussion, what knowledge is, how it is created and shared, 

how company can stimulate these processes and which tools could be used to do it. Many works 

were written on the topic starting from philosophical works on epistemology, which studied the 

nature of knowledge and the ability of a human to operate it. James Venters believes that though the 

knowledge as a distinct subject for social studies emerged in the beginning of the 20th century, its 

application to economic concepts began only in the 1960s (Venters, 2003). Later, scientists and 

practitioners started to examine ways to manage knowledge of individuals in a social group for 

better understanding of its behavior and development and it became the landmark for KM theory 

appearance in the 1990s.  

 In order to examine ways, how organizations enhance performance through orchestration of 

knowledge, it is important to break down the concept of knowledge management into basic 

components and see, how it is organized and in which direction this area of study develops. 

In this chapter we give an overview of existing literature on the concept of knowledge, which 

processes it includes and by which practices companies may influence these processes. After that 

we address the question, how KM practices influence organizational performance. The important 

part of literature review is dedicated to the problem of the role of information and communication 

technologies (ICT). We want to study current opinion on this topic in the scientific community and 

to see, what could be done to make ICT role clearer. The overall purpose of this chapter is to create 

a theoretical background for the further empirical study. 

1.1 The concept of knowledge management 
 

Knowledge is the complex concept: it can be seen as knowledge of an individual or as group 

knowledge. In this work we will look at it from the perspective of organizations. Any organization 

is a social unit consisted of people, however organizational knowledge is not just a sum of 

individuals’ knowledge within the company. In scientific literature there are many approaches to 

knowledge and therefore, many definitions arose.  The definition usually depends on the field of 

particular work, the object of the research and the main goal of the study. The organizational 

knowledge is perceived by a number of authors (Newell et al., 2009) as “a learned set of norms, 

shared understandings and practices that integrates actors and artifacts to produce valued outcomes 
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within a specific social and organizational context”. That is why the organizational knowledge 

arises not simply from processing all the information gathered and summing up the intellectual 

work of employees, but mixing covered and uncovered subjective insights and mobilizing 

commitment of people (Nonaka, 1991). 

It is very important to understand, that knowledge is not just all data, which the organization 

possesses. Data is just a sum of symbols; it is unprocessed and has low usability itself. When data 

is processed and relations are identified, it becomes information. Knowledge in its turn implies 

finding patterns within information (Bellinger et al., 2004). It means that knowledge is already 

processed information, which is helpful for making forecasts and making decisions depending on 

the found patterns. This process of transformation of information to knowledge is usually provoked 

by new incentives from outside. From this hierarchical structure one may conclude that the main 

factor for knowledge existence is the presence of information and the capacity to interpret it.  

 

 

Figure 1. Data-Information-Knowledge hierarchy 

Source: Based on (Bellinger et al., 2004) 

 

An interesting definition was given by Davenport and Prusak (2000) in their book “Working 

Knowledge: How organizations manage what they know”. They define knowledge as a fluid mix of 

framed experience, values, contextual information, and expert insight that provides a framework for 

evaluating and incorporating new experiences and information. It originates and is applied in the 

minds of knowers. In organizations, it often becomes embedded not only in documents and 

repositories but also in organizational routines, processes, practices and norms. According to this 

definition, organization knowledge is much more complex than just a sum of individual skills and 

experience. Thus, the organization knowledge is the independent topic for examination with its own 
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origins and rules. It can be seen as an applied holistic approach, which states that the system should 

be viewed not as a sum of part but as a whole.  

The complex nature of knowledge is a basis for its variety. There are different types of 

knowledge depending on information, from which it is derived, the entity processed information, 

and the ability of other entities to see this knowledge. According to Colilns (1993) five type of 

knowledge could be identified:  

 Embrained knowledge is an abstract knowledge that depends on conceptual skills 

and cognitive abilities; 

 Embodied knowledge is action oriented and is likely to be only partly explicit; 

 Encultured knowledge refers to the process of achieving shared understandings; 

 Embedded knowledge is knowledge, which resides in systemic routines; 

 Encoded knowledge is information conveyed by signs and symbols. 

This complex system, which consists of tacit and explicit knowledge, can’t be considered an 

asset in the organization if it is not managed. Without proper management, this huge amount of 

information, which goes through the company, has very low utility. That is why, according to 

Davenport and Prusak (2000), “knowledge management is concerned with the exploitation and 

development of the knowledge assets of an organization with a view to furthering the organization’s 

objectives. The knowledge to be managed includes both explicit, documented knowledge, and tacit, 

subjective knowledge”.  

So, the process of KM is much more complex than information management and must be 

approached systematically. For its comprehension it is crucial to look at this process in dynamics 

and see different perspectives at each of the steps. In this work we will concentrate on four basic 

processes of KM: creation, sharing, reuse and acquisition.  

1.2 Knowledge management processes 
 
Knowledge creation 

The process of how knowledge is created from information was the topic for many scientists. 

It is the first step of knowledge management, describing transformation of information and personal 

knowledge into organizational one. The understanding of this first step leads to more accurate 

creation of the prospective knowledge management frameworks. One of the most reputable models 

of knowledge creation was proposed by Nonaka and Takeuchi (1995). They believe that knowledge 

creation means constant conversion between tacit and explicit knowledge. The authors developed a 
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four-approach model, which explains, how knowledge is created and transferred. Different mode 

implies different tools and triggers. 

 Socialization. In this type of knowledge-creation the basic role is devoted to 

social contacts, by means of which a tacit knowledge of one person is transferred to others.  

 Externalization. This process is based on creation of specific rules, models 

and concepts, which means the formalization of knowledge. This process also means the 

conversion of tacit into explicit knowledge. 

 Combination. In this process already existing explicit knowledge is 

combined, merge and reviewed in order to create new explicit knowledge.  

 Internalization. This process implies transfer of explicit into tacit knowledge 

by transforming abstract ideas in the concrete ones.   

 

 

  

Figure 2. An adapted Model of Nonaka & Toyama’s Knowledge Creation  

Source: (Gray & Densten, 2005, p. 597) 

As you can see, the process of creation of new knowledge within the organization is connected 

to interaction between an individual and a group. That is why the channels of interaction and 

communication play important role in process of organizational learning.  Creation of organizational 

knowledge hardly can be detached from the process of sharing, because social processes are as 

important as cognitive ones and the appearance of the new thought is equal to rethinking of existing 

knowledge (Brix, 2017). 
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Knowledge sharing 

 

Knowledge sharing is not less important than the process of knowledge creation. Before 

knowledge is shared it is tacit and has a small impact on the performance of the whole company. 

Individual knowledge is important on the personal level, but since it is not shared it can’t be 

recognized as an organizational asset.  

The process of knowledge sharing consists of two basic phases: externalization (showing and 

describing) and internalization (absorbing). Though knowledge sharing is of crucial importance 

there are several barriers. According to Hendriks (1999), these barriers could appear in form of time 

and space or may be connected to different cultural, spiritual or conceptual frameworks.  

 

Figure 3. A simple model of knowledge sharing  

Source: (Hendriks, 1999) 

Occurring barriers may have three different sources. They may be individual, organizational 

and technological. Considering organizational level, there are several factors influencing knowledge 

sharing. Among them are corporate culture, internal competitiveness, hierarchical organizational 

structure and lack of infrastructure for knowledge sharing. (Riege, 2005). Nowadays technological 

factors play an important role because the level of technological development is high, but there are 

still problems with the implementation of integrated systems. Ángel Cabrera & Elizabeth Cabrera 

(2002) in their works wrote that IT department is the one responsible for knowledge management 

because IT infrastructure and different applications facilitate the process and create a basis for KM 

system. 

Creativity is another important factor of knowledge sharing. More creative atmosphere 

facilitates the process by creating the stimulus to share tacit knowledge. Thus, according to recent 

research (Li et al, 2016), innovation culture within the company is important for knowledge sharing. 

At the same time, competition is usually an obstacle, because it creates lack of sense of cooperation, 
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which is crucial for sharing of knowledge. 

All in all, the process of knowledge sharing is an important step to create an organizational 

learning system. However, there are a number of factors (individual, organizational and 

technological), which create obstacles to this process and thus must be addressed. Moreover, the 

role of IT is constantly rising thanks to developing communication technologies. 

Knowledge reuse 

 
Even when the knowledge is created and there are no obstacles for its share among the entities 

within the organization, it is still not enough for efficient knowledge management. Reusing existing 

knowledge is crucially important for the organization; that is why it plays a critical role in 

knowledge management system.  

In the work “Toward A Theory of Knowledge Reuse: Types of Knowledge Reuse Situations 

and Factors in Reuse Success” Markus (2001) suggests splitting the process of knowledge reuse 

into four main stages. First of all, in order to reuse existing knowledge in the future it should be 

captured and documented. It is mostly a by-product of working process, which could appear 

unintentionally, without specific purpose. The second stage is packaging, which consists of 

codifying, filtering and classifying knowledge for facilitation of the further search and reuse. In 

addition to these two processes the knowledge is distributed, either passively or actively. The final 

step is reusing itself, which consist of recall and recognition. Recall means finding it in a proper 

place under proper codification and recognition implies matching found knowledge needs of the 

user. 

Knowledge reuse can be classified on the basis of main participants in the process, those who create 

and those who use this knowledge again. So it can be internal and external. Internal reuse means 

reuse of the knowledge by the person, by whom it was created. Accordingly, external reuse implies 

different creator and the user. (Fruchter R. & Demian P., 2002). Markus (2001) suggest his own 

classification. According to his view, there are four type of knowledge reuse situations: 

 Shared work producers: Persons who produce later use the knowledge again.  

 Shared work practitioners: Reuse each other’s knowledge.  

 Expertise-Seeking Novices: Those, who look for knowledge, which they 

don’t usually use. 

 Miners Secondary Knowledge: People, who look for knowledge from 

different fields to use it further in other areas.  
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From the classification of knowledge reuse we may conclude, that accumulated knowledge 

within the organization may be reused not only by the person or groups which has created this 

particular knowledge, but also by third parties, which didn’t participate in the process of creation 

and which are not a direct receiver of knowledge in a process of sharing. For this reasons, in addition 

to diverse channels of communication, there should be specific tools for knowledge organization, 

packaging and storage, so that an interested person can retrieve when it is needed.  

Knowledge acquisition 

 
In comparison to knowledge creation, knowledge acquisition is the process aimed at obtaining 

from outside. This process plays critical role in knowledge management, because any organization 

can’t generate all the necessary knowledge for sustainable growth. The knowledge, which can be 

acquired from experts opinions, official documents, reports and other sources often can be 

efficiently used and bring benefits. However, not all the knowledge is necessary for the particular 

organization. That is why the identification and selection of useful knowledge is important.   

From the organization perspective, the main external sources of new knowledge are suppliers, 

customers, competitors and partners. According to Chan (2009), there are three main types of 

knowledge, which the organization can obtain during interaction with these parties: “about”, “from” 

and “for”. Its acquisition helps to draw a broad picture of the environment, in which the organization 

operates.  

The process of knowledge acquisition is divided into four main steps: choice, elicitation, 

completion and validation. Before looking for knowledge outside the company it is necessary to 

formulate the problem. Then the specific type of knowledge is elicited by one the existing methods. 

From the point of view of Turban (1993), these methods can be divided into three main categories: 

automated, semi-automated and manual. Automated knowledge acquisition implies using 

information technologies and algorithms for higher efficiency, which is also known as machine 

learning. In contrast, manual acquisition means conducting surveys and interviews and their further 

analysis.  

1.3 Knowledge management practices 
 

As we have seen, knowledge management within the company is an iterative process. As an 

important part of company’s life, it should be controlled to be efficient, and there are a big number 

of methods and practices from different spheres connected to KM. The literature on KM practices 

is extensive, and many authors cover the question of KM practices usage. However, there is no 

unified definition and authors give different explanations of the concept. Hence, it is important 



  16 

before starting the analysis to underline, what is meant by KM practice in this research.  

Reading the literature on KM, one may meet many concepts, which have more or less similar 

meaning. The biggest confuse occurs with identification of KM practices, enabler and tools. In this 

research we use the definition given by Andreeva and Kianto. The researchers define knowledge 

management practices as the set of intentional organizational and managerial activities that are 

aimed at enhancing knowledge processes of the firm (Anreeva & Kianto, 2014). Under this 

definition, the main criteria for distinguishing KM practices are intentionality, activity and 

connection to at least one knowledge process. 

The difference in approaches and theoretical background have made an obstacle to creation 

of one widely accepted list of KM practices, which fall under same criteria and have the same scope. 

Relying on the definition given we are going to analyze the previous works on the topic. The review 

of the contribution made by other authors helps to make own classification to meet the objectives 

of the current research.  

Knowledge management is a multidisciplinary sphere and lies on the intersection of different 

departments’ activities. The practices used to enhance knowledge processes may be connected to 

human resources, information technology or corporate strategy but they all are aimed at making 

organizational knowledge work better. There are mentioned four main groups of success factors for 

KM in existing literature on the topic. The first category consists of human-oriented concepts like 

leadership, culture or employees. The second one focuses on organizational structure and processes. 

The third group is technology-oriented and deals with IT infrastructure and particular tools. Such 

ideas from management practices as strategy, goal or measurement are also crucial for the studies 

in the field of knowledge management (Heisig, 2009). As we may conclude, KM is an important 

part of the entire management system; it influences different spheres within the company and needs 

to set a general direction for many departments.  

Andreeva and Kianto, in their research on difference between service-oriented and product-

oriented companies in terms of KM practices and their influence on organizational performance, 

have identified five group of practices from the sphere of strategy, corporate culture, organizational 

design, human resource management, and information and communication technologies, which 

were specially designed to enhance KM. They argue that without linkage to strategy KM efforts 

would not have any impact. Authors consider organizational culture an important facilitator to KM. 

They state that the HRM and organizational design are strongly connected to KM and the practices 

in these spheres may either positively or negatively influence KM. (Andreeva & Kianto, 2014). All 

the practices covered in the study, though being a responsibility of different departments, still aimed 
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at facilitating KM processes. The authors reduced the number of practices to five by performing 

factor analysis and made a working model, but there are also practices in other spheres, which are 

not covered.  

In other work, Kianto et al. analyzed the role of intellectual capital and knowledge 

management in organization’s value creation, and KM practices here are called the systematic 

management mechanisms of intangible resources. Company’s ICT in one given moment in time is 

a big asset, however, from the dynamic view, the value creation potential depends mostly on the 

way intangible resources are managed. In addition to strategic practices, organizational structure, 

ICT, HRM and culture, the authors examine the effect of learning mechanisms and knowledge 

protection practices (Kianto et al., 2014).  

The concept of human resources management is broad, and many different KM practices 

could be considered part of HRM. In the research on KM influence on innovation performance the 

group of Finnish scientists decided to give deeper outlook of KM practices in HRM. They have 

separated this block into several concrete groups: recruiting, training and development, performance 

appraisal, and compensation. They argue that it is important to implement KM focus on every stage 

of company-employee interaction in order to increase firm’s innovation (Inkinen et al., 2015). Such 

concentration on particular practices is justified, because it gives an opportunity to uncover deeper 

dependences and provide more insights.  

Another study conducted by Giampaoli, Ciambotti and Bontis investigates the connection 

between KM practices, problem solving, organizational performance and financial performance. In 

this paper all KM practices claim to build an infrastructure. The authors identified six different 

groups of KM practices. Basing on the previous research they created a survey in which the question 

on KM infrastructure covers the practices in the following spheres: work design, training and 

development, reward, culture, ICT and decentralization. (Giampaoli et al., 2016) They neglected 

the importance of KM strategy and didn't put it into the survey, but, on the other hand, more attention 

is paid to organizational design and HRM. 
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Table 1. KM practices 

Kianto & 

Andreeva (2014) 

Giampaoli et al. 

(2017) 

Kianto et al. 

(2014) 

Inkinen et al. 

(2015) 

Lee & Choi 

(2014) 

KM strategy  KM strategy   

Org. culture Culture Org. culture  Culture 

Org. design Decentralization  Org. design Structure 

Work design   

ICT ICT ICT ICT IT 

HRM Reward HRM Compensation People 

Training and 

development 

Training and 

development 

 

 Performance 

appraisal 

 

 Recruiting  

  Learning Learning  

  Protection Protection  

 Supervisory work    

 

As it can be seen from the previous studies, knowledge practices are not specific actions in a 

particular. In contrast, knowledge management system is built on the principle of interaction 

between different departments. Organizational knowledge is based on the information derived from 

all the data accumulated within the company through the processes of creation or acquisition. 

According to Bhart, in order to sustain the process of data transformation into information and then 

into knowledge the company needs to secure interaction between three main components of the 

knowledge management system: technologies, people and techniques (Bhart, 2001). Hence, KM 

practices should be aimed not only to enhance every three components but also to create conditions 

for efficient interaction. This observation is a helpful practical recommendation for managers and a 

substantial contribution to the research in the sphere, however, in his work Bhart does not provide 

specific steps and practices. 
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For the further consideration we decided to take all the main topics mentioned in the literature. 

The main blocks of practices taken as a benchmark are KM strategy, ICT, HRM, organizational 

culture, structure, organizational learning, intellectual property protection and supervisory work. 

Now we need to examine, if these group of practices may have a direct effect on organizational 

performance. With this intention we are going to see, how KM practices and performance are 

connected. 

1.4 The influence of knowledge management practices on organizational 

performance  

From the previous studies we have seen that there are a number of different KM practices, 

which an organization may implement. However, the particular role of these practices within the 

system of increasing company’s performance is not obvious. There are many different approaches 

to analyze relations between KM practices and performance, so for this study it is important to build 

an appropriate model to meet the goal set. Moreover, the organizational performance itself is a 

difficult object to measure and before making hypotheses there is a need to make it clearer, how 

organizational performance was presented in former knowledge management studies.  

For the purpose of this research we need to understand if KM practices enable organizational 

performance and, if they do, what exactly is enhanced and which indicators may be taken in order 

to test this impact. Organizational performance definition given by Davidson and Griffin (2003) 

means the ability of any organization to meet requirements set by stakeholders. This elegant 

definition, on the one hand, shows the main purpose of the company and, on the other hand, gives 

a tip, where to look for specific performance indicators, which strongly related to the stakeholders’ 

view of the company’s activities. In other words, performance is measured in respect to the 

previously stated goals and objectives. Some authors suggest using some widely used conventional 

quantitative indicators, such as ROA (Bierly, 1996). However, according to Delaney and Huselid, 

the usage of subjective metrics for performance measurement ensures high validity and reliability 

(Delaney & Huselid, 1996). For this reason, in the paper we focus mainly on works with the 

perceptional approach in order to find landmarks for the building of consistent model.  

Several authors assume that the concentration on respondents’ perception of firm’s ability to 

enhance its capabilities and ability to stay competitive on the market is the representative 

measurement of performance. In their work they adapt metrics of former studies concentrating on 

capabilities to develop a new product, to respond to market demands and to capture new 

opportunities. They also studied the time spent to put the product on the market and the productivity 
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of the company.  The authors also examined financial aspects, the focus was made on perception of 

sales volume, profit and margin (Giampaoli et al., 2017).  

In other empirical study the researchers decided to evaluate in the same way KM impacts 

money saving, time saving, increase in revenue and innovativeness of the firm (Andreeva & Kianto, 

2014) A big advantage of such approach is simplicity. By distinguishing four basic indicators, on 

the one hand, they make a questionnaire easy to understand and to answer all questions, and, on the 

other hand, cover three big spheres, finance, processes and innovations, connected to company’s 

overall performance. But there is a problem of how different respondents understand these questions 

and which they put in them. So, in our opinion, it is better to give more specific criteria.  

The actual performance of an organization, irrelatively to the field or industry, depends on a 

number of factors, such as strategy, structure, employees’ abilities, market orientation, internal and 

external environment, etc. Knowledge is an important organization’s resource in the modern world. 

In the number of works it is studied how knowledge management practices directly or indirectly 

influence many indictors, which are critical for survival.  

An empirical research conducted by the group of Iranian scientists proved that knowledge 

management practices influence organizational productivity, financial performance, staff 

performance, customer satisfaction, innovation and work relationships. This research proves the 

hypothesis that improvement of KM processes leads to the enhanced performance. The researchers 

investigated the relationship between KM practices, related to each of the process and organizational 

performance in small and medium enterprises (Gholami et al., 2013). The results discovered in the 

empirical study prove that there is a necessity for further research in the field, because it has several 

limitations such as cultural influence and the size of the companies analyzed.  

As it was stated, KM is the complex process, which consists of different processes and a big 

variety of tools and practices. Massingham assessed the effectiveness of different tools and toolkits 

and their influence on performance. He applied large longitude project and his research discovered 

that knowledge strategy toolkit, consisted of sourcing decision, future capability requirements and 

competency mapping, is the most effective toolkit (Massingham, 2014). 

In another paper by Andreeva and Kianto (2012), empirical research proved that the observed 

companies’ financial performance and competitiveness are affected by KM practices. The research 

is based on the survey, in which 234 organizations from Russia, Finland and China participated. 

KM practices in the research were divided into two groups: those empowered with information and 

communication technologies and those connected more to HR management. These two type of 

practices are shown to be interrelated, which means they should go hand in hand in order to increase 
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company’s performance. (Andreeva and Kianto, 2012) The results of the research are of high 

interest, because the authors not only proved the connection between KM practices and performance 

of the company but determined that the proven factors may be interconnected and the effect 

respectively depends not only on the use of particular practices, but on how KM system is built 

within the company.  

In the later research the interconnection of two different toolkits was proved by Lee and Choi. 

Basing on the previous literature they built a four stage model. The authors tested the effect KM 

practices connected to structure, culture, people and IT have on KM processes, which in turn 

mediated by organizational creativity influences organizational performance. All in all, according 

to the empirical research, IT tools are proved to have limited capacity, without taking into 

consideration other KM practices and organizational context, namely: T-shape skills, learning, trust, 

formalization, centralization and collaboration. They have built an integrated model of KM effect 

on performance assessing all the relations within the framework (Lee and Choi 2014). The findings 

of this research showed a non-obvious low enabling effect of information technologies. The possible 

explanation for such results may lie in the specific characteristics of immature tradition of KM 

application on Korea. It shows that the proven practices may show different results depending on 

culture and other uncontrolled factors.  

Despite the fact that company’s KM efforts positively impact organizational performance, 

there could be also different basic characteristics of the firm itself that defines the level of this 

influence. Kianto and Andreeva have studied the difference of nature of KM and its benefits in 

product-oriented and service-oriented companies. The results have shown that strategic 

management of knowledge, organizational design, and organizational culture are used equally in 

these two groups of companies. At the same time, ICT is more frequently applied in product-

oriented companies, and HRM practices are more popular in service-oriented firms. According to 

the survey, the outcomes are pretty much the same for both groups, and only time-saving is 

discovered to be more relevant for service-oriented companies, which might be explained by the 

specific nature of this type of business. Moreover, the authors showed that the explanatory power 

of KM practices is stronger for product-oriented companies. This finding contradicts previous 

research on the topic (Kianto & Anreeva, 2014). The theoretical contribution of this work is 

substantial. An intercultural research showed that companies tend to use KM practices to improve 

performance regardless of the type of core business. The fact that the authors received results 

contradicting discoveries of the previous literature shows that there are still a lot of space for future 

explanatory research in the field. 
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Hsu proves that there is a link between knowledge sharing, human capital development and 

organizational performance. In his work the author empirically proves that KM practices have a 

positive impact on employees’ development and thus are improving the wide range of performance 

indicators. After studying results of the survey from 256 Taiwanese the scientist came to the 

conclusion that innovation strategy and management involvement are critical enablers for 

knowledge sharing in the company, consequently influencing human capital, which is a direct 

predictor of organizational performance (Hsu, 2008). By showing the causal link between basic KM 

enablers and organization performance the research gives an opportunity to investigate these 

relations deeper using different variables in different circumstances.  

Another author has stated that organizational performance depends strongly on the ability to 

add knowledge into the process of value creation. Like the previous researchers, he believes that 

efficient KM processes are critical factors for high level of performance (Roland, 2006). 

Basing on the existing research in the sphere of knowledge management practices we make 

the following hypotheses:  

H1: Strategic management of knowledge positively influences organizational performance of 

Russian companies; 

H2: Supervisory work positively influences organizational performance of Russian 

companies; 

H3: Knowledge-centered human resource management positively influences organizational 

performance of Russian companies; 

H4: The development of information and communication technologies positively influences 

organizational performance of Russian companies; 

H5: Knowledge-friendly organizational culture positively influences organizational 

performance of Russian companies; 

H6: Collaborative organizational structure of knowledge positively influences organizational 

performance of Russian companies; 

H7: Organizational learning positively influences organizational performance of Russian 

companies. 

 

 

 



  23 

1.5 The role of ICT in knowledge management  

 

In today’s fast-speed world the immediate access to necessary knowledge is not a whim but a 

critical factor for organization’s survival. The fast flow of information became possible because of 

technological innovations, which have taken place in previous decades. Thanks to new technologies, 

all the processes of knowledge management within organizations became more efficient and less 

time-consuming. Data mining applications, Intranet solutions, Extranet, wireless web and other 

information and communication technologies allow to constantly create new knowledge, effectively 

acquire external one, quickly share it and embody.  

However, even now the role of ICT tools in knowledge management is arguable. The 

development of technological solutions and their increasing implementation in the sphere of KM 

prompt practitioners and academics to believe that every KM system is built mainly on the solid 

basis of IT infrastructure (Davenport & Prusak, 2000; Stankovsky & Baldanza, 2000). On the other 

hand, overestimation of the ICT role in KM can lead to deterioration of KM system within the 

company, because the key elements of the system, people and processes, are neglected (Kaplan, 

2002). Some critics even have a radical view on this topic, arguing that the concept of knowledge 

itself negates the idea of ICT usage in KM (Cook and Brown, 1999). So different perspectives on 

the role of ICT in knowledge managing creates an uncertainty how technologies should be used by 

management in order to enhance KM within the organization.  

First of all, the importance of information and communication technologies on the overall 

process of KM has been studied for a long time, and there are many evidences that they positively 

influence KM processes. Creating new knowledge usually requires a lot of time and people’s effort. 

Unfortunately, in organizations people has different schedules and different goals to spend their 

time on frequent meetings and meaningful discussions with their colleagues. In this case information 

technologies provides organizations with the tools, which enhance communication among 

employees. They help to categorize, organize, and to identify knowledge resources within the 

organization (Chugh et al., 2013). Moreover, new technologies make it possible to dig deep into 

existing information and find rules and patterns in it, which is the critical step in knowledge creation. 

IT tools currently play crucial roles in knowledge sharing also. Cabrera (2002) believed that 

IT department, responsible for maintenance of IT infrastructure, plays important role in knowledge 

sharing. Launching IT tools in the organization significantly reduces time of knowledge transfer by 

eliminating time and space limitations. Modern mobile and wireless technologies allow sharing 

knowledge anywhere and anytime literally on the go. Furthermore, IT tools give a possibility to 
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visualize knowledge and make it more perceivable. It helps a person, who possesses knowledge, to 

codify, show and to describe it to recipients. It enables organizations to create virtual communities 

of like-minded persons and facilitate sharing of ideas, experience and documents. From this point 

of view, they are considered facilitators, rather than drivers (Ruikar et al., 2007). 

Information technologies used in knowledge management help organizations to reuse exiting 

knowledge by enhancing the efficiency at all steps from capturing to application. IT tools provide 

companies with the ability to codify and store knowledge, and when the categorization becomes too 

complex, modern technologies solve this problem by including functions such as indexing, 

hyperlinking and duplication removal (Schacht et al., 2015). With the use of IT applications the 

access to the knowledge and its search in the system becomes easier for all employees, which leads 

to more intensive reuse.  

It is hard to overestimate the importance of IT in the process of knowledge acquisition. Here 

again the main role of computer technologies is communication. As in case of sharing and creation 

of knowledge, IT helps to extract tacit knowledge form different parties by providing efficient 

communication. The ability to receive feedback from employees, customers, suppliers, partners and 

competitors on-line and its further analyses helps to save time and money. Computer software is 

used to analyze open sources of information, so increasing the knowledge base about the outer world 

and conditions on which the organization operates.  

All in all, technologies can significantly enable knowledge management. However, the 

existence of tools doesn’t mean their proper application. IT tools are not a panacea, they do not 

solve all the problems connected to KM, but their implementation within the organization, ceteris 

paribus, can facilitate existing processes and improve organization’s performance. So, basing on the 

previous review we may assume that ICT plays an important role in the KM system as an enabler 

and now we want to examine the papers on the topic of ICT interaction with other KM practices.   

 A technological penetration within all the spheres of a company’s life automatically increases 

the importance of ICT for sustainable functioning. Respectively, knowledge management initiatives 

are often based on ICT solutions, and existing technological capabilities are important enablers for 

their realization (Desouza, 2003). This idea does not state that technologically based KM systems 

are the only possible right way to implement KM within the company. However, the practices in 

different spheres are interrelated and the implementation of one will have a limited capacity without 

putting other in action.  

In spite of relative disillusionment in the ability of ICT to be cornerstone in KM infrastructure, 

it is still one of the main factors, influencing the success of KM initiatives (McDermott, 1999; 
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Fernandez and Sabherwal, 2010). ICT implementation and building decent technological 

infrastructure helps to increase automation and reutilization of KM processes in the company 

(García-Álvarez, 2015).   Hence, we see a reason for studying the effect company’s ICT background 

have on KM practices in each of the spheres mentioned in the above.  

As it was mentioned before, one of the critical and the basic element of KM in a company is 

the attitude to knowledge and the clear strategy. The management need to understand how to use 

the knowledge in order to meet company’s goals. It also should be assessed and compared to the 

knowledge of main competitors. We suppose that KM practices in the field of strategy influence 

organizational performance, so the strategy not only need to exist but there should be understanding 

of how to execute it. This process implies analyzing the internal and external conditions and 

communicating goals to everyone in a team. In this process ICT is considered to be an enabler, 

because appropriate computer system makes an implementation of strategic knowledge-based 

vision easier and more efficient (McDermott, 1999). 

Considering the way ICT influences human resources management, it may be stated that 

communication technologies in general positively affect HR planning, recruitment, training and 

development, compensation and performance appraisal (Elhazzam, 2015). It means that the usage 

of ICT enhances the way company implements HRM strategy. Hence, better development of ICT 

within the organization implies more efficient human resources practices. Furthermore, 

management perceive that HRM practices enhanced by ICT solutions have a stronger positive 

outcome for the whole organizational performance (Zahra, 2013). 

ICT capabilities are limited to the overall environment within the company and many factors 

not directly connected to technological infrastructure. The results of knowledge management 

technologies implementation are strongly connected to the initial strategy towards knowledge 

within the company and the culture of the organization, facilitating interpersonal and 

interdepartmental interactions and knowledge processes. This means that the technology introduced 

without specific or latent needs derived from the structural and cultural circumstances will be not 

effective. At the same time, the complementarity of organizational resources leads to the fact, that 

the change in corporate structure and managerial intentions to create the knowledge-friendly culture 

in the organization depends on the level of ICT development and its accordance to the goals set. 

ICT should support collaboration of employees from different groups horizontally and vertically 

within the company and facilitate cooperation with outside stakeholders (Malhotra, 2000).  The only 

way for a company to achieve high organizational performance through knowledge management is 

to comply the structure of the organization with the developed ICT (Jansen et al, 2000). 
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Furthermore, company’s business processes are not limited to human co-working, which are 

only the intermediate part in the whole system of numerous processes of value creation. From the 

perspective of knowledge, there is also the question of division of work and responsibilities. And 

there is also a number of different daily processes, which consumes time and need to be improved. 

And the role of ICT here is to eliminate the obstacles in decision making and make the system 

integrated (Basu and Blanning, 2003). 

The level of ICT development in the organization has an effect on the appearance of new 

frames and connections between departments and individuals, removing obstacles for horizontal 

interaction (Robey et al., 2000). Moreover, developed information and communication technologies 

make it possible to lower the level of formalization and make a structure flatter by removing 

hierarchical links or making them less bureaucratic and rigid (Lopez et al., 2009).  All in all, if the 

company invest in constant development of ICT and maintain technological infrastructure on a high 

level, it has higher potential for successful structural transformation. Consequently, reforms in the 

organizational culture as a whole depend on the ICT capabilities.  

In current turbulent environment the need for efficient organizational learning mechanisms 

becomes more and more vital. Companies have to adapt to external and internal environment 

gaining lessons from its past experience. Information-communication technologies are a significant 

enabler for initiatives connected to organizational learning. At the same time, the research conducted 

among 230 companies in Slovenia shows that the correlation between these two factors is moderate 

and the direction may change. The authors argue that there may be situations, in which ICT cause 

rigidity, thus impeding organizational learning (Dimovski and Škerlavaj, 2004). The previous 

research on the topic also states that ICT have a potential to act in both directions, being either an 

enabler for learning mechanisms or disable them (Robey et al, 2000).  

To sum up, we see that information-communication technologies are crucial for knowledge 

management in a company. Knowledge management processes could be significantly empowered 

by ICT. The related KM practices in various spheres also depend on the ICT background the 

company has. So, in order to achieve maximum benefits for organizational performance through the 

usage of KM practices the company needs to develop the appropriate ICT system,  

After reviewing works on the role of ICT in knowledge management we want to check the 

following hypotheses:   

H8: The level of ICT development positively moderates the relationships between strategic 

management of knowledge and organizational performance; 
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H9: The level of ICT development positively moderates the relationships between supervisory 

work and organizational performance; 

H10: The level of ICT development positively moderates the relationships between 

knowledge-centered human resource management and organizational performance; 

H11: The level of ICT development positively moderates the relationships between 

organizational learning of knowledge and organizational performance; 

H12: The level of ICT development positively moderates the relationships between 

collaborative organizational structure and organizational performance; 

H13: The level of ICT development positively moderates the relationships between 

knowledge-friendly organizational culture and organizational performance. 

Summary of chapter 1 
 

In the first chapter we have seen that knowledge management is a complex process, which 

needs to be treated as an important part of a company’s life. Organizational knowledge itself is a 

multilayer concept and it is not simply an amount of data accumulated, what creates a basis for the 

development of the independent managerial discipline.  In order to use knowledge company’s 

management need to consider a row of interconnected process linked to knowledge creation, share, 

acquisition and reuse. 

There are several ways company may influence these processes in order to bring positive 

impact on the organization, which are known as KM practices. After analyzing different visions on 

the concept and comparing different definitions we have identified KM practice as intentional 

managerial activity that is aimed at enhancing knowledge processes. We have looked at several 

researches of the topic of KM practices and it has helped to create a list of practices, which are not 

to broad, but without deepening into specific disciplines’ peculiarities.  

After identifying main KM practices based on previous studies we analyzed the literature on 

the relations between these managerial actions and company’s performance. The results of the 

literature review showed that some of this practices have a direct effect on organizational 

performance. Judging from our analysis we have picked the following KM practices for our 

research: KM strategy, organizational structure, organizational culture, ICT, organizational 

learning, HRM and supervisory work.  

From the previous research we have understood that the role of ICT in KM infrastructure is 

still arguable. On the one hand, some authors believe that technologies create the basis for the whole 
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KM system in the company. And on the other hands, there is a different point of view, which states 

that it is incorrect to attach such importance to ICT.  

Finally, we have set the goal of the current research and identify several objectives needed to 

reach this goal. We want to bridge the gap between the studies dealing with KM practices – 

organizational performance relationships and the understanding of the role of ICT. 
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Chapter 2. EMPIRICAL STUDY OF KNOWLEDGE 

MANAGEMENT PRACTICES IN RUSSIA AND THEIR 

INTERACTION WITH ICT 

 

In the previous chapter we have discovered that KM is a complex sphere, which needs a 

profound research. There is a number of knowledge management practices, which are used by 

corporations in order to enhance the processes of knowledge creation, sharing, reuse and acquisition. 

We have identified that these practices could be an effective tool to increase organizational 

performance. We have identified research gap and formulated the main objectives of the study.   

The second chapter of this paper is devoted to research design. In order to build an effective 

methodology, appropriate for the current study the author needs to identify the type of the research. 

Then, it is important to understand, which techniques could be used for the chosen type and create 

frame of the future work, including the way to collect suitable data, methods to analyze and interpret.  

For this reason, in the thirst part of the chapter we will compare existing research methods, looking 

at the differences in order to select the most appropriate one. After that the author presents the 

research design, including methodology. 

2.1 Existing research methods in social studies and the type of current research  

 

There are two big groups of existing research methods, which are applied in business studies: 

quantitative and qualitative.  

Quantitative methods are those, which deal primarily with categorical or numerical data. In 

social science this type of research methods require evidence that is observable and testable. They 

are used in order to measure observations and find out how different phenomena are related.  

(Balnaves & Caputi, 2001)  

In order to obtain appropriate data, the researcher could use existing databases (secondary 

data) or conduct a structured survey in order to obtain comparable data. Another way to collect data 

for quantitative research is structured interview, which implies only given limited number of 

answers, so it is not an open discussion. 

After necessary data is collected it is analyzed by use of specific software like Microsoft 

Excel, IMB SPSS, Stata, etc. It is important to keep in mind, that by using quantitative methods the 

author must clarify all the aspects of the research design before collecting data. (Babbie, 2010) It 

means that when the author desires to collect quantitative data for hypotheses testing he needs to be 

sure, which particular data he needs.  
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Qualitative research methods, in contrast, are used when it is hard to collect numerical data 

and there is necessity to gather textual description of the issue. This type of data also can be 

secondary and primary. For its acquisition the researcher may use surveys with open questions, 

individual interview or focus group (Mack et al., 2005).  

These two big groups of methods differ not only in a way they process different types of data. 

Data analysis is the final step in the research, but the choice of methods also depends on the goal, 

the author set in his/her work. To illustrate the difference between quantitative and qualitative 

methods we may look at the Table 2.  

 

Table 2. Comparison of qualitative and quantitative research methods 

 Quantitative Qualitative 

Focus Confirm and predict Understand and discover 

Sample size Big Small 

Type of data Numerical Verbal 

Analysis of data Computerized analysis Human analysis 

Design characteristics Structured Flexible 

Source: adapted from (Cooper and Schindler, 2006)  

 

However, current studies are not trapped in these two categories. Quantitative and qualitative 

methods could be merged in order to build a research design, which is applicable for solving 

complex tasks. It helps to offset weaknesses of both types of methods and provide more 

comprehensive evidence for studying research problem. There are three main ways to merge 

quantitative and qualitative methods: converge two datasets and bring them together, build one 

dataset on another, or one data could provide a supportive role for another. (Creswell, 2006) 

As we may see, the development of research design and choosing appropriate method is an 

important step, which depends on a type of research the author conducts. There are two type of 

research: exploratory and explanatory. The former is conducted when the topic is not widely studied 

and there is still gap for further understanding of the chosen field. The latter, in contrast usually 

provide the answer to the specific narrow question in already studied area. The current research 

could be characterized as explanatory for the following reasons: 

- though the topic of how performance could be effected by KM practices is 

understudied in the Russian context, there is a big amount of studies on the topic in the 

world; 

- the main question of the paper is narrow and is based on previous studies; 
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- the purpose of the research is to examine the relationships between three phenomena 

and cover the gap in understanding their interconnection; 

- the expected finding of the research is the set of recommendations in the field of ICT 

implication for KM in order to improve organizational performance. 

2.2 Research design 
 

Due to meet the objectives of current research we suggest using survey. Several reasons could 

be named, why it is an appropriate method for this study. First of all, in order to conduct a proposed 

research a big amount of data is required. We want to understand the attitude to KM in a particular 

social group, Russian companies, and the set goal is to measure the dependence of performance on 

the level of KM practices usage in these companies. Having a low budget and limited time frames 

the survey allows to address the chosen group efficiently, uncovering general trend in people 

experiences and opinions (Driscoll, 2011). Secondly, by using structured survey the researcher may 

gather the standardize information from different people and easily transform primarily qualitative 

information into quantitative, which could be analyzed with specific software, such as IBM SPSS 

(Robson, 2002). To sum up, the survey method is a good way to test the hypothesis based on 

synthesis of information from existing literature by using large amount of data gathered from 

different people.  

We are going to use quantitative methods and to gather the appropriate data from the survey 

we assign numerical values to the answers by applying 6-points Likert-scale.  

1. Extremely satisfied 

2. Very satisfied 

3. Somewhat satisfied 

4. Somewhat dissatisfied 

5. Very dissatisfied 

6. Extremely dissatisfied 

The 6-point scale was chosen for the following reasons. Firstly, we need to uncover certain 

dependencies, thus the neutral answers could cause problems. Though the person could have a 

neutral opinion concerning the topic, we are not interested in such answers and hence we could 

exclude the possibility to stay neutral and commit to either positive or negative side. There is a 

debate on the topic of 6-points usage, however it is considered appropriate and depends on the 

objectives of every individual case (Gwinner, 2006). Moreover, according to Chomeya 6-points 
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scale gives higher reliability and discrimination in comparison to 5-points scale. The application of 

6-points Likert scale gives the higher Cronbach’s Alpha Coefficient and reduce the deviation and 

the risk come from the deviation of personal decision making (Chomeya, 2010). 

Because the purpose of our research is to identify certain trends in Russian companies the 

survey is conducted in Russia only.  

The target group of respondents are heads of departments and heads of the companies with 

the number of employees not less than 20. The limitation to the number of employees is dictated by 

the previous studies on the topic and the goal to obtain more representative data.  

The companies were selected by using the database of the Graduate School of Management. 

The questionnaire was sent via e-mail to 1090 companies’ representatives and the response rate is 

23%. Thereby, the number of collected responses is 254.  

2.3 Measurement of variables 
 

To create a survey, which would measure the usage of KM practices within the organizations 

and receive the subjective data about organizational performance we are use already proved 

concepts, which were mentioned in the literature review. We decided not to mix variables from 

different models into one potential factor, because it could create overlaps and thus decreasing the 

validity and reliability. Table 3 exhibits, how many variables were used in a questionnaire and from 

which sources they had been taken.  

 

Table 3. Measurement of variables used in the research 

Variable Items Reference 

Strategy 6    

 

   (Kianto & Andreeva, 2014) 

 

HRM practices 5 

Org. Culture 6 

Org. Structure  5 

Org. Learning 3 
 

(Inkinen et al, 2015) 

 

Supervision work 7 

ICT 6 

Org. Performance 8     (Giampaoli et al, 2017) 
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As it was stated we use 6-point Likert scale in order to estimate respondents’ attitude toward 

the development of KM practices and the organizational performance. In total survey consists of 46 

question. To address the issue of strategic KM in a company we have used 6 questions connected 

to the role of organizational knowledge in strategy creation process and at the same time the strategic 

approach to KM. 5 questions we asked in order to discover the HRM practices encouraging 

knowledge creation and sharing. To understand, if the company has knowledge-friendly 

organizational culture we have imputed 6 questions about conditions for knowledge sharing among 

employees and among different departments, the attitude towards employees’ initiatives and new 

ventures and general atmosphere of trust. By asking 6 question about the creation of multi-

disciplinary teams, cross-functional cooperation and interaction of different hierarchy levels the 

authors want to see if the company’s structure favors knowledge creation, sharing and reuse. 3 items 

organizational learning cover the topic of the ability to reuse knowledge by storing and using of best 

practices from the past experience. We included 6 questions in a survey to understand, how 

respondents evaluate the ability of current ICT infrastructure to facilitate creation, analysis and 

sharing of knowledge. Also, this block covers the topic of interaction with external players. A couple 

of questions were designed to see the role of ICT in acquisition of external knowledge about 

competitors, customers and environment.  

The block about organizational performance includes 8 items. As we mentioned in a previous 

chapter, we do not use standard quantitative indicators. For this reason, the questions in the block 

cover issues of efficiency, innovativeness, flexibility, problem solving and financial performance.   

The full questionnaire is presented in Appendix 1.  

All in all, basing on the previous research we conclude that KM practices may have a direct 

and indirect effect on different aspects of organizational performance. Judging from this we think it 

is important to test, if suggested group of practices have a direct impact on performance in Russian 

companies and if ICT moderates these relationships.  

2.4 Data cleaning and analysis methods 
 

List experiments help to elicit and to measure interrelationships and factors, which do not 

have defined quantitative measures, especially regarding sensitive structures such as knowledge 

management. Survey data should be edited before analysis can be conducted. 

First of all, we have removed floor and ceiling effects. Considering tests for scores, the share 

of maximum scores’ respondents is called a mark of test difficulty. In surveys, “correctness” of 

answers is rather a common tendency that takes either minimal (floor effect) or maximal values 
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(ceiling effect), in other words, the distribution is skewed mostly at these value (Blair and Imai, 

2012). In cases, when a tendency has no splitting needed for designing a model and is not clustered 

by other attributes, the question should be reformulated or eliminated. Empirical results usually 

show the presence of ceiling and floor effects quite visibly. Nevertheless, these effects may hide 

crucial splitting within one or two points in the scale because of wrong statement of a question. At 

this rate, if additional testing with adjusted questions is not possible, a weighting could be another 

solution. In fact, the sample size allows looking at selective mean and standard deviations for 

questions, and then removing those that give sharply distinguished mean and low variances.  

As was described, if all the respondents strongly agree or disagree with a question, the scale 

is unreliable. Similarly, if one respondent answers all question so categorical, this is regarded as an 

ejection. That is why the estimated standard deviations and variances should be considered not only 

regarding incorrect questions as predictors, but also for identifying errors in responses, that is, 

horizontally. At this point, there are several principles which allow illustrating floor and ceiling 

effects. First of all, a qualitative interpretation of positive or negative shifting is needed. The focuses 

of interest are the cases, where the percentage of upper and lower values prevails. Another criterion 

is that more than 2 different answers should be presented by one respondent, calculated for 5% error. 

Finally, in Likert scale, the key issue is not maximum and minimum values, but the point of 

frequencies’ concentration, which is equal for a biased respondent. 80% of repeating is enough for 

eliminating an observation (Hair et al, 2011). 

After has been conducted, 201 observations remain, which are still enough for further 

research. Regarding verticals, none of the question demonstrates floor or ceiling effect neither 

before nor after excluding respondents with these effects.  

In order to test the relationships between particular KM practices and the organizational 

performance development we apply linear regression in IBM SPSS Amos. To answer the question, 

if these relationships depend on the level of ICT development in the company we apply the concept 

of moderation effect and test it via moderated regression analysis in IBM SPSS Amos. We apply 

moderated regression analysis instead of subgroup analysis in order to maintain integrity of the 

sample. With this methodology we may test the moderating effect of ICT in the system without 

performing artificial transformation of a continuous standardized variable into a qualitative one, 

hence avoiding the loss of information. We assume that there may be a relation between ICT and 

organizational performance, hence the subgroup analysis is not appropriate. (Sharma et al., 1981). 

It is possible to test the moderating role of the variable, which has a significant main effect on the 

criterion. This relationship does not exclude the possibility of the moderating effect (Baron & 
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Kenny, 1986). Hence, basing on theoretical overview and the objectives of the current research the 

framework is the following.  

 

 

Figure 4. Theoretical framework 

 

 

2.5 Descriptive statistics 

In the previous chapter we have shown the approach, which author applies to reach the set 

objectives. We also have described, how the data for the current research was gathered and what we 

had done in order to make the dataset appropriate for the analysis. Before starting the analysis, we 

are going to look at the sample and provide descriptive statistics.  

As it was stated before 254 Russian companies participated in the survey and after data 

cleaning the final sample consists of 201 filled questionnaires.  

We collected the information about the industry, in which companies operate, and the number 

of employees and now we can analyze the sample from the perspective of these two criteria. 

According to standards and policies, prescribed by Organization for Economic Co-operation and 



  36 

Developmen (OECD), the company is considered micro sized if the number of employees is less 

than 20. If there are up to 100 employees the company could be classified as a small one. Medium 

enterprise usually has staff, which consists of 100 – 500 people. And finally, large companies are 

those that have more than 500 employees (OECD, 2005). 

 

 

Figure 5. Distribution of surveyed companies by the number of employees 

 

Because there was no goal to target the particular group of companies according to their size 

our final sample is diverse. The only group of companies, which was excluded from mailing list 

was the group of micro companies. The reason for such a decision was reliability maximization, 

because companies with less than 20 employees need to be studied separately, which is proved by 

previous studies on KM. Thus, as we can see on Figure 5, more than a half of respondents (63%) 

are managers in medium-sized enterprises. The second biggest group of analyzed questionnaires 

have come from large organizations (34%). The smallest part of the sample, that accounts only for 

3%, are small companies with the number of employees less than 100 employees.  
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Figure 6. Distribution of surveyed companies by industry 

 

 

All the companies participated in the survey are for-profit organizations, non-for-profit 

organizations were not a target group, because they have different measures of organizational 

performance. Three major groups of companies could be distinguished. Production of goods, 

construction and commerce amount to nearly 25% each. Transportation and logistics accounts to 

14% of the sample and 7% of enterprises operate in telecommunication. The remaining 6% percent 

consists of bank, law firms and consulting.  

Because we have excluded those questionnaires, in which respondents select one answer for 

all questions regardless of its content our sample gives more accurate  description of the current 

situation with KM in Russian companies. In order to describe received answers we decided to sum 

up responses within one factor according to the theoretical construct we have created in the previous 

chapters. This method is a simple and effective way to understand the overall attitude of respondents 

towards the subject (Brace, 2004). Table 4 shows how managers in Russian companies perceive 

their companies’ organizational performance and development of KM practices.  
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Table 4. Descriptive statistics of variables 

Variable Minimum Maximum Mean Max. Possible Std. Deviation 

Performance 9,00 41,00 28,69 56 6,06831 

Strategy 7,00 36,00 24,05 42 5,78338 

Supervision 7,00 42,00 27,11 49 6,70760 

Culture 6,00 36,00 24,26 42 6,11905 

Structure 5,00 30,00 19,60 35 4,66377 

HRM 5,00 28,00 19,14 35 4,78545 

ICT 7,00 36,00 23,95 42 6,22511 

Learning 3,00 18,00 12,77 21 3,63144 

 

From descriptives we can conclude that the level of KM practices development in Russian 

companies is moderate. Organizational learning mechanisms are considered the most developed, 

since the mean value totals to nearly 61% from the maximum possible level. Practices connected to 

knowledge management in other spheres are perceived to be developed at the nearly 54 – 58% level. 

The lowest ratio is shown by HRM practices, accounting only to 54,6% of maximum possible. 

Regarding organizational performance, the surveyed managers and directors believe that in 

comparison to competitors their companies are showing low results in terms of general efficiency 

and financial performance. The mean score for this factor is only 51% from maximum. To conclude, 

we can observe that though KM practices introduced in a company are moderately developed 

organizational performance is not commensurate. It opens a perspective to measure the effect of 

each particular KM practice on performance and identify the most and the least influential among 

observed.   

 

Summary of chapter 2  

 
In the second chapter we have seen, that there are two main groups of research methods, 

quantitative and qualitative. These two groups of methods have its advantages and certain 

limitations, hence the choice of the methodology depends on the initial goal of the research, the 

circumstances, such as access to data, financial, time and other limitations. In accordance with the 

objectives of the current research we have decided to use quantitative approach. 

We have collected data through structured survey. 254 responses were collected from 

directors and heads of the department in Russian companies. Small, medium and large companies 
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participated in a survey operate in different industries and give a representative picture of the 

market. Survey questions were based on the already existing studies in the field of knowledge 

management and organizational performance. 6-point Likert scale was applied in order to reduce 

uncertainty and receive only with positive or negative answers. We also impute questions about the 

number of employees and the industry in which the company operates.  

In the chapter different data cleaning methods were shown. A ceiling and a floor effects were 

removed. After cleaning the data set the final sample consists of 201 filled questionnaires, which is 

enough to conduct a regression analysis.  

In order to answer the designed question, we applied multiple regression analysis and 

moderated regression analysis in IBM SPSS Amos. 
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Chapter 3. RESULTS OF THE STUDY OF KM PRACTICES 

APPLICATION IN RUSSIAN COMPANIES: DISCUSSIONS AND 

IMPLICATIONS  

3.1 Findings of the empirical study  
 
Before running regression analysis, we decided to conduct factor analysis in IBM SPSS to 

see, if the variables chosen from the previous studies on the topic construct expected factors.  The 

reason for this step is that we picked variable for our study from different articles and there is a 

possibility that some of them are redundant or may go to another factor. Also, a reliable scale 

(suspected factor) consists of items, which are to estimate proportionally and comprehensively some 

etalon meaning. That is why the questions that impose extra implicit factors, and errors, as a result, 

should be eliminated. Of course, this can be done only after a survey has been conducted, because 

it is difficult to predict, what items are sensitive and have underlying assumptions. To understand, 

what questions are inappropriate, Cronbach’s alphas after deleting (“Alpha if deleted”) should be 

compared, and factor loadings should be examined for sufficiency (Melnyk, 2012). 

For extraction we have used Principal Component Analysis and as a rotation method Varimax 

with Kaiser Normalization. Because the sample size is 201 the threshold for factor loadings cut-off 

is 0,4 (Hair, 1998).  

The Table 5 exhibits results of the factor analysis. The overall sample is adequate, that is 

proved by Kaiser-Meyer-Olkin measure equal to 0,915 and Bartlett's test of sphericity significance. 

First of all, we excluded several variable with factor loading less than 0,4. All the variable, except 

one, have good, very good or excellent factor loadings (Comrey and Lee, 1992). The final number 

of factors is less than it was expected from literature review. All the received factors, except one 

(Supervisory work) have a Cronbach’s Alpha more than 0,8, which is more than the recommended 

value (Nunnaly, 1978). The factor with a Cronbach’s Alpha more than 0,7 but less than 0,8 is still 

acceptable (Gearge, and Mallery, 2003)  
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Table 5. Factor analysis 

 

Item 

Component 

1 2 3 4 5 6 

Strategic management of knowledge (ST) Cronbach’s α = 0,814 

1 F ,683      

1 D ,647      

1 E ,602      

1 B ,508      

1 C ,690      

1 E ,545      

Supervisory work (SW) Cronbach’s α = 0,765 

2 C  ,532     

2 E  ,568     

2 F  ,654     

2 G  ,724     

Org. culture and org. structure (OCS) Cronbach’s α = 0,845 

3 A   ,525    

3 B    ,630    

3 F   ,702    

3 D   ,672    

3 F   ,547    

4 A   ,542    

4 C   ,552    

4 D   ,529    

HRM Cronbach’s α = 0,828 

5 A    ,650   

5 B    ,547   

5 C    ,622   

5 D    ,650   

5 E    ,464   

ICT Cronbach’s α = 0,851 

6 A     ,561  

6 B     ,522  

6 D     ,835  

6 E     ,840  

6 F      ,546  

Organizational learning (OL) Cronbach’s α = 0,827 

7 A      ,780 

7 B      ,884 

7 C      ,897 

 

 

Though according to theory we have distinguished 7 factors, connected to different sphere of 

knowledge management within the company, the final results have shown that 6 factors are enough. 

In fact, the analysis has shown that there is no need to separate cultural aspects of KM and those 

connected to organizational structure. It means that the correlation between the answers to these two 



  42 

group of questions is significantly high. In the end these variables form one factor, proving that 

splitting was redundant. The possible reason for such a result may be that the questions from this 

two blocks seem interrelated to respondents. We consider organizational culture and organizational 

structure from the perspective of knowledge management processes and the changes in these two 

aspects as managerial initiatives to intensify knowledge creation, share, acquisition and reuse. From 

this perspective organizational culture and organizational structure may be interrelated, thus 

implying the dependency of one practice on another. Moreover, there are works, which study the 

mutual interaction of these two factors and their effect on organizational processes. They argue that 

these two factors, which previously have been studied independently should be seen as one system. 

(Janicijevic, 2013).  Since we want to know about particular application of practices connected to 

organizational culture and structure with regards to knowledge management, we already know that 

they go hand in hand, and changes in one sphere provoke changes in another and design questions 

from perspective. Taking all this into consideration, we may use this one factor showing the level 

of organizational culture and structure suitability for efficient knowledge management.  

The goal of the research is to see, if the influence, which KM practices have on organizational 

performance depends on the level of ICT development within the company. To find the answer to 

this question we have run two regressions.  

The first includes 6 independent variables, represented by factors extracted in factor analysis 

and performance as a dependent variable. After that we have added interactions terms in order to 

test the moderating effect of ICT. We also use the number of employees a basic variable for multi-

group analysis in order to test, if the model is different for small and medium enterprises and large 

companies. 

The tested model is well fit with the Comparative Fit Index (CFI) equals to 1.0 and Root Mean 

Square Error of Approximation equals to 0,025. The proportion of the variance in organizational 

performance variable predictable from KM practices variables (R2) is equal to 0,567.  

 

Y = b0 + β1 ST + β2 SW + β3. OCS + β4 HRM + β5 ICT + β6 OL + ɛ, 

 

Y - dependent variable  

β0 - the intercept  

β1..6 - beta coefficients for different variables 

ST – Strategic management of knowledge 

SW – Supervisory work 

HRM - Human resource management 
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ICT - Information and communication technologies 

OSC - Organizational structure and culture 

OL - Organizational learning  

ɛ - error 

 

Table 6. KM practices influence on organizational performance  

    В P 

Performance <---  Strategic management of knowledge ,418 *** 

Performance <---  Supervisory work ,242 *** 

Performance <---  Organizational structure and culture ,228 *** 

Performance <---  Human resource management ,440 *** 

Performance <---  Information and communication tech. ,293 *** 

Performance <---  Organizational learning ,047 ,309 

Note: p < 0,1 is “*”, p < 0,05 is “**”, and p < 0,01 is “***” 
 
The Table 6 exhibits the results of the regression analysis, conducted without moderating 

variables. The results show that 5 out of 6 factors positively influence organizational performance 

(H1 – H6). These findings go in line with the previous studies and prove that the named KM 

practices may be used in Russian context (Kianto & Andreeva, 2014; Inkinen et al, 2015). In our 

analysis we used mean-centered factors, thus the comparison of regression weights is appropriate. 

So, we can conclude that strategic knowledge management and KM practices in human resource 

management have the biggest influence on organizational performance among all factors used in 

our study with the 0,418 and 0,440 beta coefficient respectively with the p value less than 0,01 in 

both cases. It means that the wider application of these practices leads to respective increase in a 

company’s performance.  

Moreover, organizational performance is also influenced by KM practices connected to 

supervisory work. If managers actively participate in a knowledge creation, sharing, acquisition and 

reuse, showing to employees by their example the necessity of these processes, the company 

performs better, both operationally and financially. The role of supervisors is important as they act 

as trend-setters, who cultivate an appropriate attitude to company’s knowledge among employees. 

They are in power to make a company a place for open and equal discussion, where mistakes of 

employees are not considered as fails but as learning opportunities.  
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Creation of knowledge-friendly organizational culture, facilitation of cross-departmental 

interaction and absence of obstacle to communicate on different level of corporate hierarchy, also 

give a positive incentive to organizational performance increase. Employees, who are flexible and 

ready to offer innovative solutions should be valued, because they give an incentive for company’s 

development.  

We also may conclude that the development of information and communication technologies 

within the company have a direct effect on its performance. Thus, companies with the developed IT 

infrastructure, which facilitates internal communication and enable productive information search 

and analysis, are more efficient and have higher chances to stay competitive on the market.  

The relationship between organizational learning and a firm’s performance (H7) is not 

significant (p > 0,1). However, it does not mean that there are no such relationships. 

 

Table 7. ICT Moderating effect  

   B P 

Performance <--- Strategic management of knowledge ,412 *** 

Performance <--- Supervisory work ,238 *** 

Performance <--- Organizational structure and culture ,240 *** 

Performance <--- Human resource management ,424 *** 

Performance <--- Information and communication technologies ,292 *** 

Performance <--- Organizational learning ,049 ,291 

Performance <--- Strategic management of knowledge_x_ICT ,157 ** 

Performance <--- Supervisory work_x_ICT -,085 ,145 

Performance <--- Organizational structure and culture_x_ICT -,067 ,303 

Performance <--- HRM_x_ICT -,023 ,598 

Performance <--- Organizational learning _x_ICT -,068 ,329 

Note: p < 0,1 is “*”, p < 0,05 is “**”, and p < 0,01 is “***” 
 

 

The model, designed for testing ICT moderating effect, also shows a good fit with the data: 

CFI = 1,00; RMSEA = 0,114. R2 has increased slightly and equals to 0,577.  

 



  45 

Y = b0 + b1 ST + b2 SW + b3 OCS + b4 HRM + b5 ICT + b6 OL + b7 ST*ICT+ b8 

SW*ICT + b9 OCS*ICT + b10 HRM*ICT + b11 OL*ICT + ɛ, 

 

We wanted to see, if ICT moderates the relationships between different KM practices and 

organizational performance of Russian firms. According to the results of our analysis, ICT 

strengthens the positive relationship between strategic management of knowledge and performance. 

The moderation is significant at 95 percent confidence level, which is acceptable, because the 

usually the interactions are weaker than regular effects. In this case the ICT may be considered quasi 

moderator because it also has a significant direct effect on performance.  

    

 

Figure 6. The moderating effect of ICT on the relationship between strategic 

management of knowledge and performance 

 

The moderating variable does not change the direction of the effect strategic management of 

knowledge has on organizational performance. If the level of ICT development is high in a 

company, the effect is stronger.  

Our hypotheses about the positive moderating effect ICT have in the relationships between 

other KM practices and performance (H9 – H13) are not supported. Hence, we may conclude that 

the increasing level of ICT development level does not cause significant positive changes in the 

effect KM practices in other spheres (HR, organizational structure and culture, organizational 

learning and supervisory work) have on company’s performance. There is no clear evidence that 

the initial hypotheses are fully rejected but the obtained results with negative signs before B 

coefficients create a basis for hesitation.  

We have also performed multi-group analysis using Chi-square difference test, on the basis 

of the number of employees. We have divided the sample into two groups, SME and large 
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enterprises. The results show that there is no difference between this two groups in terms of the 

effect KM practices have on performance and the moderating role of ICT in these relationships. 

Hence the results are applicable for both groups.   

3.2 Theoretical contribution 
 

The current study has a potential to be a starting point in further researches regarding the issue 

of the interdependence of KM practices and ICT in influencing organizational performance. The 

importance of the research evinces itself in several specific aspects. 

First of all, it introduces a new approach and results to the current pool of studies on the topic 

of KM practices in Russia. As it was already mentioned, the model needs to be adjusted depending 

on the country where the survey has been conducted. Considering the field of KM and its effect on 

performance, there is lack of empirical research focusing on Russian companies solely. Moreover, 

the key issue in previous studies was to prove the presence of the effects of implementing KM 

practices, and testing the theory for companies of different types (Andreeva & Kianto, 2012; 

Andreeva & Kianto, 2014). The current research goes further in understanding the application of 

KM practices, and not only confirms the results of precursors, but also thoroughly studies each 

individual practice for structural changes when introducing a moderating factor, ICT, in this case.  

Secondly, new factors were identified for future studies. Investigators have different 

approaches to the classification of KM practices. Based on the existing developments, new factors, 

suitable for Russian companies, were identified. In particular, the predictors for organizational 

culture and organizational structure demonstrated a high correlation, which required combining then 

into one factor. Such a step matters not only in this topic, but also allows taking into account how 

their parameters work in Russia in studies devoted to the profound disclosure of one or both of these 

aspects.  

Thirdly, it was proved that KM practices have a direct positive effect on organizational 

performance in Russian context. The presence of direct influence, unlike indirect or nonlinear 

effects, simplifies identifying the nature of interrelationships and applying greater research tools, as 

well as opens up the opportunities for deeper investigation in the future. The context of a particular 

country is important in the reason that its companies can be compared and clustered on this basis 

with other firms, especially from these countries where the study is more developed.  

Fourthly, the research proved that ICT moderates the effect of KM strategy on organizational 

performance. The latter researches regarding the relationships between information technologies 

and KM practices show a positive impact. (Chugh et al, 2013; López et al, 2009). Previous studies 

proved that the development of decent ICT infrastructure helps to implement KM strategy. Current 
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level of technological applications allows to enhance knowledge management processes saving time 

and efforts of employees. This paper goes further and puts an attention on how the interdependence 

strength of KM practices and organizational performance changes on different levels of ICT 

implementation, taking previous researches as a basis and proving the hypothesis of influence 

direction. In prospect, it is advisable to check separate ICT tools and applications on which precisely 

play the bigger moderating role. Taking into account the specification of factors for Russian 

companies, the study may be productive, if the survey would be conducted in other countries too. 

Moreover, the positive moderating effect of ICT on relationships between other KM practices and 

company’s performance have not been proven. This does not mean, that there is no effect, however 

the further research is needed.  

Finally, the research opens the way to deeper studies of interaction of ICT and other KM 

practices. In this paper, the impact of ICT on one aspect of relationship has been proven. It does not 

exhaust the issue of ICT implementation. Most likely, there could be more moderating effects on 

the other KM practices depending on a particular country or a specific sample of companies. 

However, a proven model of interrelations between KM strategy and organizational performance 

enforced by ICT contains a number of preconditions for further hypotheses. 

3.3 Managerial implications 
 
The results of the conducted research would be useful for management of Russian companies 

because they give a guideline for the implementation of the knowledge-based approach for 

enhancing organizational performance. As the volume of company’s accumulated knowledge is 

constantly increasing its proper management becomes the basis for creating core capabilities for the 

future growth and competitive advantage. In our work we have shown that knowledge management 

practices connected to HR, organizational culture and organizational structure, organizational 

learning and information and communication technologies as well as making knowledge the 

strategic asset, may become a driver of company’s operational and financial performance.  

The study shows that company’s performance mostly depends on two KM practices (HRM 

and KM strategy). According to the results, management of any firm, regardless of its size, should 

focus on approaching knowledge within the organization strategically. It means that there must be 

the clear understanding of the core knowledge the company possess, which beneficially distinguish 

it from competitors. This understanding should be constantly and systematically reevaluated, 

matching it with company’s goals and competitors’ position. By that means management can 

facilitate strategic planning and establish a capability to capture new business opportunities and be 

more flexible on the market. What is more, employees should be rewarded monetary and non-
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monetary for their input in creation of group knowledge and its share. Motivating and evaluating 

employees’ involvement in knowledge processes have a positive outcome for the firm’s overall 

performance. Moreover, companies that want to approach changes in organizational structure 

should make it in line with developing appropriate culture. It is impossible to improve performance 

only by trying to apply new organizational design and creating multidisciplinary teams. Without 

overall atmosphere of trust and openness these changes might not have positive effect, the 

employees must be always encouraged to share its experience, both successful and unsuccessful and 

to create new innovative solutions on its basis.   

 Finally, we have seen the level of ICT development is not a significantly important criterion 

for the success of particular KM practices implementation. This means that the technological 

determinism can’t be considered sustainable approach to KM. In order to bring value through KM 

practices the company does not need to concentrate only on the technological part of the process, 

but rather introduce other KM practices independently and without relying mostly on ICT.  

At the same time, we may judge from the analysis that in companies with more developed 

ICT infrastructure, which enables knowledge creation, sharing, acquisition and reuse, knowledge 

management strategy is a more powerful factor for performance enhancement. Hence, companies 

should use actively existing technologies for accumulation of knowledge within the company and 

making strategic decisions on the basis of its analysis and comparison to direct competitors. 

Companies with more developed ICT has more capabilities to make right strategic decisions.  

Summary of chapter 3 
 

The last chapter of the paper contains discussion of the main findings of the empirical research 

as well as their theoretical contribution and managerial implications.  

First of all, the results have shown that the factors used previously used in other studies on the 

topic of knowledge management practices applications may vary in Russian context. The variables 

that usually have been grouping two factors, organizational structure and organizational culture 

have, have formed one factor. This may be interpreted as a sign that changes in organizational 

structure and organizational culture are strongly interconnected. 

According to the results of multiple regression, knowledge management practices have a 

direct impact on organizational performance of Russian companies. Only one factor, organizational 

learning, has shown insignificant result. It means that strategic management of knowledge, 

development of ICT, incentives from supervisors, creation of knowledge-friendly organizational 

culture, building collaborative organizational structure, as well as practices connected to HRM 
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positively influence organizational performance. HRM practices and strategic approach to 

knowledge in a company have demonstrated the strongest influence.  

Finally, the moderation analysis has shown that in companies with more developed 

information and communication technologies strategic management of knowledge has a bigger 

impact on performance. At the same time the evidence of the moderating effect in the relationships 

between other KM practices and performance has not been found.  
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Conclusion 

This master thesis investigates the question of the effect knowledge management practices 

have on organizational performance in Russian companies. In the paper the influence, which 

different KM practices has on performance were tested for moderation by information and 

communications technologies aspect. The main goal was to discover if the effect is increasing with 

the rise of ICT development. 

The review of existing literature on the topic of knowledge management has helped to 

highlight the importance of the current study and has provided the theoretical basis for the research. 

Basing on previous studies the most important KM practices were identified. Furthermore, the 

original framework for the empirical investigation was built in accordance with previous studies of 

the prominent scientists in the field.  

The survey was conducted among top managers, which allowed to gather information about 

KM practices application in Russian companies. We also have collected more than two hundred 

responses about managers’ perception of their companies’ performance comparing to competitors.   

The analysis has shown that knowledge management practices, connected to HR, ICT, 

organizational culture and organizational structure, supervisory work and strategy have a direct 

impact on organizational performance indicators. By introducing such practices companies may 

increase their financial indicators, become more productive and responsive to market needs. 

Moreover, ICT can be considered a moderator in the relationships between strategic KM and 

organizational performance. However, no evidence was found of such interaction with other KM 

practices. 

The results of the study have valuable implications for the research community addressing 

the problem of ICT – KM interaction from new perspective. It opens the way to new profound 

studies in the area asking the questions about the ability to enhance KM practices through ICT 

applications. Furthermore, managers of Russian companies may apply the results of the current 

research to adjust their vision of the KM strategy implementation. The necessity of information 

and communication technologies for empowering KM does not necessarily mean that the 

developing of ICT infrastructure will help to make other KM practices more influential.  

The study has certain limitations, which proves the possibility of the future works on the 

theme on the other markets, applying different factors or looking at a specific industry. 
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Cabrera, Á. and Cabrera, E.F. (2002). Knowledge-Sharing Dilemmas. Organization Studies, 

23, 687-710. 

Chan J. (2009) Integrating Knowledge Management and Relationship Management in an 

Enterprise Environment. Communications of the IIMA, 9 (4), 37-52. 

Chomeya, R. (2010). Quality of Psychology Test between Likert Scale 5 and 6 Points. Journal 

of Social Sciences, 6, 399-403. 

Chugh, M., Chugh, N., Punia, D. K., and Agarwal, A. (2013). The Role of Information 

Technology in Knowledge Management. Paper presented at the Conference on Advances in 

Communication and Control Systems 2013 (CAC2S 2013), 688-193. 

Colilns, H. (1993). The structure of knowledge. Social Research, 60, 95-116. 

Comrey, A.L. and Lee, H.B. (1992). A first course in factor analysis (2nd edition). 

Hillsdale,NJ: Lawrence Erlbaum Associates. 

Cook, S. D. N. and Brown J. S. (1999). Bridging Epistemologies: The Generative Dance 

between Organizational Knowledge and Organizational Knowing. Organization Science, 10 (4), 

381-400. 

Creswell, J. W. (2009). Research Design: Qualitative, Quantitative, and Mixed Methods 

Approaches (3rd ed.). Thousand Oaks, CA: SAGE Publications.  

Dave, M., Dave, M. & Shishodia, Y. S. (2012). Emerging Trends and Technologies in 

Knowledge management: A Holistic Vision. International Journal of Recent Research and Review, 

3(1), 60-67. 

Davenport, T. H. and Prusak, L. (2000). Working knowledge: How organizations manage 

what they know. Boston, MA: Harvard Business School Press. 

Davidson, P and Griffin, RW (2003). Management: An Australasian Perspective (2nd edn.), 

John Wiley & Sons, Brisbane, Australia. 

Delaney, J.T. and Huselid, M.A. (1996), The impact of human resource management practices 

on perceptions of organizational performance, Academy of Management Journal, 39 (4), 949-969. 

Desouza K.C. (2003). Knowledge management barriers: Why the technology imperative 

seldom works. Business Horizons, January-February, 25-29. 

Dimovski, V. and Škerlavaj M. (2004). Organizational Learning and Information-

Communication. Zb. Rad. - Sveuè. u Rij., Ekon. fak., god. 22. Sv. 1, 7-19. 



  53 

Driscoll, D. L. (2010). Introduction to Primary Research: Observations, Surveys, and 

Interviews, 153 – 174, in Charlton, C. (2010). Writing spaces: readings on writing, Volume 1, West 

Lafayette, Indiana: Parlor Press.  

Elhazzam, M. (2015). The Effect of ICT on Human Resources Management Practices, 

International Journal of Innovative Research in Engineering & Management (IJIREM), 2 (3). 

Fernandez, I.B. and Sabherwal, R. (2010), Knowledge Management Systems and Processes, 

M.E. Sharpe,Armonk, New York. 

Fruchter R., Demian P. (2002). Knowledge management for reuse. Proceedings of CIB W78 

conference, 12-14. 
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Appendix 1. The questionnaire 

 

Company’s profile 

 

 Please specify the company’s main business 

A Commerce (wholesale and retail) 

B Transport and logistics 

C Telecommunications  

D Construction 

E Production of goods  

F Other (please specify)  

 

Number of employees  

 
To what extent do the following statements apply to your company  
 
1 Strategic management of knowledge 1 – strongly disagree 

6 – strongly agree 

A Our organization has a clear understanding of our 

current core knowledge 

1 2 3 4 5 6 

B Our organization has a clear view of what knowledge 

and competences are the most relevant for the 

objectives 

1 2 3 4 5 6 

C Our organization’s knowledge and competences are 

evaluated systematically 

1 2 3 4 5 6 

D Our organization benchmarks our strategic knowledge 

against that of our competitors 

1 2 3 4 5 6 

E Our organization explicitly recognizes knowledge as a 

key element in the strategic planning exercises 

1 2 3 4 5 6 

F Our organization has a clear strategy for developing 

knowledge and competences 

1 2 3 4 5 6 

2 Supervisory work  

A Supervisors encourage employees to share knowledge 

at the workplace 

1 2 3 4 5 6 

B Supervisors encourage employees to question existing 

knowledge 

1 2 3 4 5 6 

C Supervisors allow employees to make mistakes, and 

they see mistakes as learning opportunities 

1 2 3 4 5 6 

D Supervisors value employees’ ideas and viewpoints 

and take them into account 

1 2 3 4 5 6 

E Supervisors promote equal discussion in the workplace 1 2 3 4 5 6 

F Supervisors share knowledge in an open and equal 

manner 

1 2 3 4 5 6 

G Supervisors continuously update their own knowledge 1 2 3 4 5 6 

3 Organizational culture  

A Openness and trust are valued in our organization 1 2 3 4 5 6 

B Flexibility and a desire to innovate are valued in our 

organization 

1 2 3 4 5 6 
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C Employees who take initiative of their own learning 

are highly valued in our organization 

1 2 3 4 5 6 

D Willingness to share lessons learned is valued in our 

organization 

1 2 3 4 5 6 

E In our organization, lessons learned both successful 

and unsuccessful are considered valuable 

1 2 3 4 5 6 

F In our organization various units are encouraged to 

collaborate with each other 

1 2 3 4 5 6 

4 Organizational structure  

A People from different parts of our organization interact 

informally with each other in a frequent manner 

1 2 3 4 5 6 

B In our organization, open dialogs are common among/ 

between employees and manager 

1 2 3 4 5 6 

C In our projects, our organization uses teams consisting 

of people with skills and expertise from diverse fields 

1 2 3 4 5 6 

D In our organization, we frequently use cross-functional 

teams and projects 

1 2 3 4 5 6 

E In our organization, we have purposeful overlap of 

functional responsibilities 

1 2 3 4 5 6 

5 Human resource management  

A Our organization specifically rewards knowledge 

sharing with monetary incentives 

1 2 3 4 5 6 

B Our organization specifically rewards knowledge 

sharing with non-monetary incentives 

1 2 3 4 5 6 

C Our organization specifically rewards knowledge 

creation with monetary incentives 

1 2 3 4 5 6 

D Our organization specifically rewards knowledge 

creation with non-monetary incentives 

1 2 3 4 5 6 

E In our organization, knowledge sharing is a component 

in employees’ performance evaluation 

1 2 3 4 5 6 

6 Information and communication technologies  

A Technology is utilized to enable efficient information 

search and discovery 

1 2 3 4 5 6 

B Technology is utilized to enable internal 

communication throughout the organization 

1 2 3 4 5 6 

C Technology is utilized to communicate with external 

stakeholders 

1 2 3 4 5 6 

D Technology is utilized to analyze knowledge in order 

to make better decisions 

1 2 3 4 5 6 

E Technology is utilized to collect business knowledge 

related to its competitors, customers, and operating 

environment, for example, 

1 2 3 4 5 6 

F Technology is utilized to develop new products and 

services with external stakeholders 

1 2 3 4 5 6 

7 Organizational learning  

A Knowledge is transferred from experienced to 

inexperienced employees through mentoring, 

apprenticeship ,and job orientation, for example 

1 2 3 4 5 6 

B The company systematically collects best practices and 

lessons learned 

1 2 3 4 5 6 
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C The company makes systematic use of best practices 

and lessons learned 

1 2 3 4 5 6 

 
 
Estimate the following last year results of your company’s activity in comparison to other firms in 
the same industry 
 
7 Organizational performance 1 – very low 

6 – very high 

A Productivity 1 2 3 4 5 6 

B The capability to develop new products/services 1 2 3 4 5 6 

C The capability to respond to new market demands 1 2 3 4 5 6 

D The capability to capture new business opportunities 1 2 3 4 5 6 

E Sales volume 1 2 3 4 5 6 

F Profit 1 2 3 4 5 6 

G Profit margin over sales 1 2 3 4 5 6 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 


