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ABSTRACT 

 

 

The focus of this study is on how organizations can improve on knowledge management 

in order to enhance flow of work and productivity. We have chosen ReStral Nigeria 

Limited, a management consultancy firm, as a case study. We chose this company, firstly 

because our focus is on Nigeria; secondly, because of the company‟s knowledge 

management capability. 

 

Davenport and Prusak posits that the “potential for new ideas arising from the stock of 

knowledge in any firm is practically limitless – particularly if the people in the firm are 

given opportunities to think, to learn, and to talk with one another” (Davenport and 

Prusak 2000:17). Creating an organizational atmosphere of thinking, learning and talking 

with the employees improves organizational knowledge repositories, thereby improving 

the organization‟s ability to expand on the available knowledge and sustaining its 

competitive advantage. 

 

In chapter one of this thesis, we intend to explore a variety of opinion on the concept of 

Knowledge management, and knowledge sharing within organizations and groups, as 

well as expectations of management in pursuing its success within a firm. The second 

chapter of this thesis will present research questions, and methodology to be employed in 

answering these questions. 

 

Chapter three will look at activities of ReStral Nigeria Limited with a case study built 

around the company‟s knowledge sharing processes. We will then try to answer our 

research questions by considering the methods employed by ReStral Nigeria Limited in 

implementing a change to their knowledge management processes, and how their 

experience can influence other Nigerian companies to take advantage of knowledge 

sharing to create and sustain their competitive advantage. 

 

Inference about our findings will be made in chapter four, following which, 

recommendations will be made in chapter five to conclude this study. 
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1.0 Introduction and Literature Review 

  

Introduction: 

 

Johnson et al (2005) defines knowledge as the “awareness, consciousness or familiarity 

gained by experience or leaning”. To become an engineer, doctor, bricklayer, tailor or a 

car driver requires learning over a period of time. Skills required to carry out work within 

various trades and professions, requires specific knowledge or a combination of 

knowledge through study, training, observation of pre-existing organization work culture, 

as well as sharing relevant information gained from different roles and experiences. 

 

Knowledge forms a very important part of an organization‟s core competence. As a 

human factor, it is needed to combine other production factors effectively to achieve the 

organization‟s set goals, and hence can serve as a competitive advantage to the firm. 

While looking at the importance of knowledge to an organization, Davenport and Prusak 

(2000) stated that “Knowledge, by contrast, can provide a sustainable advantage. 

Eventually, competitors can almost always match the quality and price of a market 

leader‟s current product or service. By the time that happens, though, the knowledge-rich, 

knowledge-managing company will have moved on to a new level of quality, creativity, 

or efficiency. Unlike material assets, which decrease as they are used, knowledge assets 

increase with use: Ideas breed new ideas, and shared knowledge stays with the giver 

while it enriches the receiver” (p.17). 

 

We discovered that in Nigeria most companies do not appreciate the importance of 

managing an organization‟s knowledge; neither do they know the importance of 

expanding the organization‟s knowledge base through knowledge sharing. They fail to 

understand the importance of knowledge sharing to sustaining an organization‟s 

competitive advantage. 

 

Consequently, this study will be useful to both management and employees of  small 

businesses in Nigeria, as it helps to understand how properly managed knowledge sharing 
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procedures can be implemented and used to achieve organization vision, and also help to 

build a competitive advantage that is unique to the organization. 

 

Contributions of various researchers will be viewed in order to relate the relationship 

between theories and the reality of knowledge management procedure within an 

organization. Along these lines, this research will try to answer the following research 

questions: 

1. In what ways could organization‟s knowledge sharing capabilities be improved? 

2. Does motivation promote the growth of knowledge sharing in organizations? 

3. Should knowledge sharing capability of employees be used by organizations in 

making  promotion decisions? 
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Literature Review: 

 

 Knowledge is today, widely acceptable and recognized as a way of providing 

organizations with means of creating core competencies, in addition to competitive 

advantages, thereby making effective knowledge management crucial and significant to 

organizational growth (Chan, I and Chau, P. 2005).  

 

Davenport and Prusak posits that the “potential for new ideas arising from the stock of 

knowledge in any firm is practically limitless – particularly if the people in the firm are 

given opportunities to think, to learn, and to talk with one another” (Davenport and 

Prusak 2000:17). Creating an organizational atmosphere of thinking, learning and talking 

with the employees improves organizational knowledge repositories, thereby improving 

the organization‟s ability to expand on the available knowledge and sustaining its 

competitive advantage.  

 

According to David Stauffer (1999), no single person in an organization, no matter how 

smart such a person is, can effectively solve organization‟s complex issues without 

tapping from the spectrum of human capital within the organization. He further stated 

that as organizations get flatter, the need for employees to get knowledge and information 

from colleagues in order to apply it to their daily functions so as to create more 

knowledge needed for organizational growth increases. Lam (2000) stated that the 

individual‟s knowledge is “that part of an organization‟s knowledge which resides in the 

brains and bodily skills of the individual” (p. 491). Without the people (employees), 

knowledge cannot be created in an organization (Coleman, 1998). The creation and 

application of new knowledge is essential to the growth and survival of organizations 

Gurteen, D. (1999). 

 

According to William King et al (2008), a firm‟s knowledge, which is the result of many 

years of organizational activities of combining different employees‟ knowledge, 

represents its strategic resource that can create competitive advantage for it. Such 
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knowledge needs to be updated, revised and protected in order to continue to have 

relevance in the growth of the organization.  

 

It should be understood, according to Linda Argote, (2000) that “Knowledge is embedded 

in an organization‟s routines and standard operating procedures, in its products and 

processes, in its technologies and equipment, in its layout and structures, and in its culture 

and norms about how things are generally done.” This means that organizational 

knowledge resides in virtually everything in the organization. It also resides in individual 

employees working for an organization (Lam 2000). Knowledge is embedded in 

individuals, in physical capital, in the organization‟s routines, and in the culture (Starbuck 

1992). This knowledge need to be captured and distributed (King et al 2008) within the 

organization. Jonas Roth (2003) expressed “the organizing, creating, cascading and use of 

knowledge should lie at the core of company activities.” It is pertinent to note that 

sharing organizational knowledge is easy if and when the knowledge is explicit. 

However, some of the individual knowledge that makes up the whole organizational 

knowledge is tacit in nature. 

 

“Motivation is eternal. Like a catalyst, it influences 

process, but exhausts no energies itself” - Kressler, H. W. 

 

Researchers from various studies discovered that motivation increases organizational 

productivity (King, W. R. & Marks, P. V. 2008; Halepota, H. A. 2005; Rieley, James 

2003). Consequently, motivating knowledge workers is a viable process ensuring the 

increase of knowledge sharing within the organization (Speen, G. B. 1998). If these 

employees are not motivated, their knowledge (both tacit and explicit) may never be 

shared with others. Individuals often resist easily the need to share their knowledge; they 

will rather use it as a tool for personal advancement within the organization (Ning, Ye et 

al 2005), but with motivation, they willingly share such knowledge with the hope of 

getting something back either from the person they are sharing their knowledge with 

(reciprocity) or from the organization (encouragements/rewards). 
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The concept of motivation is fundamentally important to the behaviour of people in every 

aspect of human endeavour, consequently, adopting motivation in organizations is 

positively related to improved and quality production of goods and services (Halepota, H. 

A. 2005). In his definition of motivation, Bartol and Martin (1998) defined it in relation 

to a force energizing and giving direction or a path to behaviour. Greenberg and Baron 

(1997) define motivation as “the set of processes that arouse, direct, and maintain human 

behaviour toward attaining some goal”. It is also defined as “the drives that move us to do 

what we do” (Anne Bruce James S. Pepitone, 1998). Amabile (1998) expresses three 

factors that lead to creativity and innovation in a workplace. These according to him are: 

skills, expertise and motivation. Among these, he said motivation is the easiest factor an 

organization could utilize in achieving creativity and innovation. Lindner (1998) defines 

it as “as the inner force that drives individuals to accomplish personal and organizational 

goals.” This inner force could be triggered by an external means because of the effect of 

the external means on the well being, growth and development of individuals.  

 

Abraham Maslow in his hierarchy of needs stated different needs of human that has to be 

met at different stages and times. These needs are targets for organizations and it could 

assist in determining the motivation of employees. Meeting these needs trigger the inner 

force positively or negatively. With motivation, a positive trigger enables the employee 

share his/her knowledge willingly with colleagues.  Motivation could emanate from 

either outer or inner force. Outer force may trigger the inner force to respond in a 

particular way thereby achieving the aim and objective of the organization. This aim and 

objective is for the employee to share knowledge with others in the organization. 

 

Rieley, James (2003) inform thus, “Motivated employees perform well… because they 

see how their day-to-day actions contribute to the overall success of a company. They 

learn faster, work harder, and grow in their jobs”. He further stated “Increasing employee 

motivation is just that kind of activity that yields a very high return on time invested”. 

“Motivated employees are needed in our rapidly changing workplaces. Motivated 

employees help organizations survive. Motivated employees are more productive. To be 

effective, managers need to understand what motivates employees within the context of 
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the roles they perform” (Lindner 1998). Understanding the needs of employees and 

working out plans and strategies to meet those needs bring out the best in the employees. 

Speen, G. B summarizes it thus “People work better and get more done in an environment 

where they are appreciated, and incentive programs help create that atmosphere. In fact, 

when an employer uses motivational programs, employees feel that the company is 

concerned for their welfare and wants to recognize their accomplishments”.  

 

There are couples of motivational factors that have contributed to the improving sharing 

capabilities of individuals. Some of these factors will be considered here. Stenmark 

(2000) stated that without strong personal motivation, people are unlikely to share their 

knowledge. These motivational factors, according to Ipe (2003) are divided into internal 

and external factors. However, we will be delving into the following factors to understand 

how they are important to encouraging knowledge sharing in organizations. 

 

Reciprocity 

 

An employee, according to Davenport and Prusak (1998), will share knowledge 

effectively with others if he/she can receive knowledge back when he/she is in need of 

one. This informs reciprocity, which “is very much central to the concept of knowledge 

management. It‟s a credit-based system, not a cash transaction. People give with the 

understanding that they will get something back” (Ellis, K. 2001). People want to share 

knowledge, help each other and play different roles in the growth of an organization; they 

also want to know that they can receive knowledge from others. Ning, Ye et al (2005) 

explains that reciprocity of knowledge sharing help people to share knowledge within an 

organization. “Employees want to make sure that they not only give knowledge but that 

they also receive knowledge. Moreover, knowledge receivers, when searching for help 

must admit they also need help and have to expose their weaknesses to others”.  

 

If the knowledge holder is not encouraged, knowledge sharing might be hindered and the 

end loser will always be the organization. Sharing of knowledge within an organization 

(between employees), especially in the course of performing organization tasks, is better 
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appreciated when and if reciprocity concept is part of the sharing culture of the 

organization. According to Ellis, k (2001), “One of the reasons people don‟t contribute is 

because they feel they are just dropping their knowledge into a big black hole”. The 

concept of reciprocity enables both parties (the person seeking knowledge and the person 

giving such knowledge) to both benefits from each other. It could be likened to the 

„barter‟ trade era, when goods are exchanged for other goods needed by both parties. 

 

Reciprocity, according to Ipe (2003) is the expectation knowledge sharers in turn will 

acquire or benefit from the knowledge created by their involvement. If someone believes 

that by sharing knowledge, some form of value is received for knowledge shared, they 

will be more willing to share. A study by Schulz (2001) shows the relationship between 

reciprocity and sharing of knowledge in organizations. This study indicates that receiving 

knowledge from other individuals stimulates a reciprocal flow of knowledge within the 

organization.  

 

Personal/Individual Growth 

 

Ascertaining the needs of employees and fashioning out ways of encouraging knowledge 

sharing places an organization in a position of acceptance as well as an interesting party 

to the personal growth and development of employees. Employees need different things; 

by understanding their needs and meeting them also encourage these employees to share 

their knowledge. By showing care, concern and efforts to employees‟ needs bridges the 

gap between the employees and the organization. This action propels the employees to 

willingly contribute to the growth of the organization, having the notion that the 

organization also cares for them. This could be likened to reciprocity.  

 

The desire for personal development is generally acceptable in this modern era. 

According to Kressler (2003), “Investment in personal development is, therefore, not 

only necessary in encouraging talents and abilities to keep apace of continually changing 

and largely growing demands, but also constitutes an important motivator” (p.40). The 

same aspiration employees have for earning good salaries is what they consider regarding 
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career experience, good and quality trainings and importantly, personal development. 

Today's Generation Y (employees born in the 1980s) are not so much interested in pay 

increases, they rather would want to develop their skills by learning new things (Huff, C. 

2006; Sheila and Peter 2000).  

 

Work Challenges/ Task Achievement 

 

Organizations could encourage their employees to share knowledge by involving them in 

"cutting-edge project". “Different people react in extremely varied ways to motivational 

factors or even environmental influences. Some tend towards frustration, avoidance, 

refusal and submission, while others become highly motivated when they are confronted 

by a particular challenge” (Kressler, 2003, p. 6). To some employees work assignment is 

a motivation and it maybe a driving force towards work accomplishment (Huff, C. 

(2006). Some employees believe that more tasks mean more responsibilities and 

invariably more recognition by managers, similarly that their efforts are been noticed and 

appreciated.  This to an extent to some employees is motivation. According to Sheila & 

Peter, managers should read their employees like a book in order to understand what 

motivates them. If an employee is motivated by work challenges and such employee is 

not given more responsibilities and tasks, such an employee may not perform at his/her 

best in the organization. In the same vain, if an employee is given such tasks, which 

motivates him/her, without the organization providing the right infrastructures, the 

motivation becomes de-motivation.  

 

Recognition is another way of encouraging knowledge sharing. By recognizing 

employees‟ ability and experience it further boosts the organization‟s knowledge sharing 

capabilities. According to Gale, S. F. (2002), “By recognizing the employees in front of 

their peers, it not only reinforces the behavior in the individuals, it telegraphs to everyone 

around them that this is the conduct you expect and value.” The act of praising the 

employees who have contributed their knowledge to achieving certain organizational 

tasks is expected to encourage other employees to contribute to the organization‟s 

knowledge base in order to receive similar recognition. 
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Rewards and Incentives 

 

Marwick (2001) states "One way to motivate people to capture knowledge is to reward 

them for doing so." Quite apart from the benefit and moral value of an altruistic approach 

to treating colleagues as human beings and respecting human dignity in all its forms, 

research and observations show that well motivated employees are more productive and 

creative (Accel-team 2008). Lawler (2003) advocated for a group-based performance 

incentive as a form of motivating the group or community to carry out its functions and 

ensures the participation of all within such groups or community of practice. When a 

group or community within an organization is motivated, each member of such 

community is encouraged to contribute to the success of the group in order to be part of 

the largess offered the group. 

 

Rewards, according to Bartol & Srivastava (2002) “could range from monetary incentives 

such as bonuses to non-monetary awards such as dinner gift certificates to awards such as 

praise and public recognition that do not have a monetary equivalent value. Rewards 

could also be intrinsic, such as pleasure derived from performing the tasks itself”. Our 

interest of research in this thesis is on extrinsic rewards, this does not mean that intrinsic 

rewards are not as important as extrinsic rewards. 

 

“Incentive schemes are of crucial importance to encourage departments to share 

knowledge” (Feurstein, Markus et al. 2001). Von Krogh (1998) opines that knowledge 

sharing can be encouraged with the implementation of incentive systems which ensures 

that employees are willing to help in the building of a positive behaviour and help system 

within the organization. Raising employees‟ standards through motivation has always 

been in use for ages. There has always been a review of different strategies for rewarding 

employees in organization, depending on the organizational management style. Some of 

these strategies are monetary and non-monetary in nature. According to Peter Drucker 

(1974) “there is not one shred of evidence for the alleged turning away from material 

rewards... Antimaterialism is a myth, no matter how much it is extolled.” In fact, they are 
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taken so much for granted that their denial may act as a de-motivator. “Economic 

incentives are becoming rights rather than rewards” (Accel-team 2008). 

 

To ensure that knowledge is shared within a community, vis-à-vis the organization, it is 

the belief of these researchers, together with other proponents of rewards for knowledge 

sharing, that knowledge sharers be compensated for sharing their knowledge. Research, 

according to Bonner et al. (2000), shows that positive impact incentive plays a major 

impact in motivating knowledge sharing of individuals.  An effective incentive motivates 

individuals to increase effort, which sometimes improves performance (Bonner and 

Sprinkle 2002). “The key question in a knowledge-sharing context is whether financial 

incentives can cause individuals to increase sharing. Incentives must outweigh not only 

the effort directed at sharing, but must also compensate individuals for the resulting loss 

of power” (Taylor, E. Z, 2006).  

 

Rewards could be at the individual‟s level, team level or across teams and units (Bartol & 

Srivastava (2002). According to them, rewarding knowledge sharing at individual level 

encourages knowledge sharing in the organization. They further opined that this is 

possible during team or unit meetings in the organization, where the manager is able to 

access the contribution of the individuals in the teams or units. Rewards that are based on 

the performance of a team also improve knowledge sharing within teams and the 

organization in general (Bartol & Srivastava 2002). In their summation, in order to 

achieve effective knowledge sharing across teams and work units, “company-wide 

incentives such as gainsharing, profit sharing and employee stock options will help in 

encouraging knowledge sharing”. 
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1.1 Concept of Knowledge 

 

With leaning as a pre-requisite to acquiring knowledge, knowledge is created through the 

process of combination and internalization (Marwick 2001). However, all the modes of 

knowledge conversion are sources of knowledge creation. “The ability to create 

knowledge and diffuse it throughout an organization is today recognized as a major 

strategic capability for gaining competitive advantage” Roth (2003). Furthermore, she 

states that “knowledge creation is achieved through recognition of the synergistic 

relationship between tacit and explicit knowledge in the organization, and through the 

purposeful design of social processes that create new knowledge by converting tacit 

knowledge into explicit knowledge." 

 

Tacit knowledge as expressed above could be defined as that knowledge which the holder 

is not fully aware he or she possesses; likewise, it is difficult or impossible to document 

or share with others (Baumard, 1999). Tacit knowledge is deeply rooted in action, 

procedures, routines, commitment, ideals, values, and emotions (Nonaka, I., Toyama, R. 

& Byosiere, P. 2003). Tacit knowledge comfortably resides in the mind of human being, 

(Nonaka and Takeuchi 1995 calls it knowledge of experience), in their perception and 

behaviour. Tacit knowledge is personal to the knower, cognitive and context-sensitive in 

nature (Duffy, 2000). That part of an individual‟s knowledge that is very difficult to 

document. It is personal to the individual that owns it, context-specific, and difficult to 

formalize and communicate (Nonaka and Takeuchi 1995). According to Ipe (2003), the 

tacitness of knowledge makes it problematic for a successful sharing of knowledge within 

an organization.  

 

Explicit knowledge, on the other hand, can easily be codified, can easily be stored, and 

can easily be transferred across time and space (Lam 2000), they are in written form, in 

books, documents, reports, etc. (Kogut and Zander, 1992). Nonaka et al (2003) viewed 

explicit knowledge as being expressed in a “formal and systematic language and can be 

shared in the form of data, scientific formulae, specifications, manuals…” Easy to 

process, transmittable and it can also be stored in a repository for other‟s access and 
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usage. It is located at the top of the organization's knowledge resources iceberg (Haldin-

Herrgard's 2000).  They can easily be communicated to other people and they can also be 

disseminated (Schulz, 2001). 

 

In creating knowledge within an organization, experiences must be translated into 

knowledge for other employees to capture and apply to work processes. There must be 

interplay between tacit and explicit knowledge for new knowledge to be created. Nonaka, 

I., Toyama, R. and Byosiere, P. (2003), sum-up the above thus “Organizational 

knowledge creation is a never-ending process that upgrades itself continuously. A spiral 

emerges when the interaction between tacit and explicit knowledge is elevated 

dynamically from a lower to a higher ontological level. This interactive and spiral 

process, which we call the cross levelling of knowledge, takes place both intra- and inter-

organizationally. Through the cross levelling of knowledge, new spirals of knowledge 

creation is triggered.” Nonaka et al further explained that the power to create knowledge 

is not only embedded within an individual, but also with other individuals, other groups, 

and other employees or with the environment within which the organization operates. 

 

 

1.1.1 Socialization (Tacit to Tacit)  

 

This is the interaction between tacit knowledge holders. Nonaka (1994) says it is the 

“process of creating tacit knowledge through shared experience”. He further stated that 

“The key to acquiring tacit knowledge is experience: without some form of shared 

experience, it is extremely difficult for people to share each others‟ thinking processes”. 

Within an organization, this takes place during meetings, discussions, etc. Marwick 

informs, "Tacit knowledge sharing is connected to ideas of communities and 

collaboration." While Davenport and Prusak (1998) explains that socialization does not 

produce explicit knowledge and for its effectiveness, it takes place between people with 

common culture and ability to work together.  
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In achieving and promoting socialization, organizations should provide its employees 

with „high-quality physical experiences‟ in order to enhance and promote the creation of 

knowledge. Whilst this is done, the process of sharing of this tacit knowledge should be 

encouraged by building love, care and trust among the employees (Nonaka, I., Toyama, 

R. & Byosiere, P. 2003). Employees should be encouraged to socialize both within and 

outside the organization. By assigning teams with tasks and responsibilities, an 

organization is building a community of practice. Davenport and Prusak (1998) refers to 

communities of practice as self-organizing groups that are initiated by “employees who 

communicate with one another because they share common work practices, interests, or 

aims” (p. 38). However, by forming a team of employees with the view to be responsible 

for a certain task or tasks, an organization is invariably and unknowingly creating a 

community of practice in the organization. 

 

 

1.1.2 Externalization (Tacit to Explicit) 

 

Externalization of tacit knowledge is difficult to a certain extent. It involves the 

expression of a difficult but known concepts and practices for others to share, understand 

and practicalize. "Through conceptualization, elicitation, and ultimately articulation, 

typically in collaboration with others, some proportion of a person's tacit knowledge may 

be captured in explicit form." (Marwick, A. D. 2001). This process creates new 

knowledge, it crystallizes knowledge, sharing by others is made possible and a basis for 

new knowledge creation (Nonaka, I., Toyama, R. & Byosiere, P. 2003). Externalization 

involves “involves externalizing, explaining or clarifying tacit knowledge via analogies, 

models, or metaphors”.  

 

In an organization, this activity takes place during dialogues, on the job training, work 

routine explanation. To further generate more knowledge and encourage further 

interactions between employees, organizations can reward or enhance, through 

motivation, the activities of employees. 
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1.1.3 Combination (Explicit to Explicit) 

 

Nonaka and Takeuchi (1995) call this “a process of systemizing concepts into a 

knowledge system” (p. 67). This is the where knowledge is being created, documented in 

a repository and easily shared within an organization. Employees could build upon 

documented information and create more knowledge for the organization. Combination 

takes place during meetings, especially through documentations and using electronic 

medium for communication. Nonaka, I., Toyama, R. & Byosiere, P. (2003) described 

combination as “the process of connecting discrete elements of explicit knowledge into a 

set of explicit knowledge that is more complex and systematic than any of its parts.” The 

process of combination entails the collection of explicit knowledge within and outside the 

organization, through meetings among staff, between staff and customers and suppliers, 

with other industrial players and competitors, and from other sources. Sharing of this 

explicit knowledge within the organization is done in order to develop the knowledge 

capacity of the employees and its relevant applicability to work routine and process. 

 

The involvement of IT in knowledge sharing has significantly increased the capabilities 

to share knowledge in organizations. Nowadays one hardly comes across any knowledge-

based organization without an Internet access in the workplace. Skyrme (1997) expresses 

the belief in computer networking in organizations as improving the flow of information 

and knowledge to meet the goals and objectives of these organizations. With the Internet, 

intranet was created. The intranet is a connection of computers within an organization. It 

was discovered after the discovery of the Internet, which is a global network of millions 

of computers worldwide (Skyrme 1997). Skyrme further stated that the intranet enables 

knowledge sharing because it is easy to use, it can be connected to the organization‟s 

database and easy to access the database, employees could connect with one another via 

the intranet thereby enabling informal meetings and conversations. 
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1.1.4 Internalization (Explicit to Tacit) 

 

This is the process of internalization of knowledge. According to Marwick, "In order to 

act on information, individuals have to understand and internalize it, which involves 

creating their own tacit knowledge." In achieving success in this mode, the employees are 

expected to study more documents (work instructions, organizational manuals, equipment 

manuals, organizational procedures, etc.) and source for information in different 

databases to "create new knowledge by combining their existing tacit knowledge with the 

knowledge of others” (Marwick). Internationalization, according to Nonaka and Takeuchi 

(1995) involves experiences through socialization, externalization, and combination. 

According to them, internationalization is closely related to “learning by doing”.  

  

Another factor that generally contributes to this knowledge conversion is the building of 

trust within the organization. By fostering employees‟ relationship around trust, 

organizations can improve knowledge sharing within it and thereby further sustaining its 

growth and importantly competitive advantage. 

 

 

1.2 Organizational Knowledge  

 

When learning takes place, knowledge is the resultant product. Skills, information and 

productive ideas are passed on from one person to another through the learning process. 

Various writers and scholars have looked into the concept of learning organizations as a 

lead to organizational knowledge. Dixon, (1999, P.xiv) explains that “organizational 

learning results from intentional and planned efforts to learn. Although it can, and does 

occur incidentally, organizations cannot afford to rely on learning through chance”. Also, 

Buchanan and Huczynski (2004, p: 124) defines learning organizations as “an 

organizational form that enables individual learning to create valued outcomes, such as 

innovation, efficiency, environmental alignment and competitive advantage”. In view of 

that, knowledge is a very important part of the organizations‟ core competence. It is 
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needed to design, organize and implement the use of management resources to achieve 

set goals and targets. 

 

Organizational Knowledge as a concept on its own can be viewed within Johnson et al 

(2005)‟s opinion that it is “the collective and shared experience accumulated through 

systems, routines and activities of sharing across the organization”. Knowledge forms a 

valuable part of the organization‟s intangible asset. It is a collection of a group of 

individuals‟ skills and acquired learning that if properly combined will promote 

efficiency.  

 

Organizational knowledge can be looked at as a collection of individual knowledge that 

makes up the human input in the organization. In Bhatt (2002a)s‟ work, he backs up this 

idea by explaining the relationship between individual and organizational knowledge, he 

is of the opinion that “as long as individuals in professional firms confront tasks that are 

within their areas of expertise, they can easily execute these tasks without requiring 

interactions with others. However, when the nature of tasks is complex, requiring 

integration of expertise from several interdisciplinary areas, individuals need high levels 

of interaction with others, besides being able to access organizational knowledge”.  

 

 

1.3 Knowledge Sharing Within an Organization. 

 

Different views on knowledge sharing within an organization have become very popular 

from the mid 1990s. It has become a common activity within organization to use a variety 

of means to properly disseminate relevant information within their firms in order to 

integrate all parts of the workforce in actualizing the organization‟s vision. Methods 

including brainstorming sessions, PowerPoint presentations, storytelling, have all been 

among a list of methods used in different ways to share knowledge within the 

organization. Chua (2003) defines knowledge sharing as “the process by which 

individuals collectively and iteratively refine a thought, an idea or a suggestion in the 

light of experiences”.  Similarly, According Ipe (2003) opines that the sharing of the 
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individual‟s knowledge is imperative to the “creation, dissemination, and management of 

knowledge at all other levels within an organization” (p. 340). Also, Skyrme, D. J. 

(1997), states that knowledge sharing “is increasingly used as a strategic tool, to boost 

customer service, decrease product development times, and to share best practice”.  

 

Papoutsakis (2007a) is of the opinion that “the knowledge conversion process involves 

close interaction between, and complete understanding amongst key employees, the so-

called knowledge group of an organization. This team includes employees and staff (from 

manufacturing, quality, RandD, marketing, supplies and sales) and in most cases the end-

users of the products or services created by the organization”. He further explained the 

workability of knowledge sharing routes within the organization by stating that “For 

knowledge to be shared effectively between, within and across organizations and persons, 

those who possess knowledge should make it available in an accessible place and manner 

and with a focus on its application. Those who seek knowledge should first be aware of 

the knowledge locus and, second, be capable of interpreting the knowledge within their 

own context, prior to applying it” Papoutsakis (2007b). 

 

“Knowledge can help us unlock the potential of our 

organizations, but only if all of us are prepared to change 

the way we think and the way we act.” - De Cagna, Jeff 

 

Knowledge sharing can be defined “as a social interaction culture, involving the 

exchange of employee knowledge, experiences, and skills through the whole department 

or organization” Lin, H-F. 2007). Knowledge sharing is the capturing, storing and 

dissemination of information using appropriate medium in furtherance of the 

development of employees and enhancement of work processes. Knowledge sharing 

enhances continuity. Knowledge sharing could be undertaken in many ways. It could be a 

mere discussion with colleague, capturing, reusing of experienced based knowledge 

residing within the organization, by so doing making the knowledge accessible to other 

employees. Furthermore, knowledge sharing offers “a potential for increased productivity 

as well as retention of intellectual capital, even after employees leave the organization, 
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which is necessary for business that creates value added” (Lin, H-F.). Knowledge sharing 

importance also includes enabling organizations develop skills, competences, value and a 

sustainable competitive advantage (B. Renzl 2008).  

 

Knowledge sharing “can be considered an important process in organizations, because it 

is fundamental to generating new ideas and developing new business opportunities 

through socialization and the learning process of knowledge workers” (Lin, H-F.). Dyer 

and Nobeoka (2000) defined knowledge sharing as the activities performed by 

communities of people who work together to help in solving or pro-offering solutions, by 

facilitating the transfer and exchange of knowledge with the view to enhancing learning 

capacity and achieving both individual and organizational goals. As a result of working 

together, the tacit knowledge of these individuals is articulated in discussions and solving 

issues relating to the group‟s task. Knowledge sharing enables new knowledge to be 

created and also translated into innovative technologies and processes (Durcikova A and 

Everard A 2004). Hence, it could be necessarily deduce that knowledge sharing is an 

important process of knowledge management that improves an organization‟s production 

system and its constituting elements. As a result of this, knowledge sharing is closely 

related to an organization‟s long-run performance and competitiveness (R. Du et al. 

2007) 

 

In today‟s business world, knowledge sharing is said to be power because of the benefit 

to the sharers (giver and receiver) and the organization. This presupposes that knowledge 

can be shared between two or more people, either physically or virtually (Hendricks, P. 

1999). It is initiated by the effort of an employee or individual, who wishes to transfer 

knowledge to others within the organization. The sharing is successful by the desire of 

the recipient to understand, learn and put into practice the newly acquired knowledge 

(Taylor, E. Z. 2006). Knowledge sharing is also “depicted as a set of behaviors about 

knowledge exchange which involve the actors, knowledge content, organizational 

context, appropriate media, and societal environment” (Yang, C. & Chen, Liang-Chu 

2007). Another fundamental goal of knowledge sharing to an organization is thus the 

facilitation of knowledge transfer among different employees and across different 
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organizational units, to absorb knowledge from other organizations and speed up the 

adoption of knowledge (R. Du et al. 2007). The ability to share knowledge between 

organizational units and departments contribute immensely to the performance of the 

organization (Argote et al. 2000)  

 

The process of exchanging ideas, information and consequently knowledge enable 

organizations to increase its knowledge base. The interactions between employees with 

diverse knowledge enhance the ability of the organization to create more knowledge and 

innovate far beyond what an individual employee can achieve (Cohen & Levinthal 1990). 

The reasons for organizations to encourage knowledge sharing stem from the fact that 

much of the organization knowledge is controlled at the levels of the individual employee 

(Staples & Jarvenpaa 2001). Individuals, according to Lam (2000) utilize their knowledge 

in the course of carrying out their duties at work. This knowledge, if its sharing with 

other employees is not facilitated by the organization and eventually, the individual 

leaves, the organization is bound to loss the knowledge of that individual (Gupta and 

Govindarajan, 2000). Alternatively, if the employee remains with the organization, the 

organization may not utilize the knowledge of this employee unless there are 

opportunities for the individual to share this knowledge with others in the organization 

(Weiss 1999). It is worthwhile therefore for organizations to create an atmosphere of 

sharing so that knowledge remains within it, notwithstanding the resignation of an 

employee. 

 

Sawhney and Prandelli (2000), canvasses for the education of employees with the 

concept that organizational knowledge increases in value when it is shared. Lin H-F. 

(2007) enlightened this further by expressing that numerous researches have indicated 

that the value of employee‟s knowledge increases when it is shared. She continued “Only 

when employees are willing to share knowledge with colleagues can organizations begin 

to manage knowledge resources effectively.” This further implies that when not shared, 

knowledge remains at that dormant position until it becomes obsolete. Durcikova & 

Everard (2004) expresses it in a way that sharing of knowledge in by individuals in an 

organization has been recognized as a good strategy to increase organizational 



 

 

- 28 - 

knowledge-based. Yang states that knowledge sharing is “the dissemination of 

information and knowledge through the whole department and/or organization.” 

According to R. Du et al (2007), it is through knowledge sharing that knowledge can be 

effectively and efficiently created, sustained and transferred. This transfer could be 

between individuals, from an individual to a group, within a group, between groups, 

sections or departments in organizations. Knowledge sharing could even be between 

friends working within the organization (or in different organizations), helping each other 

in accomplishing different tasks and functions.  

 

Hoof et al (2004) explains, “Knowledge sharing is an important process in modern 

organizations, as successful knowledge sharing can result in shared intellectual capital, an 

increasingly important resource”. They further explained that the major difficulty and 

challenges facing organizations in recent time is the effective management of this 

resource. In their summation, they opined that knowledge sharing is a very crucial 

process in achieving an effective management of this resource. This is basically achieved 

when both the individual and group‟s knowledge are refined into that of the organization. 

Knowledge sharing within an organization, according to Hendricks P. (1999) “provides a 

link between the level of the individual knowledge workers, where knowledge resides, 

and the level of the organization, where knowledge attains its (economic competitive) 

value.” The individual employees must work together, share ideas, information and 

knowledge in order to achieve organizational aims and objectives.  

 

Another importance of knowledge sharing is the link it provides for knowledge to be 

transferred from the individual‟s level to the organizational level where it is converted 

into economic and competitive value for the benefit and usage of the organization 

(Hendricks, 1999). However, encouraging the employees to share their tacit knowledge 

does not come easily. Employees knows that their knowledge is a primary source of value 

to the organization, as such, sharing this knowledge with others might potentially lead to 

a diminishing value of their importance to the organization, thereby creating a reluctance 

to be engaged in the knowledge sharing activities (Ipe 2003). Employees, in addition to 

the above, may fear a loss of superiority as well as a loss of knowledge ownership after 
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they would have shared their personal knowledge with others Bartol and Srivastava 

(2002).  

 

The provision of a conducive work environment encourages employees to share 

knowledge with others in the organization. In a way, a conducive work environment 

triggers knowledge sharing as employees freely and willingly shares their knowledge, 

especially tacit knowledge, with one another. Organizations need to understand the needs 

and wants of its employees to be able to understand what triggers them to share 

knowledge. It could be promotion, job security, meeting personal needs, attending 

trainings and courses, etc. Given the impossibility of controlling and enforcing 

knowledge sharing, organizations must find ways to encourage employees to share 

knowledge with their colleagues (Lin, F-H 2007). This trigger will further improve the 

knowledge sharing capabilities of the employees. 

 

 

1.3.1  Facilitating Knowledge sharing 

 

For the purpose of this study, three different factors that could act as facilitators to a 

successful knowledge sharing organization have been studied. They are Environmental 

factors, Team work and Trust amongst employees. Many other opinions abound amongst 

research works already done in this field, but these factors have been properly selected 

based on the existing culture that was observed at the organization that is being studied. 

 

1.3.1.1 Environmental factor 

 

It is pertinent to note that, creating an open environment or healthy culture to succeed 

within the organization is a sure way to lead employees to work as a team to achieve set 

goals and targets. Management on their part has an obligation to aid value addition to 

staff through relevant training and education which in turn would transcend to employees 

offering their know-how willingly in a bid to encourage other employees towards a 

homogeneous course. In backing up the issue of an open environment, Desouza, K. 
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(2003) opines that knowledge sharing is an organizational problem that should be 

resolved. “The biggest obstacle to effective knowledge management is not implementing 

a cutting-edge IT solution, but getting people to talk and share their know-how.”  

 

1.3.1.2 Team work 

 

It would be easy to find various other reasons motivating employees to be part of team. It 

could be the income, status, benefits or even a step to other opportunities within a 

particular industry, however, management should strive for a stable team which could 

create a proper flow of ideas and information within all ranks of the organization. 

Buchanan and Huczynski (2004) describe this kind of team as “a psychological group 

whose members share a common goal which they pursue collaboratively. Members can 

only succeed or fail as a whole, and all share the benefits and costs of collective success 

or failure”. It could be inferred from this point of view that knowledge sharing could 

thrive within functioning teams where management aids the process to set in motion, 

communications between all ranks of employees. 

 

1.3.1.3 Trust 

 

In everyday activity of human, trust plays a pivot role in determining our friendship and 

relationship. Same applies to relationship between people in organizations and between 

one organization and another. Trust increases the willingness of an individual to share 

knowledge in an organization (Dirks & Ferrin 2001). Trust throughout the organization is 

a necessary factor as it enables people to share and acquire knowledge and retrieve 

resources (Tynan, 1999). "For knowledge sharing to become a reality, you have to create 

a climate of trust in your organization" Allee (1997). The presence of trust in the 

organization creates "openness and effectiveness of the communication channel and the 

synergy effect of the KM implementation"(Yang 2004), thereby enabling unhindered 

knowledge sharing between people. 
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Ellis, K (2001) stresses, “Most people won‟t risk sharing what they know without a good 

reason for a feeling of trust”. This does not mean that the presence of trust overtly opens 

a window of opportunity for knowledge sharing to thrive, but it enables the overcoming 

of the first hurdle. According to Rensis Likert, trust and a sense of participation plays an 

important role within a group or community, leading to high degree of motivation
6
. Every 

member of a group or community of practice has a role to play in that group or 

community in order to achieve the aims and objectives of such group formation. As such, 

high level of trust within the group or organization ensures high level of knowledge 

sharing and exchange. Trust on its own is a motivator as a bond has been created for there 

to be that element of trust among the knowledge sharers.  

 

Building a relationship with people at work improves trust and is a high factor in 

knowledge sharing in organizations. According to Ghoshal & Bartlett (1994), one of the 

four primary dimensions that influence an individual‟s action in the work place is trust. 

Through trust, individuals can learn from one another and they can also exchange 

knowledge between one another. Even within communities of practice in organizations, 

trust plays an important role in sharing of knowledge within these communities. 

Basically, trust is a key to knowledge exchange in organizations (Ipe 2003). In their 

research, Andrews and Delahaye (2000) opined that the role of trust between individuals 

was crucial to how knowledge is shared between employees in organizations. Through 

their studies, they discovered that in the absence of trust, formal knowledge sharing 

practices were not sufficient enough to encourage employees to share their knowledge 

with others within the same work environment.  
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CHAPTER 2 
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2.0   Research Method.  

 

This research is expected to look into different ways of improving knowledge sharing 

within the organization, which will in turn result in the improvement of knowledge 

creation strategies and become the firm‟s competitive advantage.  

 

Knowledge management as a concept is hard to measure in numeric representations; 

however, an exploratory assessment will help to draw inference that will be helpful in 

measuring the success or failure of the process.  

 

There are popular research methods such as the quantitative and qualitative research 

methods usually used in the sciences and in other fields of study, but for this research, we 

have found the case study, most appropriate to capture the activities of the firm as well as 

the application of processes that relate to this study. 

 

 Time has been taken to put details of facts gathered together as a comprehensive case 

study. ReStral Nigeria limited is a small entrepreneurial firm, but with a large portfolio of 

very important firms, hence serves as an interesting case to study as its main product 

delivered is based on knowledge and expertise.  

 

 

2.1.  Using Case Study Research  

 

The case study method allows the researcher to investigate a contemporary phenomenon 

within its real-life context when the boundaries between phenomenon and context are not 

clearly evident, and in which multiple sources of evidence are used (Yin, 1989). 

Correspondingly, Jennings (1997) states that “case studies may be used to provide 

illustrations of situations which are thought to be of wide interest, for example best 

practice, or to provide exercise in problem solving”.  
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In the same way, Rowley (2002a), views case study research as “good for contemporary 

events when the relevant behaviour cannot be manipulated”. She further explained that a 

typical case study research uses “a variety of evidence from different sources, such as 

documents, artifacts, interviews and observation, and this goes beyond the range of 

sources of evidence that might be available in historical study.” Rowley (2002b). 

 

 

2.2.   Research Design  

 

At this stage, the research questions are a key part to determining what and how to plan. 

Hence these questions will be laid out and used as a guide in developing the case, as well 

as selecting the best method to gather data to be used in analyzing the issue involved in 

the case.  

 

Rowley (2002c) presents a two-dimensional view of a case study research design as a 

„Holistic‟ or „Embedded‟. She states that “holistic case studies examine the case as one 

unit. They might, for example, focus on broad issues of organisational culture or strategy. 

This approach ensures a helicopter view of the case, but can be superficial, and may miss 

changes in the unit of analysis that could impact on the appropriateness of the original 

research design. Embedded designs identify a number of sub units (such as meetings, 

roles or locations) each of which is explored individually; results from these units are 

drawn together to yield an overall picture”. 

 

She explained further that the pre-requisite to the case study research design involves 

identifying a “unit of analysis” which could be an individual, event, or organization to be 

studied.  
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About an 

Individual 

About an 

organization 

If case study is 

an individual 

If case study is 

an organization 

2.3.   Data Collection 

 

Many researchers are of the opinion that data to be used in case study research can be 

sought from both statistical and non-statistical sources. Hence data could be form primary 

and secondary data sources, which could include documents from achieves, company 

documents, past research papers, reports, interviews, surveys, and other validated 

sources.  Chun-Ho Kuo et al, (1999) suggests that “there are three ways to collect data 

from a system: ask, observe, and use system documentation”. For the purpose of this 

research, the case study will be built on data sourced from an extensive interview with the 

company‟s Organizational Development Manager, and a number of employees. Data 

sourced from questionnaires also played a significant role in this study. In addition, 

company information made available during the interview and visits served as very useful 

sources of secondary data. 

Of very important consideration to data collection strategies in case study research is Yin 

(2003)‟s work. He presents a table showing possible sources of data collection for 

building a case study. This is shown in the table below:  

            From an Individual                From an Organization   Study  

                  Conclusion 

 

 

Figure 1: DESIGN Versus Data Collection: Different Units of Analysis 

Source:COSMOS Corporation, In: Yin (2003),‟Case Study Research – Design and Methods‟ , Sage Publications, Chapter 3, p:76 

 

In the table, he presents a detailed outline of very important factors to consider when 

building a case study based on the consideration of the unit of analysis. This could be an 

„individual‟ or „organization‟. This research is centred around an organization hence, 

Yin(2003)‟s proposition has served as a very useful tool in building and analysing our 

study.  

Individual Behaviour 

Individual Attitudes 

Individual Perception 

Archival Records 

Other Reported Behaviour 

Attitudes and Perceptions 

How Organization Works 

Why Organization Works 

Personnel Policies 

Organizational Outcomes 
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2.4 Problems and Limitations of Data 

 

Writing a thesis of this topic magnitude requires the use of a multiple case study 

comprising different organizations. This will enable an objective comparison and detailed 

empirical investigation of these companies. However, due to constraints mentioned in this 

section of the chapter, and also due to the problem of securing a case study in Sweden, 

we opted for a case study from Nigeria, since the research questions were raised based on 

the problems we encountered while working for different organizations in Nigeria.  

Generalizing from ReStral‟s standpoint alone may not be enough, but we believe it is a 

starting point for further research in the area of encouraging employees to improve 

knowledge sharing in an organization.  

 

As in a research involving long distance between the researchers and the case study, we 

had problems arranging interviews with the company, due to their busy schedule. The 

cost of international phone call also contributed, in a way, to the quality of response from 

the company. Our trip to Nigeria could only be carried out once as the cost implication is 

above our means of support for the study. This led to cash constraint as the thesis is not 

funded by any organization. If funding was available, we would have undertaken an 

extensive research into how to develop employees to improve knowledge sharing within 

an organization. 

 

2.5    Choice of Study: Why ReStral?   

 

The purpose of this research is to present the need for organizations to provide an 

environment conducive for the creation, transferring and sharing of knowledge for its 

competitive advantage. This need include developing of techniques, processes, 

incentives, motivational factors capable of eliciting and meliorate knowledge sharing 

capabilities of the employees towards achieving organizational goals and objectives. 

 



 

 

- 37 - 

Being a knowledge-based organization, ReStral Limited relies on employees‟ knowledge 

to build the organization‟s database of knowledge. At ReStral limited, different strategies 

are employed to improve employees‟ personal growth.  These strategies have been very 

useful factors to study, as they will be a good source of reference for other researchers 

that wish to look into this area of study, especially in a developing economy like in 

Nigeria. For this reason, the choice of this study is based on the aims and objectives listed 

below: 

 

 Providing ways for organizations to improve knowledge sharing thereby placing 

them in an enviable position for rapid growth and development.  

 Assisting organizations determine if knowledge sharing skills of employees place 

them in a better position for promotion. 

 Investigate the importance of motivation in order to determine if it positively 

improves organizational knowledge sharing or not. 

 Since the importance of knowledge plays a vital role in sustaining and rapidly 

increase organizational growth, if efficiently used, we intend our thesis to propose 

further researchable areas in knowledge sharing that could further help 

organizations grow. 
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CHAPTER 3 
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3.0  Case Study: ReStral Nigeria Limited  

 

Company History: 

 

ReStraL Limited commenced operation on August 1
st
 1996. Established by a dynamic 

entrepreneur, Ms. Ifueko Omoigui, a former Partner with Andersen Consulting (now 

Accenture), who had at the time, for close to a decade, run the firm‟s Strategy Consulting 

practice.   

 

At ReStral Limited, Knowledge is the main product. The company delivers Leadership 

and Management Solutions that are customized to address their clients‟ needs, risk 

management services, Franchise management (managing product licenses), Performance 

management services (deployment of the operations processes, systems and identified 

resources.). As a consulting firm, the company brainstorms with their clients to proffer 

solutions towards better management with special interest in what works best for the 

clients. 

 

In year 2002, the firm changed its name from ReStraL Consulting Limited to ReStraL 

Limited to enable it expand into areas not traditionally viewed as being within the ambit 

of pure “Management Consulting". The new venture offerings include their franchise 

management service line and recruiting services. ReStraL continue to seek newer and 

better ways of impacting its people, clients and the society at large.  

 

Mission 

 

To be "an African perspective of global excellence, best practices and value creation, 

continually seeking and teaching people and organizations, the better way, enriching lives 

for the continuous improvement of society." 
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Governing Values 

 

 Team Work 

 Unparalleled, Friendly and Caring Customer Service 

 Results Orientation and Achievement 

 Professionalism without Question 

 Passion for Quality and Excellence 

 

Services offered 

 

The following are the services offered by ReStral Nigeria Limited to its customers within 

and outside Nigeria. Some of these services are carried out in partnership with companies 

based in different parts of the world. 

 

 Risk management services 

 

ReStraL supports its clients through its Risk Management Solutions. In doing so, the 

company assist organizations in the proactive deployment of the processes, systems and 

identified resources as would enable them deliver on their agreed strategies. ReStral Risk 

Management portfolio involves the provision of information and other interventions that 

enable their clients effectively follow through on their strategies by entrenching required 

systems and processes at all the required areas in the organization. 

 

ReStral also assist their clients in developing mitigating strategies by regularly scanning 

both local and international arenas, monitoring trends in economy, public sector, and 

providing valuable information as would help current and potential investors make 

winning decisions.  

 

Pioneering Risk Management Services in Nigeria, ReStraL with international 

partnerships seeks to provide individual, corporate bodies and the government the 

following services:  
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 Security & Risk Management  

 Financial Services Risk Management  

 Markets and Competition Analysis  

 Scenario Planning  

 Information and Computer Security  

 Theft and Fraud Prevention (including advanced fee fraud prevention and detection)  

 Anti-Corruption, Due-Diligence and Asset Tracing  

 

 Franchise management 

 

ReStral Franchise Management services focuses on managing product licenses that 

further enhance our ability to deliver value to our clients. 

 

The company currently manages the franchise of FranklinCovey Company USA, an 

international Leadership Development company, through our FranklinCovey 

Organization Services Nigeria. FranklinCovey is the leading global professional services 

firm offering solutions that help organizations succeed by unleashing the power of their 

workforce to focus and execute on their highest priorities. 

 

Through this association, ReStraL currently offers learning and performance enhancing 

solutions that assist professionals and organizations increase their effectiveness in 

Productivity, Leadership, Communication and Sales. FranklinCovey's organizational 

clients include 80 of the Fortune 100, more than three-quarters of the Fortune 500, 

thousands of smaller and mid-sized businesses as well as numerous government and non-

governmental entities.  

 

 Leadership and management development 

 

The implementation of strategy requires strong leadership and management to ensure 

effective execution. Accordingly, ReStral offer a wide array of leadership and 
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management development services to support the development of capacity within an 

organization to execute its strategy. 

 

The company‟s Leadership and Management Development portfolio is focused on 

supporting clients in effectively translating strategies and plans to reality. There 

programmes are designed in such a way that they are not just events but processes that 

ensure improvements that are measurable, consistent and sustainable.  

 

 Organizational Skills Development 

 

Through their Empowered Learning Model approach ReStral Limited use processes that 

address the need for Preparation, Performance, Renewal, and Reinforcement 

mechanisms.  

 

The company currently provides a pool of over fifty training solutions. However their 

flexible approach to providing skills development solutions, and their forte in 

management skills development, enable them effectively develop, customize and position 

programs in line with what the client truly needs.  

 

Some of the programs for which they are currently known are presented below: 

 Personal Leadership 

 Business communication skills 

 Customer service delivery skills 

 People management skills 

 Change management skills 

 Organizational and strategic leadership. 
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 Performance management 

 

ReStraL supports its clients through its Performance Management Solutions. In doing 

so, they support organizations in the proactive deployment of the processes, systems and 

identified resources as would enable them deliver on their agreed strategies. 

  

Their Performance Management portfolio involves the design and implementation of 

solutions that enable their clients effectively follow through on their strategies by 

entrenching required systems and processes at all the required areas in the organization. 

Such systems and processes include: 

 

 Definition and design of relevant operational business processes 

 Financial processes  

 Customer satisfaction performance management processes 

 People Performance Management involving the entrenching of high performing 

cultures within their clients organizations. Their work would encompass for 

example, the development and management of non-financial metrics that drive 

superior customer performance and the development of reward and recognition 

systems that drive superior performance. 

 

 Recruitment and Outplacement Services 

 

ReStral Recruitment and Outplacement service recognizes the fact that people are key in 

any organization as they are the ones that go on to achieve the organizations goals. 

 

ReStraL reduces the administrative costs of recruiting by taking over the administrative 

burden of processing CV‟s and maintaining an active database from which potential 

applicants can be selected from. They also leverage on their actively managed database to 

provide persons that meet identified criteria. Outplacement services assist their clientele 

to deploy persons outside of their organizations in such instances as when the services of 

such persons are no longer required in a healthy and managed way. 
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Specific service offered include: Executive search and selection, General recruiting, 

Outplacement services, Database management, conducting tests and other related 

services. 

 

 Research 

 

The Mission at ReStraL Research is 'to provide relevant, credible and up-to-date 

information and research services to support African businesses towards becoming 

globally competitive and building a strong platform for sustainable development.' 

 

ReStraL Research is the research arm of ReStraL Limited. Through this specialized 

services, the company help businesses leverage on accurate, credible and thorough 

research towards making decisions that widen the profit margin and enhance customer 

satisfaction. Their client base is largely Nigerian and includes companies in 

manufacturing, petroleum, banking and the public sector. Their scope extends beyond 

Nigeria as they take strident steps towards impacting business performance in 

organizations operating in other markets in the African continent. In this regard, their 

services include: 

 Information services, publications and reports 

 Market research services and market surveys 

 Feasibility Studies and Reports 

 Industry Research 

 

 Strategic development 

 

ReStral Strategic Development Services encompass all that it takes to enable their 

Client chart a clear strategic direction. This would encompass Visioning and Strategic 

Planning as may be required. 

 



 

 

- 45 - 

No two companies or businesses can be the same in all features and as a result no two 

strategies as articulated and applied to such enterprises will in essence be the same. 

Having a good strategy as a considered framework with which to drive a business 

provides the fundamental competitive advantage differentiating the "winners" and the 

"losers" in any industry. The skills required to craft and clearly articulate relevant 

strategies remains one of the core competencies of ReStraL. 

 

In working with clients in developing strategy at either an organizational or functional 

level, key to ReStraL's approach is its practical, hands-on approach, involving the client. 

While providing all relevant documentation, the company deliberately de-emphasizes 

strategy manuals as being the key deliverable of a project. ReStral focus, reflected in the 

dynamics of the way in which they work, is the successful implementation of the 

recommended outcomes. As a result their relationships tend to be long-lasting and 

extremely partnership-focused. Included in their services are: 

 Visioning Development Services 

 Values Identification and Clarification Exercises 

 Scenario planning  

 Organizational process reviews and assessments 

 Best practice Assessment services 

 Strategic Planning and Goal Setting 

 

The modes of knowledge creation play a vital role in the organization‟s knowledge 

management strategy. Knowledge is shared during meetings, presentations of relevant 

topics as well as a completed project. It is noteworthy to point out here that at ReStral 

Limited trust environment exist which makes people to realize the usefulness of 

particular knowledge gained to others in the firm. It also ensures that knowledge flows 

freely between employees in the organization. ReStral Limited builds organizational trust 

through communication. The company operates an open door policy, where employees 

can walk up to any member of staff for assistance. The company feels that there is no 

interruption of work that is problematic, as they are always ready to lend a helping hand. 

Every member of the organization is encouraged to speak their minds as well as discuss 
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issues and garnering feedback from others. Invariably, the company has an imbedded 

knowledge sharing culture in its organizational culture and every member of staff are 

informed, and are subsequently aware, of this culture at the inception of their 

employment. Different activities are organized to build initial sharing culture which is 

further cemented through the organization‟s staff appraisal policy. 

 

These strategies are also motivational factors in the company, though they are intrinsic in 

nature. Knowledge, according to ReStral Limited can be shared through organized 

discussions session; sending of e-newsletters via the Internet; and, documentation of 

project processes in the organization‟s resource center.  

 

At ReStral limited, different strategies are employed to improve employees‟ personal 

growth. Every employee in the organization, as part of their performance is expected to 

review a professional book in the area of the employee‟s specialty per quarter and present 

the review to the entire organization. In doing this, the organization is building upon a 

culture of sharing and as well as encouraging personal/individual growth in the 

organization. By making this presentation, the employee is sharing knowledge to other 

employees in the organization. This system also leads to rewards as performance points 

are allocated to employees. In similar vain, this same strategy is used in the presentation 

of global issues relating to different departments to the whole organization. According to 

the firm, this encourages personal development on one hand and it is also used to reward 

points to the groups and department on the other hand.  

 

The organization promotes knowledge sharing through the promotion of team spirit. 

Teamwork is one of the company‟s values and everyone is encouraged to be involved as 

a way of sharing knowledge and improving the quality of work of the teams. It is within 

this team that a community of practice begins. Within such communities, trust and 

friendship is developed which also leads to improved knowledge sharing. 

 

The following are some of the ways the organization improves knowledge sharing within 

it, some of which have been discussed in detail: 
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 Mutual trust or openness to share 

 Defined common purpose and alignment (shared vision/mission) 

 Should be seen as directly useful and appropriate to work (win-win situation) 

 Team spirit promoted 

 Peer review encouraged 

 Zeal to achieve result  

 Continuous communication through meetings, seminars, publications, web, etc 

 Training and development 

 Personnel policies that support knowledge sharing 

 Challenging existing approaches through exposure to new thinking about innovation 

in managing knowledge 

 Helping make business change programs sustainable by addressing cultural and 

motivational issues around knowledge sharing 

 

At ReStral, developing the individual adds up to developing the organization, which is 

the reason behind the company‟s focus on enabling knowledge sharing in the 

organization. Individuals are encouraged to develop their knowledge and in turn, 

compelled to share this knowledge with others within the organization. Successful 

knowledge sharing affords the individual performance points, which is a sure step 

towards career advancement. 
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3.1 Sources of Data   

 

Data to be used for this study has been collected from a variety of sources including 

primary and secondary sources. Primary sources include the case study built on ReStral 

Nigeria Limited, direct interviews and Questionnaires collected from members of staff of 

the organization, while secondary sources include academic journals sourced from the 

EMERALD online library, editorials and publications, as well as online websites. 

 

As a result of the number of employees at the company that formed our main study, it 

was difficult to get a large sample size. However, the number obtained is significantly a 

representative of the overall organization population as it involves fourteen out of the 

seventeen employees working at the organization. 

 

 

3.2 Data Presentation and Analysis.   

 

The questionnaire used for the purpose of this study has been built to support oral 

interviews and discussions held at various times with members of staff from different 

departments of the organization under study.  

 

A profile of employees working at ReStral has been presented, and an analysis of the 

frequencies of the response collected from the questionnaire has been laid out to identify 

the opinion of staff as relates knowledge sharing issues within the firm. 

   

In Appendix I, we have presented a copy of the questionnaire used to gather this data. In 

the tables below, the coding system applied in entering and processing this data has been 

revealed. SPSS software and Microsoft Excel has been used in analyzing the data and in 

processing graphical representations of the trends that are shown in the frequency tables 

shown in chapter four of this study. 
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Table 1: SUMMARY OF QUESTIONNAIRE REPORT 

 

 

 
 

PERSONAL DETAILS 

 

JOB SATISFACTION 

 

KNOWLEDGE SHARING STRATEGIES 
 

 

Respondents 

(N) 

 

 

Department 

 

 

Age 

 

 

Qualification 

 

 

Work 

Experience 

 

 
Q1  

 

 
Q2  

 

 
Q3  

 

METHODS 

 

MOTIVATION 

 

FEEDBACK 
 

Q4  
 

Q5 
 

Q6 
 

Q7 
 

Q8 
 

Q9 
 

Q10 
 

Q11 
 

Q12 
 

Q13 
 

Q14 
 

Q15 
 

Q16 
 

Q17 
 

Q18 

 
01  1 3 3 4 8 8 8 3 4 3 4 2 4 3 3 4 3 4 4 3 3 3 

02 2 3 3 3 6 7 8 3 3 4 3 2 3 2 3 3 3 2 3 2 3 3 

03 2 2 3 3 8 9 8 2 3 3 3 2 3 2 3 3 1 2 3 2 2 3 

04 1 1 1 1 8 8 8 1 2 3 3 3 4 3 2 3 2 3 3 1 2 3 

05 4 5 3 4 9 9 8 4 3 2 2 1 1 1 3 3 3 4 1 3 0 2 

06 1 4 3 4 8 9 8 3 3 4 4 2 3 3 4 4 2 2 3 2 1 3 

07 2 4 3 2 9 8 7 3 3 4 2 3 3 3 1 4 4 3 3 4 2 4 

08 6 1 2 2 9 8 9 4 4 4 2 2 4 2 3 3 4 3 4 1 2 3 

09 3 2 3 5 8 8 7 1 4 4 2 0 3 2 4 2 3 0 3 0 4 3 

10 1 1 3 3 8 8 8 3 3 3 4 1 3 4 3 3 3 3 4 3 2 4 

11 4 3 2 3 7 8 8 2 3 3 4 0 2 2 3 4 2 4 4 0 4 4 

12 3 1 3 5 9 9 8 3 3 4 4 1 3 3 3 3 4 3 3 2 1 4 

13 2 4 2 2 8 8 5 3 2 1 4 1 3 1 3 3 3 2 3 1 3 1 

14 1 3 3 2 8 7 8 3 3 4 3 3 3 2 3 2 3 4 3 3 1 3 

                       



 

 

Table 2: QUESTIONNAIRE CODING 

 

 
PERSONAL DETAILS CODE 

 

Work Department 

Research and strategy 1 

Training 2 

Performance management 3 

Human Resource Consulting 4 

People Management 5 

Facilities Management Team 6 

 

Qualification 

High School 1 

Bachelors degree 2 

Masters degree 3 

Doctorate Degree 4 

 

Age 

18 to 25 1 

26 to 30 2 

31 to 35 3 

36 to 40 4 

41 and above 5 

 

Work Experience 

Less than 1 year 1 

1 – 2 years 2 

2 – 4 years 3 

4 – 6 years 4 

6 years and above 5 

SCALES CODE 

Level of Satisfaction Very Satisfied 9 

Satisfied 8 

Indifferent 7 

Barely Satisfied 6 

Not Satisfied 5 

Opinion Strongly Agree 4 

Agree 3 

Indifferent 2 

Disagree 1 

Strongly Disagree 0 
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Table 3: Classification of Questions: 

 
Q1 How do you rate your level of satisfaction with working with ReStral? 

Q2 How do you rate your contribution to fulfilling the business vision of Restral Nigeria Limited 

Q3 Employees are recognized as important team members 

Q4 Line management briefings and report sharing is valuable to communicating within the units 

Q5 Slide Presentations are sufficient to provide all information needed to carry out my duties 

Q6 I get sufficient support from my colleagues when needed to carry out my duties 

Q7 Training services I receive is sufficient to equip me with the right knowledge to work 

Q8 Brainstorming sessions has not helped to make my work very easy to understand 

Q9 I enjoy my working relationship with other  members of staff 

Q10 Management encourages proper communication  between all levels of staff 

Q11 Motivation plays a major role in my knowledge sharing capability 

Q12 I am motivated to share my knowledge with other colleagues 

Q13 I need more motivation to completely share knowledge with others 

Q14 Motivation promotes the growth of knowledge sharing in organization. 

Q15 The level of Knowledge sharing within the organization has improved on the efficiency of my job 

Q16 I am satisfied with my job because of management knowledge sharing strategies 

Q17 My contribution is valued by management 

Q18 I am encouraged whenever I contribute my idea to the success of projects 

 

 

The issues addressed within the questionnaire have been grouped into four main subject 

headings, namely, Job Satisfaction, Methods, Motivation and Feedback. These groups are 

designed to answer our research questions.  
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RESPONDENTS PROFILE 

 

A profile of respondents to the questionnaire has been presented below to show the 

spread of response received. 

 

 

Figure 2: Respondents‟ profile 

For explanation of codes, Refer to Table 2, page 53. 

 

From the profile diagram above, it is clear that ReSral has a high number of graduate 

employees with work experiences ranging from two and above. This is a plus to a 

knowledge-based organization as it helps to draw intellectual and logical reasoning skills 

together to share and deliver excellent results. It also shows that the employees‟ 

knowledge and expertise within their field plays a major role in the employment process 

at the company. 

 

In addition to the qualifications and experience, the age range within are quite close, 

which is a likely influence in communication within the organization. People within same 

age-group tend to socialize more often. 
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JOB SATISFACTION 

 

The Job Satisfaction group sets to measure the opinion of staff about the company they 

work for. This delves into such issues as how they feel about the organization and the 

level of satisfaction they derive from working within ReStral.  

 

Summary of Respondents Level of Satisfaction with Management 

 

Level of Satisfaction 

Frequencies 

Q1 % Q2 % Q3 % 

Very Satisfied 

4 

 

      28.6 4 28.6 1 7.1 

Satisfied 

8 

 

57.1 8 57.1 9 64.3 

Indifferent 

1 

 

7.1 2 14.3 2 14.3 

Barely Satisfied 

1 

 

7.1 0 0 1 7.1 

Not Satisfied 

0 

 

0 0 0 1 7.1 

 

Total 14 

 

100% 14 100% 14 100% 

Table 4: summary of responses on level of satisfaction with management 

  (Percentages approximated to one place of decimal) 

 

 
Figure 3: Job Satisfaction 

Where: 

Code 9 = Highly Satisfied, 8 = Satisfied, 7 = Indifferent, 6 = Barely Satisfied, and 5 = Not satisfied.                                   

Q1 =Question1, Q2 = Question2, Q3 =Question3 
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Table 4 and figure 3 above highlights the responses received for the questions measuring 

the level of job satisfaction within the firm. Most of the employees or 86% of the 

respondents expressed a high level of satisfaction working with the company while the 

other 14% of the respondents are either barely satisfied or indifferent about their 

satisfaction with working at ReStral Limited. 

 

It can be inferred that most of the employees are satisfied with their contribution to the 

actualization of the vision of ReStral Limited. 12 employees or 86% of the respondents 

are satisfied with their contribution and the quality of the work they put in. The remaining 

employees or 14% of respondents are indifferent rather than unsatisfied, which shows the 

involvement of every employee to the growth of the organization. It also shows that 

employees put in their best to the growth of the organization as the organization also 

perform its role towards the employees creditably. 

 

Recognition of an individual as a member of a team further improves the participation of 

such an individual in achieving the goal of a team. At ReStral Limited, management 

recognizes employees as important team members. 10 employees or 71% of the 

respondents are of the opinion that employees are recognized as important team members 

of the organization. Those that are not satisfied or indifferent fall under the minority 

group of 29%.  

 

This section shows the performance indexes of the company. The role played by the 

employees and the organization in achieving the goals of the organization. How the 

organization is involving the employees in the daily role play to actualize the vision and 

mission of the organization. The section further shows the level of co-operation between 

the employees and the organization. Most of the employees are satisfied with their daily 

routine and quality contribution to the growth of the organization.  
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METHODS 

The group of questions highlighted as methods are set to assess knowledge sharing 

methods used by Restral in order to identify the types of methods that are appreciated by 

employees and hence work better in helping management share knowledge effectively 

within the firm. 

 

Summary of Respondents opinion 

Opinion 

Frequencies 

Q4 % Q5 % Q6 % Q7 % Q8 % Q9 % Q10 % 

Strongly 

Agree 3 

 

21.4 2 14.3 7 50.0 6 42.9 0 0 3 21.4 1 7.1 

Agree 

9 

 

64.3 8 57.1 5 35.7 4 28.6 3 21.4 9 64.3 5 35.7 

Indifferent 

2 

 

14.3 2 14.3 1 7.1 4 28.6 5 35.7 1 7.1 6 42.9 

Disagree 

0 

 

0 2 14.3 1 7.1 0 0 4 28.6 1 7.1 2 14.3 

Strongly 

Disagree 0 

 

0 0 0 0 0 0 0 2 14.3 0 0 0 0 

 

Total 14 

 

100% 14 100% 14 100% 14 100% 14 100% 14 100% 14 100% 

Table 5: Summary of respondents‟ opinions on methods 

(Percentages approximated to one place of decimal) 

- For explanation of codes, Refer to Table 2, page 53. 

 

 
Figure 4: Assessment of opinions on management knowledge sharing methods 

Where: 

Code 4=Strongly Agree, 3 = Agree, 2 = Indifferent, 1= Disagree, and 0 = Strongly Disagree                                   

Q4 =Question4, Q5= Question5, Q6=Question6, Q7=Question7, Q8=Question8, Q9=Question9, Q10=Question10 
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From the above graph, different methods employed by ReStral management to share 

knowledge within the organization are highlighted. It is clear from responses received 

that some methods are favoured more than others. Majority of employees favour methods 

involving direct communications between colleagues while such popular methods as slide 

presentations are less favoured. 

 

This further highlights the point shared by the Human Resources manager of the 

company during the interview session about the company‟s culture. That it is the culture 

of the company for every employee to help one another whenever they are called upon by 

their colleagues. Eighty-six percent (86%) of the respondents or 12 out of the 14 

respondents agree that they receive sufficient support from their colleagues whenever 

they call upon their colleagues for support. By assisting one another, the employees are 

able to share knowledge and create more knowledge from the existing knowledge. Two 

(2) respondents or 14% either disagree or indifferent. This result shows that employees 

are open-minded towards one another and they are willing and able to lend a helping 

hand whenever called upon. It further shows the adaptation of employees, both new and 

old, to the company‟s culture of sharing. 

 

As a way to further improve sharing of knowledge within it, ReStral Limited introduced 

brainstorming sessions with the view to encouraging knowledge sharing among 

employees. From the responses that we gathered, only 3 employees or 21% of 

respondents agree that brainstorming sessions has not assisted them in understanding 

their functions. 11 respondents or 79% either disagree with the statement or are 

indifferent to using brainstorming sessions. How of this 79%, more than half agree that 

brainstorming sessions has helped to improve their functions and duties. This shows that 

brainstorming sessions, in a way, are really having a positive effect in the employees‟ 

performance. It could also mean that employees expect little changes to the ways and 

manners the sessions are handled, probably needing some changes to improve the 

sessions. 
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MOTIVATION 

 

Summary of Respondents opinion 

 

Opinion 

Frequencies 

Q11 % Q12 % Q13 % Q14 % 

Strongly Agree 

2 

 

14.3 4 28.6 3 21.4 4 28.6 

Agree 

10 

 

71.4 8 57.1 7 50.0 5 35.7 

Indifferent 

1 

 

7.1 2 14.3 3 21.4 4 28.6 

Disagree 

1 

 

7.1 0 0 1 7.1 0 0 

Strongly Disagree 

0 

 

0 0 0 0 0 1 7.1 

 

Total 14 

 

100% 14 100% 100% 14 100% 100% 

Table 6: Summary of response on Motivation 

(Percentages approximated to one place of decimal) 

For explanation of codes, Refer to Table 2, page 53. 

 

 
Figure 5: Motivation issues 

Where: 

Code 4=Strongly Agree, 3 = Agree, 2 = Indifferent, 1= Disagree, and 0 = Strongly Disagree                                   

Q11=Question11, Q12= Question 12, Q13=Question 13, Q14=Question14 
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In this section, we try to find the relationship between motivation and knowledge sharing 

from the point of view of ReStral Limited. Four questions were asked regarding 

motivation. In the first questions, respondents were asked if motivation plays a major role 

in their knowledge sharing capability. As shown in the result, twelve (12) respondents or 

86% of respondents agree that motivation plays a major role in their knowledge sharing 

capability. While the remaining two respondents either disagree or is indifferent.  

 

Similar patterns of result are exhibited in Q12 and 13.  Majority of the respondents agree 

to being motivated to share knowledge within the organization. Majority also expressed 

the need for more motivation in order to completely share knowledge with others. The 

final question in this section asked the respondents if motivation promotes the growth of 

knowledge sharing in the organization, nine (9) respondents or 64% of the respondents 

agreed. Four (4) respondents or 29% of the respondents were indifferent and one 

respondent completely disagree.  
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FEEDBACK 

Summary of Respondents opinion 

 

Opinion 

Frequencies 

Q15 % Q16 % Q17 % Q18 % 

Strongly Agree 

4 

 

28.6 1 7.1 2 14.3 4 28.6 

Agree 

9 

 

64.3 4 28.6 3     21.4 8 57.1 

Indifferent 

0 

 

0 4 28.6 5 35.7 1 7.1 

Disagree 

1 

 

7.1 3 21.4 3 21.4 1 7.1 

Strongly Disagree 

0 

 

0 2 14.3 1 7.1 0 0 

 

Total 14 

 

100% 14 100% 100% 14 100% 100% 

Table 7: Summary of response on feedback 

Percentages approximated to one place of decimal 

 

 
Figure 6: Feedback as the result of knowledge sharing 

Where: 

Code 4=Strongly Agree, 3 = Agree, 2 = Indifferent, 1= Disagree, and 0 = Strongly Disagree                                   

Q15 =Question15, Q16= Question 16, Q17=Question17, Q18=Question 18 
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In this section, we present the result of the final questions in the questionnaire. This we 

called feedback as it discusses the outcome of knowledge sharing within the organization. 

In the first question in this section, only one respondent disagreed to the fact that the level 

of knowledge sharing within the organization has improved on the efficiency of his/her 

job. Thirteen (13) or 93% of respondents agreed that they have contributed to the growth 

of knowledge sharing within the organization based on the job‟s efficiency.  However, 

only 5 respondents or 36% are satisfied with their job based on the organization‟s 

knowledge sharing strategies. The remaining 64% are either not satisfied or disagreed 

with the company‟s knowledge sharing strategies.  

 

In the same vein, Q17, which centered on employees contribution to the organization, 

drew not so positive response from the respondents. Only 5 respondents or 36% agreed 

that their contribution is valued by management, while the same numbers of respondents 

are indifferent and the remaining four (4) completely disagreed. In conclusion of this 

section, twelve (12) or 86% of respondents agreed that they are encouraged whenever 

they contribute ideas to the success of projects in the organization. This further shows the 

need for employees to share ideas and support growth in the organization.



 

 

CHAPTER 4 
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4.0 Findings and Discussion 

 

4.1 Introduction 

 

ReStraL Limited is a leadership and management services firm that partner with organizations 

to improve their performance, through the expansion of their thinking, planning and execution 

abilities. To achieve this feat, the firm relies on: 

a. knowledge gained from experience on the job 

b. Environmental issues and best practices 

Knowledge sharing to the company is the process of capturing and building an organization‟s 

collective expertise to fulfill its mission. Furthermore, knowledge sharing also includes storing 

and dissemination of information using appropriate medium in furtherance of the development 

of the firm, its people and the enhancement of work processes. Knowledge sharing enhances 

continuity; it is one of the ways the organization uses to ensure development and continuous 

improvement. Within the firm, knowledge sharing plays an important function by improving 

productivity through the application of learning from practice to projects and processes.  

 

4.2 Findings and Discussions 

 

The questionnaire contains 18 questions. Some of the questions were intended to understand 

the feelings of the employees so as to determine if they were biased against the organization. In 

Q1 for instance, the employees where asked about their level of satisfaction with working for 

the organization. Twelve of the 14 respondents were satisfied, one respondent was indifferent 

while the last respondent was barely satisfied. That shows the level of openness that the 

responses generated from the employees. 

 

Following the interviews held with the Human Resources Manager and a top employee of the 

organization, together with the results generated from the questionnaire that was distributed to 

the employees of the organization, we have the following as the outcome of our research. It 

should be noted that ReStral Nigeria Limited is a small/medium sized organization of about 

seventeen (17) employees. 



 

 

- 63 - 

 

Knowledge sharing from ReStral Limited perspective could be improved in the following 

ways: 

a. Line management briefings and report sharing has been found to be valuable to 

communication within the units at ReStral Limited and invariably very important to 

improving knowledge sharing. All the respondents, except two who are indifferent to 

the question, agreed that knowledge sharing within ReStral Limited has significantly 

improved as a result of these briefings and report sharing.  This is also in line with the 

comments received during the interview with the Human Resource Manager and a 

consultant with the organization.  

 

ReStral has different strategies for information dissemination, viz-a-viz knowledge 

sharing. One of such is called „the documentation process.‟ It involves the 

documentation of work, assignments and functions. This is a very important process 

to the company. All work processes as well as projects are well documented.  

 

In order to improve knowledge sharing, the firm ensures that time is allocated to 

knowledge sharing through its performance development system, also known as 

„knowledge sharing sessions’, which is carried out one hour every week. At these 

sessions, a member of staff is expected to make a presentation on topic within his/her 

field, especially on recent event or discoveries. The organization uses this as a way to 

tap from the individual‟s tacit and explicit knowledge and share such knowledge 

with others within the organization. To further support these presentations, the 

organization has a well stocked resource centre with books, journals, publications 

and reference materials dating back to the inception of the organization in 1996. The 

individual is expected to make use of the library to source for data and information 

that will eventually aid his/her presentation. Projects are completed in shorter time as 

knowledge resources is available to employees round the clock 

 

According to the firm, at each stage during a project, the company documents the 

methodology employed as well as all processes and key learning from that particular 
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project, this they do for every project the company handles. At the completion of 

every project and as part of their knowledge sharing capability, the project is 

presented to other members of the team, so they are aware and can make 

contributions that will be useful for future references. In order to further improve 

upon these projects, the project is criticized and this assist in improving the quality of 

the assignments carried out by the organization. It further helps in improving the 

methodology employed in the project as well as developing the presentation skills of 

the employees. It should be noted that non-compliance to this directives also cost the 

employee to lose performance points.  

 

In line with this is the brainstorming session. This session encourages employees to 

undertake a research on a topical issue in their area of expertise and present same to 

the company. Additionally, completed projects are also presented to the company as a 

way of improving upon such projects and for other employees to learn about the 

projects. Apart from its knowledge sharing potential, employees also derive appraisal 

points which are further used during promotion decision. Most of the employees have 

also agreed that the session has helped to improve their performance thereby lending 

more credence to the fact that it has improved knowledge sharing in the organization. 

 

In addition to the above, the respondents also agreed that the training services they 

receive are sufficient to equip them with the right knowledge to carry out their duties.  

 

b. Our discovery from ReStral Limited shows that motivation plays a vital role in the 

knowledge sharing capabilities of employees. The employees feel that motivation 

encourages them to share their knowledge willingly with others. It was also 

discovered that the organization motivates them in a way to share their knowledge 

with others. Apart from two respondents that were indifferent, the other respondents 

agreed that they are being motivated to share knowledge in the organization. When 

asked if they need more motivation to continue sharing knowledge, most of them also 

agree to need more motivation to completely share knowledge with others. 
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At ReStral Limited, motivation of employees is tied to performance management 

system and reward management system programs geared towards improving 

knowledge sharing within the organization. Being a knowledge organization, where 

every member of staff needs to know about the business of the firm and how it can 

be delivered to clients based on global best practice, in order to sustain the 

organization‟s competitive advantage, the firm decided to reward its employees for 

knowledge sharing practice.  

 

According to ReStral Limited, intrinsic motivation is one of the results of knowledge 

sharing. People know there are getting better, from their output, hence are given 

more responsibility therefore leading to capacity building and professional 

development. This ultimately leads to promotions and career advancement. 

Additionally, employees attend trainings annually in very reputable training 

institutions both locally and internationally. This, the organization affirm, improves 

the employees personal development and motivate them to share acquired knowledge 

with others. 

 

The company uses balanced scorecard to keep track of the performances of its 

employees. Balanced scorecard is “a strategic planning and management system that 

is used extensively in business and industry, government, and nonprofit 

organizations worldwide to align business activities to the vision and strategy of the 

organization, improve internal and external communications, and monitor 

organization performance against strategic goals” (Balanced Scorecard Institute). 
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Figure. 7 Balanced Scorecard 

 

According to ReStral Limited, the balanced scorecard is a performance management 

tool, which the organization uses to appraise itself. Simply put, emphasis is not 

placed only on meeting financial targets, but aligning the operational activities of the 

organization to its overall vision, mission and strategy. The balanced scorecard is 

placed on four performance indicators: financial performance, customer 

performance, learning and growth performance, and process performance. As you 

can see two areas in this balanced scorecard covers knowledge sharing, these are: 

learning and growth performance and process performance. This balanced scorecard 

is used by the organization to keep track on every employee‟s performance regarding 

their performance at work, but most especially, knowledge sharing, which is the 

focus of our interest in this balanced scorecard. The company uses the balanced 

scorecard to prepare team plans and defend team‟s achievements every year. 

 

c. There is a culture of learning on the job and continuous improvement at ReStral 

Limited. As part of its culture, the company recruits people who have insatiable 

appetite for knowledge, and no matter the role employees play in the organization, 

they are allowed to be involved in projects with the more experienced consultants 

who are so willing to teach and coach others. This is a sharing culture at ReStral 
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Limited; this culture is stressed during the induction/orientation programmers for new 

employees. The employees are aware of their roles, which include the ability and 

willingness to add value to other employees and to the whole organization as a whole. 

 

Understanding the culture at ReStral Limited makes for easy knowledge sharing as 

most activity is embedded in the culture of the organization. The role of every 

member to knowledge and knowledge sharing is articulated during the formal 

introduction of the employees to the organization. Subsequently, when the employees 

are to leave the organization, they already know that they have to document every 

project they have worked with while at the organization. This is a security measure 

taking by the organization to retain the knowledge acquired by the employee in the 

company. 

 

d. With the use of the Balanced Scorecard, ReStral Limited is already among the 

companies using knowledge sharing capabilities of employees to take promotion 

decisions in organizations. However, our research was unable to make any findings 

directly from our questionnaire on this. This area we hope that further research can 

explore. 
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CHAPTER 5 
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5.0 Conclusions  

 

In this final chapter, we conclude the research on improving knowledge sharing capabilities of 

organizations with a focus on ReStral Limited. The purpose of this research is to determine 

how organizations can improve employees‟ knowledge sharing capabilities. We also try to 

express the need for organizations to motivate employees so that employees can share their 

knowledge with others to improve productivity.  

 

Also in this chapter, we are proposing research areas that need further development based on 

our discovery from the case study developed. Our purpose has been to introduce areas that 

need more research in the subject of knowledge sharing. A number of schools of thought on 

how knowledge sharing can be developed have been published, for example, incentives to 

increase knowledge sharing in organizations; motivation of knowledge sharers; reward systems 

for knowledge sharing, et cetera. However, most of these, even though they might be backed 

by facts, do not universally trigger off knowledge sharing. Thorough research is needed to 

further explain how knowledge sharing can be improved in organizations. 

 

Knowledge sharing has played a significant role in the growth and development of ReStral 

Limited in so many ways. It has encouraged the documentation of work processes, which in 

turn has immensely increased sharing and subsequently the enhancement of output. Employees 

have access to the organization‟s knowledge pool where the organization‟s knowledge is 

stored for use and reuse. The process of use and reuse of knowledge in the firm leads to 

innovation and sustaining the organization‟s sharing culture. Work processes are documented 

and shared to enhance output. The more experienced employees are always willing to share 

knowledge and carry others along. 

 

There are many benefits of knowledge sharing to ReStral Limited. Knowledge sharing creates 

the availability of resources for entry level consultants and others for the benefit of 

organizational growth and development. In this case, employees do not need to „reinvent the 

wheel‟. Employees have a source to commence their assignments from, rather than start from 
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the scratch. Knowledge sharing‟s role also includes a continuous improvement in the 

organization‟s processes.  

 

As knowledge is being shared, new ideas and improvements help achieve organizational 

growth. With knowledge sharing, the organization is able to make decisions on promotion and 

career advancement as they understand the importance of knowledge and ability to share it for 

organizational growth. In the appraisal form of the company, there is a section called 

“competency development section”, this is where the organization records the contribution of 

each employee in knowledge sharing, which the organization subsequently use for 

organizational decision making process.  

 

However, the area of using knowledge sharing capability of employees to determine promotion 

within the organization is inconclusive and as such requires further research. A lot of questions 

need to be answered in that area. Some of the questions arising from this may include: 

 

 How should the organization measure knowledge sharing capability of the employees? 

 What factors should be considered in measuring this knowledge sharing capability? 

 

 

Finally, we believe that every organization is unique in its own way. Developing 

organizational culture with the focus of encouraging togetherness, trustworthiness and 

strategies channeled towards improving knowledge creation, innovation and sharing will 

benefit the organization in the long run. With the right programs and strategies, knowledge will 

be shared unhindered within organizations and sustaining organizational competitive 

advantage will be accomplished. 
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Appendix I: QUESTIONNAIRE 

 

 

QUESTIONNAIRE 
 

 

 

This survey is intended to analyze management knowledge sharing strategies and how its aims and 

objectives are being achieved among staff of ReStral Nigeria Limited. 

 

The result of this study will be used to support a thesis case study being developed about ReStral 

Nigeria Limited Knowledge sharing Strategies. 

 

 

 

To:   The HRM, ReStral Consulting 

 

From:  Mr. Oscar King & Mr. Glory Iyoha 
 

Institution:  Blekinge Institute of Technology, Karlskrona, Sweden. 

Master of Business Administration (M.Sc.) 

 

Thesis title:  Improving knowledge sharing capabilities of organizations: a case study of ReStral 

Nigeria Limited. 

 

This information is intended for academic purposes only. Please enter accurate details in each 

section. 
 

 

 

Best Regards. 
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PESRONAL DETAILS 

 

 
Work Department: ………………………………………………………………………. 

 

Qualification:     High School   Masters Degree 

      Bachelor Degree  Doctorate Degree 

      

Age Group:                  18 to 25     36 to 40 

                                     26 to 30   41 and above 

                                    31 to 35                    

                 

How long have you worked                Less than 1 year   4 to 6 years 

with ReStral Nigeria Limited:   1 to 2 years   6 years and above 

      2 to 4 years  

    

YOUR VIEWS ABOUT RESTRAL NIGERIA LIMITED 

Please tick             the appropriate box to indicate your level of satisfaction with the following questions: 

 

                                                 Very            Satisfied         Indifferent         Barely       Not  

Satisfied                    Satisfied    Satisfied   

How do you rate your level of satisfaction  

with working with ReStral? 

 

How do you rate your contribution to fulfilling 

the business vision of Restral Nigeria Limited 

 

Employees are recognized as important team 

members 

 

 

KNOWLEDGE SHARING STRATEGIES: 

Please tick          the appropriate box to indicate your opinion on the following questions: 

                                                 Strongly         Agree        Indifferent       Disagree       Strongly  

   Agree                                         Disagree   

 

Line management briefings and report sharing    

are valuable to communicating within the units. 

 
Slide Presentations are sufficient to provide all  

information needed to carry out my duties. 

 

I get sufficient support from my colleagues   

when needed to carry out my duties. 
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Training services I receive is sufficient to  

equip me with the right knowledge to work. 

 
Brainstorming sessions has not helped to make   

my work very easy to understand. 

 

I enjoy my working relationship with other    

members of staff. 

 

Management encourages proper communication    

between all levels of staff. 

 

Motivation plays a major role in my knowledge   

sharing capability. 

 

I am motivated to share my knowledge with  

other colleagues. 

 

I need more motivation to completely share   

knowledge with others. 

 

Motivation promotes the growth of   

knowledge sharing in organization. 

 

The level of Knowledge sharing within the    

organization has improved on the efficiency 

of my job 

 

 I am satisfied with my job because of   

management knowledge sharing strategies. 

 

My contribution is valued by management. 

 

I am encouraged whenever I contribute my   

idea to the success of projects. 
 

 

 

If there is any further details you feel will be beneficial to this study, please explain below:  

 

……………………………………………………………………………………………………… 

 

………………………………………………………………………................................................. 

     

 Oscar King and Iyoha Glory 
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