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Abstract

Knowledge management (KM) is an emerging discipline and in recent years it has
received increased attention both from academics and practitioners. At the academic
front, the major debate is over the conceptual plurality of KM. This is as a result of
the subject having its roots from various disciplines. To practitioners the subject is
attractive since it promises the management of knowledge, an abstract concept and the
most elusive one to manage. Some think KM is just another fad but the realities
experienced by multinational corporations trying to do business across cultures forces
both academics and practitioners to constantly think about knowledge management

and culture.

This thesis posits that there is such a thing as national cultures. In this work, Solomon
Islands’ national culture with its main features of multiplicity of subcultures, big-
manism, wantokism, pijin and the people’s experiences through mission work,
government and war are highlighted as providing encouragement and also barriers to

knowledge management.

Using De Long and Fahey’s four frameworks, a case study was conducted informed
by the ethnographic tradition. The study drew on methodological triangulation which
included semi-structured interviews, focus groups, document analysis and
observations. The use of multiple data collection tools was employed to ensure

convergence of data and the dependability of this work.

This study finds two important considerations. First, important knowledge is cognitive
understanding and to a lesser extent technical. Structured knowledge is not central to
KM. There are two reasons given for this view. One, due to scarcity of resources,
there is high competition for education which is regarded as cognitive knowledge,
although in practice it is structured knowledge. Two, indigenous knowing is socially
constructed and mainly exists in tacit form. Second, even when solicited, participation
from subordinates is difficult to come by. This behaviour is embedded in kastom

relating to big-manism.

This thesis contributes both to theory and practice. The main theoretical contribution

is the argument that knowledge management theorist must take into consideration the



effects of national cultures on knowledge recognition and the evaluation of knowledge
management concepts. For practitioners, an understanding of the recipient culture is
critical for implementing proposed changes. Particularly for Solomon Islands
practitioners, a special awareness is necessary from leadership to understand the
minds of workers, otherwise change interventions will always be a frustrating

vocation.
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CHAPTER ONE
OVERVIEW OF THE STUDY

Genius is more often found in a cracked pot thaa whole one.

E. B. White

1.1 Introduction

Globalisation, information communication and tedbgg (ICT) and a more liquid
workforce have created a turbulent environmentifgy organisations to seek to
capture, codify, store, retrieve and share knowdadternally to maintain
competitiveness. It has proved futile for firmanaintain competitive advantage
against their competitors that also have the sagtenblogy and resources they do.
According to Alvesson and Karreman (2001), the buag that proper knowledge

management (KM) could do the trick.

However, as many multinational corporations (MNEBaye found out, a smooth
transfer of knowledge to new cultures is easiet #zan done. In order to maintain
competitiveness, MNCs must transfer distinctivevdasalge to their foreign
subsidiaries (Kogut & Zander, 2003) and in orderifiterventions to increase their

success rates, the need for an understandingipfertcultures is critical.

This work recognises the centrality of nationakaxd. This will be dealt with in
greater detail in chapter three. Given this undexding, this research will explore
what knowledge management is in the Solomon Islandtiral context. In order to
achieve this goal, this thesis considers how celitnpacts the understanding,
creation and distribution of knowledge at the oigational level. Case study
research was conducted over five weeks in whicletifieire in Solomon Securities
Enterprises (pseudonym) was studied to identifyctiiural effects on KM practises

in the Solomon Islands.



The research question and objectives of the stuelpr@sented in this chapter to set
the direction for this thesis. An overview of thergdigm assumed for this study is
herein established to be an interpretivist workpkaying the qualitative techniques of
ethnography. Also in this chapter, brief definisoof important concepts are
provided. The background of the researcher is@tsdfied for a better
understanding of the viewpoints | hold. The remamaf this chapter highlights the
significance of this study and a brief of what eabhpter of this thesis contains.

1 .2 Research Question And Objectives

My interest in this research is to look at how ®wdm Islands’ culture acts as a barrier
to knowledge management. According to De Long aatiely (2000), culture and
knowledge are intrinsically related in organisasiohhese authors posit that any idea
expressed that does not take into account cultortdd be misleading. In this
research the framework by De Long and Fahey was tasexplore the phenomenon
of interest. The central research question is:

“How does culture affect knowledge management praates in the

Solomon Islands?”

De Long and Fahey’s (2000) meta framework provides sub-questions to ask.

These authors established four frameworks linkudguce and knowledge. They are:

How does culture shape assumptions about which leage is important?
How does culture mediate the relationships betieesis of knowledge?

How does culture create a context for social irtoa? and

A

How does culture shape the creation and adoptioewfknowledge?

By using these frameworks | wanted to achieve thram objectives. Firstly, this
study is a first in the field of knowledge manageina Solomon Islands and so the
nature of this work has to be exploratory. Cav@elahaye and Sekaran (2001, p.
108), defined an exploratory study as a study “..autaken when little is known

about the situation...” Since little is known abdut phenomenon in this particular



context, it is required that an extensive studgdmeducted to better understand the
phenomenon. However, as a former employee of the @aanisation, my many

years of experience in the institution waive tl@guirement.

Secondly, it is inevitable when conducting thiseash to make comparisons with
mainstream views, since the research tools usttdsmesearch work are borrowed
from studies conducted in the western world. Thigctive does not feature
prominently, but contrasting features that are uaitp Solomon Islands were
highlighted. Where findings are similar to the nsieaam, they were not mentioned

due to time and space constraints of this research.

Thirdly, due to my personal attachment to the @aganisation and partly to show
appreciation for the access given, this researchals aimed at providing
suggestions to management for improvement and ehanknowledge management

practices in SSE.

Although these three objectives are major, my gaperience in the case organisation

is also key to my taking a comparative and critigalv in this exploratory work.

1.3 Theoretical Perspective: Interpretivist Paradig m

This work takes an interpretivist worldview. As Buthold the assumption that
people experience physical and social reality mous ways (Cavana, Delahaye, &
Sekaran, 2001). It is assumed that the world isosaplex we can never know the
entirety of knowledge because there are countlasables in the world and nothing
is fixed, and so ‘truth’ can depend on our abildydefine shifting phenomena.
Therefore, it is assumed that there is a multigyliof reality. What is the ‘truth’ for

one person many not be so for another.



Since this is an interpretivist paradigm, it istased that people’s reality is socially
constructed. It recognises the inter-subjectiveldvahich can be described by using
concepts. While research is often aimed at progigeason to the senses, it can be
intuitive. By saying this, the presence of huncimestaphors and creativity as
legitimate ways of learning and knowing the wortdrecognised (O'Leary, 2004, p.
6) and used freely in this work. It is also assdriat qualitative research is holistic
and there is a need to study the whole, as theenbahore than the sum of its parts —
“when the relevant theory underlying the casesilitholistic” (Yin, 2003, p. 45). It

is therefore assumed that having a better undelistguof the culture can help us

better understand knowledge management practidée icase organisation.

1.4 Definition Of Terms Used

This section presents some of the important cosagged in this thesis. They provide
succinct meanings but detailed definitions and a&xgiions are also presented under

their respective headings in various sections withe body of the thesis.

Table 1: Definition of Terms Used

Terms Definition

Big-man In Melanesian society the big-marone who builds on long-term family and
group involvement, to achieve wealth and surplegiéd) production, allowing

him to pass different social grades.

Cross-functional sub-cultures such as clerical staff,

sub-cultures supervisors and managers

Culture The system of shared belieddues, customs, behaviours, and artefactshieat t
members of a society use to cope with their wonld with one another, and that

are transmitfezm generation to generation through social axtdon




Kastom Translates to culture, values, law, rules, prastared norms in English

or custom

Knowledge In simple terms, knowledge is defined astimfation plus beliefs,
commitment, perspectives, intention and actiorthis qualitative study the
contextual, subjective and relational viewhafans and the world they live in is
recognised. Nevertheless, knowledge is viewetiwally and exists in both
explicit and tacit form

Knowledge

Management the management of knowledge

Multiple numerous sub-cultures where there is no domindntreu

Subcultures

National the national behaviour and value systems

Culture

Pijin or

Pijin English a new language created by using English acal Wialects

Subculture a smaller grouping within a bigger culture

Wantokism is a rallying philosophy that brings togethercommon cause, people who are

related, those who speak similar languages, those the same area or island,

and even the coyas a whole

1.5 Qualitative Approach: Ethnography And Case Study

Qualitative researchers believe that humans arglenbeings that can be

unpredictable and put individual needs and idiosysies over any notion of

universal laws of human behaviour (Cavana, Delah&y®ekaran, 2001, p. 34).



Thus, aprimary reason for choosing the qualitative methogpis because it allows

for “more flexible meaning” than quantitative wdi&ilverman, 2005, p. 306).

In taking a qualitative approach, | chose ethndgydpecause it is the relevant
approach. This study is about understanding cultieer methods, such as
guestionnaires or surveys of some population samjat not be able to capture
contextual causal relationships because they aigrikd to observe and report a
different set of data - quantitative data, whicé distinct variables (Cavana,
Delahaye, & Sekaran, 2001, p. 35).

Secondly, ethnography is premised on the assumitadrknowledge is socially
constructed. Therefore its understanding will @hyhow close a researcher is to the
phenomenon (Goffman, 1961; Punch, 2005, p. 152a Aative of the culture, the
researcher carries an “insider” perspective (G&g®datson-Gegeo, 2001, p. 57).
Ethnography requires study to be conducted inatanal setting (Fielding, 1996;
Punch, 2005, p. 152). My role dovetailed with tleguirement.

In order to capture the underlying dynamics, metihagical triangulation was
used (Punch, 2005, p. 153). These various datagaghtechniques were used to
supplement each other and ensure dependabilityeafetsearch process, serving

to ensure credibility of the work.

Finally, had there been easy access, a look ataesases would have been preferred.
Nevertheless, this particular case was an instrtethease (De Long & Fahey, 2000)
since its peculiarity was not the phenomenon aredt; rather, Solomon Securities
Enterprises was examined mainly to provide insigtt cultural effects on

knowledge management. The results were considerdtdir transferability. The
specific case was of secondary interest. It playedpportive role, and it facilitated
our understanding of something else — culturaliéeto knowledge management.



1.6 Significance Of The Study

In the Solomon Islands, no study has previousiynlmemducted in this field at the
organisational level. Only as recently as Febr2®§7 has a firm run a two-day
workshop on the subject in an attempt to put icg@la human resource strategy that
incorporates knowledge management. Otherwise, letyd management is little

known in Solomon Islands. Therefore, this rese&adignificant for three reasons.

Firstly, to academia, this work lays a foundationfiiture research on the subject in
Solomon Islands. Continuous expansion of knowlestgktesting the frontier is the
voluntary vocation of humans. To shed more lightiag subject matter is a good
thing. Through this exploratory work, future resgears may be able to conduct

further research and develop theory.

Secondly, to learn new knowledge merely for theesafidearning may not fall within
the greatest needs of small island states. Theréfics research was designed to
provided useful tips to SSE’s management on theei@uln operation there and areas
that need improvement or changing. Whether chanljactually take place, we
might never know. However, as far as this reseercbncerned, decision-makers are

now well-informed through research about their argation.

To the wider community of practitioners, an undamsling of the cultural context in
Solomon Islands is useful knowledge. It is commpawdedge that multi-national
corporations (MNCs) are shifting their operatiomgountries such as India and China
to exploit the cheap labour, infrastructure andhtetogy (Inkpen & Ramaswamy,
2007). In a small way we also see investors conmtggSolomon Islands to tap the
abundant natural resources. The question the CEbese MNCs often face is how
to make their corporations work with these newwrel. This study is therefore
significant not only to those thinking of estabirmgip business in Solomon Islands, but
also other Melanesian countries such as Papua Neme&and Vanuatu since they

share a lot in common culturally.



1.7 My Role As Researcher

As qualitative work, it is assumed that my biasas tertainly affected my data
analysis and interpretation (Patton, 2002), andue findings were received and
presented. In order for the reader to fully underdtmy take, a paragraph on my

background is provided.

As a mature student with 3 grown children, my csitiypand desire to study has
always been there. This dream could not be realiséitithe opportunity presented
itself through a chain of events. These includeddmyestic situation, work

conditions and finally when the scholarship waslat&e, | took the offer.

Knowledge management was introduced to me foritbetime at the beginning of
the master degree coursework. In one of the siyategrses, the course outline
required completion of two major assignments. Tirgt &ssignment had an optional
component with a choice betweerergersandknowledge managemei8ince
‘mergers’ was covered earlier in the trimester sinde | wanted to start my

assignment as early as possible, | opted to dossig@ment on mergers.

However, the fascination with the material covarethe latter part of the course on
knowledge management stayed with me. From thehamsidered ways to study

this useful discipline further. | also imagined htiws subject could one day become a
part of the organisational language in Solomomiddaand possibly become the

normal way of doing things.

About the same time, | was introduced to both gtetiie and qualitative study
methods. A full trimester course on qualitativesaash made me realise that
scientific research can be both qualitative or gtetive (Cavana, Delahaye, &
Sekaran, 2001, p. 28). Given the cultural emphadisis work, | chose to conduct
research from the interpretive paradigm and theofisg@alitative tools for this work.



Since knowledge management (KM) work has not baefiesd previously in
Solomon Islands, this work had to take an exployatature and extensive
preliminary work could have been required. Howeway,22 years of employment
with Solomon Securities Enterprises provided thafidence to undertake this study
without the need for an extensive preliminary studypractice, Solomon Islands
firms do not consciously engage in the managemgmtawledge, although in the
larger organisations, information and communicatemhnology (ICT), rules,
regulations and practices have been adopted indperations as part of their

management strategies that also serve to managédddue.

All the above facts established for me, the moidbraind boundaries within which to
conduct this work.

1.8 Structure Of Thesis

There are seven chapters to this rese@hbhpter One: Overview of the Study
which is this chapter, provides an overview ofwiele dissertation framework,

content and layout. The remaining chapters arenaatlbelow.

Chapter Two: Knowledge Management Literature: This is a review of the first
part of the relevant literature. The chapter presphilosophical and theoretical
discussion of knowledge management. It providesl#imition of knowledge in
greater depth, classifications and ends with inthges understanding or knowledge.
This is a necessary requirement as it sets theedoerculture’, the phenomenon of
interest, to be introduced.

Chapter Three: Culture and Knowledge Managemenis a continuation of the
literature review but the focus moves from KM tdtere. In this chapter, culture is
defined, and then explained as various levels asamational and organisational
cultures. The roles they play as barriers to kndgdemanagement are introduced in

the form of the framework used to study this pheeoom.



Chapter Four: The Research Methodologychapter outlines the research
methodologies, assumptions, rationale for the nuilogies chosen are provided and
a discussion of ethnography and case study asrcbssgtaategies. A description of a
pilot study that was conducted to test my instrutsienalso provided. Then a
description of the methods used, namely documeralyses, semi-structured
interviews, observations and the use of focus gg@up given. An explanation of
Constas’ method of analysis is also provided. Bnéhis chapter ends with a
discussion of ethical issues, in which the questinvalidity, reliability and

generalisability are addressed.

Chapter Five: Background of Social Securities Entgorisesis the background to

the case study. This provides the reader with agieinformation on the inception,
nature, place and role of the organisation in tteemy. A brief on the

administrative structure of the organisation i®as/en. The chapter provides a
description of the expectations of various stafbbethe research was conducted and

ends with the importance of KM and culture to SSE.

Chapter Six: Analysis and DiscussionThis chapter focuses on the analysis of data
collected from SSE. It also includes discussiontheffindings of this research. In this
analysis, | discuss the data under four framewgiksn by De Long and Fahey. Each
major theme considers emergent sub-themes as sgdrbyg the three functional sub-

cultures of clerical staff, supervisory staff andmagement staff.

Chapter Seven: Research Contributions and Implicatins: This is the concluding
chapter and plays the role of tying the whole thésgether. It provides a summary of
the thesis findings, its general implications, sii@cecommendations, weaknesses
and future directions. This chapter shows how thelesresearch comes together.
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CHAPTER TWO
KNOWLEDGE MANAGEMENT LITERATURE

Ignorance is the curse of God;
knowledge is the wing wherewith we fly to heaven.

William Shakespeare

2.1 Introduction

This chapter will survey the literature on knowledganagement (KM), which often
is used interchangeably in discussion with knowéedgthough it views the subject
broadly, it is necessary since research is nevee d@oisolation (O'Leary, 2004), and
its primary objective is to inform this researchtba concepts of knowledge and
knowledge management and also to provide a sumaifidng developments in KM
thought. While it is definitely a learning opporitynfor the researcher, for other
students who might contemplate doing researchstinges as a signpost along their
own learning journeys as well. For knowledge manag# scholars, this work is far
from being an exhaustive work, but since knowledge product of human reflection
and experience (De Long & Fahey, 2000) and is eckigit the minds of each and
every individual, a word or a phrase used here trbghg enlightenment to some
aspects of the subject for any open minded pemsdrbee true willing learner. It will
take effort and a lot of humility to learn from gewho may be considered as non-
established and less ‘credible’ than oneself baitnture of knowledge is such that it
is never an esoteric discipline restricted to acgdkew (Alvesson & Karreman, 2001).
In Grant’s (1996, p. 110) words, knowledge basyaal“that which is known”. This
sets all humans as equals on a level playing @aléd ‘knowledge management

discipline’.

In this chapter, | will sketch knowledge managenignkooking at theérigins of
Knowledge Managemeas a discipline, the@onceptualising Knowledgarough
bringing the philosophical foundations, otology amistemology of commentators,

understandingKnowledgan Knowledge Managemetitrough various disciplines
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such as Engineering, Psychology, Economics antlyfijldanagement. Then the
thesis will briefly explore the concept bfanagement in Knowledge Management
consider th@®©xymoron Nature of Knowledge and Managemieak at the various
Knowledge Management Taxonomiglat is tacit, explicit, knowledge
internalisation and externalisation and also othessifications. The economic view
of knowledge under the headikgowledge is an Organisational Assetl be

revisited by looking at the resource-based thebth@firm and the knowledge-based
theory of the firm. A balancing view will be expéat under the headirgnhowledge is
a Processand finally this chapter will briefly introdudadigenous Knowledgé\n
understanding of indigenous knowledge is imporgmnit informs the reader of the

lens wherewith respondents use to interpret tleaility .

2.2 Origins Of Knowledge Management

Knowledge Management is an emerging field of stwtich has its roots in various
theoretical frameworks ranging from philosophy andchputer science to economics
(Alvesson & Karreman, 2001). By comparison to oftieciplines, knowledge
management has relatively few works published sif®d#5, when its importance to
competitive advantage was becoming recogniseccetaal organisational asset
(Nonaka & Peltokorpi, 2006).

In the modern age, firms find it difficult to ma&&in competitive advantage since
competitors can easily and quickly copy their piddwr technologies. So, they
register their inventions or knowledge as intellettcapital in copyrights, patents and
trademarks to ensure that the competitive edgepbegess lasts a little longer.
Knowledge, especially tacit knowledge however iiadlt to copy since it is
embedded in individuals. The argument is thatig thcit knowledge, plus explicit
knowledge are managed and transferred across anisagjon, the firm can create
leverage and can attain a competitive edge. Knaydedanagement became a means
to an end, the end being competitive advantagenéR&Bryson, 2007). The
popularity of knowledge management has been ecegasing especially over the

last two decades to practitioners and also in an&jevhich has helped to form
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knowledge management as a new expertise area @90I0), therefore creating a

separate discipline (Grossman, 2007).

There have been debates whether knowledge managenmen just another fad and
soon will disappear. Donaldson (2001) and Gu (2@0hk that the concept is
attractive to academics since it deals with ingdllal discourse and lies within their
sphere of competence. It provides a new relevamea bld subject and promises a
future of debates and discourses on familiar golestand terrain. Suddaby and
Greenwood (2001) on the other hand, believe tleptpularity of knowledge
management is as a result of good advertising hgudting firms. They maintain that
this skilful advertising has made KM attractive apgpealing to practitioners because
it promises the management of knowledge, an alistoacept and a most elusive one
to try to manage. Literature however, shows timaedge management has
outlasted many fads and the prospects are thal tamtinue this trend for many

more years to come.

The concepts dinowledgeandmanagemerntiave been around for a very long time
(Alvesson & Karreman, 2001; Hansen, 1999; Vine,Z06ince the early Greeks
(knowledge) and Egyptians (management), but onedessnwhy knowledge
management had not been discovered as a discgaomeer, say in the seventeenth
century, the Age of Reason or even at the turhetwentieth century. Empson
(2001) sees the importance of knowledge manageatéhis particular time period
(the last three decades) as opposed to other emeds, for several reasons. At the
practical level, capital and labour-intensive firhe/e dwindled and been replaced
with more information-intensive firms. Secondlyethise of technological
development has created the need to exploit orgtmial knowledge sources. Thus,
firms shifted their total reliance from the tangilb explore intangible assets, such as
intellectual capital and knowledge from the useahputers and other new

technological inventions.
At the theoretical front, Empson (2001) maintaimat two concurrent developments

have pushed knowledge in to management literatMhéle the resource-based view

of organisations sees knowledge as the criticalne® to creating competitive
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advantage, post-modernists really challenged the@and meaning of knowledge in
organisations and society. The debate on knowletlggagement is across
disciplines, epistemology and paradigm boundart@em these debates emerged two
general taxonomies of knowledge focus. Some vieswkadge as ‘asset’ and others
see it as a ‘process’ (Amit & Schoemaker, 1993; K@y Zander, 1996; Spender,
1996). These two major classifications have intediacademic debate and

discourse ever since. These views will be explanedore detail later in this chapter.

2.3 Conceptualising Knowledge

Since the ancient Greeks, like Socrates, PlatoAaustbtle, the philosophy of
knowledge has been debated without reaching a nsns@f what it is and means
(Grant, 1996). The word “epistemology” comes frdra Greek worepistemevhich
meansknowledgeor scienceg(Parry, 2003). Epistemology is the branch of polohy
concerned with the nature of knowledge, beliefsl, lamwing how we know. While
Socrates and Plato viewed knowledgeljgcts Aristotle made the distinction
between certain knowledge which was basegdrobability. For example, if you said
something nasty to someone, you do not know whethat you said would anger or
not anger that person. This type of knowledge (abdly) applies in politics,
psychology and ethics. This is in comparison teobknowledge such as in maths
which when you add one and one, it will always giee a definitive answer, two. It
is however, in the recent last two decades thatebergence of the interest in
knowledge has come to the forefront in conjunctiath the new discipline of
knowledge management (Grossman, 2007). In thetheeg paragraphs | will further
explore the knowledge concept and the philosophvealdviews on ontological and

epistemological paradigms.
2.3.1 Philosophical Foundation

In the earlier years when knowledge managemeniptiise emerged, its roots were
predominantly economic and these scholars heldsaiyist paradigm. According to
Nonaka and Peltokorpi (2006), scholars such aseBamnd Morgan (1979) and
Mitroff and Mason (1982) are among some of those lebked at the ontological and

epistemological nature of knowledge in some deptie. discipline of knowledge
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management has had two streams of philosophicaratahding of knowledge on a
subjective-objective continuum. Positivism hadatsndations in the natural sciences
and has had a long influence on the social scienitbsts objective view of social
reality. On the other side of the ledger, interpretn such as phenomenology places

emphasis on subjectivity.
2.3.2 Ontology

The positivist ontological view is that research&ssume objectivity in their approach
and that science can measure and simply “mirrothfrusually by a privileged few
(Cavana, Delahaye, & Sekaran, 2001). This “trushdut there and only needs to be
discovered. Researchers aim to discover thesengaiMaws that can be used to
predict human activity. From this worldview, theura of knowledge is understood
to be a functional resource, representing a ‘trathé subject matter and/or a set of
principles for dealing with social phenomena (Ab@s & Karreman, 2001; Spender,
1996). In Nonaka’s (1994) terms, knowledge istified true beliefs’, thus
underscoring truth and principled justification.

The interpretivist ontology on the other hand, dbesworld as intersubjective and
connected and that science can be used to reps®gpts. This is often done
through the social construction of reality (Non&kReltokorpi, 2006). The knower
seeks to uncover the socially constructed mearfingatity as understood by an
individual or group (Cavana, Delahaye, & Sekar&@13. Blending the view that
knowledge is a functional matter with the sociatstouctionist view of knowledge
can create confusion. This confusion stems fromrtthgence of the Cartesian
distinctiont between knowing subjects and the knowable objedtih raises the
problem that in social reality the knowable objieca large extent is found in the
knowing subjects (Shotter, 1993).

! René Descartes was a French philosopher, mattematientist and writer. In philosophy he was
known for the concept of dualism in which he mauke distinction between a human body working as
a machine and soul or mind which was a nonmatenitity which lacks extension and does not follow
the rules of physics. The mind controls the phydicaly but sometimes the irrational body influences
the rational mind.
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2.3.3 Epistemology

Positivist epistemology argues that researcherglsabbof from the research subjects
so that discussions can be made objectively. Tleay dny influence of the subject
and claim a value free study (Cavana, Delahayegekafan, 2001). In the KM
discipline the earlier views such as Wicks andceRran (1998) were from a positivist
paradigm and therefore knowledge was viewed asaxglodified and a material
functional asset. These also included the resodrassd view which basically
regarded knowledge as a firm’s resource (Barh®9]1; Penrose, 1959; Wernerfelt,

1984) that is valuable, rare, inimitable and orgational in terms of its sustainability.

In contrast, interpretivists and this work arguattknowledge and social entities
cannot be understood as objective things. Theyeptescontextual, subjective and
relational view on humans and the world they IwéNonaka & Peltokorpi, 2006).
Knowledge is tacit and scholars would not get Eefidppreciation of knowledge
unless they dig deeper into the reasoning and statetings of the subject. The
researcher must interact with the subject to aeh#efull understanding of the
subject’s world (Cavana, Delahaye, & Sekaran, 200iich of this tacit knowledge

is embedded in the mind of the knower but he omshg not even be fully aware of
that knowledge (Sveiby & Simons, 2002). It therefoequires researchers to employ

richer research techniques than standing alodifetable to capture tacit knowledge.

2.4 Knowledge And Knowledge Management

The term “knowledge management” has entered thedeof management studies
since the 1990s (Grossman, 2007). However, itsidiei is not a simple matter.
Peter F. Drucker (1993) the management guru exptam shift in the definition of
knowledge from ‘being’ to ‘doing’. In other wordthe concept of knowledge shifted
from abstract (why the world exists), to practigaw to do something). This is an
example of what is predominantly the misnomer afoepts. Alvesson and Kéarreman
(2001) claim that much of the literature, when depWith the subjecknowledge

managemerdctually focuses on tHaowledgeaspect of the discipline only. This is
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further discussed in this chapter under the se¢@xymoron Nature of Knowledge
and Management”. Since this research is not airhdteae philosophical debates, the
researcher will use these conventional terminokgaethat knowledge and
knowledge management are for most part used irdageably unless clearly

expressed otherwise.

There are so many views of knowledge today ancetiseno universally agreed upon
definition (Grant, 1996). There are however, twganaorldviews of knowledge;
positivist and interpretivist (Spender, 1996) payat that have already been
discussed under the sections “Philosophical Foumust “Ontology” and
“Epistemology”. Much of the literature views knowlltge from a positivist
epistemology except for a few scholars such asddedsid Winter (1982), Spender
(1989), and Nonaka and Takeuchi (1995), who haviatarpretivist take (Spender,
1996). Positivist theory of knowledge gives littlensideration to the problematic
nature of knowledge. To positivists, tenable knalgkeis the result of scientific
analysis. Some of the more common views will beflyricited here to give us an

insight into those definitions these disciplinegsédaf knowledge.

2.4.1 In Psychology

There are a range of views of knowledge in psyahgldepending on what branch it
is observed from. In behavioural psychology, knalgkeis considered as a mass of
“stimuli-response” relationships. A classical exdenp Pavlov’s well-known
experiment with conditioned reflexé$n cognitive psychology, the human intellect is
viewed as a processing system and it attemptsderatand mental process by
recognizing this system. Here, there is classibcabf memory into three categories:
sensory, short-term, and long-term memory. Longiteremory is recognised as the
storage of knowledge although by the 1970s thisalobf thought began to decline as

this definition was too simplistic an explanatidrttze instrument of human cognition.

2 lvan Petrovich Pavlov (1849-1936) was a Russiaysislan who contributed to many areas of
physiology, neurology and psychology. Most of hiorks involved research in temperament,
conditioning and involuntary reflex action. While easuring dog’'s saliva he discovered the
phenomenon of “conditioned responses”.
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The Piagetian school in the theory of cognitivealegment defines knowledge as
actively constructetand humans have cognitive structures and that leuige is
constructed through adaptation of cognitive stmeduo the environment. According
to Ernst von GlaserfeltiJean Piaget is "the great pioneer of the constisictheory

of knowing".

2.4.2 In Information Technology (IT)

Often in IT, codified knowledge is emphasised andwdedge is something that is
“integrated into” such things as the manufactupngcess itself, resulting in workable
solutions and procedures to improve the produgtirmcess (Abdelkader & Noor,
2006, p. 17). This view is similar to the enginegrview of knowledge. For example,
‘knowledge engineering’ is the term used for thetemisation of knowledge which
originated with the Heuristic Programming ProjédP@) in Stanford University in
1965. This system was developed so that it coalusplant expert knowledge onto
computers. It could however, only deal with “rufefmula — if A, then B — which is a
limited ability problem-solving system. The objeetiwas to grasp knowledge
systematically and utilise it effectively. To engers and computer peopksowledge
was “that which can be stored and sorted in a Wal/dan be readily accessed when

needed®. This is the positivist view of knowledge.

2.4.3 In Economics

Knowledge is considered a valuable resource ofitimeand so it can be stored,

retrieved, managed and used to create competitivendage over rivals (Retna &

3 Jean Piaget (1896-1980) was a Swiss philosoptiepsychologist who developed the new fields of
science called developmental psychology and geepttemology.

* Ernst von Glaserfeld is a philosopher and cybésiaet and is a proponent of radical constructivism.
He is Emeritus Professor of Psychology at the Usitye of Georgia, Research Associate at the
Scientific Reasoning Research Institute, and Adjirofessor in the Department of Psychology at the
University of Massachusetts, Amherst. He is a memobéhe Board of Trustees, American Society of
Cybernetics, from which he received the McCullocknvbrial Award in 1991; and a Member of the

Scientific Board, Instituto Piaget, Lisbon.

® The original quote is from Information ProcessBaciety of Japan (Ed.Knowledge Engineering
Ohmsha, 1987, p.4.
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Bryson, 2007; Sveiby & Simons, 2002). More of thisw is covered below under the

section “Knowledge as an Asset”.

2.4.4 In Management

Since this paper is a Management paper, | will@late on the management
perspective of knowledge in greater depth thandlodser disciplines already briefly
explained above. A popular starting point in adbliterature is to distinguish the
difference betweedata informationandknowledge

2.4.4.1 Data

Mostly in IT literature, people want to start byfdrentiating data, information and
knowledge. Often data is taken to mean the raw rusplbacts, images and sounds
derived from observation or measurement (Alavi &doer, 2001; Nonaka, 1994).

These often are symbols that are meaningless d@ratnamged in any shape or form

such as the list of clients in a firm.

2.4.4.2 Information

Information to Nonaka (1994) represents data thatlieen arranged in a meaningful
way. The general interpretation of this is in theaming of that which particular
information represents. There is however, debatethen this ‘meaningful way’ is
really in meaning or in some other way. Zack (199916) thinks ‘meaningful way’
here refers to a meaningful context rather thannmnegan itself, and often in the form

of a message; whether it be oral, written or in satier form.

2.4.4.3 Knowledge

Knowledge is different from information. Vine (200defines it simply as
information plus action. Nonaka'’s definition is niumore than just information plus
action. It is about beliefs, commitment, perspadj intention and action (Nonaka,
1994). This brings in a whole broader perspectiveowver cultural context, belief

systems and tacit dimensions. Dependent on corteatyledge is a resource that is
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always located in an individual or a collective gpnbedded in a routine or process, in
language, stories, concepts, rules, and tools. kedye results in an increased
capacity for decision making and action to achiswae purpose (De Long & Fahey,
2000). Taking this broader definition of knowledggs research will bring out an
indigenous epistemology; combining the expressaiisowledge of the subjects

and captured by an indigenous researcher; the pratiould be purposeful meaning

and would be available to those that want to opendthin Solomon Islands.

2.5 Management In Knowledge Management

Management has been around since the early Eggptiaare various works was
codified and distributed to build their pyramidghsixes and in fact their whole
civilisation. The keen interest in Knowledge Managat has only become a
discipline in around the 1990s (Alvesson & Karrep2001; Grossman, 2007). In the
study of KM , people typically are more interestedocussing their literature on
knowledgebut notmanagemenfAlvesson & Karreman, 2001). While there are
taxonomies in knowledge, there is hardly any cfecsdion of Management in KM
literature. It is obvious that there is a tendeang a conscious effort to explore the
concept of knowledge but there seems to be noeisit@n giving balance to the idea of
management. Gore and Gore (1999) and (Hansen,&\@hiliierney, 1999) seem to
believe that management to researchers is a sdiémvconcept and unproblematic or
irrelevant (Cook & Brown, 1999; Lam, 2000; Naha@#eGhoshal, 1998) and

therefore needs no explanation.

Nonaka (1994) however, highlights the problemasiture of managing knowledge
and its creation. Since knowledge is inherently edaed in individuals, who
themselves have no way of explaining or descritivag knowledge, it must follow
that decision makers who are charged with the respiity to manage this most
important organisational resource must find itidifft, if not impossible. He
considered the link between management practic&m@owledge creation in an
attempt to manage knowledge and its creation. Hewdae did not attempt to
theorise on whananagemens (Alvesson & Karreman, 2001) in knowledge

management. This is a problem faced by many schataat has been so far avoided.

20



2.6 The Oxymoron Nature Of Knowledge And
Management

The terms Knowledge and Management are contraglicidheir nature and this
creates difficulty for researchers, often leadimgm to concentrate on Knowledge but
not Management. Alvessoniarreman (2001, p. 1000) quote Gore and Gore
(1999), Hansen et al. (1999), Cook and Brown (1988 (2000), and Nahapiet and
Goshal (1998) that much of the academic debatalsedurse on KM has

highlighted the knowledge side of the disciplingé bas neglected or considers the
management side to be well-covered by other manageliterature and definitions,
or that management is seen as unproblematic, feewdent, and does not warrant
their time. This view assumes that all readers thgeequisite knowledge of what
management is and is all about. This is far froerdality. According to Alvesson &
Karreman (2001), knowledge management should bet @oonmunication. The more
knowledge is restricted, the less it will be untlmvd. Conversely, enlightenment,
understanding or knowing increases with increasaaheunication. Where
restrictions are put into place, it creates a neg&a® or place/space and context
(Anthes, 1998), for an esoteric readership, thdisadimg the purpose of knowledge
creation, sharing and appropriate action; or ireotords, management.

Some scholars view the study of KM as a ‘mixed-haighout a coherent theoretical
base (Donaldson, 2001; Nonaka & Peltokorpi, 200@haka, Toyama, & Konno,
2000). The ontological and epistemological debats the years has kept academics
apart. This has been the result of KM having itdgan various disciplines so that
there has been no consensus on its definition. FHe@searchers such as (Alvesson &
Karreman, 2001; Donaldson, 2001) take a pragmppeoach, leaning toward
interpretivism in the hope of providing some bakareor example, Polanyi (1967),
Kogut and Zander (1996), and Wicks and Freeman8)129gue that since meaning
emerges from subjective experiences, tacit knovdesdtgpuld take precedence for

study.

®Bais a concept originally proposed by the Japane#esgipher Kitaro Nishida and further developed
by Shimizu.Bain Japanese roughly translates into the Englistusvtplace” and “space”.
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However, knowledge is not all tacit or all expliditonaka and Toyama (2005) drew a
balance between explicit knowledge, which is stddibjectively, and tacit
knowledge, which must be viewed from an interpistiparadigm. Taxonomists

make classifications in order to reduce complexcepts into small enough categories
where they can be comfortable to work with and atstoward an attempt of sense-
making. The tacit and explicit dimensions of knadge are not mutually exclusive
but rather complementary (Nonaka & Toyama, 2008)saholars should learn to
think outside their own little box in order to bedo appreciate the enormity of the
subject. In this thesis, | will take a pragmatipegach from an indigenous
epistemology which views knowledge holistically (l@e & Watson-Gegeo, 2001, p.
59).

2.7 Knowledge Management Taxonomies

Knowledge Management is often categorised in twodimensions: focus and
source (Nonaka & Peltokorpi, 2006). The focus dism@m is further divided into two
categories; tacit or explicit form. On the othentdd@ource refers to where the
knowledge originates from; internal, organisatios@lirces or external resources and
individuals. These various classifications arelfertexplored in the following

paragraphs.

2.7.1 Explicit Knowledge

In the early stages of knowledge management comtog discipline, the view was
mostly positivist and when knowledge was refergdttwas actually explicit
knowledge (Alvesson & Karreman, 2001; Nonaka & éladtpi, 2006). Explicit
knowledge is codified knowledge (Kogut & Zander9éPor knowledge embedded in
artefacts such as rules, regulations, IT hardwadesaftware etc, and is easy to
articulate (Hedlund, 1994) and can be shared fdymaald systematically. According
to Nonaka and Konno (1998) “Explicit knowledge tenexpressed in words and
numbers and shared in the form of data, scierftfimiulae, specifications, manuals,

and the like”. This is quite a contrast to tacibWwledge.
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2.7.2 Tacit Knowledge

Tacit knowledge is knowledge embedded in individuadinds and being abstract,
cannot be fully explained nor understood by theviddal (Polanyi, 1967).

According to Nonaka and Konno (1998, p. 42) taoWwledge is highly personal, not
visible and difficult to express. It is “deeply ted in an individual’s actions and
experience as well as in the ideals, values, ottiem®he or she embraces”. They
further propose that tacit knowledge can be cleskif two dimensions: the technical
and cognitive dimensions. The technical dimensefars to “know-how” or informal
personal skills or crafts. The cognitive dimensionthe other hand “...consists of
beliefs, ideals, values, or emotions...” Althougfrsitifficult to express this cognitive
dimension of knowledge, it is the part that “...shafiee way we perceive the world.”
(Nonaka & Konno, 1998, p. 42). According to Sve#imd Simons (2002, p. 420),
knowledge “...is not a discrete object...” and thattiest valuable knowledge is
embedded in people and so difficult to transfesinigt the immediate context that it
becomes a major competitive advantage. In Davenpert.ong and Beers’ (1998, p.
43) view, knowledge is “...information combined wekperience, context,
interpretation, and reflection. It is a high-vafeem of information that is ready to
apply to decisions and action.”

In summary, it must be mentioned here that thed®asialso expressed difficulty in
distinguishing between the two at times. In its@@st definition and for the purposes
of this research, tacit knowledge can be said taldstract information that is given a
context, applied with experience for a specificquge and is embedded in an

individual, sometimes without that person knowirmgvtto explain it.

2.7.3 Knowledge Internalisation

Internalisation of knowledge refers to the conwvardrom explicit to tacit knowledge
by the organisation, which is closely related to tfaditional notion of learning
(Nonaka, 1994; Nonaka & Takeuchi, 1995). In an piggtion context, one has to
identify the knowledge relevant for oneself anddarn-by-doing’ (Nonaka &
Konno, 1998). This learning-by-doing helps the wdiial to tap into the

organisational knowledge realm.
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In practice, internalisation relies on two dimemsioFirst, explicit knowledge has to
be embodied in action. So, the process of intesimgliactualises concepts about
strategy, motivation and tactics of the organisati®econd, through the act of
experimenting or simulation, knowledge is triggemethe knower. So, it is only

through ‘doing’ that learning actually takes place.

2.7.4 Knowledge Externalisation

Externalisation requires tacit knowledge to be egped in easily understood forms in
order to be comprehended by others. In order fatrtthhappen, the individual must
commit to the group; become one of them, then carnkie embedded tacit
knowledge into explicit knowledge (Nonaka, 1994 nidka & Konno, 1998; Nonaka
& Takeuchi, 1995). In practice, dialogue is an effifee way of transmitting tacit
knowledge. During the processes, ambiguities amotradictions between individuals
and the structure, or between individuals, areadbout through synthesis (Nonaka &
Toyama, 2003).

2.7.5 Other Classifications of Knowledge

Besides the existence of knowledge in tacit oriekgbrms, in practice, at the
organisational context, knowledge exists at iraligl, group and organisational
levels (De Long & Fahey, 2000). This will be dissad further in the next chapter.

2.8 Knowledge Is An Organisational Asset

To understand the concept of viewing knowledgenagrganisational asset, we must
go back to its roots in economics. Traditional méronomics is viewed as two
branches, the theory of the consumer (ToC) anthéhary of the firm (ToF). The

ToC studies consumption by utility-maximizing ageahd the ToF studies the supply
of goods by profit-maximizing agents. The coundetpo the supply and demand for
goods is the supply and demand for labour by coessiand firms. The underlying
objective of the theory is that firms combine quizag of production factors in order

to produce outputs and those outputs are pricedalddor profit (Pass, Lowes, &
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Davies, 2005). The most important construct ofttie®ry of the firm is the resource-

based view.

2.8.1 Resource-Based Theory Of The Firm

The resource-based view (RBV) argues that firms@ssresources, a subset of
which enables them to achieve competitive advantage a subset of those that lead
to superior long-term performance. While converdlanicroeconomic’s theory of

the firm assumes that all firms are equally endowid resources, the Penrose
(1959) RBV postulates that all firms differ to iegter or lesser degree. Resources
that are valuable and rare can lead to the creafioompetitive advantage (Barney,
1991). Barney also believes that advantage candiaised over longer time periods
to the extent that the firm is able to protect agaresource imitation, transfer, or
substitution. In general, empirical studies usimg theory have strongly supported the

resource-based view.

2.8.2 Knowledge-Based Theory Of The Firm

According to Cooper, Argyris and Starbuck (200%) kinowledge-based theory or
knowledge-based view (KBV) of the firm regards kiesge as the most strategically
significant resource of the firm. Its proponentguer that because knowledge-based
resources are usually difficult to imitate and atigicomplex, heterogeneous
knowledge bases and capabilities among firms a&endgor determinants of
sustained competitive advantage and superior catp@erformance. This knowledge
is embedded and carried through multiple entitietuding organisational culture and
identity, policies, routines, documents, systems, @mployees. Originating from the
strategic management literature, this perspectiMe$fupon and extends the
resource-based view of the firm (RBV) initially pnoted by Penrose (1959) and later
expanded by others such as Wernerfelt (1984), Baa#91) and Conner (1991)

Although the resource-based view of the firm recogmthe important role of
knowledge in firms that achieve a competitive adaga, proponents of the
knowledge-based view argue that the resource-hzersgective does not go far

enough. Specifically, the RBV treats knowledge gereric resource, rather than
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having special characteristics. It therefore dassdistinguish between different types
of knowledge-based capabilities (Spender, 199&)rimation technologies (IT) can
play an important role in the knowledge-based viéwhe firm in that information
systems (IS) can be used to synthesize, enhantexgedite large-scale intra- and
inter-firm knowledge management (Alavi & Leidnef(). Special attention and
focus on these technological advancements therefast be used to capture that
competitive edge. Interpretivists however, do res knowledge as an asset that can

be acquired, stored, retrieved and used, but ratharprocess.
2.9 Knowledge Is A Process

Researchers who hold a collective-level perspeemaphasize the socially
constructed nature of knowledge (Brown & Duguid)20Nahapiet & Ghoshal,

1998; Nonaka, 1994; Tsoukas, 1996). Proponentsi®iiiew argue that knowledge is
held collectively and that it is a result of contrus social interactions. People do not
just “learn about” , they also “learn to be” (Brun&996). This learning does not just
involve acquiring “knowledge about”, but it involy&nowing “how” to respond in a

socially acceptable way.

In this social environment, the knower must be ptax by the group in order to
respond in an acceptable and appropriate manneexample, a person does not
become a lawyer by speaking like one (Ibarra, 199®)r she must be accepted by
the group and proven to have the skills and abilitye group then confer the title of a
lawyer on that individual. Learning involves hovetlearner sees the world and also
how the world sees the learner (Brown & Duguid, PO&ven learning the most
simple tasks takes place in the individual’'s hegichpn, 1986) and is an intrinsically
social and collective phenomenon. While the legymiself may be simple, the social
dimension is complex (Brown & Duguid, 2001). Thasocial context in
organisational learning involves the firm as a véhanmediate colleagues, relevant

disciplines as well as external social forces.

According to Nonaka and Konno (1998) there needisetaba or spaceThere has to

be shared space for relationships whether it isiphi; virtual, and mental, or a
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combination. They go on to say that knowledge ibeded irba. In socialisatior
and through what these scholars refer toamsbination® knowledge is captured.

These processes have a spiralling effect, propagatore of knowledge creation.

Knowledge, specifically tacit knowledge, is embedidethe mind and body of an
individual and, when required, is put into actiblowever, it is not individual
knowledge that determines competitive advantagthdRait is group or
organisational learning ibearning Organisation$LO), through socialisation and
combination that create shared knowledge, whichlies leverage, and in turn

competitive advantage.

2.10 Indigenous Knowledge

When a knowledgeable old person dies, a wholerjbdésappears.

An old African proverb

Having looked at knowledge and knowledge managemtesame length | will now
consider knowledge through the indigenous lensrdier for us to better understand
what is meant by indigenous knowledge, | must nefineg the word “indigenous.”
According to Berkes, Colding and Folke (2000, (12 from the beginning the word
“Indigenous”, sometimes used interchangeably wittatlitional”, has ideological
connotations of people who do not conquer or noregeans, people who were
colonised, savage and static, who had no powewane devoid of strength. Power
defines knowledge, and not to have it was to bergmt. These ignorant peoples
include those from Africa, North and South Ameracal Oceania (Maurial, 1999).
Colonisers simply assumed that these people lakkedledge. But far from the
truth, indigenous peoples have their own systenknoiing (Harris & Wasilewski,
2004) that has served them for thousands, if nthioms of years, to live successfully

in their own environments.

Indigenous knowledge according to Maurial (1999)yeople’s cognitive and wise

legacy as a result of their interaction with natara common territory. Indigenous

" Socialisation refers to the joint activity betwagerople resulting in knowledge creation.
8 Combination involves the conversion of explicibkredge to more complex sets of explicit
knowledge through communication and diffusion pescend the systemisation of knowledge.
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knowledge idocal, holistic andagraphd. It is local because it involves relationship
in families and communities. The people are aabthe knowledge, unlike western
knowledge that is stored in archives and laborasoiindigenous knowledge is totally
immersed in a culture and is embodied in folklaml traditions, language, flora and

fauna, ways of doing things and the general enwemt.

Indigenous knowledge is holistic because it isbroken down into disciplines such
as religion, economics, politics, law and so on smdorth. Knowledge is one and is
produced and reproduced in relationship betweerangrand the nature around.
Fully appreciating indigenous knowledge takes place cultural “wholeness”.
Finally, indigenous knowledge always takes placeral oragraphaform. It refers to
societies that do not have written cultures orrahitlinvent written text. In reality,
these cultures have their own written stories whihrecorded through paintings,

engravings and carvings.

Solomon Islands is one such society. Accordingegésd and Watson-Gegeo (2001,
p. 62) “all knowledge is subjective knowledge” ahdre is no detachment of the
knower from the known as in mainstream Anglo-Westssjectivism. Furthermore,
Gegeo and Watson-Gegeo (2002, p. 381) define indigeepistemology as “a
cultural group’s way of thinking and creating, {ogmulating, and theorising about
knowledge via traditional discourses and mediaoofimunication, anchoring the
truth of discourse in culture.” It goes to sayttimaigenous knowledge cannot be
divorced from culture. How indigenous knowledgeyplaut in culture will be further
explored in Chapter Three.

2.11 Summary

Although the concepts of knowledge and managemneré heen around since the
early Greeks and the Egyptians, it was not ungilti90s that the two words were put
together to form the discipline now known as Knadge Management. Many of the
early studies such as Penrose (1959), Wernerfe®4(1 Barney (1991), and Wicks

and Freeman (1998) in knowledge management hedditiyist worldview and were

° From Greek word meaning unwritten form accordmdyterriam-Webster Online Dictionary.
http://www.merriam-webster.com/dictionary/agrapha

28



predominantly from economics backgrounds where kedge was regarded as an
asset that could be stored, retrieved, and utilisenleate competitive advantage. The
proponents of this view used technological advamserduring that time to facilitate
the management of knowledge. After a while howgetavas realised that IT alone
could not create that competitive edge because thalso a tacit dimension to

knowledge.

The second wave of scholars concentrated on ttitsdianension (Brown & Duguid,
2001; Nahapiet & Ghoshal, 1998; Nonaka, 1994; Tasuk996), which is knowing-
by-doing. Tacit knowledge to them is a processiamdten difficult to express
because it is embedded in the minds and bodieslofiduals and is simply expressed
at specific moments in context. It covers a veadrspectrum to include belief
systems, commitment, values and emotions. The pee of this view posit that
since tacit knowledge is embedded in humans, it fielisw that this type of
knowledge is socially constructed. It is througbsi social interactions that new
knowledge is created and transferred to the receifte, in turn, applies some action

to create leverage and therefore competitive adgent

Finally, this chapter has explored indigenous kmealgk. In indigenous knowledge,
there is no distinction between codified and tkotwledge, rather knowledge is
viewed holistically. In indigenous understandingpwledge is a result of social
construction within a local context and mostlyiisated through verbal interaction.
Indigenous understanding is a direct result ofcthleure. The next chapter will
explore culture and how it affects knowledge managd in the Solomon Islands

context.
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CHAPTER THREE
CULTURE AND KNOWLEDGE MANAGEMENT

A people without the knowledge of their past historigin and culture is like a tree
without roots.

Marcus Garvey

3.1 Introduction

The previous chapter provided the foundationatdiiere on knowledge management
(KM). This chapter will explore literature on culeuand how it affects KM praxis in

general and also in the Solomon Islands contexd.dtgued that culture provides the
context for knowledge creation, sharing and useaitt become a stumbling block to

any good knowledge management strategy.

In order to understand culture, in this chapt&edinition of Cultureis provided and
then a brief on howulture affects Knowledge TransfeA short description of how
culture affects international businessalso provided and then the ideaNstional
Culture is explored and how it affects knowledge managérpeactices. The next
section discusses thifeameworkused in this study and how organisatiooalture
shapes the assumptions about which knowledge i®riamt, the relationships
between levels of knowleddke context for social interactioand how itshapes the
creation and adoption of new knowledde the discussions th@ap for this research

is established.

3.2 Definition Of Culture

Culture is one of those concepts that seem to Aaweexhaustible number of
definitions. According to Kroeber & Kluckhohn (1952s reported by Pauleen and
others (2007), there were already over 160 dedimstimore than 50 years ago. This
seems to reflect the complex nature of cultura $ense culture is defined as identity,
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and so Westrup and others (2003) think that evergaems to think that they know

what culture is. Some of the more common defingiare cited below.

Bates and Plog (1990, p. 7) define culture as: s§stem of shared beliefs, values,
customs, behaviours, and artefacts that the menolbersociety use to cope with their
world and with one another, and that are transthiti@m generation to generation
through learning.” Many of the definitions are g8an For example, Shiraev and
Levy define culture as “a set of attitudes, behargpand symbols shared by a large
group of people and usually communicated from aareegation to the next.” Both

talk about shared attitudes, values and communit&tom one generation to another.
Attitudes include beliefs (political, ideologicagligious, moral etc), values, general
knowledge (empirical and theoretical), opiniongexnstition, and stereotypes.
Behaviours include a wide variety of norms, rofsstoms, traditions, habits,
practices, and fashion. Symbols may be in the foirmaterial object, a colour, a
sound, a slogan or a building etc.(Shiraev & Le6804). Besides these definitions,

there are classifications of culture.

According to Pauleen et al.(2007), there are thrags of categorising culture:
content, constructioandsustainability Culture as content refers to an underlying set
of norms, and values of behaviour, shared by aadypeople tied together through
affiliations or bonds (Clark, 1990; Hofstede, 19809nstruction of culture refers to a
group’s response to the problems encountered inghgironment and creating
solutions to those problems (Schein, 19&kjstainability in culture means the
embodiment of culture in symbols, stories, artefagtuals and so on that are
transmitted from one generation to another to kbegculture alive. The
sustainabilityview of culture is being challenged as irrelevsinte modern context is
not static but dynamic (Walsham, 2002), and Hol@&®1, p. 126) calls for a shift in
paradigm to coincide with the current “infinitivebwerlapping and perpetually

redistributable habitats of common knowledge aratesth meanings”.

Nisbett (2003) outlines a model in which what adividual learns is shaped by the
environment in which they grew up. In this modelrleng is socially constructed, so

what one learns is affected by his family and fgmelationships, and is an
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antecedent to the attention process, and epistgmdio that, for an individual to
acquire knowledge in a new context, when an indiaids placed in a new
environment, there is no easy learning transifidrey have to put aside their learning
style and learn to learn using a new epistemoltwat of the new culture. It is not
simple factual knowledge, but a different cognitsteucture. The difference is in how
an individual learns and makes sense of their wdraling to recognise these

differences could prove fatal, for the unsuspectingaive entrepreneur.

Kozulin (1998) believes cross-cultural differenees mostly related to learning
practice; characteristics of cultures and sub-ceiuTwo major determinants of
cognitive prerequisites are conceptual literacy faedity with other psychological
tools, and a mediated learning experience, resplentr integration of those tools
with a learner’s cognitive system. While abstramiaepts can be learned, there are
also neurological bases for these differences ist@pology, according to Kuhl
(2002). This view recognises the explicit and tdamensions of knowledge (Nonaka
& Peltokorpi, 2006). In KM, culture is the emotidrsede of learning (Retna &
Bryson, 2007).

From the discussion, it seems evident that thexe dot of similarities in the
definitions of culture. For the purposes of thise@rch, culture is recognised as the
system of shared beliefs, values, customs, behavand artefacts; that culture is
socially constructed and its purpose is an attdipphembers of a society to
understand their environment. It is also furtheognised that there are differences
across cultures or subcultures and this has toittol@arning characteristics.

3.3 Culture And Knowledge Transfer

There is no simple way of transferring knowledgpeoider for knowledge to be
transferred, there have to be numerous precondifieink & Holden, 2007). The
transferor of the knowledge has to determine thiegdeed value of the knowledge. It
also depends on what motivates the knowledge peowadd the esteem they enjoy.
There has to be a decision made on the knowledgk; itvhether it is important,

relevant and possibly attractive to the recipi@hien, there are other preconditions
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that are dependent on the potential recipient, asdheir capability to absorb that

new knowledge.

The knowledge itself may not be absorbed by thipiextt culture because it simply
cuts into existing structures, values, beliefs smial norms. Since this challenges the
identity of the affected group, knowledge manageas have to redefine values,
social norms and beliefs to expose what has bekarto regarded as reserved for
private space (Fink & Holden, 2007) to become pulbliowever, any shift of position
will depend on the recipient culture’s willingnessrelinquish control of its own turf.
This willingness may need pressure from within astthout. This may be easier said
than done.

The scope of this research is not wide enoughvercie pre-conditions set by both
the knowledge transferor and the receiver. Howavarbroad way, in terms of
culture and knowledge transfer, this researchlaalk at the culture related to valuing
of important knowledge at the organisational leltekill also look at how culture
determines the relationship between organisatiandlindividual knowledge. This
study will also consider the social context foengiction and knowledge sharing. And
finally, this work will provide an explanation obtw culture encourages the creation
of new knowledge and it's adoption. More of thiedature discussion is covered from

section 3.5 to section 3.9 below.

3.4 National Culture

In a very real sense, it will not be one man gdimthe moon, it will be an entire
nation. For all of us must work to put him there.

John F. Kennedy

There are various ways of classifying nationalunal$ such as Hall's (1976) high and
low context, Lewis’ (2000 ) monochronic/polychromierceptions, and Hofstede’s
(1980) cultural dimensions based on dichotomiesfstdde’s work was an exercise
to classify 50 national and 3 regional cultures studly their national behaviour and
value systems. There has been much debate ingiienkecy of the concept of
national culture (Pauleen, Wu, & Dexter, 2007).d#¢wn (2001) suggested that

globalisation has brought people from differentual backgrounds to work in the
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same office creating multicultural societies. There, classifications based on
nation-states no longer reflect ethnic and regidifédrences. However, in the case of
Solomon Islands where little change has taken plat&rms of business, the vast
majority of the workforce is Solomon Islanders. fidfere, this study recognises

Solomon Islands as a nation-state with a distintibnal culture.

In the next section an outline of what is perceigae Solomon Islands’ national
culture is provided. These include multiplicity@fltures big-manism’, the work of

church, governmentyantokism, pijin*? language, and the effect of World War 2.

3.4.1 Solomon Islands National Culture

According to Fugui (2007), national culture develdgrom a convergence of four
main factors. One is the work of churches, twdesgharing of the lingua franca,
pijin, three is the concept afantokismand fourthly, the experience of Solomon
Islanders during World War 2. But it is clear thgsa nation with multiple sub-
cultures operating the big-man system of governafiitkough this is no longer
practised in any great way, the understandingsways of thinking arising from this
system are still very much embraced. The work eegoment too, cannot be ignored.
Its role in changing Solomon Islands culture frotmatvit was to what it is today is

enormous and so it would be naive to ignore it.

3.4.1.1 Multiple Subcultures

Solomon Islands is a country made up of six mdands and about 900 smaller ones.
The majority of the population are Melanesians394). with 3% Polynesians and
1.2% Micronesians. There are 120 indigenous languages spoken, makiragional
culture seem an impossible feat. However, recoggigie multiplicity of cultures is
the first step to understanding Solomon Islandsbnal culture. It is one that is
created from the intertwining of all these subawtu In this mesh of subcultures is
the system of traditional governing: the Big-marstSyn.

19 Bjg-Man is the system of governance in traditiodalanesia.

" Wantokism is a rallying philosophy in Melanesiattbrings people who speak the same language or
share a culture to work together.

12 pjjin is a form of Creole.

13 http://www.infoplease.com/ipa/A0107975.ht(@0th Aug 2007)
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3.4.1.2 Big-Manism

The Melanesian “Big-Man” is a term coined by MaisB&ahlins (1963). According
to Sand (2002), Sahlins defined the MelanesianNBagr society as “one in which the
leaders build on long-term family and group invohant, to achieve wealth and
surplus (social) production, allowing the leadep#&ss different social grades.”
Despite family support, Godelier (1982, p. 163inkk the big man is “a man who has
acquired his power through his own merit”. This gowan be neither inherited nor
inheritable. His merit lies in his proven supetipin various fields, for example, his
skill and efforts as a gardener, his bravado itidyatis oratorical gifts, or his magical
powers. But none of these abilities would make bomplete as a big-man without
the ability to amass and re-distribute wealth (B&h1963). These talents, this
wealth, and the skills in excelling in giving anouater-gifts, slowly make the others
become his obligees and so he becomes a big-mmanpaned leader in his tribe and

then to neighbouring tribes.

A Solomon Islander, Sam Alasia (1989, p. 138),rasfithe Big-man system to mean
“individuals become leaders as a result of thiilits to influence people in the
society, and to command the support of many pefopla considerable period of time
and over a specific area.” Sam Alasia made furdisgimctions between three
important big-men in a community. Teta abd*, theramo'® and theaofia'®.

Thefata abuis chosen by the spirits and so he is divinelyoaied to be the priest of
the tribe. He is the link between men and the gétdsramois the chief warrior.

From an early age he begins to show signaimio nga’a.These would include
fearlessness, courage and notoriety. Not untililedomeone from another tribe
would he be recognised asamo. Finally, theaofiais the feast-giver, the organiser,
orator, the political head of his society. Agaie,dssumes leadership through his own

merit.

1 Fata’abu is priest in Northern Malaita.
15 Ramo is chief warrior in Malaita.
1% The feast-giver, the organiser, the orator, tHiigal head or big-man.
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The big-man system was the recognised system @&rgoent until outsiders entered
the lives of Solomon Islanders, first as explorden traders, missionaries and later
government. From these interactions, Solomon Igesdegan to create a unified

culture through language, religion, governanceiadded experience.

3.4.1.3 Pijin English

Pijin English, according to Muhlh&ausler and Muhlhausk06, p. 4), was a language
originally developed on plantations in Australiaess thousands of Melanesians
(referred to as Kanakas) worked on the sugar giantabetween 1860 and 1906
during the black-birdinY era. It was a form of simple English. Often it wagarded
as “Broken English”. The Queensland Kanaka MisstB{QKM) aim was to convert
but not educate and civilise the Melanesians amjsowas thought to be sufficient.
However, it was not “simple”. It had its own comyplgrammatical and lexical
conventions (Muhlhausler & Muhlhausler, 2005, pwhjch early Europeans found
relatively difficult to learn. When the QKM work wdransferred to Solomon Islands,
they changed the mission to South Seas Evang#lisaion (SSEM) which later
became South Seas Evangelical Church (SSEC) a@it@ng autonomy from the

expatriate missionaries.

The lingua franca (Keesing, 1988)jin English, is a gel where there are so many
languages spoken. It becomes social glue that lrdisary folk when they
communicate with each other on the streets and Wiegntravel inter-island. It is not
a compulsory subject in school but children pickgtwhen they interact with those
who speak it. Even children living in villages asutrounded by speakers of their
own native languages learn to spegl from others of their community, and so,
spreading the language to all villages in Solonstanids.

7 Black-birding is the name given to the enslavih@outh Sea Islanders mostly from Solomon
Islands and Vanuatu to work in the plantations usthalia, Fiji and Samoa. This illegal activity was
stopped when Britain made Solomon Islands its ptotate in 1893.

18 Queensland Kanaka Mission (QKM) was the name giodHorence Young’s Sunday school classes
to the black South Seas Islander slaves broughibt& on Australia’s CSR sugar cane plantations.
This was later changed to South Seas Evangelicadibti, when Australia’s policy was changed and in
1904 the islanders had to be repatriated to thirddands and Greeks, Italians and other people from
the Mediterranean region were employed instead.
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3.4.1.4 Christian Mission

According to Fox (1967, p. 31), Christian missiecase to Solomon Islands 50 years
before the British Government. The various missiemgaged in education. The first
primary and later secondary schools were run by#neus missions. Five of the
seven biggest high schools are still mission owitbéy are Su’u, on Malaita and
owned by SSEC; Goldie College, owned and run bybthodists/United Church in
the Western Province; and Selwyn College (Anglicdenaru (Catholic) and
Betikama (SDA) which are outside the capital Homidthe other two high schools
which are run by the government are King George\Honiara and Waimapuru on
San Cristobal Island. All these schools have seantar-island migration of students
over the last forty or fifty years. Amongst the othes, there is an enviable level of
tolerance and reciprocity developed in the lastugnChurches have also built
clinics, hospitals, church buildings and goodwilhe churches have inherently
facilitated the different cultures to assimilatehe social gospel of sharing and

caring.

3.4.1.5 Government

Government came in late, in 1893, in relation &cktbirding according to J.W.
Sanga (2001, p. 7). They too, along with the cheschad major influences on the
culture. Sanga (2001, p. 8) said “... the Britishtabation to development has been
quite significant. Through the British assistanadan centres were developed in
Gizo, Buala, Tulagi, Auki, Kira Kira in the 19208ch30s and later at Lata.” From its
headquarters in Tulagi first, and later Honiargera#Vorld War 2, the colonial
government ruled through its sub-stations in thennsdands and helped to bring the
people together through governance and providisyghare for internal migration and

interaction.

3.4.1.6 World War 2

The development of a national culture was alsaerfted by the battles Solomon
Islanders experienced during World War II. Althougk "war was not our war," the
fact that many Solomon Islanders had common expegge including putting their
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lives at risk to save their country from the enghne Japanese), helped unite them

into one people. Jan Sanga (1989, p. 30), for elammte:

“Although with the passing of time people’s memerad the war... will grow dim ...
numerous reminders of the past survive. Besiddsmeaatogical remains and written
records there is an abundance of place names arkd mon the landscape and, indeed,
of forms of behaviour, to remind Solomon Island&rghe present day that the country
and the way of life that they have inherited is @otirely of their own making. ... Today

is a product of yesterday, just as tomorrow willaberoduct of today”.

Solomon Islanders had no choice. The war had forgvaped their lives. It created a
people with a common experience from those who wemerse and once had little
connection or contact with each other. The wag, zarre way had gelled a nation

together.

3.4.1.7 Wantokism

Concomitant with the above is the concepivahtokismWantokisris a rallying
philosophy that brings together, in common causepfe who are related, those who
speak similar languages, those from the same arnsknd, and even the country as a
whole. Its social pliability means that it can lppked in more than one situation
especially when one is new to a place or unfamiba group of people. It is a
concept in which mutual hospitality is shared amand between different

individuals and groups. The concept also travemséisnal boundaries. It is shared
particularly among the three main Melanesian natitimee Solomon Islands, Vanuatu,

and Papua New Guinea.

3.4.1.8 Summary

The Solomon Islands national culture is a prodé@ithe big-men system and
multiplicity of subcultures. From this backgrouride process of interaction with
missionaries, government and the experiences otreated a new national language

and a sense of camaraderie.
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It is in this national cultural environment thhetSocial Securities Enterprises as
detailed in Chapter Five exists. The next sectidhnew focus on the framework
used to study culture’s effects on knowledge mameage practices. By virtue of the
organisation dynamics, this framework assumes @gtonal cultural elements from

within, affecting KM practices together with thetesal environment.

3.5 Conceptual Framework: De Long And Fahey

For this research, | used the conceptual framewpRe Long and Fahey (2000) on
cultural barriers to knowledge management. Thisiéwaork recognises the existence
of knowledge in three forms; human, social andcstmed knowledge. More
explanation is provided in the whole of section B#& section 3.5.3 below. But the
main thrust of their paper was on culture’s effeds barrier to leveraging

intellectual assets. It is this effect that tl@search is all about, based on the Solomon
Islands’ context. Further discussion of this frarogwis provided in sections 3.6 to

3.9 of this chapter.

In De Long & Fahey’s view, knowledge exists as ¢higpes or “forms”Human,

SocialandStructurecknowledge. These are briefly defined below.

3.5.1 Human Knowledge

Human knowledge involves ‘what’ individuals knowdaliknow how’ to do (De Long
& Fahey, 2000, p. 114). Knowing what and knowingvhe what makes individuals
perform what they do. This knowledge is manifesieskills to do something and
also expertise or a deep understanding of why shivagppen as they do. Human
knowledge exists in both tacit and explicit forrBemetimes it is sentient or located
in the body such as knowing how to ride a bicyeolat can be cognitive. That is

knowing conceptual and abstract ideas.

3.5.2 Social Knowledge

De Long and Fahey (2000), referred to social kndgéeas the existence of

knowledge only in relationships between individuadsvithin groups. This
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knowledge creates synergy, is largely tacit, igethédy group members only and
develops through working together. Only memberthefgroup have this form of

knowledge which is created through social intecactf group members.

3.5.3 Structured Knowledge

Structured knowledge is knowledge embedded in garesation’s systems, tools,
processes and routines. According to De Long ahey&000), structured
knowledge is explicit and rule-based. The distmttibetween structured knowledge
and the previous two is that structured knowledgst® outside of humans and

therefore is an organisational resource.

In De Long and Fahey’s (2000) framework, the alglspate that culture and
knowledge are inextricably linked in organisatiodsy view expressed that does not
take into account culture could be misleading. Taley further found that behaviours
that are culturally generated and condoned atibdiliidual and group level can be
unfavourable to developing and leveraging knowledfgnagers must first

understand how culture influences knowledge-relagdthviours before they can
evaluate how an organisation’s current cultureuigriices the creation, sharing and use

of knowledge.

De Long and Fahey (2000) established four framksvdmking culture and

knowledge. These are:

Culture shapes assumptions about which knowledigepsrtant;
Culture mediates the relationships between levikmawledge;

Culture creates a context for social interactiord a

a0 T p

Culture shapes creation and adoption of new knayded

The next sections discuss these four frameworks.
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3.6 Culture Shapes Assumptions About Which
Knowledge Is Important

According to De Long and Fahey (2000), culture sisapssumptions about which
knowledge is important. As they put it, “this lliabout which knowledge is
important does not occur in organisational vaculiihey are shaped by values and

norms.” This is illustrated diagrammatically below.

Figure 1. Culture Elements Influence Behaviours

Elements of Culture:

Knowledge

——————>( creation, sharing,

and use

Note: The thicker arrow denotes the predominant impaeaties on behaviours.
Adopted from De Long and Fahey (2000).

Practices are the easiest to observe as they mvepetitive behaviour such as filling
in the attendance book, how the phone is answerkdw the weekly meetings are
conducted. These repetitive behaviours are thesasi change and they are the

easiest way of leveraging knowledge creation, slyaaind use.

Norms are less identifiable and they include sattkudes as information sharing in
an organisation. Is information shared freely,soit considered a risk to one’s

security? These norms are derived from values.

Values are difficult to identify and they are embed, tacit preferences about what an
organisation should strive to attain and how itdti@o so. For example, if an

organisation truly values their customers, it sd@alow that staff treat their
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customers with utmost respect and cordiality. Auautinderstanding should occur
and values that inspire staff to regard their cugtis as partners are more likely to

create behaviours that create useful knowledgetalustiomers.

The distinct Solomon Islands’ culture provides &ue research setting. In relation to
this first framework, this research will look atathe culture in SSE and generally in

Solomon Islands affect what people value and censid important knowledge.

3.7 Culture Mediates the Relationships Between
Levels Of Knowledge

The culture of an organisation embodies all thegpaken rules about how knowledge
should be shared between the organisation anddtsiduals as shown in Figure 2.

below.

Figure 2: Culture Mediates the Relationships Betwae
Organisational and Individual Knowledge

UnitB
Organisational
knowledge

Unit A
Organisational
knowledge

Unit A
Individual
knowledge

Unit B
Individual
knowledge

Adopted from De Long and Fahey (2000).

Culture dictates who should share knowledge andshioold hoard it. When looking
through the culture lens, three important themesrgen That iswho controlswhat

knowledge andavhereit is located.
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In Solomon Islands culturgshois always an important consideration. Even people
who are of low status gain importance through ati@hship with someone who is of

a high status. It is not uncommon for Solomon ld&as to introduce themselves as an
important person’s relative. It would be notewortbybserve this culture in an

organisational context.

In connection to the above, in Solomon Islands misgdions the CEO is seen as
someone with great power and control. Often knogdecbntained at the executive
level is viewed as very important. Important knadge also includes technical
knowledge held by individuals with specialist skilindividual knowledge is treated
as private property. It is not always easy to gdividuals to part with their

knowledge and to convert it to structured, orgaiosal knowledge.

This study then is designed to uncover the relahgnbetween organisational
knowledge and individual knowledge. Particular iagt is in how the SSE and
Solomon Islands cultures mediate this relationsimigh determine their importance

and where they are located.

3.8 Culture Creates A Context For Social Interactio n

Social interaction and skill make humans differfenin all other creatures
(Tomasello, 2008). Everything that humans haveteckancluding technology,
language, government, numbers and so on, are grodicollective cognition. How
we actually socialise is realised in the contextwdfure. An important result of

human socialisation is the creation of social tngtns.

Figure 3 below illustrates cultural characteristitat shape social interaction at the

organisational level.
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Figure 3: Cultural Characteristics that Shapes Social Interaton

-Discussability of sensitive topics
-Senior management’s approachability
-Frequency of interactions
-Collective responsibility for problems
solving
-Orientation to existing knowledge and
expertise
-Knowledge sharing (vs. accumulation)
-Teaching
-Learning from mistakes

Context for social
interaction

Behaviours that leverage
knowledge

Adopted from De Long and Fahey (2000)

Culture shapes perceptions and behaviour. Onesokétys it does this is through
providing the context for social interaction (Dengp& Fahey, 2000, p. 120). By
defining the context for social interaction, cuéiyprovides the unspoken norms, rules,
expectations and penalties that govern socialantem and the use of certain
knowledge at certain times. This shapes peoplesepéon of their range of options

acceptable to the organisation.

In line with De Long and Fahey’s (2000) view, tresearch will assess three
dimensions where culture impacts on as the combextteraction. These are vertical
interaction, horizontal interaction and specialdaburs that promote knowledge

sharing and use.

Firstly, I wanted to find out how easy it was tsdaliss sensitive issues and how
approachable were managers or the CEO? The respongese questions would

highlight the effectiveness or otherwise of knowgedharing.

Secondly, this studied looked at horizontal intecacin order to observe the patterns
and qualities of interaction among people of theeséevel. My interest was in the
volume of interaction, level of collaboration arallective responsibility, and the
tendency to seek out existing knowledge. The volofeteraction is important as it
demonstrates the flexibility of that organisatiorcommunicate. Similarly, the level
of collaboration is important as it shows to wheteat people are willing to assist

others. Also horizontally, | was interested to Bew the culture encourages staff to
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seek out existing knowledge and build on that keolgk. It would be time

consuming and a waste of resources to re-invenvhiesl.

Thirdly, there are numerous desirable behaviowashblp shape the context for social
interaction. However, De Long and Fahey (2000,1121-122) looked at two that
seemed the most important. These are sharing anbig, and dealing with
mistakes. Cultures that favour knowledge sharirngy éamowledge acquisition will
provide a context for sharing and leveraging knolgée Mistakes too, though
undesirable, provide opportunities for learningwHuaistakes are treated evidences
the norm of an organisation. Where an organisatidture views mistakes as
punishable offences, people would not readily adhair faults. Whatever approach

is taken will influence how people interact and hHavawledge is shared and

leveraged.

3.9 Culture Shapes Creation And Adoption Of New
Knowledge

According to De Long and Fahey (2000, p. 123), Kedge becomes valuable when
it is used for decision making and translated atton. Sometimes new knowledge is
adopted wholesale and other times external infdonas converted internally to
become valuable knowledge. How new knowledge atheuéxternal environment is
created, made legitimate or rejected, and distibirt an organisation is heavily
influenced by an organisation’s culture and sultecak. Figure four below illustrates
these relationships.

Figure 4: Creating and Adopting New Knowledge

Inputs from
external
environment

Organisation’s ability to interpret
data and information reflecting ﬁ
external environment

New knowledge about
competitive environment

Adopted from De Long and Fahey (2000)
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In this framework, four characteristics of cultgihat help a firm to acquire and
distribute new knowledge were observed. As an eapdoy study, the rate of

adoption and distribution would be too wide forsthiork.

| was more interested firstly, on the understandihignnovation in SSE. Knowledge
from external sources should be seen as the giqotiimt and not the end. Innovation
should be based on improving external structurexhkedge instead of trying to
rediscover existing knowledge or wholesale adogtidio remain competitive, an

organisation must allow continuous trial and error.

Secondly, cultures that encourage intense debateyostrategic issues develop
adaptability in volatile situations. While managermay not always accept their
subordinates’ views, the encouragement of discaosmioongst staff creates a healthy
environment for learning and knowledge sharinghicase of SSE the low level of

debate reflects a stable environment.

Thirdly, not only should staff be encouraged toatetand discuss important strategic
issues; they should also be encouraged to seektmral knowledge and participate
in it's synthesis to important business issueseBgouraging staff to participate in
knowledge gathering and distribution, companieatera culture that is effective in

creating and integrating new knowledge.

Finally, firms should encourage their workers taltdnge assumptions and beliefs
that shaped their earlier successes. Thinkingadritbie square can often generate
new ideas and ways of doing things. Nevertheléss always a challenge for
decision makers to change from existing successstimptions because of the
emotional attachments they have to the past anddals to costs involved in
implementing change. However, it is a key stepréating new knowledge for the

organisation.
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3.10 Summary

Culture plays a vital role in cross-cultural managet. As the result of globalisation,
there is no longer a single country that truly &asonoculture because of the fluidity
of human resources. These are the difficulties MIRCs all the time. In the above
literature | endeavoured to explain national cétand its role in providing the

context for knowledge creation and leverage in@gganisation. In particular, a
national culture for Solomon Islands was provid&fithin the context of Solomon
Islands’ national culture, | introduced De Long &ahey’s framework. The
framework provided the four main questions explaretthis research. In general this
framework looked at the various ways that cultueates barriers to better knowledge

management. The spin of the research is its gattiSolomon Islands context.
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CHAPTER FOUR
THE RESEARCH METHODOLOGY

An investigator starts research in a new field wilth, a foggy idea, and a few wild
experiments. Eventually the interplay of negatind positive results guides the work. By
the time the research is completed, he or she khowsit should have been started and

conducted.

Donald James Cram

4.1 Introduction

Having surveyed the literature on Knowledge Managreinm Chapter Two and
Culture in Chapter Three, and having located a thap chapter will now outline the
research methodologies which were used to exphareesearch question. It starts by
stating the assumptions of this study, then amateof the methodologies chosen are
provided and a discussion of ethnography and daslg as research strategies. A
description of the methods used, namely semi-stradtinterviews, document
analysis, observations and the use of focus grailpbe given. In the next section,
the procedures followed in data collection and ysialare presented. Finally, this
chapter ends with a discussion of ethical issueshich the questions on validity,

reliability and generalisability are addressed.

4.2 Assumptions: The Interpretive Paradigm

This study is informed by the interpretive paradigrnere are many terminologies
used for interpretivism. O'Leary (2004, pp. 7-8jdd some as “post-postivists, anti-
positivists, and many other post-modern ‘ists”’téDf post-positivism refers to new
scientific philosophy that arises in reaction t@iggism. In a general grouping, these
would include phenomenology, Marxism, critical thegost-structuralism and post-
modernism, although Guba and Lincoln (2005, pp-193) provided distinctions to
these. Lincoln (2005, p. 165), makes other clas#ibns in terms of “paradigms,
theoretical perspectives,...epistemological stancemd.interpretive lenses.” To
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complicate definitions, another view of post-pagsim is that it represents reformed
positivism; this is in response to the critics osgivism. For example, Guba and
Lincoln (2005, p. 193) suggest that the ontologpsispective of post-postivism is
“critical realism - “real” reality but only imper&tly and probabilistically
apprehendible.” Similarly, anti-positivism refecsthese same philosophical
perspectives. It would be beyond the scope ofstudy to provide definitions and
explanations of these various terminologies. Ferpirposes of this study, | focus on

theinterpretivistworldview which will be considered in some detail.

According to Cavana, Delahaye and Sekaran (20(H), mterpretivism, as opposed
to positivism, does not believe that “people siiheesame meaning systems.”
Instead, interpretivist researchers believe thiat‘itnore likely that people experience
physical and social reality in different ways” amdlity is a result of social
construction. These concepts are further exploreéde interpretivist assumptions |
hold, which are spelled out below. These encomipessw/orldview held, the nature of
this research, my role as a researcher, methoaalloggsumptions and finally what

the findings of this study represent.

4.2.1 Assumptions Of The World View

Taking an interpretive approach, it is assumedgoalance with O'Leary (2004, p.
6), that the world is chaotic and ambiguous, ardefore this study takes a
qualitative world view. This view holds that scierend quantitative analysis have
helped us to understand some things, but not atheSof the things we thought we
knew were later proved wrong. It is assumed thattbrld is so complex we can
never know the entirety of knowledge because tasreountless variables in the
world and nothing is fixed, and so ‘truth’ can deg@n our ability to define shifting
phenomena. Therefore, it is assumed that therenigliplicity of reality. What is the

‘truth’ for one person may not be so for another.

4.2.2 Assumptions Of The Nature Of This Research

The second set of assumptions is that while rekas@ften based on the senses, it

can also be intuitive. By saying this, the presesfdeunches, metaphors and
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creativity as legitimate ways of learning and knagvihe world (O'Leary, 2004, p. 6)

is recognised. It is also assumed that by natasearch is holistic and there is need
to study the whole, as the whole is more than time sf its parts — “when the relevant
theory underlying the case is itself holistic’(YRDO3, p. 45). It is therefore assumed
that having a better understanding of cultural@ffen knowledge management in

the case organisation can be achieved by undenstatiek whole.

4.2.3 Assumptions Of The Researcher’s Role

As a researcher taking an interpretive approacdh assumed that my work will be as
a participant who will collaborate with subjectsislrecognised that this work will be
bothfor andwith participants. Therefore, subjectivity in my wo®'l(eary, 2004, pp.
6,7) and its value-bound nature is acknowledgeflltiws that | will be very much
involved in choosing the tools to work with, andaasative of the culture, and former
employee of Solomon Securities Enterprises, my sietll not be considered as

biases, instead they will bring enrichment to thelg.

4.2.4 Methodological Assumptions

The methodologies that are employed have the paterfitrejecting or expanding
upon the rules of scientific method (O'Leary, 20047). As an interpretive work, by
nature, inductive reasoning is open-ended at tganbmg. It is the plan that this
study will observe phenomena and record emergittgnos. It must be made clear
here that this work is not hypothesis-driven, tather, an exploratory work. In this
instance, the study is exploring the role of Solartsdands culture on knowledge
management policies and practices. With interpeegiwalitative study, it is difficult
to claim reliability of methods used. Thereforastivork will rely on qualitative
methodological triangulation to provide balance dadendability. And finally, by
employing ethnography, it is assumed that the daribility of this work will be
difficult. However, the aim of this study is to piace a verifiable work, through

transparency and clear explanations of methodsamagl
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4.2.5 Assumptions About The Findings

Finally, as an interpretive work, the findings assumed to be qualitative (O'Leary,
2004, pp. 7-8). Again, the extensive use of imagey words in this work is
accepted as normal. Mostly the findings will begtiaphic or unique to the case and
so intrinsic, and difficult to generalise. Howewére findings, or lessons learned, are
transferable to other contexts because, it is asduhat the findings will be valuable,
and that they will contribute to the productionsotial knowledge, and in turn, to

some changes for the better.

Pilot Study

In order to be well equipped before going intofib&l, there was a need to run a pilot
study. Bloor and Wood (2006, p. 99) define a plotdy as:

“...the conduct of preliminary research, prior to thain study. It provides a structured
opportunity for informed reflection on, and modé#ton of, the research design, the
research instruments, costings, timing, researseaurity and indeed a whole gamut of
issues concerning the everyday conduct of the relséa

The primary purposes of the pilot study were thHiermed reflection and modification
of the research design, the research instrumentsiramg. It was also an opportunity
to try out the use of someone to transcribe anslage the interviews.

It was not possible to conduct the pilot study incase organisation due to
geographic and logistics difficulties. Neverthelassing my network connections |
was able to interview two Solomon Islanders whoengar in-service training at
VUW. The convenient choice of these two was appabgifor testing the
instruments. Their experience in a particular oigmtion was irrelevant. | was more
interested in how they answered my questions. Thsponses helped me to adjust
my questioning techniques. As a former employeth®ftase organisation, my
understanding of the structure and the organisatieant the focus of the design was

appropriate to the context of the case organisation
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The research was designed from the general quéstmm does culture affect
knowledge management practices in the Solomondsfénas a transferable concept.
Using De Long and Fahey’s (2000) framework, these §ub-questions were asked:

How does culture shape assumptions of what knowlélgnportant?
How does culture mediate the relationship betweegal$ of knowledge?
How does culture create a context for social imttsoa?

o o T p

How does culture shape creation and adoption ofkmewledge?

To answer these questions, further questions vek@dasome of which included
their understanding of what knowledge is, who ownshere it is located,
knowledge reception flexibility and adaptabilitgformal interactions and power

relations. For more detail see Appendix E.

In conducting the pilot study, VUW formal requiremt& were followed. | gave a full
description of my study and my purpose for conahgcthe pilot study. Having fully
understood the purpose of the study and theirinolke they gave signed consent for
the interview, and willingly accepted to be tapeoreled. The data was content
analysed to form thematic categories. This was donpractice.

The pilot study also served to test the instrumantsto note the sort of responses
that were derived from them. Though question guwiexe formulated in English,
they were asked ipijin. This pilot has provided practice in reading Ergiis the

mind, and translating tpijin when the questions are asked.

The pilot study also provided data to help in pegctranscribing skills to verbatim
pijin, then translating the text into English. From thletstudy, | was made aware of
my weaknesses in speaking for a tape recordere $ivectranscriber was not involved
in the actual interview, there was a need for meelkas the participants to speak
loud enough and clearly to avoid mistranslation tredefore misinterpretation of
conversations which would skew the findings ofshely.
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It was also important that | got my timing rightad pilot study gave me the realistic
time needed to conduct each interview. As has beewn in the pilot study, one
interview lasted an hour while the other took fefitye minutes. This meant that | had
to be realistic about the number of interviews ttaatld be conducted together with
four focus groups. From this experience, valuabésdns were learned in intelligent

guestioning techniques.

Finally, but not the least important, is the tegtod the logistics. From the pilot study,
a valuable lesson was learned. There is no sutestduadvance preparation of

logistics such as venue, resources and even egfaiticipants are available and on
time. Preparation of logistical support is costhglaan be time-consuming, and if not
carefully planned can be very frustrating. ThesesHaeen valuable lessons that were

taken to heart when | reviewed my research design.

4.4 Methodological Discussions

The ontological and epistemological assumptiontisfstudy are informed by the
interpretive paradigm and my role as the researohir is to actively construct
meaning as well as to actively interpret realitys itherefore assumed here, that
knowledge creation and management is a social mantisin. In context, through
interaction, members of staff of Solomon Securikeserprises (pseudonym) try to
make sense of their knowledge world. This studyghbto find out more about the
dynamics that shape knowledge management at tla@isegional level by using a
cultural lens to observe and probe barriers to kedge management in Solomon
Securities Enterprises (SSE). The choices of ettapby and case study as research

strategies and tools were influenced by severabfac

4.4.1 The Rationale For Qualitative Research

The over-arching reason for the choice of ethndyyamd case study as strategic
tools is the research approach, nam@lyalitative ResearchGiven that humans are
creative by nature, there is also a variety ofaegemethods that have been
suggested, but they can be roughly grouped intoctusters- quantitative and
gualitative (Cavana, Delahaye, & Sekaran, 2001)il&\@uantitative research is
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broadly based on the works of Auguste Compte (1T/&8B7)°, “Qualitative
researchers believe that humans are complex, soatempredictable beings and that
individual differences and idiosyncratic needs oderany notion of universal laws

of human behaviour” (Cavana, Delahaye, & Sekar@@12p. 34). Thus, primary
reason for choosing qualitative methodology is heeaof its “more flexible

meaning” than quantitative work (Silverman, 20053@6). This flexibility means

this chapter could be written in more lively antenesting ways than if it was

guantitative work.

4.4.2 Ethnography: The Strategic Approach

According to Bloor and Wood (2006, p. 69), and emsbe (2007, p. 61),
ethnography is the description of culture or sogralups. The word literally means
the description (graphy) of cultures (ethno). lis tase, my study is a “graphy” or
description of Solomon Islands culture and howfgas knowledge management at
the organisational level. Davies (2007, p. 168pl&ned that ethnography
traditionally was used by anthropologists who stddoreign or exotic cultures that
were considered endangered. Since the secondftinlf twentieth century, however,
a new body of literature has emerged which usesgtlaphy to study contemporary
settings in the developed world, such as hospitalsimercial undertakings, and local

government departments.

Ethnographic research is not straightforward, sitecprimary concern is the
understanding of normative patterns (O'Leary, 2@04,19). Ethnography is
premised on the assumption that knowledge is dp@ahstructed. Therefore its
understanding will rely on how close a researcheo ithe phenomenon (Goffman,
1961; Punch, 2005, p. 152). While this requiremegenerally true, it applies to
“outsider scholars”. As a native of the cultukes tesearcher carries an “insider”

perspective (Gegeo & Watson-Gegeo, 2001, p. 57).

9 Auguste Compte was a French thinker who coinedetire sociology. In the English speaking world
he is famous for his views of the universal “lawtlwfee phases”. The world has gone through three
phases: theological, metaphysical and scientifasphThe scientific phase, he also called “Positivi
because of the polysemous connotations of that.word
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Secondly, ethnography has to be studied in itsrabsetting (Fielding, 1996; Punch,
2005, p. 152). In so doing, a better understandfrtbe group, culturally significant
act, event or process will be garnered. Converselynot possible for ethnographic
work to be conducted in isolation from the natwetting of the phenomenon of
interest. Instead, as Punch (1996, p. 157) puéshhography is an “evolving sort of
study.” It is difficult to pre-plan how it will urtfid. Though the ethnographer may
have some general conception of the questionsidlasissues will unfolch situ or
in the place, as the research progresses. Agamnniderpins the flexible nature of

this research strategy.

Thirdly, in ethnography the researcher has to beiiee to the meanings that
behaviour actions, events and contexts have, ieyhe of the people under study
(O'Leary, 2004; Punch, 2005, p. 152; Spindler &8far, 1992). Instead of passing
judgement using Western worldviews, the researstam is to understand through
empathising with the subjects, constructing andrpreting meaning and providing
thick description® (Geertz, 1993). And so, the researcher recogtfisesultiplicity

of realities and interpretations of the subjects.

To capture these underlying dynamics, methodoldgjigagulations are used.
According to Shaughnessy et al., (2005, p. 153¢parted by Davies (2000, p. 100):
“Ethnographers frequently combine data obtainedubh various observational
methods, such as naturalistic observation andoiaaitit observation, as well as that

obtained through the examination of documents atefiiews, in order to describe the
context and meanings of everyday social situations.

These various data gathering techniques are ussdpgement each other and
ensure dependability of the research process,rggtei ensure credibility of the

work.

Hence, the ethnographer must enter the field peepand with an open mind. The
first hurdle is to get participants to trust enotglhwillingly admit their true, honest

preferences or thoughts. As a native of this caltuknow that people do not easily

% Thick description was a term coined by Geertzqalan his own method of doing ethnography.
Thick descriptions of human behaviour also incltitecontext so that the explanation become
meaningful to the outsider.
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state their true preferences in public (Frank, 1896an, 1995) or to people they do
not know well (O'Leary, 2004, p. 60).

4.4.2.1 Rationale For The Use Of Ethnography

In summary there are three reasons for the chdiethnography as the strategic

approach to this study:

First and foremost, ethnography is the logical claoirhis study is about
understanding culture. Other methods, such asiguesires or surveys of some
population sample might not be able to captureecdntl causal relationships
because they are designed to observe and repii¢r@iot set of data- quantitative

data, which are distinct variables (Cavana, Delah&ySekaran, 2001, p. 35).

Secondly, ethnography is used because of its slréagrovide a rich and in-depth
exploration of values, beliefs and practices ofuwral groups through thick
descriptions of real people in their natural sgkifGerring, 2007, p. 62). To explore
means to understand, discover, describe, and meteffhe world is so complex it is
only possible to understand a little. Hopefullymihe little understanding we have,

we may be able to generalise a theory to all castex

Finally, it is only through lengthy immersion (Deasnbe, 2007) in the field that one
can claim to begin to understand a culture or grsgectives the researched hold.
O'Leary (2004, p. 119) and Grbich (2007, p. 40plax ethnography to be a tool
designed to explore a way of life from the poinwaw of its participants. If research
is conducted from a distance, it would be quit@aerous task to understand
participants’ standpoints.

4.4.3 Case Study: The Strategic Tool

Firstly, case study is not all qualitative or quiative. It can be either, and or.
According to Yin (2003, p. 12), case study is aeaegsh strategy in its own right,
although others, mostly in the social sciences,’'tdsee it that way. There are

numerous definitions given to the case study. Y003, p. 12), believes that these
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definitions arise from the definers’ focus on suopics as decisions, individuals,
organisations, processes, programs, neighbourhaositutions and even events.
Still others confuse case study with ethnographw. (2003, pp. 13-14) claims, and
this study holds similar views, that case studyimewith a “logic of design” and can

be stated in two ways.

1. A case study is an empirical inquiry that
- investigates a contemporary phenomenon withired$-life context, especially when

- the boundaries between phenomenon and contexbaodearly evident.

Secondly, because of the grey area between phemmonag context, the second part
of the definition addresses the methods of inquwagh as data collection and data

analysis strategies.

2. The case study inquiry
- copes with the distinctive situation where ther# laé more variables of interest than
the data points, and as one result
- relies on a multiplicity of sources of evidencethwdata needing to converge in a
triangulating fashion, and as another result
- benefits from the prior development of theoretjmalpositions to guide data

collection and analysis.

Yin’s (2003) definition recognises that case stigiy investigative study of a
contemporary phenomenon. Bloor and Wood (20079). Gerring (2007, p. 20) and
O'Leary’s (2004, p. 119), also recognise case sasdy study of phenomenon of some
sort occurring in a bounded context and being copteary. Yin was not concerned
about defining case study as ‘bounded’ since byrea case is bounded. He
emphasised more that a case study must be condodgtechatural setting or in
context. Otherwise, it would be difficult to obgerthe phenomenon, such as, in the
case of experiments, where the researcher simplyats the research procedures in a

laboratory environment.
Yin's (2003, p. 13) first part of the definitionsal highlighted the haziness between

phenomenon and context. Similarly, Gerring (200tes the difficulty in

demarcating the boundaries between phenomenoncaueixt. He asserts thedse
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connotes space and boundary of a phenomenon-Ispadidemporal- studied at a
point in time or over a period of time. Gerring (Z0 p. 19) notes that “the spatial
boundaries... are often more apparent than the teahpoundaries.” For example, in
the case of a country, the spatial boundary iphysical geography, ‘where’ a
country begins and ends. The temporal boundarth@other hand, is difficult to
determine; ‘when’ a country begins and ends. Tlifedlty seeps from the
phenomenon to the context, because the contexd gieaning to the phenomenon,

and vice versa.

Because of the ambiguity between phenomenon artéxdoiYin’'s (2003, p. 13)
second part of the definition of case study recegmihat there would be “many more
variables than the data points.” This necessiiatdgsiveness to cover all those
possible variables. It is not possible to studytedl aspects of a case, but Yin believes
that the wide potential variables of a case nedmktoaptured and brought together in
some meaningful way. Bloor and Wood (2006, p.cfled this concept “wholeness

(holistic) or integrity” of the case, which must peeserved.

In order to achieve this holistic approach, Yin@3Psuggested triangulation or
multiple sources of evidence as the way of conwegygiata. Bloor and Wood (2006,
p. 27) agree that an import characteristic of csdy is data triangulation methods
that are useful for validating data and must tyipydae used in the phenomenon’s

natural settings.

Finally, Yin’s (2003, p. 14) definition recognisttge benefits a study would derive
from depending on prior developed theoretical psijpms that would guide data
collection and analysis. Without understanding thiscal inter-dependence,
inexperienced and undiscerning researchers wilteyaicious time trying to figure

out methodological questions and research toals¢o

In summary, Yin's (2003, pp. 12-13) view of casadstis that it is a methodological
strategy, separate from other research stratdgi@svers logic of design, data

collection techniques, and specific approachesta dnalysis. This definition
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recognises that a case could either be studieddhrqualitative or quantitative

methods. But for the purposes of this study, aitpisde approach is taken.

Stake (2000) presents quite useful taxonomiess# study. He proposes three
classifications of case studies, nameiyinsic case studynstrumental case stugdy

andmultiple case studylhese three types of case studies are definfdlass:

Intrinsic case study
“...is undertaken because, first and last, one waetier understanding of this
particular case. It is not undertaken primarilydese the case represents other cases or
because it illustrates a particular trait or pramléut instead because, in all its
peculiarityand ordinariness, this case itself is of interestf.4#5)

Instrumental case study
“...if a particular case is examined mainly to pravidsight into an issue or to redraw
a generalization. The case is of secondary intetgdtiys a supportive role, and it
facilitates our understanding of something els@.4@5)

Multiple case study
“...is instrumental study extended to several caggg:445-446)

This research is an instrumental case study foog$s a single case organisation
and it is neither an intrinsic case nor is it atiplé case study. The justification for
this is the case provided the opportunity to staghhenomenon that could be easily
studied in any organisation. Culture operatedliarganisations and not in particular
cases only. SSE was chosen as a vehicle to faeiteaearch and the particular
uniqueness of SSE was of no significance.

3.3.3.1 Rationale For The Use Of A Single Case Stud vy

A single case study is chosen for several readng2007, p. 40) states a
justification for a single case study to be whdre“tase represents extremeor
uniquecase”. In this technical definition, all cases @nesen because they are
particularly uniqgue. However, this case organisati@s not chosen because of its
particular uniqueness, rather its ability to previthsight into an issue” Sanga (1997,
p. 67). The issue or phenomenon of interest wasralleffects to knowledge

management.
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Secondly, this case is selected due to practigadiderations. This point was
highlighted by Denscombe (2005, p. 145), in whiehstates that “ In the practical
world of research, with its limits to time and rastes, the selection of cases is quite
likely to include a consideration of conveniendgude to my connections with
management, entry was relatively easy and oth&tutiens that were approached
were not so forthcoming. This alone, could haveeined my choice of a single

case study.

Finally, as a former employee, a good rapport sXistween the researcher and staff
of the case organisation. This meant it was muskee#o conduct research in a
relaxed environment for both the researcher asasgetihe participants (O'Leary,
2004, p. 167). Unknown persons and strange envieotsican create nervous parties
and so, artificial settings. This could skew thelfhgs of this or any study. Therefore,

| was comfortable to settle with a single case.

4.5 Description Of Research Methods

This section describes the research methods entpbne the justification for their
choice and procedures followed to collect data Wwingsults in the analysis outlined
in chapter six. The methods used included semcitred interviews, participant
observations, document analysis and the use osfgmups. The use of
methodological triangulation draws on the uniquiitads of each tool to ensure the
convergence of data (Yin, 2003, p. 14) and suppertequirement for dependable
work. Hence, this report will provide honest antl fepresentations of the actual path

in which this research was carried out.

4 5.1 Semi-structured Interviews

Semi-structured interview was my main tool for datéiection. O’Leary (2004, p.
178) defines interviews as “A method of data caitecthat involves researchers
asking respondents basically open-ended questioNién interviews are structured
they become survey questions. Semi-structuredvieigs then, are interviews that

are neither fully fixed nor fully free.
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The most important aspect of this technique forisitbat there are some structures
which can assist in creating some comparative \aorkngst the subjects. It is also
flexible enough to allow participants to lead tloaeersation. This is important as |
wanted to capture the phenomenon in its naturahget

This technique was my major data collection todle plan was to interview twenty
participants in total of which four were to be mges; six were to be supervisors or
middle managers, and ten were to be from the doop. fAll were to be interviewed
individually and confidentially in the training ron With this technique, it is
impossible for participants to remain anonymouse $tiength of anonymity is that
respondents can express their views honestly. Memysince members of staff know
me well, a high level of confidence and trust depeld between us. Now that | am no
longer a staff in the case organisation, the lef/élust is such that participants were
frank and expressed their views freely without fefaretribution. Also, as a former
manager of SSE, managers saw me as an equal andtgicejudice against me. This
might have been different if | was a former jurstaff or a total stranger. Their
responses to the interview questions might nobbthdoming and honest. These
factors reduced the ‘gulf’ between the participamd myself (2004, p. 162) and so it

influenced the interview process in a positive way.

| was also aware that certain knowledge are regaadeconfidential which managers
are not prepared to divulge with outsiders. Thes&kaowledge relating to serious
corporate strategies and other Board businessasgeto finance. However, my
cordial relationship with management gave me aceess to knowledge considered
confidential. Nevertheless, | restricted myselinimrmation relevant to my research

only.
The field work was aimed to capture as much dafaoasible. This was achieved

through methodological triangulation. Methodologjitengulation was necessary to

ensure convergence of data and so the trustwosthioiethis study.
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4.5.1.1 Interview Procedures

The Manager Administration submitted a list of ttyeparticipants via email on 14
November 2007 to the researcher. Ten of these elerieal staff, of whom five were
females. Of the six supervisors or middle managbree were females and of the
four senior management staff, two were femalesséloboices were also made to
represent the various departments. There were ftom Information Technology
(IT), three from Administration (AD), two from Inteal Audit (IA), five from
Operations (OD), four from Investment (ID) and #hfeom the Finance (FD).

Since many of the staff chosen to participate weréeave, | had to ask around from
those available to participate. | simply approacsiadf and asked if they were willing
to be interviewed and depending on their work |ldhdy were given the option to
decide on the timing of the interview.

It was originally planned that a set of informatwimeets and questions (Appendices D
& E) would be given to the participants to take lgoowvernight and study. This was to
get them thinking about the topic and to formuthtgr responses. This view was
seen as important since knowledge management was aoncept for all of the
respondents. It was also seen as helping to ratiedaterview time. However, after
some thought this was decided against and sta# gieen these documents before
the interviews were conducted. This was to avasppeadents from giving me the
‘correct’ answers of what they thought | was aftewas more interested in their

honest opinions.

As a semi-structured interview, prepared guidesewsed to ask open-ended
guestions (Appendix E). Where responses were rat,gbrobing questions were
asked. All the interviews were donegijin and the questions were asked to address

four cultural effects on knowledge management wimctuded:

a) How does culture shape assumptions about which ledge is important;
b) How culture mediates the relationship between kwéknowledge;
c) How culture creates a context for social interagtend

d) How culture shapes creation and adoption of newdenge?
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After each interview reflections were made on hbe/questions were answered to
help me improve my interview techniques. As parthed process, | started with
junior staff since there were more of them and seas felt that | could better afford
to make mistakes in my questioning technique wité or two of them rather than

lose valuable data from the few supervisors andagers.

Staff were given the information sheet (Appendixa@{l time to read and sign an
agreement form (Appendix D) while | set up the rdeo and MP3. The voice
recorded interviews from the MP3 were uploadeduwehbsite througliRapidshare
When uploading a voice record, my name was engsdle source of message my e-
mail address and the e-mail address of the trdvesonere also submitted. An
automated message was sent to the e-mail addidgbestranscriber and me, from
Rapidsharewvhich provided the link from which we could acc#ss voice recordings.
The recorded tapes were stored in a cabinet akedoaway.

After all the interviews were completed, they weeanscribed and translated from
pijin to English. Sinceijin is very similar to English, little difficulty wa®und in the
transcribing and translation processes. Given igtarte, communication difficulties
and timeframe to complete the thesis, it was nesie to provide copies of the
interview transcripts to the participants sinced meturned to New Zealand.
However, | exchanged transcriptions with the trabsc to confirm accuracy and
interpretations of what the particpants were saying

4.5.2 Participant Observations

Denscombe (2007, p. 217) cited Becker and Gegjivagy the crucial definition of
participant observation.

“By participant observation we mean the method miclv the observer participates

in the daily life of the people under study, eitbeenly in the role of researcher or

covertly in some disguised role, observing thirgs happen, listening to what is
said, and questioning people, over some lengthma.t (Becker & Geer, 1957).
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The key to this method is its potential to keepgéiing natural. This was achieved
by informing management of the general plan toycaat observation in the case
organisation but not when and where and with whiorthis way, the setting was
kept as normal as possible. This tool was usedrgpgibecause it was simply to
provide support to my main data collection metheklich was the semi-structured
interview. | relied on my past experiences as faremployee, to aid me interpret the
culture. All the while, | was consciously awaretloé need to be careful and not to
allow myself to interpret meaning for participantéhere clarifications needed to be

made, participants were probed by further questgni

4.5.2.1 Observations Procedures

Management was notified of this data gatheringriegre, to avoid any criticisms for
unethical behaviour. Afterwards, copies of the infation sheet (Appendix H) were
pinned up on notice boards on all floors and depants of the building and a sub-
office across the road, for the information ofstfiff. No one came forward to register

their desire not to be observed.

Over the period of five weeks | actively participetin unofficial settings, with the
general staff, in order to record the dynamics atkvin its natural context. | was a
non participant in official meetings except to tadsom the Administration
department who were close to me and invited meneesof their group tasks. All
employees were well-aware of my role as a resegrsimee it was made explicit to
management and staff, and since as a former emglaygrole was well known to

them.

| consciously made observations and took notegih bfficial and after hour
settings. During official hours | joined a groupcarsion, observed discussions in
various groups and observed staff interactioneit thork place. Notes were taken of
what was observed and the dynamics at work. er-abur settings, | sat with
informal groups and made notes of the dynamicsndrat was said. | also attended
SSE'’s official Christmas party and made notes empttoceedings and also the

dynamics at work.
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However, this technique was used as a supportirrma® gather more data to
corroborate the interview data | had collectedc8ihwas given an office space to
work from it was easy for me to quickly move in and, making notes and recording
my findings.

4.5.3 Document Analysis

In social research, document analysis refers t6dbiéection, review interrogation,
and analysis of various forms of text as primanyree of research data” (Silverman,
2005). The word ‘document’ can be a misnomer, sinakso means pictures,
photographs, artwork and television. So, for thepses of this work, document here
refers to texts. The texts studied were thosedabvatred authoritative sources,

historical documents and personal communication.

O'Leary (2004, p. 177) describes authoritative s@gilocuments as those where
authors try to be objective and free from bias. iN&d_eary (2004, p. 178) describes
historical documents as an organisation’s recarmisytes, and policy documents. By
studying this second lot of documents, the polssues relating to knowledge

management in the case organisation were observed.

Thirdly, O'Leary (2004, p. 178) describes persamomhmunication documents as
“letters, e-mails, memoirs, sketches, drawingst@iraphs, diaries, memos, journals,
etc., that are by their very nature personal amgestive.” This added colour and

provided details to the dynamics that played odhestudy.

4.5.3.1 Document Analysis Procedures

Important documents such as the laws regulatingpleeations of the case
organisation and annual reports were readily abkslto the researcher. These
provided background information that helped to pfexthe background against
which the research was conducted (Marshall & Ross2@06). Based on these
documents and my experiences, the background afatbe organisation is provided

in chapter five.
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The next set of documents analysed were the hisladbcuments. As an exploratory

work, my document analysis was of a general nandethe documents were used to

corroborate respondents’ stories. Since SSE pslaiie well-documented, it was easy
to contrast views expressed by respondents toaetgolicies.

To a lesser extent, personal communication doctsweere viewed. Mostly these
documents related to disciplinary actions takeS83tk, and those related to
performance appraisals and rewarding. Again, gti®sdocuments was studied in a
similar fashion to historical documents, mainlyegiablish the credibility of

respondents’ views.

Since | had no involvement as a researcher incollg this documentary data, this
important data-gathering technique enhances tisentanthiness and credibility of my

own study.

4.5.4 Focus Groups

Bloor and Wood (2004, p. 165) view focus groups &m of group interviews, but

quite distinct from group interviews and Delphi gpo They define focus groups as:

A series of audio-recorded group discussions héta aifferently composed groups of
individuals and facilitated by a researcher, whhesaim is to provide data (via the
capture of intra-group beliefs and group normsespect of a particular topic or set of
issues(Bloor & Wood, 2004)

There are three distinct differences that makedagoups distinguishable, according
to Bloor and Wood (2006, p. 88). Firstly, focusyps discuss one topic in depth
whereas group interviews may cover a variety oice@Becondly, group interviews
are organised to collect data from more peopleeasame time in order to save time
and money. Thirdly, focus groups are concerned thighdynamics of the whole
interview process. It was mostly for reasons oreetaree that focus groups was
being employed in this study. | wanted to get deepevs of issues and | was also
very much interested in the power relations thaldbde observed in the various
groups. My role was mainly a facilitating role agrdup members were expected to

debate among themselves.
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Focus is also different from Delphi group, in tttz latter is a panel of experts
brought together in consultation to provide conssraithoritative statements on
group belief or policy. In this case, the only enibn for selection of participants was
that they were staff of SSE and nothing more.

4.5.4.1 Focus Groups Interview Procedures

After all individual interviews of the eighteen Btarere completed, they were re-
grouped into focus groups. The first group was maguentirely of junior staff. The
second group was made up entirely of managemdhtBt@ third was made up of
managers, senior staff and clerical officers. Hagvetheir common characteristic

was that they were people who had cordial relatiggssand interaction with each
other. The fourth group was similar to the thirsljtacomprised managers, supervisors
and junior officers. The difference is that thisifin group was made up of people
who did not have a close connection officially miormally with each other. Rather,
they were people who would interact with each otirea professional level only, and

had little or no noticeable social connection.

Based on my experiences as a former staff, | consbi divided the participants into
their groups. Various issues that were raised dunterviews were raised with the
groups. They were given an exclusive issue eadistuss. Then, they were given
another one or two other issues to discuss whialk @also given to other groups.

| was interested both in what their views werelwrse issues and in the power
dynamics of the groups and how they respondeddio ener and to the questions
raised. These were recorded and formed an impqutahbf this analysis. The next

section will now discuss the data analysis procesliur
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4.6 Data Analysis Techniques

This section outlines the methods used to analgteabllected for this study. It
elaborates on actual procedures of the researanddde use of the tools and
techniques described in this chapter provide the diaalysed in chapter six.

For qualitative workSilverman (2005, p. 150) recommends researchégotto”
their data, even before one has a research praoidna method of analysis.
Otherwise, the researcher will do catch-up worktlh@ remainder of thesis work. In
trying to be true to Silverman’s views, analyseslatia were made during my write-
up of the literature review and methodology chaptés a former employee of the
organisation under study, | consciously reviewedlilerature in my head and
weighing it up against my experiences in the orggtion. At this point certain
cultural themes began to emerge.

During the interviews notes were taken of othemaargational themes that emerged.
Data was actively analysed as it was being colteatel collated. | asked myself
guestions that challenged the usual way of thinKirge relationships between my
four sub-questions stated earlier in this chajgiied, how | should ask my questions in
order to answer my research question was considerenh this, issues emerged

clearly which were later raised with the focus greu

4.6.1 Content Analysis

Having collected my data, the next step was togedavith content analysis of the
interviews in an attempt to draw up important therieat emerged. According to
Denscombe (2007), content analysis is a “methdeklp the researcher to analyse the
content of documents”. The process included selgetitext, determining the unit of
analysis, developing relevant categories, codiegcttegories, tallying the
frequencies of themes and analysis of the freqeerafithemes and their relationship
with other units that occurred in the text. My iview text provided the main data for

analysis. It was decided that each sentence wautdybunit of analysis. In order to
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help me understand and organise the data mearlinghe transcripts were read and

re-read until themes began to emerge.

For my first level of analysis, the intervieweesrgvgrouped according to their status
in the office since | was also interested in whedgde of various levels in the
organisation had to say. Therefore, all the clésta(f's responses were grouped
together, likewise the responses of senior staffraanagers. Their responses to each
guestion were noted and compared to each othetoahe other groups. By reading
through what their responses were, themes begaméoge in my mind. Using

Constas’ (1992) framework, the categories for agialywere developed.

From this grouping of responses | could then hgittlthe various views on a subject.
For example, when asked which knowledge was the mpertant in the
organisation, respondents stated “management”. Enetheme, it was further
possible to see the various aspects of managehsnvéere considered to be
important. Those in the Accounts, Finance and limrest department saw good
financial management as the most important knovdedgjle others from

Administration functions saw management of humaoueces as the key knowledge.

To get a better understanding of the issues ralaadg the interviews, | also
analysed the transcripts from the discussion of focus groups. These groups were
made up of the same participants, but were ordetectlerical staff, managers, and
two mixed groups. One group was made up of thosewsdre known to have close
working relationships and the other was made ypeople with little known
relationships. This helped me to better intergretthoughts of the participants on

specific issues and to observe power relations.

Finally, a critical evaluation of how the categsrigould meet my research objective

and so answer my research question was made.
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4.6.2 Category Development

In developing categories and to assist me organysanalysis into meaningful and
logical themes, | used the framework developed layk\Constas (1992). The
categories were developed rather than just merabrgng, the summary of which is
contained in the table below. The Component of @aisation shows where the
authority for creating themes reside, the justifaraof those categories and the
source for naming them. For example, let us camdliteme number onbanportant
Knowledge The origin of the theme was found in literatunel @also the questioning
programme. The justification for its use was beeatiseemed logical and it could be
found in existing research findings. Finally theise for naming the theme was from

the programme and literature.

The Temporal Design shows when the categories @@reloped, that ia priori, a
posteriorior iterative  Since knowledge in indigenous cultures is aaoci
construction, it is also clear from the table tmaich of the categories were developed
during the whole process of research and not aparteular point in time. In our
example above, this was not the case. Since tineeteas a major concept in existing

literature, it was easy to identify the thempriori.
At the bottom of the table is the key for the datarces, for example, focus group,

from which the theme is derived. Numbers were assigor each theme developed.

In total | had 15 themes that were constructed filoenwhole research work.
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Table 2: Key Categories and Cateqories Development

Component of Categorisation

Temporal Design

A Priori

A Posteriori (after)

Iterative (during

(before)

Origination
Where does the authority fq
creating reside?

=

Participants

)

(8)(10)11*1)(13)

Programsderived from a set o
goals or objectives stated |
programs or objectives

F(1)(2)(3)(4)

N

Literature

MEE)4)

(6) (™)

(14)

Interpretive more general no
related to phenomena of study

®)(6)(7*)

(8) (121§15)

Verification
On what grounds can on
justify a set of categories?

Rational must seem to b
logical

MDEE)4) 5

(9)(127)

Referential  use existing
research findings or argument

MDEE)A)

6, 7 (10) (1814)

Empirical internally without
reference to other studies

5

8(15)

Nomination
What is the source for namin
this category?

g

Participants

9)

(10)

Programs

MEE)A4)

6,(7%)

Literature

MEE)AE)

6 (7*) (13)14)

Interpretive

8(11*t) (127
(15)

Key Categories:

Knowledge Management Themes

National Culture Themes

Organisational Culture Themes

1.Important Knowledge
2. Levels of Knowledge
3.Context for Social Interaction

4. Knowledge Creation & Adoption

5.Multiple subcultures
6.Big-manism
7. Wantokism

8. Education

9. Social Security

10. Strategising
11.Respect

12. Low Trust

13. Knowledge Hoarding
14. Human knowledge
15. Power

Data Source Key ( ) Interviewing

* Observation 1T Document Analysis

italics: Focus Group

Adopted from Constas (1992), with only the elemeiéwvant to this study included.
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Within the four KM themes, National Culture thenaesl Organisational themes are
discussed in chapter six. This helped to show \evad of culture was at play in the
various knowledge management considerations. Sirganisations are complex
institutions, the analyses took into consideratianous cross-functional views. The
views of clerical staff, supervisor and managerssve®@mpared and contrasted to
each other. This helped for a better understanafinige dynamics of the case under

study.

Ethical Issues

In this section | will deal with ethical issues tlhh@enerally and also pertaining to this
study. In summary | will deal with the necessaryamees taken to maintain the level
of ethical standards required of me. | will alssatiss the frameworks that ensured

credibility of this work.

4.7.1 Ethics

Cavana, Delahaye and Sekaran (2006, pp. 130-13p)ysdefine ethics as “ code of
conduct or expected societal norms of behavioarcdnducting this research there
were expected societal norms of behaviour in mgradtion with the various parties

that contributed to make this research complete.

Before other people’s responsibilities could bewuksed, | will first of all mention my
own. During the whole research process, | was flare that at all times the
information given by participants were to be pretgelc This was necessary to guard

against possible repercussions for expressing deviews.

Secondly, highly personal information was not stdat and avoided. At all times |
was aware of my responsibilities not to be intrirdpeople’s private lives. My work
was strictly related to knowledge management aadtidy of the effects of culture.
Similarly, care was taken not to violate the sslieem and self-respect of subjects. |
was aware that some of the concepts of this relseaight have been beyond the

understanding of some of the subjects. Where tas o, care was taken not to drive

72



my questions, as this would be demeaning. Alongémee vein, | avoided driving

guestions in such a way that might cause mentah.har

This research was totally voluntary. Most of theesgon was done internally and the
list of the participants was simply given to metbg Manager-Administration of
SSE. Where staff were on leave, replacements made in consultation with the
Administration Department. Participants were narced in any way to take part in

the study.

My responsibility to report the findings accuratalyd not to misrepresent or distort
data collected during this study was clear. Haweryed in SSE for 22 years, | still
feel strong attachments to the establishment. §ihigg feeling helped me protect the

good image of the firm and not defame it in any way

Finally, it was made clear to the participants thaty too had a responsibility to me.
After they exercised their choice to participatehia study, | let them know that they
were expected to co-operate fully. None of thetracted from their commitment. In
all cases | thought they were being truthful andds in their responses and no

misinformation was given.

4.7.2 Validity Versus Authenticity

All scientific works are expected to raise the dioesof the validity of their research.
Cavana, Delahaye, and Sekaran (2001, pp. 212-21/8)dn elaborate definition and
clarification of various types of validity in mogttuantitative research. A simplified
version is given by Bloor and Wood (2006, p. 14i/vhich validity is the “extent to
which the research produces an accurate versitireaforld”. O’Leary (2004, p. 58)
on the other hand refers to validity as being “@ned with truth value; i.e. whether
conclusions are ‘correct’. Validity also “consideveether methods, approaches and
techniques actually relate to what is being expldréHowever, as a qualitative work,
this study does not seek ‘correctness’. Ratham freore interested in the authenticity
of the process. O’Leary (2004) defines authentiagyconcerned with ‘truth value’
while recognising that multiple truths may exiskruth to me is arbitrary, and

depends on the views and experiences of the sahjader study. My main
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responsibility here was to try and capture theswws as much as possible. Therefore, |
was more concerned with the deep structure of expeas of the subjects. The
cultural underpinnings, which are the phenomenaostudy, were recorded in a
manner that is ‘true’ to the experiences of pgraats at SSE and also due to my deep

understanding of the context and culture.

4.7.3 Reliability Versus Dependability

Cavana, Delahaye, and Sekaran (2001, pp. 210-242pined what reliability in
guantitative research is about. They view relipdis “the extent to which the
measure is without bias (error free) and hence®ffensistent measurement across
time and across the various items in the instrurh&hbor and Wood (2006) simply
define reliability as “the extent to which reseaprhduces the same results when
replicated”. Again, as a qualitative study, thise&rch is not concerned with
reliability, for the tools used are qualitative.tRer, my concern was about the
dependability of methods employed. In order to emsiependability the methods
employed were systematic as explained earlierigndimapter in my description of
procedures at the data gathering stage. | recahdechethods and procedures as
accurately as possible to ensure the dependadbilityis study.

4.7.4 Generalisability Versus Transferability

Cavana, Delahaye, and Sekaran (2001, p. 457) edgéneralisability as “the
applicability of research findings in one to oth&fSeneralisability is concerned
about sampling strategies that are adequate alad lermough to represent the
population. As a qualitative work, this researclesloot concern itself with

generalisability, rather the transferability offitsdings.

O'Leary (2006, p. 147) defines transferabilityhaghlighting that “lessons learned
are likely to be applicable in alternative settiogscross populations.” In my
analysis chapter there was detailed discussioneottlture particularly to SSE but
also generally. This was due to the influence dional culture and the environment
in which SSE operates. This influence is a geniaflalence, therefore the findings of
my research are issues coloured with the effecsrdluences of this national culture
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and hence they may be transferable to other orgtons operating in Solomon

Islands.

4.8 Summary

In this chapter the research methodologies whiate wsed in this work were
outlined. | started by stating my assumptions indeecting this research. Then a
rationale for the methodologies chosen, a discassi@thnography and case study as
research strategies were also provided. A desoniti the methods used, namely
semi-structured interviews, documents analysesrahsons and the use of focus
groups was also given. In conducting the researghssumptions in relation to the
nature of the study, my role as the researchetl@nchethodology were stated. | went
on to discuss ethnography and case study as resstaaitegies; then the methods of
data collection and analysis were described. Exgpians were given on what
document analysis, semi-structured interview, olzg@rn and focus groups were and
why these tools were chosen instead of other metbgutal tools. Finally, this
chapter ended with an explanation of ethical issues

In the next chapter, the background of the casanisgtion is provided. It was in this

case organisation that the methodologies explam#ds chapter were used.
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CHAPTER FIVE

BACKGROUND OF SOCIAL SECURITIES
ENTERPRISES

“It must now be seriously considered that many Balo Island workers are becoming urban wage-
earners and to return home empty handed after wgrkfteen or twenty years in their lives is a
saddening thought”

Anthony Saru
27" November 1970

5.1 Introduction

In the last chapter, | explained the methodologihf research and the methods
employed to collect the data for this study. Follagvon from the research
methodology, this chapter is a short synopsis éérf8on Securities Enterprises
(pseudonym), the case studied. This chapter colkrerisackground of Solomon
Securities Enterprises’ (SSE) establishment, tgarosation structure, and initial
interaction with staff and finally it ends with theasons why an understanding of
knowledge management and culture is important &.5An understanding of SSE’s
background is necessary as it sets the context wideh the analyses were made.
An understanding of the background knowledge sdiweseader to better
understanding respondents’ views and so this chapéeprelude to the Analysis and

Discussion Chapter.

5.2 Background Of Solomon Securities Enterprises

The Solomon Securities Enterprises is a socialrgga@rganisation set up through an
Act of Parliament. Its primary objective is to pide old-age, invalidity and
survivors’ benefits. SSE has played this role, $jawthe first few years, and then
steadily increasing as more and more Solomon Isi@din the organization and

members meet the contingency criteria for whicly threre covered.
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SSE plays a unique dual role in Solomon Islands@uy. First, it provides social
security protection for its members and their delees. Secondly, SSE also plays an
important role as utiliser of long-term savings fferchanneling of funds into public
and private sectors for long-term investments. Was well documented in their 10
Anniversary Report. Since its inception in 1976E3fas become one of the biggest
financial institutions in the country. In a countmth a small economic base, this

secondary role often almost eclipses its socialrsgydunction.

The first ten years was a period of consolidatibfunds. In the second ten years,
SSE was optimistic to create dynamism and progeestsfrom 1988 onwards SSE
introduced various short-term benefit schemesstmigmbers. These included pledge
facilities for loans with financial institutionsnd furniture, rural housing and urban
housing loan schemes. This was made possible thrangmendment of the Act.
These schemes proved very popular with SSE’s mesnblewever, many of the
borrowers had problems servicing their loans, amdpounded with civil unrest from
1998 to 2003, it exacerbated the loan arrears aridesschemes had to be closed.

The civil tensions of late made news around thddwvamd the country was branded a
failed state (Suter, 2003). This affected the gjp@ma of SSE in a major way since
most of SSE’s bigger investments are located inasadnd Honiara, the centre of the
ethnic unrest. This difficult environment was e)gsed by SSE in their 2004 Annual
Report (p.13) as follows:

The financial period ending June 2004 has beendctaaifenging for the Fund’s

investment portfolios principally due to the recsatial unrest. As a result, the

investment environment lacked conduciveness, gfiabisinesses either closed or

reduced operations and most economic fundamei@igivere destroyed.
In line with the reduction of business and servemuirements, one-third of the
workforce was retrenched in September 2003, asgerinistration Manager’s files.
This exercise was difficult for both management atadf, who over the years had
built cordial working relationships and friendship&evertheless, tough decisions had

to be made in tough times.
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The export economy was in a free fall (Moore, 2q207,41) and services were at a
stand-still. With the intervention of the Regiorasistance Mission to Solomon
Islands (Moore, 2007) in July 2003, there was agabnormalisation of law and
order and stabilisation of public finance and bassiconfidence was slowly restored
(Moore, 2007).

During Solomon Islands’ darkest period of econogiamm, SSE'’s role in providing
some economic cushion to the nation cannot be t@ateds Despite the difficulties,
SSE continued to pursue one of its primary objestiwhich is highlighted in their
2004 annual report dshe development of Solomon Islands through prudent
investment and sound managemg20004) For example, funds outlaid in 2004 for

investment purposes looked something like this:

Table 3: Investment Portfolio

Total Bonds Mortgage Loans Equity Commercial
and Borrowers | Investment Properties

$94,271,053 $100,017,665 $64,865,662 $50,600,000

Data from SSE 2004 Annual Report

Of course much has changed during the last fousyétwever, for small island
states, these sums are huge contributions, anthahthe government and all
Solomon Islanders would appreciate, especially whermwhole government recurrent
budget for 2006 fiscal year was just $738 milliasid®non dollars (Lilo, 2007, p. 21).

This continual emphasis on national developmermt susfaced in one of the
responses of a junior member of staff. When askeat was the second most

important knowledge, his response was:

“The second most important... is contribution to toentry as a whole... such as
our tax to the government...to help build the countriike infrastructures and other
things the government wants to improve in the cguiht

The response seemed out of line with the quedtiomever, this response is still very
important, as it illustrates the thoughts of thgpandent. Although the respondent
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specifically mentioned the payment of tax, all &E3s revenues are tax exempt. In
reality tax is such a small portion of outflowsfohds. By comparison, SSE outlays

far more funds for investment and other governnentlopmental projects.

But this is an example of how Solomon Islandersakpk is not uncommon for
people to provide answers different from what imgeasked. They instead speak in
parables, riddles and metaphors. A step by stegr@ssion of thought is not how they
think. They instead see outcomes. To the resporgileted above, the result of his
work, though small, is a big step in the processational development. In this case,
to the officer, development stands as a pillaradfam building. Its importance is
prominent in the mind of the officer, since hiser@d as the person tasked with the

responsibility of raising the cheques that go auinaestments.

During the period immediately after the conflicB&§E had serious cash flow
problems due to much of its funds being tied ulpimg term investments and physical
assets. Though not on time, it did continue to pl®gervices and payments to its
members until the law and order situation was restand confidence was regained

in the business environment.

In order to carry out these important roles, SS&thae structured in such a manner

to effectively discharge these important functions.

5.3 The Organisation Structure

The structure has changed over the years to aoldéipeé thanges in the external
business environment. However, the general streacemains unchanged. The

current Corporate Structure can be summariseceifollowing diagram:
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Figure 5. Corporate Structure
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Eight Board members govern SSE’s operations byeviof powers vested upon them
in the Act to both hire and fire a General Mana@egretary and other agents, powers
to inspect employers’ records and invest fundsivedefrom members and other
investment transactions. Board members are oftecessful business people in their
own rights or bureaucrats who represent the Cremmloyers, employees and some
are appointed through ministerial discretion. Toeial day-to-day administration and
management of SSE lies with the CEO supported tiy managers and ninety-two
staff operating out of the headquarters in Hongaré two branch offices in Malaita

and Western Provinces.

The main departments that are responsible for @gemfunctions of SSE are
Operations, Investment, Property, and Finance. Atktnation and IT departments
play a supporting role. However, they are majoragigpents as their functions are
performed by similar numbers of personnel to theeotnajor departments and they
influence all staff at work and even after hourise Dther departments, that is,
Internal Audit, Board Secretary and Legal Serviss play supportive roles but are
classified as Units rather than departments simeg are manned by one or two

personnel only.

As much as possible, SSE tries to provide Equall&ynpent Opportunity (EEO) to

all Solomon Islanders. However there are speddfitement ages set in SSE’s
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policies. Staff Policies and Procedures Manual (8RPart 1, Section 31.1 states ‘50
years’ as the normal retirement age and sectidh @&lthe same document states ‘40
years’ as the early retirement age. Although songdihinterpret these clauses as
discriminating against older people, SSE hereyiagrto be consistent with their Act
which also recognises these retirement ages. Frpexperience in SSE, they try as
much as possible to maintain gender balance amicedhd religious representation

in the work place.

5.4 Initial Meeting With Staff

Through e-mail communication the Manager-Administra(MA) was made my
point of contact with the organisation. Walkingartis office on the 12 of
December 2007, | was greeted by my old colleagtie @pen arms. The initial
meeting was to address logistical issues. | wagrasd to work from the training

room and was given a lockable three-drawer calbinstore documents.

In the initial meeting | went through my researchgmse, explained the methodology
and research paradigm. The MA expressed his suppdréagerness to be part of the
research project. In our discussions, | asked haff would respond to my research.
Would they be open and frank with me in their dgstans and interviews or would
they treat me as a former manager and so, an afjer@nagement who was
conducting research to ‘spy’ on them and reporklbaenanagement? In his view, the
MA felt that staff would be comfortable with me asormer employee and would not
see me as an agent for management, since | norlbageany connections with the

organisation.

During my discussion with the MA, the Manager-Fioa (MF) walked in to greet
and welcome me into the organisation, being a fommmeking colleague and a good
friend. The MF who is an accountant by professioli$ a positivist world view. He
used terms such as ‘objective’ to express his éapens of my research approach. It
was a discussion where the MF explained what hevkode research and what he

believed | was doing.
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That afternoon the CEO summoned the MA and mygetbthis office on the

floor of the building. In the meeting | explaindetpurpose and my expectations

from the organisation. It was also a time for mexpress VUW'’s and my concern

for the protection of the identity of participatistaff. The CEO was very supportive
and expressed his and the Board’s happiness fdo m@nduct research. He expressed
his expectation for the research to be conductéd eanfidentiality and he also
expected staff to fully participate and expres# ttnee opinion. He clarified that he
would welcome staff pointing out his weaknessessavd those as opportunities for
managers and indeed the organisation to tap s{moitential to strengthen weak

areas.

The CEO recognises the fact that KM is a new anergimg field. From the
discussion, it was evident that since | last comigated with him, he had been busy
reading about the subject. He acknowledged the iitapce of tapping into tacit
knowledge that is held by staff to realise compatiadvantage. From this first
discussion it was clear that the CEO held high etgtmns and looked forward to
reading the findings of the research and what nreastould be taken to improve the

organisation.

Many more of these initial meetings with other ngera and staff followed. There
were guestions raised and in some instances | wagwot to disclose too much of
my plan lest my data collection compromised. Nesslto say, data collection went

smoothly.

5.5 The Importance of Knowledge Management and
Culture to Social Securities Enterprises

Organisational knowledge is the very thing thaedife and meaning to any
organisation. The unique combination of all thewlsalge in existence in that
organisation makes it what we perceive it to bas Thno different for SSE, and its
management is vitally important for the firm to ®a@nd function properly whether or
not staff are consciously aware of it. Secondlywiedge management does not exist

in a vacuum. It is always set in context. How SS&swledge is being managed is
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determined by the culture in existence in the oiggion. The culture determines the
importance attributed to what knowledge and how khawledge is treated. In
identifying the ‘organisational culture’ we can thieentify the “...problems for
which to provide solutions...” (Riad, 2005, p. 154@)exploring the culture in SSE
would we observe whether or not it encourages kedge creation and sharing and
how well SSE adapts to the constantly changingrenment. Lack of flexibility
would create stagnation and the eventual ‘deatSSk’s creativity, continuous

improvement and competitiveness.

5.6 Summary

As a statutory body, the Solomon Securities Enitsepris a well-established social
security organisation. The government has not reeemeontribute to its operations,
except as an employer. Over 10 years SSE consadiflands from which it could

open up various benefit schemes to its members.

The importance of SSE to the economy as a wholeatdre overstated. SSE plays a
unique dual role in Solomon Islands’ economy. k& ¢buntry’s darkest hours, SSE
stood as a beacon. Not only was it contributintheéomicro-economy but also to the
national economy. First, it provides social segypitotection for its members and
their dependents. The redistribution of money tglomembers’ withdrawal of
contributions has assisted many families that ettser could have suffered untold
hardships. Secondly, SSE also played an importdaias a utiliser of long-term
savings for re-channelling of funds into public qtvate sectors for long-term
investments. This has worked as a stabilisera@m#tional economy during the

country’s conflict period.
Despite the awesome responsibilities of the sttadfy were very receptive and willing

to participate in this research. The next chaptetains an analysis of the data

collected from SSE and discussions of those analyse
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CHAPTER SIX
ANALYSIS AND DISCUSSION

I know that | have lived because | have felt, dadling giving me the knowledge of my
existence, | know likewise that | shall exist naenshen | shall have ceased to feel.

Giacomo Casanova

6.1 Introduction

The last chapter gave a background to Social SessiEnterprises (pseudonym), the
case studied. This chapter will now focus on thedyams of data collected from SSE.
This chapter also includes discussions of the figsliof this research. Because of the
ethnographic tradition that is being employed is thork, it was possible to conduct
the interviews irpijin. If some of the quotes sound like improper Englists

because | have often tried to keep the origmal structure in the translations. My
discussions will shed light on the quotes and tBaglish meanings, where necessary.

In this analysis, the data will be discussed urioler major themes. The first major
theme is how culture influences peoples’ views dratis important knowledge. The
second major theme is culture’s influence on theartance of individual and
organisational knowledge. Thirdly, this chapterioets how culture sets up the
context for social interaction, and finally a dission of culture’s effects on
knowledge creation. Each major theme will consetaergent sub-themes as
expressed by three functional sub-cultures. Theselarical staff, supervisory staff

and management staff.

6.2 Culture’s Influence On What Constitutes Importa  nt
Knowledge

According to De Long and Fahey (2000, p. 116),lttoes and particularly sub-
cultures heavily influence what is perceived aguwisamportant, or valid knowledge

in an organisation.” In my findings within SSkEjscultures have definitely
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influenced the way officers view important knowled&taff, whether clerical,
supervisory or management saw knowledge relatétkioown work as the most
important. In other words, the proximity of the kvledge to an individual determines
the level of value imputed to that knowledge. Faaraple, a male supervisor who
works in the Finance department said:

“In my view, knowledge about computing, accountarg very important even
management. How we manage our accounts etc.”

Although computing and management are stated avaty important, they are only
important as supplementary functions of accountlime Computer department keeps
all electronic copies of accounts and managemesgda as important in relation to
management of accounts. This officer valued hifop@ance as an important

contribution to SSE’s operations.

Notable was the view of cross-functional or hiengal sub-cultures. In the rest of
this section (from 6.2.1 to 6.2.5), | will focus tive views of cross-functional sub-
cultures; they are clerical staff, supervisors anahagers. In SSE the most important
knowledge are social security, strategic plannkiliss financial management,

administration and investment knowledge.

6.2.1 Social Security

According to the International Social Security Asistion (ISSA) websitg, “social
security is everybody’s business and is concern#ddthe protection of health, the
family, old age and employment.” These are recaghés basic human needs. In
providing cover for these contingencies the sagalurity world hopes to contribute
to greater social justice, and hence lasting pedsa. provident fund scheme, SSE is
an affiliate member of ISSA, and strives to providatingency covers specified in its
Act.

In the view of the vast majority of staff, the entiee office aside, the Operations
Department is the most important department. Operais the function of SSE that
is responsible for the registration and storag@embers’ records. This department

also processes members’ withdrawal applicationseasdres compliance of the Act.

2L hitp://lwww.issa.int/engl/homef.htm
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This department’s purpose is to provide those $sekeurity services required by

SSE’s members.

When junior staff were interviewed in this reseatbtiey saw social security

knowledge as most important. As one clerical offm@mmented:

“... I think knowledge about the members is the niogtortant...so that we serve
members’ interests because we are owned by the eremiso their interest is most
important and we should cater for that.”

This view held by junior staff has been influenecedinly by three factors. First, as
front line officers, their level of interaction withe public and indeed members was
higher than any other class of workers in SSE. 6ugms and Managers are ‘hidden
away’ in their rooms, and so junior staff are tinstfline of contact with the outside

world.

Concomitantly to the first reason, members’ impaocgcontinues to be hammered
home, enforced by supervisors and management wharterespect of members
from their staff. For example, in the Operationpat&ment, counter staff are required
to be available and not to leave their work stationless they can find a stand-in
officer. As supervisors and managers are seenwasrfad individuals, it was in the

best interest of staff to comply with their bossdsmands.

Thirdly, new recruits who enter the workforce arducted through the legislative and
administrative structures of the SSE. Often thidsaenith highlighting the importance
of the members to the new-comers. It is therefogeained in the minds of staff that
whatever can be done to assist members in botlorigeand the short terms is
paramount in the role of SSE and its staff. Indhdy years of SSE, this was the main
thrust of staff education, and Management weréenfore-front of leading this

programming technique.
Then, in 1988, short term benefit schemes begae fatroduced for members.

Coinciding with this, regular in-house training was by external consultants in the

art of telephone techniques, quality customer serand strategic planning. Often,
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SSE would benevolently spend money on stationedynésbles during the training
sessions, practices that were new to SSE. Thisaiwasd at providing quality service
to SSE’s members. From the research, it was evitlanhstaff who had been with
SSE during the 1980s tended to value social sgaudtre than those who were

relatively new.

Similar views about social security being importembwledge were also held by
senior managers, which was unexpected to somealdgenagers saw job skills that
translate to service to members, and mission asidrvstatements of SSE, to be the

most important knowledge. Two reasons were giveh@r position.

Firstly, these managers were mostly staff from ramd file who went through those
early years of training and who eventually madértivay up the hierarchy. Their
views had been shaped by their long experienceéaltraining and other social
factors within the organisation. Coupled with thrstfreason and by virtue of their

new role as leaders, managers place great imperammembers.

Unlike the managers and clerical staff, supervidlork that all departments of SSE
are inter-related and are equally important. Theswtherefore also places great

importance on social security services. This walldiscussed further in this chapter.

Clerical staff from various departments or in othverds, the clerical and
management sub-cultures recognised the importdrsmmcial security knowledge. It
can therefore be concluded that recognising sseialirity knowledge has become an
organisational culture in SSE. Members are impodtakeholders of SSE. It is cross-
functionally and hierarchically recognised as imaot knowledge.

6.2.2 Strategic Planning Skills

Besides recognising the importance of social sgcknowledge, particularly
managers also regard vision and mission staten@bes important knowledge that
they must possess and put into action. This th&ams to emerge in the
conversation with non-management staff as well nbostly it is with managers that

this view is expressed more often. In SSE, all garacontribute to the corporate

87



strategy by planning for their respective departisieihis a common responsibility of
management staff to participate and demonstratesiiil. Hence, it has become an

important skill in managers’ perception.

6.2.3 Inter-Relational Functions Or Holistic Views?

In contrast to managers’ and clerical officerswseare those of the senior staff or
supervisory/middle management staff. Normal expecta would be for the

supervisors or middle managers to have common weatirseither the junior staff or
senior managers, being in the middle. However, aystosenior staff, the view was

that all functions in SSE were inter-related witine more important than the others.

This finding is consistent with literature recogngsculture as being developed
through association or through social interacti@edeo & Watson-Gegeo, 2001, p.
60). The reality is that these supervisors spand tith both clerical staff and
managers. They are the link between these two granich are from the opposite
poles of the organisation’s structure. Being inrntiddle, they were in a better
position to view the organisation as a single gnktanagers are expected to have a
bird’s eye-view of the organisation and so thegmwftail to see detail. On the other
side of the scale, shop floor workers are so distam the managers, and pre-
occupied with their daily work, that they do noegbke ‘big-picture’, strategic view
that managers see.

6.2.4 Financial Management

It was noticeable that supervisors saw financiahaggment as the most important
knowledge. This view initially looked surprisingnse not all of these supervisors
work in the finance department. However, this aéftected the middle managers’
special role in the organisation. Being the assistto senior managers, these middle
managers are the technical staff of SSE. And smlé&®éinking managers to staff,
their daily involvement would be on technical agpestich as financial,
administrative, operational and data analysis aatlation. Most of the individuals

who held this view were officers with financial lk@counds or who were working in
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the finance and accounts departments. This skeweadview of financial

management being important knowledge.

These supervisory officers were mostly those wheewecruited as diploma holders
or who showed academic capability and were semitaiming to obtain their diplomas
and so got their promotion. Training clearly isyajor source of shaping the views of
individuals. For example, when asked where thecgaf his view that financial
management was most important knowledge, one sigpernesponded: “from my
training”. Due to the level of their awareness, diédmanagers or supervisors are
much more conscious of SSE’s second role as adialinstitution than clerical staff.
Often, this class of staff pride themselves asthecated elite since most, if not all, of
them are individuals with a college diploma. Edigrats a power tool will be further

discussed in this chapter.

6.2.5 Administration And Investment: The Second Mo st
Important Knowledge

In the above discussion, | presented the viewdl tii@ cross-functional sub-cultures
on what is the most important knowledge in SSBehtasked the interviewees what
the second most important knowledge was. All caiegmf officers rated the
Investment (over 33%) and Administration (over 33&b)ctions as equal second
most important functions. As a female officer stator Investment:

“l think because SSE’s main objective is to inwesimber’s funds in order to make good
returns for their money, how we use the money wiselthat members can enjoy good
returns for their money is most important.

Because if we do not look after the members’ fundehy, then we are not achieving
SSE'’s objectives and which is to benefit the member

Firstly, investment, as this officer clearly statesone of SSE’s main objectives.
Although it was not the purpose for which SSE wasited, by its nature, SSE has
become an important financial player in the econovhgre of this was discussed in
chapter five. Secondly, the investment of funds means to providing better social
security to SSE’s members. Social security, asnortant knowledge was
discussed in some length earlier in this chapter.
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On the other hand, there were several reasons tpv@acognising the importance of
Administration knowledge. A middle management stadfimber expressed this view:

“Because for all the work of the company, Admin cerfiest... to look after all the
conditions and so on, for all the staff. They makee all the staff are happy.”

Firstly, Administration looks after staff welfaracthat staff must be motivated in
order to carry out their duties effectively. Thesaigain social security reasoning, but

one involving the welfare of SSE’s workforce.

Secondly, the staff thinks Administration is im@ort because they ensure staff work
within prescribed procedures. The assistant martagged above said that
Administration “..look after all the conditions and so on, for a# gtaff...” This
reasoning recognises the power held at the Admatish department. As per the
Staff Policies and Procedures Manual (SPPM), aluiment is carried out by this
department and the Board also exercises its pawetthrough the channel of this

department.

Finally, Administration is important because theg sesponsible for the
administration of SSE’s resources. “All the corah8” stated above and “... they
make sure all the staff are happy” include thesasjbilities of the department to
facilitate the conditions set for staff in the $tadlicies document. In particular
female staff seem to notice the powers of this depant to expend resources more
than their male counter-parts. While other depantsialso make important decisions,
the physical manifestation of the Administratiopdgment to expend resources and
touch the lives of staff on a daily basis is fetirmby female staff. As Eichinger and
Lombardo’s (2004) work showed, “women... are mordipigative and attuned to
others” and their surroundings. Men, on the otteerd, seem to show less emotion

and focus more on problem-solving skills and bussrecumen.

6.2.6 Summary

From the research it was clear that each persaleteto highlight their own
department as containing the most important knogdad the organisation. This was
consistent with literature (De Long & Fahey, 20@%3t sub-cultures “heavily
influence what is perceived as useful, importanyadid knowledge”. But across
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functions, it was also evident from this resealwdt hierarchical sub-cultures do
affect the way their members view what constitingsortant knowledge. While
clerical and senior management staff viewed knogdeabout members as top
priority, supervisory staff, who act as the gelthalds the various levels together,

viewed the organisation holistically.

It can be concluded from this analysis that SSEnh@saged to create a shared
understanding of what is important knowledge. Tastwnajority of staff recognise
the importance of social security knowledge whitns from value given to their
members. Secondly, the role of SSE as a finantssitution is also given
prominence. Investment knowledge was not only faioriole important per se, but it
directly related to the improvement of membersvses.

It was also clear that women had a greater appireciaf the Administration
department as it affected their welfare and thdaselof their families. Male staff in
general did not respond or showed little emotiotheoAdministration function.

6.3 Levels Of Knowledge: Individual And
Organisational

According to Delong and Fahey (2000, p. 118), ¢altu..embodies all the unspoken
norms, or rules, about how knowledge is to beithsted among the organisation and
the individuals in it.” When culture was used las lens to see how knowledge is
distributed within SSE, three themes seemed to gendihese aravhocontrolswhat
knowledge andavhereit is located. In sections 6.3.1, 6.3.2 and 6.Bptesent what
structured, individual and social knowledge respebt, are. Since structured
knowledge is not recognised as a form of knowladdg&SE, the section dealing with
this subject will be brief. In the discussion oésle levels of knowledgesho controls

whatknowledge, anavherethey are held, will become apparent.
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6.3.1 Structured Knowledge

Structured or organisational knowledge is knowleelgdoedded in the organisation’s
systems, processes, tools, and routines (De LoRgl&y, 2000). Based on my
experience with SSE, there are examples of stredtkinowledge everywhere in the
organisation. All documents, policies, proceducesnputer hardware and software,
manual records, members’ registration data, empsdyecords, accounts and

financial records, housing loans and staff rectseleng to the Board.

However, when staff consider organisational knolgée they think it is that which is
contained in departments and at board level. Riante, in arguing the case of a

need for knowledge sharing by the board, a senarager stated:

“All decisions made by the board or management rnestommunicated horizontally
and vertically and should not be hidden. When Wedhout accountability and
transparency, which is now preached, it has tocbeged within the organisation.”

All staff, from managers to the general staff seectured knowledge but it is not
considered organisational. They perceived thatrosgéional knowledge would make

them more efficient and effective in dischargingitiduties.

Interestingly, out of all the respondents, only ,canenanager, saw knowledge as

artefacts. His view of knowledge was:

“Knowledge is something you gain, through readingieeience through interaction
with people and that develop your knowledge.”

In order to clarify this response, he was askedravhe thought knowledge could be

found in the organisation. His answer was:

“I see knowledge as a process... and procedurese.g@ople write it up. It is the
experience of some people... they put it into writitfgyou work in a place you will
also have the experience to write it down.”

This manager is the only one who gave a respordedbognised knowledge from a
holistic viewpoint. First knowledge was “somethiyau gain through reading”. This

recognises the tacit cognitive dimension of knowkdnowledge was first
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individual and embrained in the cognitive psychevds personal and difficult to

express or share.

Secondly, knowledge is “experience through inteoactvith people”. This part of his
sentence recognises the social dimension of kn@elelkinowledge here is generated

through group interaction and is stored in the greituation and is only known to the

group.

When asked to clarify where this knowledge can beated, the response was
knowledge is “a process... and procedures...somelgeoput it into writing.” The

officer here recognises knowledge as structured ewmdified and contained in
artefacts. Somehow, he is the only interviewee whw knowledge in structured

form.

However, in Solomon Islands’ tradition, all knowigdis subjective and is socially
constructed (Gegeo & Watson-Gegeo, 2001). Since hmat the traditional
knowledge sharing in Solomon Islands is done withloe use of the written alphabet,
people tend to equate knowledge to human and ske@kledge but not codified
knowledge. This has transferred to SSE’s employeaaderstanding of what form
knowledge takes as well. This was discussed inldetehapter two.

6.3.2 Individual Knowledge

As was also discovered by Gegeo and Watson-Ge@€d \2knowledge was first of
all individual and secondly social. Knowledge hiassource in individual humans, in
tacit form. Through the act of socialising with ethmembers of a group, it becomes
social knowledge. In this and the next sectiong]lIpresent the research findings
under Individual knowledge and Social knowledgenrtis.

Firstly, most staff recognise their unique abisitiskills and knowledge and are proud
to talk about them. These skills, abilities andwilealge are varied and relate to either
their training or years of experience. There aneéhwer, a few who try to be modest
and say they have no special abilities since wigt know is also equally known by

others in the organisation.
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The few more modest individuals are mostly amosgstor staff and managers. As
an ethnographer, | know modesty is an inherentgig@blomon Islands culture which
people hold in high regard. Those who praise thérasepenly are disapproved of
and their assertive behaviour is often interpreietdoasting. Westerners often
misinterpret Solomon Islanders’ modesty for naivatyust being unappreciative of

compliments.

When the question was posed whether staff beligvetaring information and
knowledge, some said they were willing to do sceyithought that it was not really a
guestion of willingness. Rather, it was that otgheople did not take the time to find

out or ask questions. A supervisor stated:

“I don’t even see people hiding information, it'sqple not seeking that's lacking,
instead they just concentrate on their jobs, butago out and search those knowledge
is happening here.”

The culture here is one that states clearly thepteton of work as priority. It is

stated in the staff policies manual, job descripgiand verbally reinforced through
daily supervision. At the end of each 12 monthqmthis is re-enforced through
performance appraisal reports in which staff penfmmces are evaluated against their
job descriptions. Those who performed or exceedpddatations get a salary increase
or a promotion while those who fall short are refanded, have salary increments

withheld, or are disciplined in some other way.

Another reason given for people being unwillinghare their knowledge is the fear
of vulnerability to disposal. A senior manager coemted:

“In an organisation there are some knowledge thafgel like not sharing. To
them it's ...they fear that they can be replacedtang.”

De Long and Fahey (2000, p. 118) also found thizettrue. The reward system does
encourage staff to hoard knowledge. For exampligyeagnd of each year, it is
customary for SSE to host a party for all its staffended by the Board, Managers
and all spouses. During last Christmas’ functibeye¢ were awards of long service
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and some token sums of money for those who hagddéov more than 10 years and
also awards to those who had completed their digtofrom the local college. There
were also monetary gifts for ‘the best staff’ fresach department.

These reward systems underpin the necessity fallerce and loyalty. Those who
are educated were rewarded and those who are ‘catdll had to sit and watch. A
cleaner or handyman would never dream of gettireyeard for academic excellence.
Similarly, those who were loyal and served the tdaithfully were also rewarded as
were those who executed their work to the expewstaif their superiors. All these
high performers were rewarded in the presenceeobttard, management, all staff
and family members. The rest were people who hadeaehed that milestone for
long, loyal service, or were uneducated or perfariegs than those honoured that
night. This creates shame and rivalry between.gtafim experience, such a reward
system creates competition and forces staff tambleied to hoard knowledge so that
they are seen as exceptional, and thus puttingdbless in contention for reward and

honour.

6.3.2.1 Human Knowledge

When participants were asked what they thought kedyge was, of the 18
participants interviewed, more than 94% (represgnti7 participants) viewed
knowledge as tacit, and only one gave knowledgexaficit taxonomy. Tacit
knowledge exists in two forms, cognitive and techhgkills. These are further
discussed below in sections 6.3.2.1.1 and 6.3.2ek@ectively. Since in SSE
education is seen as tacit cognitive knowledgeeadsdf structured knowledge, | will
present the views of staff about education in eadi.3.2.1.3 and how it is linked

with tacit knowledge.

6.3.2.1.1 Tacit Cognitive Dimension

Taking a closer look at the views of the 17 offs;elr4 participants view knowledge
under the cognitive (Nonaka & Konno, 1998, p. di2ksification. For example, a
female clerical officer who recently graduated wathollege diploma defined

knowledge as:
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“It is something that | learn which | read about égarn at school.”

In Nonaka and Konno's (1998, p. 42) view, tacit Wfexge is in two forms, cognitive
and technical. To staff, knowledge was firstly urstinding about something. In
other words knowledge is cognitive knowing. It apent (De Long & Fahey, 2000,
p. 114), abstract knowledge about something amgaiconceptual. For example, a
male clerical officer who is an extrovert stated following when asked for his

thoughts of what knowledge was:

“When | hear the word knowledge, what comes to mayrbissavé(understanding in
pijin). Savéhow to do things, how to do a particular thingsavéabout knowledge or
savéabout how to do things or about information atsmme things or something like
that. So when this word knowledge comes, | carriktiof any other thing, but | can
only think of know-how.”

Even this officer reverted to stating knowledgewthibingsas well. He does not only
recognise knowledge ‘how’ but also knowledge ‘abdathis mind, there was no

clear distinction between technical and cogniticewledge.

6.3.2.1.2 Tacit Technical Knowledge

But tacit knowledge is also technical or ‘know-hae’do something. The skills and
abilities to do something are sentient (De Longah&y, 2000 p.114), or in the
feeling and are embedded in the body of an indalidTihis view of knowledge is
understood by fewer staff of SSE. Hands-on expeei@m informal learning has been
around in Solomon Islands for centuries and in itastthe only way Solomon
Islanders learned in pre-European times. With theat of the western learning
style, this once important knowledge creation apphchas been pushed back to the
periphery of scholarship. It is now regarded as-acaxdemic and is hardly recognised
as learning at all. The general view now held & tearning must come from an
‘expert’ who imparts his knowledge and wisdom iclassroom environment.
However, Bruner (1996), asserts that people dgusbtiearn about” , they also
“learn to be”. This learning, does not just involve acquiritkpowledge about” but

it involves knowing‘how” to respond in a socially recognised w&f the

participants interviewed, 16% recognised knowleaig&know-how'. For example, a
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female staff member who had a certificate in adstiation made the following

remarks:

“When | hear the word knowledge, | am thinking dtieation, knowledge about
education. How well you are educated and how yaletstand about culture and the
organisation in which you are employed.”

The reason why cognitive knowing is emphasised raorengst staff in SSE than
technical knowledge may lie in the above views egped by the officer. Since
education involves much cognitive learning and silmcepresents important cultural
values, cognitive knowledge has gained statusamriimds of Solomon Islanders over

technical knowledge. The importance of educatidhlve further discussed below.

6.3.2.1.3 Education: The Key To A Good Life

Education has become a very important instrumeraadral value. Sanga (2006),
defines instrumental neutral values as the meaas tnd or the means by which to
achieve a terminal value. In today’s Solomon Istacadlture, every parent aspires for
their child to have a good education. A good edanatntails a university degree
from the University of the South Pacific in Fijine of the universities in Papua New
Guinea, or better still from New Zealand, Austrarsrom another western country.
Due to limited space, the education system in thlerSon Islands is highly
competitive. Even what were once vocational trajrénhools were soon converted to
the academic stream. In a lot of instances, pasamtd their children to live with

relatives in the city to access better educatiqgrodpinities.

In this research, most staff in SSE value beingathd. They rate it as an important
knowledge or at least an achievement worth pursdihg is a reflection of the
culture where education is thought of as the magie&e where one steps out of

ignorance into being an all knowledgeable individua

Those who were interviewed thought that to be egdalcaould give one the capacity
to better understand the organisation and its tipesaand so translate to better
performance and service to SSE’'s members. This wiasvheld by the entire

spectrum of the workforce.
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Training is something people are proud of in SS&kihg to individuals, they would
not actually say it in many words, but one canftelin their manner that they are
‘educated’. This is even true amongst senior skdf.example, half of the senior staff
think that all departments are equally importartt are all inter-related. They
indicated their views as being influenced by tii@mal training at college. The fact
that they had been for further training was relévBat to state the actual “where”
they went for training was irrelevant. It went bagcanswering a question to

publishing information about oneself.

Education, especially academic training, is viewse means by which to achieve a
greater value, which is, a better life. Whabéiter life?In a previous unpublished
paper by the author (2006, p. 9), there are twmts that emergeddarmonious

living andeconomic opportunity

First, a better life to Solomon Islanders is “hamaais living in which people are
happy”. This is vital contextually, to understaheé walue people hold in education.
The Solomon Islands is a nation of villages andylyealways, all who live in those
communities are blood relatives. Anything less tharmonious living would destroy

the fabric of Solomon Islands society.

Second, and related to the first reason, for Sofotslanders better life means a land
where all its children have the opportunity to iy their own social and economic
wellbeing. It is where the people are empoweredcamndsee eye-to-eye with other
peoples as equals. Solomon Islanders still seesbless as lesser people even
compared to their island neighbours. This is #sult of many factors including
colonisation, culture, media, politics, languagd arwhole lot of other factors. Since

they are beyond the scope of this research, wenailbo there.

Observations and documents show that better léecisre organisational value, not
only for staff but for their members as well. Faample, in their 2006 annual report,
one of SSE’s core values is stated as: “We wiluseand fulfil growth of wealth and

social security to members.” | also observed tlettér life’ mind-set in action when a
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person brought a few cell phones to be sold irotfiee. They went in a couple of
days once the word spread. People did not reatlywhether they could afford to
have one. That was never a question. Of late, thesdeen a band-wagon effect on
people owning cell phones in Solomon Islands. @ietines are perceived to be state
of the art products over landlines, similar to otingported commodities such as
people’s preference for cars and not bicycles domycles. This perception is
suddenly inadvertently promoted by the presendeegfional Assistance Mission to
Solomon Islands (RAMSI) personnel who all have one.

Despite the view of staff that education is a mearecquire personal human
knowledge, to a greater degree, it is in the fofstauctured knowledge, and not
human or social knowledge. Human knowledge is vahandividual ‘know’ and
‘know how’ to do, while social knowledge is knowggglpresent amongst group
members only (De Long & Fahey, 2000). There is gsioin over how education is
viewed. The confusion lies in the use of the cogaibrain to absorb structured
knowledge that is presented in the classroom gettin

6.3.3 Confusion

Knowledge management is a new discipline and sbhad anticipated, in SSE
knowledge management became part of the vocabodyyafter my research at the
institution. The concepts were all muddled evenm@gmoanagers. For example, in a
focus group discussion on whether all knowledgeikhbe made available to all

staff, one manager made these conflicting statesnent

“So at the moment, [...] is now working on the bussm@rocess where each individual
department has to formulate the written down kndge the processes, the procedures
to go through the system so that it is exposedto staff coming in.”

Later, the same manager said:

“We are talking about knowledge management ..nidsa document or information
you file away. That's not knowledge, it's a documédnowledge is what you know up
here [pointing to the head] that you want to stare.

In the first instance, this manager clearly recegdiknowledge to be in the form of
“...written down knowledge, the processes, the prooesi..” or in other words,

structured knowledge contained in artefacts. Thehe second statement, he regards
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documents as not knowledge but ‘information’. Knegde to him is now cognitive.

This is a debate even in mainstream that schotarnue to grapple with.

There is also confusion whether knowledge is behlmyed at all. One manager thinks
the Board is withholding important knowledge frotaft He said:

“No, chair, in my view | want to see knowledge sthvertically, horizontally without
any boundary, because if we hide some decisiopslary issues, it will affect work.
All decisions made by the board or management beisommunicated horizontally
and vertically and should not be hidden. When Wedhout accountability and
transparency, which is now preached, it has tocbeed within the organisation.”

Another manager, a female, refuted this by commgnhat this has already been the
practice. She feels that the barrier to good in&dram flow is with managers. She
said:

“Isn’t it what's happening now. The board resolveass on to management,
management to staff. | think some managers hol#l mdormation from staff but the
board expects that whatever they resolve must beey@d downwards because it is
the staff that are going to carry out those regmhst”

Instead, in her view, it is individual knowleddm®t is not being shared. People are
reluctant to share their knowledge for various seasncluding personal reasons and

reasons of the systems’ security.

6.3.4 Social Knowledge And Important Social Groups

In De Long and Fahey’s (2000) framework, theretlree classes of knowledge;
Individual, Organisational and Social knowledgkale discussed the first two above
and in this section | will now focus on social kredge and its importance in SSE.
Social knowledge creates synergy and is largely &ad is shared by group members
only, and develops through working together. Inrdsearch, important social
groupings were highlighted. They are the Board iné@ors, the Executive
Management and others associated with these immpataial groups. Other concepts
such adig-manismwantokismand power relations are also discussed in thisosec
to discover why these social groups have becom@mgortant in SSE.
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6.3.4.1 The Board: The Most Important Social Group

From the interviews it was clear that the most irtgoat social group within SSE in
the eyes of staff is the Board of Directors, altjiothis social group was not even
mentioned amongst the various departments andifusctl deliberately did not want
to place the board into the organisational equatimwever, this social group kept
cropping up in the discussions. For example, a kemanager when asked which
function was most important, excluding the boaedponded:

“Yes the Board is something, but before this one, Bahiould be first, but otherwise
this one should be important | think.”

Similarly, a senior manager saw the board as th& myportant social group, worth
mentioning and dissecting, although again they wetanentioned in the question.

The senior manager made these remarks:

“All decisions made by the board or management rnestommunicated horizontally
and vertically and should not be hidden. When Wedhout accountability and
transparency, which is now preached, it has tocbeed within the organisation.”

In the question, again, | did not specifically dpeathe Board as a social group, but
to staff and managers alike, the Board of Direci®the most important social group
of all. In their mind, the former hold so much ctagtknowledge that must be

exposed, probed and dissected.

Secondly, Management, of which the CEO is thedeaflthe pack, is a very
influential and powerful social group. The otheciabgroups that exist in SSE are
also very powerful and influential; however, theg aot viewed with the same
respect that is afforded to these two groups. ekample, an inspectorate staff

member commented thus when asked which the mosirtengi group was:

“The executive means the Board and GM. It is imgarbecause the Act is managed
by the Minister and the Board, so any good planeindirections coming from the
Executive certainly must provide a good output bgeghey provide the controls; they
have the power to control. It depends on how thimctithe SSE.”
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The importance placed on the Board is evidencedeintbrced by culture’s
treatment of the Board. First, the board room om@suthe top floor of SSE Building.
This location is one of the best in Honiara andnfta bird’s eye-view one overlooks
the Honiara Port from east to west. During Boassgss no manager, let alone staff
should enter the board room unless specificallyrmomed to do so. This gives the
staff a sense of awe in the presence of the Baaitd members and is unparalleled in
the whole of SSE. All the other social groupings teated with contempt in

comparison to the treatment received by the Board.

This may also be fitting since many of the Boardnhers are successful business
people in their own rights or some senior buredaaséno are used to respect being
afforded them. Compounded by the fact that the sfi@miof Finance appoints these

public figures, their importance in society is het enhanced.

Next, the SSE reinforces their prominence by patiegn monthly Board allowances
plus sitting allowances for all scheduled and sgddmard meetings. When this level
of benevolence is endowed to someone in a courtieyevthe majority of people earn

less than US$1 a day, their image is further eistaddl as truly important people.

The Board is vested with the power to make investrdecisions. This is often in
millions of dollars and what process they takernivang at those important
investment decisions are often above the headseddrdinary staff. This also
contributes to the important impression displaygdhe Board.

However, the most important reason for the fear steff have of the Board is
because of the power entrusted them to hire aadifiy member of staff, including
the CEO as stipulated under the Act. The Boarcekascised this power before when
they terminated all staff for going on strike inr9B%nd senior managers through the
years for inconsistent performance. The Board lssapproved a redundancy
exercise in the past and unintentionally this bexandeterrent for staff to raise

dissenting views or express their opinions freely.
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Despite not including the Board in my questionimg@merged from all staff that this
is the most important social group in SSE. It wadent that the organisation’s
treatment of the Board has left the impressiomérhinds of staff that the Board is a
most important social group and the knowledge ffessess is very much coveted
knowledge. The powers vested on the Board throlgtitt cements their position as

the number one most important social group in SSE.

6.3.4.2 Executive Office: The Most Important Functi  on

Second to the Board, the Executive Office is alestnmportant. Of the 18 staff that
participated in the research, 50% rate the Exeedtimction of SSE as the most
important function while more than 22% think theg@ation function is the most
important one. For example, when asked why the lkex Office was the most

important, a middle manager stated:

“Because it is the CEO and everyone must repdtt Executive is only one person?

This idea, you know in every place of work, thenastrbe a leader, somebody who is

the head of a group and so on. So SSE as a famgyman is important, but before

this man, because you did not put Board.”
The leadership role of the CEO has influenceddfiiser to view the position as the
most important function in SSE. Nevertheless, dfficer recognised the overall
importance of the Board, and although the questidmot include the Board, it was
mentioned as more important, and in effect makiregExecutive office second most
important office in SSE. In Solomon Islands cudtwsimilar to other Melanesian

cultures, leaders are often referred to as “big-(8ahlins, 1963; Sand, 2002).

6.3.4.3 Big-man Status

This is part of a conversation | had with a fensbdf member when asked how

comfortable she was in approaching the CEO:

Anna [pseudonym]: The GM? No!

Interviewer: Why not?

Anna: Because he is ‘boss tumas’. [Becauss bévery high status]
Interviewer: So?

Anna: Feel what. What do | say? Just fear.

Interviewer: In case what happens?
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Anna: | just don’t want to be close, because hdbknow what he
will ask me to do or | may not understand the goaste will
ask me.

What this officer is trying to say is that the fiteahal culture and the organisational
culture is not one that encourages staff to apfrtae CEO. The CEO is ‘boss
tumas’. He is a big-man (Godelier, 1982). Solonslariders don't just approach big-
men in their society. He is to be revered. Evettenstaff shared similar experiences.

This male officer for example, when asked the sguoestion has this to say:

“I feel comfortable to approach any manager, ext@pGM because | see him as

little bit high or something like thatThe way | look at it, | can joke with any other

manager because | feel free to do so, but | dintetact or feel close to the GM.”
These are the words of an officer who recently gadeld with a college diploma.
Even with his qualification, the gap is not narrovanough for him to be able to have
an open dialogue with the CEO. This officer thittkat other departmental managers
are more approachable but not the CEO. He is se&nlidtle bit high’, meaning he is
of a very high status. In order for two-way comnuation to take effect, the GM has
to come down to the level at which point thereeayine mutual understanding of
humour, resulting in the sharing of “jokes”. Onhytlis point, can Solomon Islanders
open their heart and true, honest dialogue takeepla

Big-men must not assume that because they requstff will give their true

opinion on organisational issues. In Solomon Istanwlture there is such respect and
fear of the leader that often subordinates wilt jepeat the popular view to be on the
safe side. Superiors need to occasionally ‘leadwt thigh status and come down to
the level of clerical officers so as to build trestough for officers to be frank with

their opinions.

6.3.4.4 Wantokism And Multiple Sub-Cultures

It is not only females and males who are from otslands that have difficulty
approaching the CEO. Even a male officer who imfthe same region and speaks
the same language [wantok] as the GM said it wag tacommunicate with the GM

only on informal matters:
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“All of them [managers including the GM] are abteiteract easily and freely with

everyone...when it comes to informal interactionsyself do not really engage in

formal topics for discussions, unless we discussidbissues in a formal setting...

When formal things are discussed then we refdneddrmal chain of command for

these discussions. So when it is informal discusdido not really worry about the

chain of command. But when we are in formal disiuss my mindtells me that |

must refer to the chain of command.”
SSE'’s formal culture could be gleaned from the whibscussion. However, there are
subtle influences on the level of interaction betwéhe CEO and staff who are
considered to be higantok It was evident from the staff questioned abow th
whenever he felt ‘exposed’ as being close to th©Cind he would resort to
organisational rules and norms to defend himsethftfree access’ to the CEO.
Where there are multiple cultures, others wouldi thés asvantokismor nepotism.
Therefore, the ‘chain of command’ becomes his defeagainst criticism. For another
example, another male staff member who also comes the CEO’s region and

speaks the same language said this:

“People like managers and GM ...it is difficult toekitly approach them. | think
there is a channel to follow....through my bosses.”

Again, the training and cultural conditioning tstaff not to approach the CEO
directly. This officer finds organisational protdg@s the prohibition to approach the
CEO. A senior manager who also comes from the sautbgral background clearly

was aware of this concern when he commented:

“With me... if | really want something to be done foy department, | should treat
the GM as an advisor. So, anything that | want eadtment to achieve, | must see
the GM. Not because we are from the same villagé Bécause he’s the boss and
I've an obligation and duty to perform and somedyadvice will come from the
GM.”

Despite his statement to the contrary, the fadtttha manager is from the same area
as the CEO has much to do with how much freedoffedis in approaching the CEO.
All other managers interviewed, both male and fenfalind it difficult to approach
the CEO.

While males who are from the same language grouipea€EO may find it relatively
easy to approach the latter, they still face thellewof organisational culture and

expectations. While they may have broken dowrtrduditional cultural barriers, the
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multiplicity of cultures and the organisationaltcue and sub-cultures may restrict

them from expressing their opinions freely, legytbe criticised fowantokism

SSE’s workforce is made up of individuals from 8loé 9 provinces. The smallest
province no longer has representation here. Whiesdashether there wagantokism
in SSE, staff denied it. However, people from theaus language groups tend to
stick together. This was clearly observed during&'S&hristmas function, where
people from similar cultures tended to share tables

Although it may not be obviousiantokisms something staff are conscious about
and try to avoid so as to be seen as politicaltyemb. The statements uttered by those
who are from the same cultural background as th® €&emed to support the view
that staff are consciously aware of the multipyi@t sub-cultures that do exist in

SSE. As a result they avoid being seen as “toetlmsthe CEO. This can often lead
to SSE not exploiting the opportunity for staffimberact with the CEO. This has also
contributed to the loss of potential knowledge togesituations. Managers, who

have power and influence, may have something ttribote to improving the

situation.

6.3.4.5 Power And Influence

Of course, the CEO must be the most powerful inidigl in the entire SSE
administration due to his position and the powested on him by virtue of the Act
and him being the agent by whom the Board exectsdsnctions. Interestingly, the
board secretarial functions were rated as the iegsirtant in the whole of SSE. Of
the 13 staff that attempted to make any ratingesl thought the board secretarial
functions were the least important and one thoitghas the second least important.
This is a very high percentage (92%) of staff wbe somparatively little value in the
board secretarial functions. The board secrethnadtions are performed by the
Board Secretary (BS). In the interview, it was ided that along with the Manager-
Finance, the BS is the most influential manageSSt.

This issue was raised with a focus group comprisiagagement staff. These

managers interpreted staff's low rating of the bcsercretarial function as the result
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of two things. Firstly, the board secretarial fuoctis non-operational. By this staff
mean it is more a support service than a core iiomaf SSE. Secondly staff think
that the position is non-management. These cabsebdard secretarial function to be

viewed as relatively unimportant.

One manager gave a third viewbook from outside, viewing the operation, thatiy | rate the
BS low.” Looking from outside, the board secretarial fumetis not a function of SSE
that outsiders would normally notice. Unlike sonfi¢he mainfunctions of SSE, the
board secretarial function is totally concealedfritie public gaze. However, these

views do not explain why it is so influential.

When probed, several reasons were given for thaeinfe the BS has among
management staff. Firstly, a manager said: “| thin& just because she has been with
the [...] for so long.” This signifies that the incbent has established herself as a
‘big-man’ of SSE. She has acquired much knowladd&SE and she presents herself

that way. Another manager saw her this way:

“The Board is so high up in the hierarchy; you htovee confident to speak to them
without fear. Staff really don’t understand, ... andawthe work load is.”

She has to be a ‘big-woman’ to be communicatindp wie Board at that level. Her
association with the Board gives the impressiohesfmirroring the Board. Therefore

staff are obliged to afford the person honour.

Still another manager thinks it is due to the Hegrel of interaction and

communication she has with the CEO. She expressediew this way:

“... she works closely with the GM. She has daily caumication, anything not
clear, the GM asks for her opinion.”

There is some truth in this, since before the cur@EO was recruited the BS was
acting in the position for almost two years. Itherefore only logical that the new
CEO consult the BS for clarification on mattergoficy and governance.
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Finally, the rewarding of the incumbent of the lwbaecretarial function reinforces its
importance. A manager saw it this way:

“Why is it necessary for a separate post? Withrg kiggh package even more than

managers...Before there was no BS why should treste one now with such high

salary?”
From the above views it is clear that in the miofistaff there is no distinction
between the position and the person. They are nté¢he same thing. A person
sitting in a position of power automatically wieliddluence by virtue of the position.
Through association with the most important sogralips which are the Board and
Executive, the BS also displays power through tlasseciations. Unlike in
traditional culture where a big-man eventually bbkes importance due to his
eventual inability to distribute wealth, in conteonary organisations the re-
enforcement of importance, which is salary, isiclifit to alter as and when situations

change, because of legal implications that magaris

6.3.4.6 Confidentiality Or Low Trust Culture

Confidentiality is a major requirement in SSkection 4 of Part 1 of SPPM requires
all staff to maintain confidentiality in respectitdormation which may be acquired
during the course of their work. There is also @eritiality surrounding employees’
personal information and any part of this inforraatcan only be divulged with the
employee’s consent or if approval is given by Adistiiation Department or as
required by law. Thirdly, confidentiality is rega for all client information and can

only be released on their approval or if requirgdav.

When staff are recruited, they have to sign a datitm form (Form 3) in which they

agree to abide by certain rules. One of them @anse 5 which says:

Maintain at all times the confidentiality of [...] dmot to divulge any information
which may appear to be confidential or of a natwtdch may adversely affect the

[.].
The requirement to be confidential is contrastetth wie need for transparency and
flexibility. Transparency and good governance iiglatively new form of rhetoric

which started to be preached mostly in relatiothtogovernment. Of late this has
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been preached within SSE as well and found a phattee mission statements in the
2005 and 2006 annual reports.

However, when one takes into consideration thesitdgulating information and
knowledge in SSE, the culture seems to suggest éelel of trust among
departments and between management and staff. Wikile is a relatively free flow
of information between management staff, less médron gets trickled down to the
shop floor or cross-functionally. For example, wimeanagement staff discussed

freeing information to all, one junior manager hiaig to say:

“There should be some sort of internal controldatool certain functions. For

example, if Paul [pseudonym] has the knowledgegistration and changed

members’ age and there is no control, what's tleeafi&nowing that? There should

be internal control for particular knowledge.”
All members and employers registration recordkeye in a fire proof room and are
accessible to authorised staff only who have tlieesdor the combination lock. This
data is then computerised and electronic copiesdtdape IT department and the data
is accessible to a certain segment of staff of 2$fain, the entrance to the IT
department is only accessible to officers who htheecodes for the combination lock.
Similarly, Finance department has a combinatiok,lso does the Executive office

which houses the CEO, Board Secretary and BoardnRoo

There are so many other rules such as staff beotglpted from driving company
vehicles unless they are issued with a permit byAttiministration department to do
so, or that staff are not permitted to view manag@nsomments on their appraisals.
All these restrictions highlight the culture of thiaff not being trusted. It would be
understandable if staff kept SSE information casfiial from outsiders, but when
there are so many rules restricting access ofnmdtion from workers, it implies a

lack of trust in staff. This low trust contributespoor knowledge flow.

6.3.5 Summary

While the levels of knowledge are clear there isfgsion over their taxonomy and
where they are located. It was evident that staSE recognise human and social

knowledge but not structured knowledge, or at lgagas not mentioned. This was
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rather surprising since all knowledge in Solomdands is underpinned in tradition,
rules and culture. However, this confusion was &xygld in part by the fact that
education, although structured knowledge, is regrhab cognitive knowledge and
holds much hope for a better life. Along with indival knowledge, staff of SSE
recognise social knowledge. The knowledge helchbyBoard and to some extent the
Executive, which are considered the highest sgr@ips, is much coveted. Again
this has to do with the culture. In SSE there isnsieh respect afforded to these
important social groups that it borders on submésess. These attitudes and

treatment of knowledge inhibit healthy interactannd creation of knowledge.

6.4 Context For Social Interaction

According to Delong and Fahey (2000, p. 120), dié@ways cultures shape
perceptions and behaviour is through establishiegtganisational context for social
interaction. In this section | will discuss themthes that emerged relating to the social
context in SSE. These include sections 6.4.1 Faé&te Interaction, 6.4.2 Vertical
Interaction and 6.4.3 Horizontal Interaction. Otbencepts such as Innovation,
Dealing with Mistakes and Knowledge Acquisition atgo discussed in relation to

how the social culture impedes knowledge creation.

6.4.1 Face-To-Face Interaction

Face-to-face communication is still largely thefereed method of communication in
SSE. Of the 10 clerical staff who were interview@d% highlighted informal, face to
face communication as a key medium for communioafitve use of phone and
intranet are becoming popular as well. Howeveref@cface communication is still
very popular as it is natural and therefore anrdéiess means of communication.
Other forms of communication rely on other learneéxternal factors. For example,
the use of intranet not only relies on the sendaxigoarding skills but also the actual
writing abilities and the use of the technologye$é skills are taken for granted in
developed countries but in Solomon Islands thepake a real communication
problem. Similarly, phones may be available buefeaface communication is more

engaging and interesting, especially when the gmgre acquaintances. So, staff
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generally use this form of communication style. @ffecer stated that she does this
through betel nu’breaks:

“Through sitting down and having coffee during braak and during betel nut

break.”
These are actually coffee breaks provided for endfaff policies manual. But people
who have coffee remain at their work stations tuireas soon as they finish their
coffee. However, it was observed that those whevdbetel nut come in and sit
around in the Staff Common Room and chew until ado8130 when the official
working hours should begin at 8 o’clock. At 10 dmyt would congregate again to
chew. This ritual is also observed during lunchaekss afternoon coffee breaks and
after closing hours at 4.30 pm and usually the ahgwessions last 15 to 30 minutes
longer than they should. This has begde convenient by outsiders selling the mild

narcotic substances right at the corner of theeffiuilding.

Most of the conversations during the chewing sesswere on unofficial
conversation topics. There are two or three imtia@agement team who from time to
time join in and they would bring up some officgibject matter and create more

interesting discussions.

Another social group that meets frequently is knawthe office as the “Garage
Boys”. This social group used to relax after haarthe office garage over a few
beers since drinking is not permitted in any officeperty and stipulated in section
12 of Part 1 of the staff policy manual (SPPM).eY¥Imave been given permission to
move to another of SSE’s properties that has bettgeational facilities and is two
minutes drive down the road. An interesting obsiowas that staff continue to chew
betel nut in the office when the same section 1Rast1l of SPPM also prohibits this

practice.

22 Fruit of the areca palniteca catechy which is chewed together with lime and betel pepper as
a stimulant.
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From observation, horizontal communication betwstaff at the lower level is
frequent and free. Clerical staff utilise intra-aet the use of phones to some extent,

but face-to-face communication is still the numbwee mode of interaction.

On the other hand, senior staff and managers esatifa-net a great deal. For
example, with management staff all the importaastassions are circulated to all
members of the group by the CEO for their views emtiments. Only matters that
are scheduled for face-to-face discussion are dgieclun the agenda for the monthly

management meetings. A manager thus explained t@wgroup communicates:

“Normally just verbal conversation... now after lugted | realise that most
communication is through email... verbally throughetiregs and informally, after
hours. Mostly, through email... between peers throaighil, also the staff use this
as well.”

The use of internet and intranet is becoming mopufar amongst supervisors and
management staff because of access. Many of thefkluy workers share computers
and are given access to intranet but not the pgeilof internet use. This limits their

interaction options to mostly face-to-face commatian.

6.4.2 Vertical Interaction

The vast majority of staff found it difficult to oamunicate with their managers, let
alone the CEO. When asked how long ago they slamgdensitive issue with their
managers, most said they had hardly ever. Wherdaghkg there is no vertical
communication at this level, a female officer regli“Because nothing like that

happens.”

Is it that there are hardly any sensitive issuessrgyin SSE or are people merely
ignoring or closing their eyes to those sensitsgies? Or are they being impeded by
other factors? One female staff commented whendaskether there was open

interaction in her department:

“Not really.
| think the current one [manager], yes, | can cominoa it but not the previous
managers because they were all male...”
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This officer comes out with two reasons for not commicating freely with her
previous managers. First, they were regarded asbigand she “looked up to them”.
They were treated with respect even bordering dindéss. Big-men were not people
who could be approached by any member of the soatetill. This officer went on

to say:

“No..., I did not find it hard. | just did not do it.

Because | look up to them, like they are big-med, also because they are male, so
| don't feel free to discuss with them. But | cgeak up during a general meeting.
When it comes to meeting them personally, | doo’ttd

She also gave the gender barrier as another obstafrtke communication with her
previous male managers. She reasoned that it wamhohard for her to approach
them because they were male. She simply just datedonit! It is not expected of her
to be seen speaking to any male for that mattéesarhe was her husband or close
family member. As an adult she could, but as a ferslae wouldn't. It is not
culturally acceptable. Women who easily talk toentadult males are frowned upon
and often this behaviour would be interpreted @nliious conduct.

Between senior staff and managers, sharing of thenggsues is relatively easy. But
when asked how comfortable they were to approaelC#O, even managers found it
uncomfortable to do so. A long serving manager gagd

“As a matter of fact, not really. If we were toeat from 1 to 10 it would be 4.”

This seems a very low rating indeed for a manafjeiscCEO. This however, was not

isolated to this manager alone. All the other semanagers interviewed, except one,

found it difficult at times to approach the CEO. ¥hasked why this is so, a manager
responded:

“I don’t know, may be because | am quite new ongbsition aaa...um may be ...I
think it is because of the attitude; both the CEEO myself.”

The manager explained that he was a junior officethe major part of his working
life with SSE and so he sees the CEO as “someankigh”. The phrase ‘too high’ in
pijin simply translates to ‘very high’ in English. Coughleith the fact that he is a shy
type of person, he found it difficult to approadtople considered to be of high

calibre or big-men.
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Secondly, he views the CEO as someone who canggative’ in his responses. This
behaviour has created a barrier between the CE®iandanagers. The manager

continued as follows:

“l also saw his reaction to some issues. | will s&y aggressive but | am a person who

will draw back from negativity. If he is negative ¢ertain issues | will not seek

assistance from such a person for fear that hetrbghegative to what | request. | am

a person who fears uncertainty. And | always trgoid... | cannot take a no... if they

say no... it will be damaging... | might not react ternally, silently | will feel very

demotivated... when you try to put a good idea &eg tell you off bluntly .."
Staff do not approach their superiors for fearaifiy scolded or belittled. Saving face
is an important cultural obligation to the commurat large. In the busyness of their
executive responsibilities, managers often hatle litme for cultural sensitivity. In
so-doing they often inadvertently distance themegfvom their staff. The result is

summarised below by this manager:

“No that is one thing | try to avoid... if | see & sensitive and concerning him | try
to avoid it.”

True to Solomon Islands culture, this manager eXéegthe protocol for one to
always avoid confrontation. This cultural tendedogs not align well with cultures
that encourage new knowledge creation. Similarihthe big-man culture there is so
much respect given to senior people that distamcesiated and this has become a

barrier for social interaction and so, knowledgeation.

6.4.3 Horizontal Collaboration

In their opinion little collaborative work goes between staff. Generally, shop floor
workers stick to their work schedules and aim amgleting their given tasks. The
little collaboration that is currently taking plaisebetween certain staff from IT and
Finance departments. These groups are workingpoaject to upgrade and improve
accounting work through the use of technology. Ogiieups that should be working
together are the inspectorate section of the Opesatepartment with Finance
people. However, accounts records are still vetgated and often cause work
frustration for inspectors out in the field. Theesing lack of collaboration between

staff is probably due to the organisational culture
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Collaboration among managers is a constant proAdsare well-educated officers
who maintain professional relationships blendedhieasant Solomon Islands
personalities. This makes collaboration relativesgy. One manager explained
collaboration from his department’s perspective:

“In our department we only collaborate when protddrappen, when someone is
sick or one goes on leave or if there is a neadiatigafy something in the staff
manual.”

Since people are often ill, and all members off stedoretically go on leave once a
year, collaboration in this department must be Vyegh. However, this collaboration
is only at a routine level. Deeper collaboration vitnich personnel from other
departments are willing to sacrifice (De Long & Egh2000) their work for other
colleagues is underdeveloped, probably reflectimgtations due to job descriptions

and failure to establish collaboration to be araargation-wide value.

6.4.4 Innovation Versus Re-Cycling Knowledge

Generally, clerical officers feel that they areurgd to be innovative instead of
recycling old knowledge. All participants statesmme form or other, that they are

required to be innovative. A female staff memlsad shis:

“In terms of those leading us or our supervisorsuach things happen. But with my
manager, yes, we do discuss new ideas, new thoaghtew we can think of this new
contribution system, on a daily basis, so yea, arediscuss.”

At first glance, it seemed that staff had misunibed the question. Knowledge
acquired through education or some computer soé\ts into the category of
recycled knowledge. When staff are introducedxisteg structured knowledge, to
them it becomes new. However, it is not createdtedge, rather, it is adopted
knowledge. My observation confirmed that staff gersd most of their time reusing
old knowledge. But, when one considers staff aed thork in a holistic manner,
reused knowledge to them is the constant base wpa they perform their jobs,
and innovation is the aspiration they long to fuffiorder to meet some stated

required performance ideals contained in theirdebcriptions.
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Therefore, staff feel they are required to comevith new ideas and not to recycle

old knowledge. For example a newly recruited offisaid:

“I think they expect me to come up with new ideathat | did in one year and three
months is to use my own ideas on how to tackleathears and they have
worked...For example, | have been able to changeppiroach, because when | first
came and was given the papers to look at, | knew wWould not work, so | have
changed some of the approaches especially on aéigos and so on.”

One who thinks that he is required to be both imtioe but also to reuse old

knowledge has this to say:

“To be honest, | think SSE looks at both, where dng in existing knowledge as
well as develop some new thoughts in order to nsakeething useful out of itlike
for example in my role as the [...], SSE expectstdrton me, but | know | am doing
less than ... expects out of me. | think there ctn@deasons why | am doing things
less, and | also know that SSE is aware of thigly hope that they address this
quickly so that | can do better in my job and st tBSE is also happy with me.”

This officer’s main reason for underperforming veasused by his lacking the
necessary technical skills. He sees training akeli¢o solving this inadequacy. But
does he see anyone about it? Apart from the consmeade in appraisal forms, and
maybe expressing his disappointment to a few oglies, he feels that the
responsibility to identify his inadequacies falls ks supervisor or managers. The
closest he attempted to formally express this vgein the annual performance
appraisal which is hardly taken seriously or margexctly gets lost in bureaucratic
red-tape. Only serious underperformances are tagehut often as matters for

discipline and not learning. This will be discug$erther in the next section.

Managers also overwhelmingly think they should teatve, although they are aware

that they do use existing ideas to a certain dedréemale manager has this to say:

“Currently we are using existing ones but we needréate new ideas. So that we
move with current trends...for example inspectotiey should try out new ideas

instead of sticking to old practices...since theythe ones to see employers they
should think in or deal with accounts managemedtrat inspectorate work only.”

Since inception, SSE had always used a subjegéxfermance appraisal system.
This was amended in 2001 so that the current Agglr&iorm now contains an
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outcome based section as well. On page 3 of thrertuAppraisal Form one would
find ‘Initiative and Innovation’ as required subjie personal attributes. This is a
carry-through from the old system of appraisal, igheone is innovative, it is
assumed that he or she will perform at work.

Although in the staff appraisal there is the reguient to be innovative, it is given
very little value. And there is no reason givenrixuiring one to be innovative or
there is no organisational focus into outcomesetad¢hieved from innovativeness.
Secondly supervisors and managers rarely takenteetd set proper prescribed goals,
job specifications, and personal specificationseréfore all appraisal, in the end still
remains subjective and there is little objectivibn the other hand, staff get rewarded
for performing their normal duties with persevem@aad consistency. There seem to
be mixed signals given here. Although staff wowlde to be innovative, there is no

incentive to do so apart from their own self-petmepand personal satisfaction.

It can be concluded that SSE culture is one whexeetis reuse of existing
knowledge. This is shown by the fact that staffeager to learn from each other and
outsiders to acquire ‘new’ knowledge. Also as eid in chapter five, SSE is a
statutory organisation and all employers are mattiet pay in workers’
contributions into SSE on behalf of their employédss law creates little incentive
for the organisation to be innovative. There isweed to work hard and smartly in
order to capture new markets or expand its matiates The law defines the market
for it, and indeed the whole business contextuiiclg investment and revenue

generation.

6.4.5 Dealing With Mistakes

Most of the responses highlight punishment asféaithose who err. Only one
manager saw mistakes as opportunities to learn énodnmprove performance. The
rest viewed punishment as the fair reward for rkesaThis response may be the
result of my questioning technique but it also teado with the current culture.

This culture, to some degree, has its sources gbeistaff policies manual. Clauses 3

to 16 elaborately cover matters from staff condad¢ermination procedures to
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appeal. From the policy document and also staffaeses, different levels of
punishment are dished out according to the seresssaf mistakes. These views are

summed up by this manager:

“There should always be different categoriesi$ itoo serious, according to staff
manual it must be a summary dismissal but if just a mistake or the stupidity of
someone then give him a chance or warning.”

Genuine mistakes could be forgiven and the offocgrcerned requested to explain
him or herself and warned. Where damage to propertywolved, staff are required
to compensate for the damage. Staff may be repdethfor minor misdemeanours,
but serious mistakes involving the loss of monewngs with similar gravity may

mean summary dismissal.

How can this culture evolve in a collective culluwantext? Should not all mistakes

be forgiven and forgotten in a collectivist socfety

Firstly, in a collectivist culture, there is a fibalance between keeping the peace and
meeting the full force of the people’s wrath. Tisislone through confrontation
avoidance. If someone over-steps the mark, whoti& person of status and power,
another who has greater power will act as the juidge and executioner and come
down on the one who erred like a ton of brickscdnjunction with this, it must be
remembered; staff fully understand their role agt@dians of members’ funds. It is
imperative that they take good care of the fundsvimd loss through theft and
through inflation. From this milieu, the policy wdgafted by a lawyer manager.

Given his legal background, everything is black amite and there are no shades of

grey.

Mistakes then are viewed negatively and must beadaat all costs. | think this view
is taken because mistakes expose SSE’s weaknBgsasise of the rules of
accountability and responsibility, mistakes arensg®exposing management’s
weaknesses. Instead of using them as an opportorigarn and improve systems,

people are blamed and punishment dished out tdytaei unsettled corporate mind.
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6.4.6 Rewarding Knowledge Acquisition

Most clerical staff think that in SSE people areaeded for performing their work.
As long as staff do what they are supposed tohdy, will get rewarded. Often, this
means following the instructions of the superibr.order for this to happen, staff
need to acquire knowledge and as much as possibhd that knowledge to ensure

competitiveness.

Managers also see that the reward system in SEpgrformance. Similar to the

view expressed by general staff, they also wase®rewards for innovation.

A few however, also believe in knowledge sharing.ole female manager
expressed, staff are rewarded:

“for performance and also to come up with new idsad also extra skills that are
out of....it's a good thing for us to adopt. If weelgeour own knowledge it will be
dark in the organisation so it's good to sharelmawledge with other colleagues.
It's not easy because each one is too bogged dathrthe task they are
performing.”

The importance of knowledge sharing is expresseti s not the practice. People
are just too busy with their work. It is from thirk that officers will get rewarded,
hence knowledge sharing is seen as time wasting.viéw is held even when
managers think that it will impede the proper ofieraof SSE and it will create

‘darkness’ in the organisation.

The ‘darkness’ metaphor in the Gula’ala subculanmeéMalaita island in Solomon
Islands igorodo ‘ala la, which means bad omen, bleak future, hardships|gm)
danger or even death. It is therefore imperatia¢ dinganisations avoid taking a path

that would lead them twrodo ‘ala laor darkness.

The culture in SSE seems to encourage individuakedge hoarding. Despite the
fact that all staff and managers recognise the rtapoe of knowledge sharing, it is
not the practice. Staff are not rewarded for slgatieir knowledge and SSE only

rewards individuals for outstanding performancesSéhare clear messages for staff to
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show individual brilliance in order to be recogmissnd rewarded. Inadvertently, SSE

has built a culture that inhibits the free shawfignowledge.

6.4.7 Summary

From the above discussion, it can be said that ®8E up-to-date communication
technology but the facilities are extended to supers only and not the whole
workforce. Therefore, avenues for interaction argtéd. This policy is in part due to
the respect afforded to big-men in SSE. This efatiecextension of respect has
become a barrier to healthy social interactionieaity. It was also noted that while
there was a free-flow of horizontal interactioroawas at a superficial level and staff

did not exploit every opportunity to interact adleep sacrificial level.

It was also noted that while staff think that tlzeg being innovative, in reality SSE
culture is one where there is reuse of existingitadge. Much has to do with the
nature of the business and its protection by latviemnstatus as a monopoly. Also due
in part to its role as the members’ saving schenistakes are taken negatively so
that they are not seen as opportunities to leam ftnd improve systems. This whole
competitive culture also encourages staff to héaalvledge despite the fact that

everyone recognises the importance of healthyantem and knowledge-sharing.

6.5 Culture Shapes Creation And Adoption Of New
Knowledge

Knowledge becomes valuable when it affects decisiaking and is translated into
action (De Long & Fahey, 2000). New knowledge thei adopted wholesale from
external sources or is created internally by adgpgxternal knowledge to the new
context. It is therefore critical to create an efifee knowledge-oriented culture. In the
rest of this chapter, I will discuss how the cudtur SSE shapes the view of external
structured knowledge and expectations for parti@mpaln the rest of this chapter as
well, I will look at how the culture shapes thewief junior staff of their superiors. In
so-doing, this discussion will shed light on theptibn strategy employed at SSE for
the creation or non-creation of new knowledge.aAmal overtone | discuss the need

to show leadership in setting the strategy for Kieolgye creation and adoption in SSE.
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6.5.1 External Structured Knowledge

In SSE the majority of staff think they are not em@ged to seek out external
knowledge and bring it into SSE and develop itHfertto create new knowledge.
According to SSE’s 2005 Annual Report (p.23), tepgnd a sizeable sum to train an
average of 15 staff a year, whether the trainirghwt term, long term, full time, part
time, domestic or overseas. Few recognise eduedticining as external knowledge
gathering, and staff often express interest toogdurther educational training. This
sending of people for training is an absorbingxdémal knowledge. Whether or not
the training is transferred to work will never b®lkvn since there is no evaluation

process in place.

The few that think they are encouraged to seelext#rnal knowledge include those
working with off-the-shelf accounting software. Agathis is an example of

absorption of existing external structured knowkdg

SSE has been aggressive in its human resourcesgand development over the
last decade. Much of this educational training loarcategorised as external
structured knowledge although the vast majoritgtaff do not recognise it to be so.
Because of their blurred understanding, littleas@l by way of synthesizing the
knowledge and improving on it so that it becomgwapriate and relevant to the
organisational context. Instead, to a great exstatf rely on management to be
creative and set strategies. The followers wit @o what they are told.

6.5.2 CEQO’s Strategic Plan: A Gift From Heaven!

A senior manager thinks that SSE is doing the rilgimg by encouraging managers to
participate in strategy setting. However, he desithat they do not do any self-
critiquing and assessment. The CEO leads in stcapdgnning and his views are not

supposed to be questioned. He summarised his as\ialows:

“My view on this is, it is not. The avenue for thatot encouraged here. There is no
debate to strategies to move organization forw@aetimes we see the GM put
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something forward we say this is final. We sag iaigift from heaven! (laugh)...
without further discussion. Although the GM mayaeyivs room for discussion, but
there is not much discussion etc.”

One wonders why whatever the GM says is like afigifh heaven, although he may
encourage dissention and debate. Knowing the managd the CEO, they are
ordinary management staff with qualities expectedfsuch high calibre individuals
but nothing out of the ordinary. How then can semanagers so close to the GM not
disclose their genuine thoughts to the CEO? Ittbak® with the national culture of

respect that also permeates the workplace.

6.5.3 Culture Of Respect Or Beaten Into Submission?

Staff know their rightful place in relation to otBe They are not supposed to question
those in authority. They are people who desenleteespected by virtue of their
position. This culture has its roots in traditionalture. Even managers, those who
are supposed to assist the CEO in matters relttipglicy and the general overseeing
of their respective departments, afford respedtahaesterner would find
unnecessary or undeserving. A manager expresseeehis in the following way:

“I've been a junior officer for quite some time/filie rest or major part of my work
life. Normally | see the CEO as someone too high.”

The CEO is a big-man and someone to whom respédakisThis culture not only has
its sources from traditional culture but also &sutated in the Staff Policies and
Procedures Manual (SPPM). In the SPPM, clauset®eahtroduction section states
that:

Where authority has been delegated fo an employee of a lower position... the
decision or the performance of the senior responsible ofticer shall prevail over the
decision or performance of the employee.

There is nothing wrong with this. It only safeguapbwer from being misused. But
in Clause 3 of SPPM, under ‘staff conduct’, is k& memanding the respect of those
superior in position to oneself. It states:

All staff of the [...] are expected fo apply themselves diligently fo their respective
duties. They must obey directions of their Senior Officers and behave with respect,
courtesy and tact fowards their Senior Officers in all dealings.
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These two rules whether explicitly or implicitlypgether pronounce the
powerlessness of junior officers to their supewbio must respect the senior officers
for the sole reason of their position and not tperformance and quality of
leadership. Often it works against creating trust eonfidence in junior officers.

Therefore staff simply steer clear of any form agreement with the CEO or
managers. Even when solicited, people have no gteeahat they will not be
discriminated against for making dissenting commeinta country where only 16%
live in a cash economy (Harcombe, 1993), the safagtout is to avoid confrontation

at all costs!

6.5.4 High Expectations Or No Expectations?

All managers and senior staff in the study thirdt tiixpectations are high for them to
participate in knowledge creation. They are tridpexted to gather data, exercise
judgment, to transform data into information andwitedge. However, some think
that they haven’'t been given the resources to etalimeet those expectations. For

example a senior staff said:

“ [The expectations are] high but do not coincidéhvactions. For example | cannot
work after hours as the doors are locked.”

On the other hand, there was a mixed responsedtemcsal staff. Most think that
they are required just to perform their normal askhe few that think that
expectations are high for them to participate il S&nowledge creation expressed

the lack of space or context to do so. For exantlpig male clerk said:

“The expectations are high but it falls short by pviding room so that
expectations can materialise.”

A survey of job descriptions and other documenggpstis the view of those who
stated that they are not expected to participakmawledge creation, but rather to
carry out their routine jobs. This might explaie flact that no avenue is created for

this to take place among junior staff.
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It is clear from the discussion that in the minéistaff, expectation is high for them to
participate in knowledge creation and therefore tngestion why their job
descriptions do not reflect this. From observaaad my experience, much of the
expectation is verbally or otherwise communicatedifmanagers and supervisors to
their staff through their frequent interaction. &t is not an organisational
understanding, there is no initiative to providagpor context for knowledge
creation to take place. The seeming lack of engmment of staff to participate fully
in creating knowledge may in part due to SSE’slsthhsiness environment. Since
SSE has a monopoly of the social security busiaedss well protected by law, there

is little incentive for entrepreneurship.

6.5.5 Family Metaphor

One of the management staff used the family ayalogompare it with SSE. This
response was made in a focus group comprising neamag and senior staff. It was
made when the question was raised if they thowggionalism was an issue in SSE.

The female manager who had been in SSE’s serviaadoe than 27 years said:

“I' am 27 years here and it’s like a family orgati@aa. Some lower officers find it
difficult to approach the GM because of their natout if you look at social
interactions, those that socialize with the GM died it easy to approach him at
work and those that do not also find it difficudtapproach him. So they tend to go
through their supervisor or manager. New people afe shy and those who are
radical quickly adjust to SSE culture. If you conaughty you can very quickly go
out the door.”

The family metaphor is one used many times befgngrbvious management when
talking about SSE as an organisation and alsoemlibbal social security circles. In
many ways the working environment is akin to a fgreetting and SSE takes care of
many of the domestic responsibilities of staff bgypding support, for example,
furnished housing, transporting children to andrfrechools and much more. This
goes beyond normal responsibilities in many otluces, and other local

institutions.

Added to this is the collectivist culture in Solomislands where there is always

inclusiveness in speech. Interaction is an importancept and goes hand in hand
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with cultural practices. For example, a recentatiph graduate explains his

understanding of knowledge in this manner:

“...when | hear the word knowledge its like, how wedarstand things, what do we
understand about whatever or everything we intexébtor with your knowledge,
what you understand. That is what | understand winerar the word knowledge. To
me | think like, if it is your knowledge, what waderstand about everything that
you know about.”

Notice that the speaker used the word ‘we’ fouesnn trying to explain his own
personal understanding of knowledge. This is acglmxample of the collective
nature of Solomon Islands society. Collectivismves the context for social
interaction and communication. Through this, indials are taught from an early age

to view the world through their society’s eyes.

6.5.6 Maintaining The Status Quo

Most staff and managers feel that they are not@aged to challenge assumptions
and beliefs which have shaped the organisationlgeauccess. One junior officer
blamed it on egos. Some managers do not wantghegesses to be questioned. They

strive to have a good name for themselves. TheesfBaid:

“Probably my answer is, there are bosses who jast vo make a name for
themselves. They do not care so much about thoseaetnally do the work. At the
end of the day, as far as [...] is concerned and fropnexperience, as long as their
names are up, that's all they are concerned aBauthey do not make room for that
because they do not want people to challenge $hetess.”

This was even noticed in a senior manager’s regptinghat is important
knowledge. This manager thinks knowledge relatmgrte’s own work was most

important. Then she gave a revealing reason:

“So that you can perform well or to the expectatidivosses or board.”

Pleasing the ‘boss’ is always a reason to perfoviinen senior managers see this as a
reason to perform, it means that they want to eragmijunior staff to engage them in
challenging those assumptions that have previduesiy perceived as successful,

thereby restricting the opportunity to create newkledge.
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Another interesting comment made by a female cdéde persistent questioning on

whether staff should challenge managers’ views was:
“No...because no one has said anything like thatreefo

Is it because no one has said anything like thi@réer is it something else? In
reality, she is not expected to think that ways linimaginable to challenge
successes, especially when they are approved bggearent. That is not how
Solomon Islands women should think. It is notklastom[culture inpijin]. It is going
against the grain of social norms and cultural etgg®ns. If one wants to be
successful, one must work within the social norAred the norms are: If it ain’t

broke, don't fix it! That is the culture in Solomésiands and in SSE. We do not want
to ‘rock the boat’, because it is disturbing thage It is also costly to constantly

make changes.

6.5.7 Summary

Over the last decade, SSE has been aggressivevidipg training for its staff.
Although this is external structured knowledgeffsta not recognise it to be so. As a
result, external knowledge is not synthesised $arinternally. Instead, staff rely on
management to constantly create knowledge andtduad. This has to do, in part,
with the national culture of respect that perme#itesnvorkplace. Respect is always a
necessary part of collective cultures. Collectivigravides the context for social
interaction and communication and those in theteres know their position and
place in society, without being told. So, if mensesants to be successful, they must
tread within society’s expectations and social reorm

6.6 Leadership

The leadership in SSE has a juggling act to perfdktinile management wishes to
generate ideas from subordinates, they have th&atomy pressure of pleasing the
Board. For example, a manager made the followintgarks when asked how they

find the work in their department:
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“At the beginning of each financial year we sholié/e our road-maps approved but
during the year there are so many things not irpthe that comes on board. It makes
officers concentrate on unfinished tasks doing dnid that. In the end we don’t
complete the tasks and the plans that were seauBef unrealistic targets, staff
don't have time or are unmotivated by so many thiagd no longer have enthusiasm
to share knowledge and ideas. If there is a flaretfor...currently there is set in each
department for those skilled to share their ideas set programme...this should be put
into plan. If not there will be no time or motivari to do the exercise.”

As illustrated by this example, there is also tensit the executive level. On the one
hand the CEO may try to listen to his managerslendn the other hand there are
competing demands from the Board. The stakeholdartthie greatest bargaining
power always wins at the end of the day. In acamrdavith Mitchell, Agle and
Wood’s (1997) definition, the Board beinglefinitive stakeholdewould wield more
power, legitimacy and urgency over subordinatesdogiscretionary stakeholders,
who may have legitimacy but lack any urgency or @oaver the CEO. Eventually,
when subordinates perceive this to be happenieg,whil block out their true
preferences from their superiors. Often the sulbatei gets what Timur Kuran (1995)
refers to as ‘reputation utility’ from it. By voieg the majority or popular opinion, the
subordinate enhances his or her own reputatioat le@ast is seen as not rocking the

boat.

Another manager, a female officer thinks SSE hamiid to encourage rigorous
debate and discussion of key strategic issuesifopiysdoes not find time to do so.
She said:

“The SSE has view to... but maybe no opportunity toaybe those responsible to
search for those opportunities for staff to geblmed may not search out for those
opportunities.”

This manager’s view is that the Administration dépe&nt should create the avenue
for intense debate to take place. True, but theoresibility must first start with the

leadership of the organisation.
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6.7 Conclusion

The analysis presented in this chapter is not temgit to evaluate knowledge
management practices in SSE. Instead, it is ademfoa representative workforce’s
view and the researcher’s interpretation of cultafiects as barriers to better
knowledge management practices. Since the diseiginew, a fair number of the
concepts seem confusing to the respondents amd@esenting the data | have
referred to literature to guide me through the n@zsonfusing terminology. Much

of the confusion lies in understanding the varidassifications of knowledge- what
they think knowledge actually is. Despite the ceidu, staff of SSE seem to agree on
what to them is important knowledge and they knlirtsocial context and the
difficulties they face in interacting which are ntlgssertical. This analysis also
reveals the culture which inhibits staff from enigagn intellectual discussion.
Finally, it has become apparent that leadershgpusial and must be shown, so that
the whole organisation move away from an inhibitiogfure to one which
encourages real engagement from all, and where thereation and adoption of new

knowledge.
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CHAPTER SEVEN
RESEARCH CONTRIBUTIONS AND IMPLICATIONS

Between falsehood and useless truth there is titfference.
As gold which he cannot spend will make no man rich
so knowledge which cannot apply will make no mize.w

Samuel Johnson

7.1 Introduction

Based on the data analyses and discussions inectsptthis chapter will now
outline the findings and their implication to SStflahe wider knowledge
management community. According to De Long and #42@00), culture embodies
all the unspoken norms or rules about individua arganisational knowledge. It
commands the rules that govern how knowledge shmeildistributed. It spells out
what knowledge should be hoarded and by whom armtenihshould be located. The

culture can encourage or discourage knowledgeiocreand adoption.

In this chapter, a summary of my research findergspresented, the general
contribution of the work to the wider knowledge ragament community is also
given. What the results imply to the case studitss outlined and the limitations of
this work. Finally a view of what the possible frgudirections are for research is

provided with a final comment from the researcher.

7.2 Summary Of Findings

The main research question in this study was ttoegfhow Solomon Islands culture
can be a barrier to knowledge management practitles. research has identified
several aspects of the culture that has creatadabés for knowledge management
practice in SSE. These findings are presentedibefaler the four frameworks
provided by De Long and Fahey (2000).
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7.2.1 How Culture Shapes Assumptions About Which
Knowledge Is Important

First, staff of SSE understand knowledge to bd.tabieir understanding of
knowledge is that it is mostly cognitive understiagdand to a lesser degree technical
knowledge. Although examples of codified or struetuknowledge litter SSE, this
study found that staff do not seem to recognisecired knowledge as knowledge at
all. In relation to this, staff do not seem toaguise educational training as external
structured knowledge. They instead see educaticogstive learning and aspire to
the exposure and experience it gives. They perde¢het by gaining educational
experience they would increase their social anai@tic wellbeing.

Second, this research revealed sub-cultures agiafhience on people’s
understanding and perception of important knowledgrestly, important knowledge
is knowledge related to the staff’'s own work anebarof responsibility. The
importance or value attributed to particular kna¥ge is determined by one’s

proximity to that knowledge.

All staff also viewed knowledge kept in the Opevati, Administration and
Investment departments as very important. It wasdathat importance is assigned
because of the impact of the departments on tligsdiees as in the case of
Administration, or successful indoctrination by rmgament in the cases of the
Operations and Investment departments. This sucté@sdoctrination could indeed

be successful organisational learning of the cespansibilities of SSE.

Finally, the research showed that knowledge heldigymen is perceived as valuable
knowledge. In the research it was revealed thatscfonctionally, throughout the
whole organisational hierarchy, knowledge heldh®/Board, Executive and officers
at close proximity to these important offices, sastthe Board Secretary, are
recognised as valuable knowledge.
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7.2.2 How Culture Mediates The Relationships Betwee n Levels
Of Knowledge

Despite the general tendency that important knogéed related to one’s own work,
all seemed to agree that the Board is the mostrigpiosocial group and knowledge
held by this group is coveted by all. Besides tbhar, staff saw the Executive Office
as the most important function of the organisati®imilar to the Board, the CEO is
rated as important due to its governance respditigibiand the powers vested on the
position. The big-man status of these importariteff is recognised and so all staff

see them as locations where important social krdydeare being held.

Apart from coveting knowledge held by these higiicet the research found that the
culture in SSE seem to encourage competition amtidlarding of knowledge by the
individual. Besides seeing education as a meaimsgmwve their status, it is also a
means to avoid dispensability. This has much tavidlo the whole national culture or
system which is designed to be competitive asaltresresource scarcity. This
culture has been bought into and is in operaticdBSiE. The competitive culture does
not encourage distribution and sharing of knowlealge ensuring that knowledge
becomes organisational. This is reinforced by #veard system, which recognises
individual brilliance and innovation. There islitrecognition or time given for
knowledge sharing, let alone reward given to thelse show this behaviour. The
rewarding of ‘best’ officers and individual perfoamce is counterproductive to
knowledge sharing and distribution. This is thecpca and no one has stopped to

think about it and suggest any changes to thigtipeac

7.2.3 How Culture Creates A Context For Social Inte  raction

The study found that there are several social gaugxistence in SSE. Some are
formal groupings and others informal. While forrgabups use their social context to
share knowledge, many of the informal groups mast i socialise and share little
knowledge relevant to SSE. The research founduhere to be very laid back. This
attitude does not create a sense of urgency apdnsibility to improve performance
in SSE. Instead staff are content to do thingssaglu
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The study also found the big-man culture to bgiptaan important role in shaping
how staff behave toward their superiors. The stltywed staff finding it difficult to
approach senior managers, the CEO or the Boardseitkitive issues or even to put
forward their honest opinions on any matter, evlemsolicited by the superiors.
This is true for both male and female staff. Intjgatar, female staff found it more
difficult to approach male superiors. Although malwyinteract with their male
superiors, the level of interaction is not compiefeee and the vast majority still find
it difficult to approach managers at all. They stastomas the barrier and to some,
even to comprehend facing the CEO was unimagin&omekastomreasoning are

embedded in the spiritual dimension.

Next, the research found that the staff of SSEaknow how to engage in
meaningful conversation when opportunities preigrmselves. Often their informal
interactions with managers are limited to unoffitapics. The culture is one that
does not encourage staff to question superionsenr directives and instructions. It
instead promotes conflict avoidance and compliaagpular opinion.

Also related to the big-man culture, the reseaocimd that the culture in SSE is one
that can be described as low trust and harsh. Tdreraules set up to guide the
administration of SSE which inadvertently have heslin the fashioning of staff to
be submissive to authority. Furthermore, SSE isthar the way they deal with
mistakes, and often the occasion is not seizedeaang opportunity. The research
found this to work counterproductively to a cultwfeknowledge creation.

Finally, the research found thantokismis constantly at the back of the minds of
staff and managers. Where there is a multiplicitgudtures, managers have to be
seen as fair and show impatrtiality in their decisicSpending time whether in length
or frequency with avantokcould be seen as nepotism. Constant pressure litcglo

correctness can work against knowledge creaticptaezh and sharing.
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7.2.4 How Culture Shapes The Creation And Adoption Of New
Knowledge

Adoption of new knowledge is difficult when exterst&ructured knowledge is not
recognised as knowledge at all. Whenever staff coboecontact with this type of

knowledge, it is mostly absorbed wholesale witttelisynthesizing being carried out.

Second, no real participation is expected fronf.sthile staff might hear it verbally
expressed to them, no document, organisation&mstatts or job descriptions outline
the importance of active participation from stéfffact to the contrary, staff are
expected to perform within provided guidelines aontito assume power to create

new knowledge. This is a culture which is wastefuhdividuals’ capabilities.

The study also revealed that opportunities for wapg new knowledge are not well-
developed in SSE. Staff are not really encourageshter into intense debate on key
strategic issues. Some clerical staff actuallykhivat senior staff dislike being

guestioned as this undermines their seniority. Thigire restricts SSE’s flexibility to

adapt to its environment.

7.3 General Contribution Of The Study

In this section, | will highlight the general impditions and the significance of this
study to knowledge managers in general and thdseested in dealing with cultural
issues in the workplace. Different cultures provitkgue situations for knowledge
managers. This study has shown that knowledge neamag not only wrestle with
organisational culture. The national culture, which product of the blend of all the
sub-cultures within the society, and the variousdes that have influenced Solomon
Islanders throughout its distant and recent hisgpiprovide challenges for even the

most enthusiastic knowledge manager.
Since there are multiple sub-cultures in placépatsider’ knowledge manager

would generally be perceived as fair in his ordecision-making. His or her non-

alliance with a particular national sub-culture \bprovide a non-threatening
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situation, therefore creating more trust in thesmlgr knowledge manager and

decisions he or she may make would be more readdgptable.

However, while this may be so, the study also shibthiat any manager that is
perceived as a big-man and or is educated is atttoehe comfort of Solomon
Islanders. Women in particular will distance thehass from their superiors,
especially if they are of the opposite sex as a sfgespect and because it is the

expected societal norm for chaste women.

Solomon Islanders fear being spoken to in case fioeiishness’ is exposed, since
the big-man is also the knowledgeable one. Theyal@xpect to be asked what their
opinion is on any matter. Therefore, even whercieli, there would be great

difficulty for managers to hear the genuine viewstaff.

From this study, it can also be concluded that Bolo Islanders desire to gain
knowledge through educational training. Staff reigagucational training as cognitive
learning but do not see it as structured knowle&geicational training is seen as a
major source of acquiring tacit cognitive knowledgach, with experience, can
translate to technical knowledge (Nonaka & Konr@98). Tacit individual
knowledge is preferred over structured organisatitnowledge. Since tacit
knowledge is embedded in the individual, it shapesvalues, norms, practices and
perception of individuals. The competitive enviramhfor individual knowledge
makes people less willing to share their knowleddk others. Instead, they strive to
build individual worth and indispensability.

This study is also revealing in that staff recognacit knowledge as important but
structured knowledge as less important. Becauigisyfeven when encouraged, staff
will place little value on external knowledge gathg and analysis, and the
opportunity to internalise knowledge from extersalirces is often missed. Similarly,
they will overlook important internal structureddwledge and let slip the
opportunity to study and learn from those artefadtiis limits the organisation’s

absorption capacity.
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As illustrated in this work, in poorer countriesygoetition is tough for scarce
resources. As this study has shown, this has disigithe emphasis of important
knowledge and its treatment. It will take time foe culture to shift in the way
important knowledge is viewed. The length of timeill take is hard to predict, but
the time taken for views to actually shift will cespond with the improvement of the
socio-economic development of the people. Compatis not such a bad thing, if the
knowledge manager knows how to use it to leveragarosational knowledge and
competitiveness. The importance of harnessing kedye and creating competition
cannot be overstated. Failing to do this wouldSelemon Islands businesses losing

to the rest of the world.

There is no easy answer to solving this but staf$tnearn to ask questions of
themselves and their managers. Questions muskbed asth of the failures and of
the assumptions that result in their success. @wtier side of this same coin, the
big-men of Solomon Islands organisations must thkdirst step down from their
lofty positions and encourage vertical communigation this note, flatter structures
would better facilitate vertical interaction thaeeper ones. Otherwise, no change

will ever take place in the social interaction @xit

Finally, at the organisational level, managersttale leadership and rise over petty
organisational politics to overcome the low-trusitere andvantokisnthat will be
ever-presentWantokisncan be very useful for rallying support. At otlienes it can
lead to nepotism and corruption where leaders fatrair ownwantoks But then
again it can also be difficult for managers whottrype seen to be politically correct
and so don’t give responsibility to their omantokswho may actually deserve it.
With time and with fair consistent performanceffstall be able to develop trust in

the big-man.

To the wider community of knowledge managementtgraners, this research is
important because it provides insights into Solonstends and the broad Melanesian
cultures. This knowledge is vital for MNCs that vi® operate in this region of the
world. Failing to recognise these multiplicitiesaafitures within countries could

prove costly and frustrating.
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Finally this paper is significant as it vividlyulstrated how Solomon Islands culture
creates barriers to good knowledge managemens rékearch highlighted the
society’s expected norms and standards of behathatiwwork contrary to cultures
that encourage knowledge creation and sharing.efti@sural trends must be dealt
with, which does not necessarily mean to do awaly,vefore knowledge can

become truly organisational and so provide thatpmetitive edge.

7.4 Practical Implications

In this section of the chapter, | will now outlittee practical implications of the study
to SSE. The outline will be in terms of requiredmagerial actions for certain
findings of the four major categories of knowleaganagement, understanding and

treatment.

1. Several actions are recommended to remedy theredteffect on how

people see important knowledge.

" Explore how the culture in SSE supports or undeesiknowledge
creation and sharing. For example, is performing/oprescribed job
in the job description more important than teaclang sharing
knowledge? What evidences of knowledge sharing nligh
institutionally required? How might performancegalbs be balanced

with knowledge sharing?

" What would result if inspectors of the OperatiompBement held
weekly meetings with the Finance Department on EdAh ‘B’ and
‘W’ records and employers’ information? Instead/@wing the
sections as separate departments, could the tagkstgnised as the
process flow of the same job? With improved regatanmunication,
it is possible to achieve enhanced coherence throngroved

alignment and immediate rectification of issues.
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" The system of rewarding ‘best’ officers is a barteeeffective
knowledge management. Could this practice be clthtmyeeflect the
desired norm of knowledge sharing? Could ‘besteffibe defined as
‘one who shares more’? One who mentors? One withésaand

coaches?

. Since all departments, sections and sub-cultur&sSia view important
knowledge differently, could there be some disaussimongst the
various groups to have a shared understanding chvkmowledge is
the most important for SSE? Why? And at what timdgght an
organisational capacity be developed to assumemnesgglity for
improving knowledge management and aligning thesie ehanging

organisational priorities and environments?

" Structured knowledge seems undesirable to sté8Sd#. Can
management initiate policy and an education protmeds something
about this view held by staff to change their pptices? Could a
balance be drawn between the investment in humawlkdge and

skills and structured knowledge?

2. The culture of SSE places higher importance orviddal knowledge than
organisational knowledge. This is mostly unintendéilo Below are some
recommendations for improvement of problemati@aaneithin SSE that
could also be applied in a general way to otheawigations as suggested by
De Long and Fahey (2000, p. 125) .

" How would you pro-actively change attitudes thataemage
ownership of individual knowledge?

" How can managers increase their communication stéfi and the

distribution of important knowledge such as Boandwledge?

" Clearly communicate that knowledge hoarding is mawonger
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acceptable in SSE. Create avenues for knowledganghand those
who do not share their knowledge will become obsiand dealt with

in an appropriate manner.

3. Some characteristics of SSE’s organisational ceiltiniat shaped the context

for social interaction were identified with suggess for improvement.

. Most importantly, it must be recognised that thikure in SSE creates

barriers to discussing sensitive topics.

. The CEO and managers must evaluate the evidenae Wieestaff
perceive them as approachable. A careful eye nauképt on

identifying elements of the culture that inhibitrtieal interaction.

. Are there ways to change the norms and practiceadourage:

* A higher frequency of interaction?

» An expectation of collaborative problem solving?

» Seeking out existing expertise and knowledge imstéa
trying to “reinvent the wheel?”

* Teaching others?

» ldentifying and learning from mistakes?

4. ltis not easy to detach oneself and look objebttigeways to improve
existing norms and practices that have becomedbepsable way of doing
things. Nevertheless, it is critical for knowledgeation, and management
must lead the way in questioning existing normacpces and assumptions
that have previously resulted in creating sucddsese are some questions they
might like to ask:

" What norms and practices create barriers in loofangmportant new

knowledge that has been ignored, discounted orsaoodered by SSE?

138



Identify the norms and practices that inhibit adtmptcreation and

application of this new knowledge.

. Is it possible to strike a balance between the mapae given to tacit
knowledge and structured knowledge? Find oppoigsib use eternal

knowledge and create innovation in SSE.

" How can management encourage staff to seek ounektenowledge
and build on it within SSE?

" Since conflict is always a big taboo in Solomomtsls society, how
can management use this to create constructive lkdge exploration

rather than creating confrontation and antagonism?

. How can management remove the norms and prachaeghibit high
levels of participation in both acquiring and chkatjing of critical
knowledge to SSE?

" How can we keep in questioning our fundamentalragsions, beliefs,
and the projections about the competitive enviramimeore

technologies, and the culture itself?

7.5 Limitations Of The Study

Because this study is an exploratory work, it isénway exhaustive and there are
limitations to this research. For the purposesisf $ection, | will highlight the
obvious limitations. They are found in four maieas: the researcher, access issues,

the situation of the respondents and timing.

Firstly, this study was not meant to be a singtensic casestudy. If access had been
easier, it would have been my ideal choice to cohdmultiple casestudy in order
to facilitate clearer generalisations. This patacease was of no significance to the

phenomenon studied. This isiastrumentalcasestudy as defined by Stake (2000).
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SSE'’s case is used to examine cultural barriekedavledge management. SSE as an

organisation is of secondary interest and servstorplay a supporting role.

Secondly, the topic of research is totally newhi $taff of SSE. It may have helped
to distribute the guide questions in advance b abald think about and prepare
their responses. | probably would have receivéidrfanswers to the questions
posed, instead of getting ‘yes’ and ‘no’ answergiame of the cases. However, |
was also aware that providing the questions in aclv@ould stimulate discussion
among the respondents and so there was the pdtenteeople to repeat the thoughts

of others and not their own.

The timing of the research also limited the pogbafticipants available to me. The
ideal time to conduct the research for me wouldeHaeen while all the staff were
present, normally around mid-year. Two factorshdmyond my control, provided
the parameters in which | had to collect the daiistly, mid-year is the end of SSE’s
financial year and is the busiest time for staff an access would be difficult. If
however | was given access in mid-year, it wouldnberfering with people when
they are most busy and so participants would nqiarate fully, hence the choice to
conduct research at the end of the calendar y&&s.hbwever, is when many of the
staff were away on leave, and so the choices frémwto pick participants in the
study was limited. So the respondents may not baea the best ones to provide the
required qualitative data. Secondly, since thiskwera thesis, | had a time frame to

work by and so the timing for me was inflexible.

Finally, as a first time researcher, | realise@rafirawing my conclusions that there
may be better ways of conducting this researctnéd the opportunity to do it all
over again. For example, | would learn the subjeglt and use dialectical analysis to
help me dig deeper in order to understand the iydgrvalues that shape the views
of respondents. The experience helped me to addigedhat | need to be braver and

explore outside the guide questions | had in hand.

Despite the weaknesses highlighted above, thiy stas raised important questions

for further exploration.
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7.6 Future Directions

Knowledge management is a new field of study iroBwmin Islands. This work has in
some small way provided the foundation from whiatufe research can be

conducted.

For example, detailed study could be made to utatetsvhy tacit knowledge is
recognised and desired over structured or codiireniviedge. Or similarly, research
could be made into organisational losses due tibad@ structured knowledge being
discounted and discarded. These would inform warkéthe importance of
structured knowledge and help management in theloement of their change
strategies.

Secondly, it would be interesting to study how &y Solomon Islanders falsify
their true preferences in public (Kuran, 1987)rothe presence of big-men. Isita
need to be seen as complying with popular viewss trdue to the need to avoid
certain social consequences, or is it the resul@feverse virtue of treachery or is it
due to some deep spiritual belief? An understandirbis culture of silence could
aid in creating a more inquisitive workforce andgé willing to create, adopt and
share their new knowledge with others.

As an offshoot of knowledge management, theredsited to create Learning
Organisations (LO). It is becoming evident thas ihot individual knowledge that
creates competitiveness of organisations, rathierprganisational knowledge

(Senge, 2006). Organisational knowledge can onlgdhéeved when the whole
organisation learns together. Therefore it folldiast Solomon Islands organisations
must learn to learn together. It would be of paitc interest to research the dynamics
of LOs in Solomon Islands context, contrastingitbhvwnainstream cultures or even
conducting cross-cultural studies with other Pa®fi Asian neighbours.
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7.7 Final Word

Knowledge in Solomon Islands is always a sociastmetion and totally unlike the
mainstream Anglo-European epistemology of positivigith focus on “objective
knowing”. Knowledge cannot be separated from thaner, therefore, objectivism
does not exist in traditional knowing. This wasadiscovered by Gegeo and Watson-
Gegeo (2001, p. 62).

Secondly, Knowledge in Solomon Islands traditionas something to be shared
openly, and with everyone. Important knowledge rhigkan the life or death of a
community. Important knowledge always means knogéeidhportant for the welfare
and the wellbeing of the tribe or community. S@ kmowledge giver is always duty-
bound to be selective in the appointment of hisggé. Knowledge is always

shrouded in secrecy, as is the time for knowledhgeisg: in pitch black night.

This is the canvas wherewith | used to sketch kedgd management practices of
one organisation in Solomon Islands. Understantliege cultural undercurrents will
be of great help to anyone who wishes to understaadulture, perspectives and
choices that Solomon Islanders make in their reitiogr) creation, adoption and

sharing or otherwise of knowledge.
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APPENDIX A: INFORMATION HANDOUT TO MANAGEMENT OF SS E

TE WHARE WANANGA O TE UPOKO © TE IKA A MAUI

ZFB VICTORIA

Research on cultural effects on Knowledge Managemen
in Solomon Islands’ organisations

Overview

My name is Joseph (Joe) Sanga and | am a MaskMaimhgement Student at Victoria
University of Wellington, New Zealand. This projesta student research study
which tries to understand how Solomon Islands calaifects knowledge
management practices at the organisational levedwHedge is becoming a critical
organisational asset for some, in creating compet#tdvantage. For others it is a
process that must be harnessed and carefully manageeate competition.
Whichever way it is viewed, there seems to be usaleagreement that knowledge is
critical to give a firm the edge. Technology antep#és could be copied but
knowledge, especially tacit knowledge is hard tdate.

The Management of knowledge is a common practi¢age Solomon Islands
organisations, although most do not recognise taetise as such. In order to gain
understanding of how knowledge is created, sharset] and managed, it is
important for the researcher to collect data iro8ain Islands as it would bring out
the unique cultural underpinnings that help defedomon Islands’ cultural identity.
This is most important in today’s business geogyaphere national physical barriers
are slowly being removed and exposing Solomon didanore and more to the
outside world. Therefore, to do business succdgsfuthe Solomons, one has to
understand the way Solomon Islanders view and kreatledge. It is an accepted
proposition that people’s worldviews are often sfthmamong other things, by their
environment.

This research is informed by the interpretive pay&dand so knowledge is taken to
be the result of social construction. Having shat,tl recognise the duality of
knowledge as existing in both tacit and explicinicand so my study views
knowledge holistically. | will therefore adopt mettological triangulation. All
participating staff will be recruited on voluntargsis and will as much as possible be
representative of all departments and gender. Tdraikistration Manager may assist
in identifying willing participants. Where otherfficulties may be faced on the
ground, | will resort to snowballing techniquesselecting participants. First, semi-
structured interviews will be conducted of four (danagement staff, six (6)
supervisory officers and ten (10) clerical statie$e interviews will last between 45-
60 minutes and will be conducted in the trainingmoof SSE. Concurrently with the
period of interviews will be specific observaticarsd observations in general.
Furthermore, documents such as manuals, correspogslanstructions and rules and
regulations will be analysed. After the analydi® interviewees will be organised
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into four focus groups. The first group will be neadb of all junior staff. The second
group will be made up of senior managers and mida@laagers/supervisors. The
final two groups will be made up of staff represegall levels, which is managers,
supervisors and clerical staff. While one grougd & made up of staffs that have
members of informal groups in the office, the otwél be made up of staff who do
not socialise with each other much or at all. Egr@dup should not take more than 1
hour of discussion. By bringing the intervieweegetiier with people of like minds
and levels, and others that seem not to have ctanscunderlying dynamics and
issues raised in the interviews will be furtherlexed and verified. Methodological
triangulation is employed since no single methad adequately capture phenomena.

This research is done under the auspices of thieNadJniversity of Wellington,
New Zealand and an ethical approval has been @atdiom VUW to collect data.
This is in recognition of meeting the required wstiending of ethical issues that
need to be properly addressed and carefully han8lede this study is an academic
paper, data gathered may be shared with my supeiwis at all times they will be
kept locked and electronic copies wiped out as smohfinish with my analysis. The
final report will contain aggregate findings andiwvidual persons and the
organisation will not be identified. A copy of ttteesis will be kept in Victoria
University Library and other academic institutiagh as the University of the South
Pacific Centre in Honiara, Solomon Islands. Othikical issues that relate to
participants will be further explained below.

How will your staff be affected?

* With Management approval, this research will bedeated involving your
staff.

* | am looking for a range of views - all kinds offdrent experiences and opinions
from managers and general staff who agree to tdalkme. | am keen to listen to
people expressing their honest opinions regardnmyvedge management
policies and practices in the organisation.

* | will talk to people individually in confidencetheir names will not be used and |
will use pseudonyms in my thesis write-up whereliapple. Everyone involved
will sign an agreement where they can say just timy want information from
them to be handled.

* What I'll be asking about is their view on knowledgnanagement policies and
practices — whether they agree or disagree witbetlpolicies and practices. How
and why you hold the view you do.

» | will present some of my findings back to respamdéparticipants for their
further comments.

* The participants will be recruited on voluntary isas

What do | want from the organisation as a whole?

* Your organisation has been chosen as the singéefoastudy. The co-operation
of all management and staff will be appreciated.

* Since, this study will take the form of ethnograptiere will be lengthy
interviews and discussions held with managers taftl Some office work may
be minimally disrupted. Fortunately, interviewethtgarticipants should not
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exceed 20 staff and as much as possible | hopedp ikterviews outside the
heavy traffic hours.

* Knowledge is present in two forms, tacit and expfmrm. Explicit or codified
knowledge is knowledge that is stored in artefaotsh as rules, regulation,
memos and other documents. To fully appreciateitigerlying dynamics that
materialize as knowledge, it would be appreciatstine documents are made
available for analysis. This will be supplementathviurther in-depth interviews.

» Total confidence in all data available to me isuasd. Again, after analysis no
copies of documents will be kept and electronicespeleted.

The researcher: Joseph Sanga has a wide knowledge as a praetiiion
administration and human resources fields in Soloieands and currently is a
student of Victoria University of Wellington.

CONTACT INFORMATION

Dr. Kala S. Retnha (Supervisor) Joseph B. Sanga éRearcher)
Lecturer Phone: 64-04-586 7076

Victoria Management School Email: joe.sanga@gmadom
Victoria University of Wellington Address: 21/41 Barber Grove
Phone: 64-04-463 5066 Moera, Lowsdutt 5010
Email: kala.retna@vuw.ac.nz Wiington, New Zealand

Address: Room 909, Rutherford House,
23 Lambton Quay,
Pipitea Campus,
Wellington, New Zealand
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APPENDIX B: JOINT AGREEMENT BETWEEN SSE MANAGEMENT

AND JOSEPH SANGA

TE WHARE WANANGA O TE UPOKO O TE IKA A MAUI
ﬁ's UNIVERSITY OF WELLINGTON

Research on cultural effects on Knowledge Managemen
in Solomon Islands’ organisations

I, Mr. John Mark, General Manager and CEO of thim®on Securities Enterprises
(Hassell) do make the following statements:

1. I have approved on behalf of the Board, for Josggiga to conduct research
in SSE from & December 2007 to ¥9January 2008;

2. That permission is given to Mr. Sanga to accessaduments that are
necessary for the successful conduct of reseaathasiBoard and
Management minutes, Annual reports, Policy papeasjuals and personal
documents such as letters, memos and other conagspoes;

3. That staff identified in SSE and who willingly vaiteer to participate in the
study will fully co-operate with Mr. Sanga;

4. That having fully co-operated, | expect them tovyte a wide ranging views
and opinions, some of which might be dissentirfgrther state that neither |
nor any management staff will actively seek dissgntiews in the study for
the purpose of incriminating and punishing staff;

5. As an academic work, some of the data may be vidyedr. Sanga’s
supervisor.

I, Joseph Sanga, researcher and student of VUW thakellowing statements:

1. | agree to conduct research at SSE, Honiara , Swidstands;

2. That at all times, | will maintain a high standafdethical behaviour during
the course of my research;

3. That | will respect the integrity and privacy of siaff;

4. That the Manager Administration, Mr. Alfonse Akaldl be my first point of
contact for logistics and to the wider organisation

5. That all soft and hard copies of documents wiltdéterned to SSE or
electronically destroyed after the research;

6. That a bound copy of the thesis will be provide G &E.

We hereby set our hands:

Mr. John Mark Mr. Joe Sanga
CEO, SSE Researcher
Date:......oovvvvvnnnn. Date:.........
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APPENDIX C: INFORMATION HANDOUT TO ALL INTERVIEW

PARTICIPANTS AND FOCUS GROUP MEMBERS

TE WHARE WANANGA O TE UPOKQ © TE IKA A MAUI

ZFB VI CTORIA

Research on cultural effects on Knowledge Managemen
in Solomon Islands’ organisations

Overview
My name is Joseph Sanga and | am a Master of MamageStudent at Victoria
University of Wellington, New Zealand. This projesta student research study
which tries to understand how Solomon Islands celaifects knowledge
management practices at the organisational levedwkedge is becoming a
critical organisational asset for some, in creatiompetitive advantage. For
others it is a process that must be harnessedaaatulty managed to create
competition. Whichever way it is viewed, there seg¢mbe universal agreement
that knowledge is critical to give a firm the edgechnology and patents could
be copied but knowledge, especially tacit knowleddeard to imitate.

In order to gain understanding of how knowledgereated, shared, used and
managed, it is important for the researcher teecoltiata in Solomon Islands as it
would bring out the unique cultural underpinninigatthelp define Solomon
Islands’ cultural identity. This is most importanttoday’s business geography
where national physical barriers are slowly bemmoved and exposing Solomon
Islands more and more to the outside world. Theeefo do business
successfully in the Solomons, one has to undergtendiay Solomon Islanders
view and treat knowledge. It is an accepted prdjmosthat people’s worldviews
are often shaped, among other things, by theirenment.

This study has been approved by the Board and Mesnegt and will require the
participation of staff in an interview and or ircfes groups and so may be
expected to be interviewed at length or more thareoA typical interview could
last between 45-60 minutes. Similarly focus grosipsuld not exceed 1 hour.
Freedom will be given to participants to expregsrthpinions with limited guide
from the researcher. Some documentary analysiglbsetrvations will also be
carried out. Willing participants may voluntarilylamit their names to the
Administration Manager or myself. Where other difliies may be faced on the
ground, | will resort to snowballing techniquesselecting participants.

This research is done under the auspices of thieNadJniversity of Wellington,
New Zealand and an ethical approval has been @atdiom VUW to collect
data. This is in recognition for meeting the regdiunderstanding of ethical
issues that need to be properly addressed anditatedindled. Since this study
is an academic paper, data gathered may be sharechwsupervisor but at all
times they will be kept locked and electronic cepa@ped out as soon as the
researcher finishes with his analysis. The finpbrewill contain aggregate
findings and individual persons and the organisaivil not be identified. A
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copy of the thesis will be kept in Victoria UniveysLibrary and other academic
institutions. Other ethical issues that relateddipipants will be further
explained below.

How will you be affected?

Permission was sought from Management and Boarthi®research to be
conducted.

The Manager Administration of SINPF may approach toparticipate in this
research. However, you have the final power toegreotherwise to participate
in this study. Your participation should absolutef/on voluntary basis.

In terms of the research, we feel that you wowldticbute immensely to the
study.

| am looking for a range of views - all kinds offdrent experiences and opinions
- from managers and general staff who agree toxdtkme. | am keen to listen
to people expressing their honest opinions reggrkimowledge management
practices in the organisation.

| will talk to people individually in confidenceyour name won't be used and |
will use pseudonyms in my thesis write-up whereliapple. Everyone involved
will sign an agreement where they can say just timy want information from
them to be handled.
What I'll be asking about is your view on knowledganagement policies and
practices — whether you disagree with those paliai®d practices. How and why
you hold the view you do.

| will present some of my findings back to respamdéparticipants for your
comments.

What do | want from the organisation as a whole?

Your organisation has been chosen as the singéefoastudy. The co-operation
of management and staff will be appreciated.

Since, this study will take the form of ethnograptiere will be lengthy
interviews (45 mins-1 ¥ hrs) and discussions hetl managers and staff. Some
office work may be minimally disrupted. Fortunatehterviewed participants
should not exceed 20 staff and as much as poddiblee to keep interviews
outside the heavy traffic hours.

Knowledge is present in two forms, tacit and expfarm. Explicit or codified
knowledge is knowledge that is stored in artefaotsh as rules, regulation,
memos and other documents. To fully appreciataitigerlying dynamics that
materialize as knowledge, it would be appreciatstine documents are made
available for analysis. This will be supplementathviurther in-depth interviews.
Total confidence in all data available to me isuasg. Again, after analysis

no copies of documents will be kept and electraojies deleted.

The researcher: Joseph Sanga has a wide knowledge as a praetifion
administration and human resources fields in Solomlands and currently is a
student of Victoria University of Wellington.
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APPENDIX D: INTERVIEW CONSENT FORM

TE WHARE WANANGA O TE UPOKO © TE IKA A MAUI

ZFB VICTORIA

Cultural Effects on Knowledge Management Policiesrad Practices in Solomon
Islands
Consent to Participate in the Research

[1 | have been given adequate information and haverstwbd the nature and
objectives of this research project and have besmdhe opportunity to seek
further clarifications and explanations.

[1 Iunderstand that | may withdraw from all partidipa in this project and the
data resulting from that participation before tBeJanuary 2008. | understand
that | may do so without providing reasons, arad #ny data already
collected will be destroyed by the researcher.

[J I understand that any information or opinions Ivide will be confidential.
Only the researcher and the supervisor will hawessto the information
provided.

1 | give permission for the interview to be tape reieal.

[ 1understand that the tape recording of intervieuksbe electronically wiped
one year after the research project completioreaeburned to me if required.
All opinions and data obtained will be destroyediuy researcher.

[J I understand the published results will not be usesiway that identifies me
personally or my business and no opinions will thietauted to me in any way
that will identify me.

[J I agree to participate in this research project.

LJ 1 would like to receive a copy of the findings.
Participant:

Name: .............coeeeeevvennnn... Signature: ........ooeeeeneen.na Datern e,
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APPENDIX E: INTERVIEW SCHEDULE

TE WHARE WANANGA O TE UPOKO O TE IKA A MAUI

ZFB VICTORIA

Cultural Effects on Knowledge Management Policiesrad Practices
in Solomon Islands

Warm-up/ background: about 5-10 minutes
Ask about their career:
Prompts
* What is you current job?
* How long have you been in it?
* What is your highest education/ training level?

1. What is people’s understanding of knowledge and kneledge
management? (10-15min)
Prompts

* What is your understanding of the word knowledge?

* Where do you find knowledge in your organisation?

* What do you think knowledge management is about?

2. How does Culture shape assumptions about which kndedge is
important?(10-15min)
Prompts

* What is your department’s most important functiole®

» Considering the organisation as a whole, which Kadge is most important?
Why? Where do you get that idea from?

* Which is the second most important knowledge? Why?

3. How does Culture mediate the relationships betweedevels of
knowledge?(10-15mins)
Prompts

» List the departments in your organisation in ommfemportance. Why do you
place them in that order?

* In which department do you work?

* How would you like to share your knowledge/recondh other
people/departments?

4. How does Culture create a context for social inter@ion? (10-15mins)
Prompts

* Who do you find the most easiest to discuss offissues with in your
department? ( More interaction bond)Why?
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Who do you find most comfortable to discuss witloiher departments?
(Special behaviours that promote knowledge shakivigy?

Who do you find most comfortable to discuss witloiher levels (vertical)?
Lower? Higher? Why?

Who do you find easiest to discuss with at you skawel? (Horizontal) Why?

How does Culture shape creation and adoption of neknowledge? (10-
15mins.)

Prompts

Do you have ideas that you want to share or bedRear

Do you make any attempts to share them or be heard?

Do other people listen to your ideas?

Do you feel it is easy to make yourself heard is trganisation?

Do you listen to other people’s ideas?
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APPENDIX F: FOCUS GROUP CONSENT FORM

TE WHARE WANANGA O TE UPOKQ © TE IKA A MAUI
ﬁ's UMIVERSITY OF WELLINGTON

Cultural Effects on Knowledge Management Polices ahPractices in Solomon
Islands

[1 We have been given adequate information and haserstood the nature and
objectives of this research project and have besmdhe opportunity to seek
further clarifications and explanations.

[1 We understand that we may choose not to particgseegroup or individually
from this project before the 18 January 2008. Weeustand that we may do
so without providing reasons, and that any datsadly collected will be
destroyed by the researcher.

[] We understand that any information or opinions wevidle will be
confidential. Only the researcher and the superwisibhave access to the
information provided.

[1 We give permission for our discussions to be tagended.
We understand that the tape recording of discussioihbe electronically

wiped one year after the research project cetigpl or be returned to us if
required. All opinions and data obtained will besteyed by the researcher.

[l

[ We understand the published results will not beluse way that identifies us
personally or our business and no opinions wilatiebuted to us in any way
that will identify us.

[] We agree to participate in this research project.

] We agree and promise to keep the proceedintjeafroup discussion
confidential.

[1 We would like to receive a copy of the findings.
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In duly agreeing to the terms above, we individuhBrewith place our signatures.

Focus Group Participants:

Name: Name: Name:
Signature: Signat Signature:
Date: Bat Date:
Name: Name: Name:
Signature: Signat Signature:
Date: Pat Date:
Name: Name:

Signature: Signature:

Date: Date:
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APPENDIX G: DISCUSSION SCHEDULE: FOCUS GROUPS

TE WHARE WANANGA O TE UPOKO O TE IKA A MAUI

IPB VICTORIA

Cultural Effects on Knowledge Management Policiesrad Practices
in Solomon Islands

Focus Group 1: Management Staff

1.

During the interviews and rating of departmentS8E, the vast majority of
interviewees rated the Board Secretarywasy lowthat is 9. However in terms
of influence in management, it is one of the mo8uential even among
managers in meetings or decision-making. How pe#sible and what'’s your
view?

Another idea is related to information. They sagt tio create new knowledge,
leverage that knowledge to create competitivenéssganisation has to do a
lot with sharing and distribution of knowledgethft is true, and all officers
of fund have access to all information, horizontalhd vertically without
restriction, to create organisational knowledgé asorganisational
knowledge that creates competitiveness and notithehl knowledge. what is
your view on that?

Focus Group 2: Clerical Staff

1.

In the interviews, a lot of people express thatsa®partments are more
important than others. For example, some say teadawnot really need
sections such as PR and Operations front desknatehid we should
concentrate on investment and ensuring high retorngembers. What are
your views on such ideas?

| just want to ask about time. From the intervietnseems that SSE is
rewarding because staff have met expected tatpetgsget 1, 2 or 3 points.
So Supervisors and senior staff feel that they doather spend their time
doing their work instead of teaching staff. Do yagree with their views?

Focus Group 3: Related Cross-section

1.

May be one issue which people actually don’t sayhlow they speak or their
practices seem to highlight is wantok system ootaitism. People seem to
congregate with others from their same region tuces within Solomon
Islands. What's your view on that?
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2. About 80% of staff think that the Executive offisethe most important office
in SSE. However, if you remove that office, SSH wiill operate without the
executive office. What's your view?

3. Innovation is the responsibility of the boss. Tlaeg paid for it. This is a view
expressed in the interviews. What's your view?

Focus Group 4: Unrelated Cross-section

1. One idea that surfaced amongst staff is thattiiesesponsibility of the boss
to be innovative because he is paid for it. Whabisr view?

2. Sometimes even when managers have good intenthohsrecourage staff to
share their views, staff don’t seem to respondeisdent. What's happening
there?

3. Sometimes some supervisors, because of conopefiati their time want to
see their tasks completed and they see that @thlkes such as teaching their
staff are not as important because they would pesgged on the list of duties
in the Job Descriptions. What's your view?
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APPENDIX H: GENERAL OBSERVATION INFORMATION SHEET

TE WHARE WANANGA O TE UPOKO O TE IKA A MAUI

B VI CTORIA

Cultural Effects on Knowledge Management Practices Solomon Islands

My name is Joe Sanga, and | am carrying out a refsg@aoject in partial fulfilment of
the requirements of Masters in Management Studig@mme. This process of data
collection has been approved by the Victoria UrsitgrHuman Ethics Committee.
The study will look at how Solomon Islands cultaféects knowledge management
practise at the organisational level. In orderdcsd | will use a variety of tools to
collect data. These tools include interviews, the of focus groups, document
analysis and observations. Some individuals wilsjpecifically observed in meetings
and discussions and there will also be a genes#rehtion of the general staff.
During a general observation, | will take notestom activities of staff in and around
the office environment. My role as the observet & non participatory and anything
| observe will clearly represent my understandihthe event.

How will you be affected?

* | will be present during formal meetings, and imfat discussions. However |
will be a non-participant observer, and will notgresenting any views or
hindering any of the processes during the discuassio

» | will be looking for a range of views, experien@ sl opinions expressed
during the interactions and how they representthanisational culture from
the viewpoints of those who are part of the groups.

* Your name will not be used in the write up, andfmentiality is assured.

» If anyone feels strongly that they do not wantembserved, they should
come and see me so that they will not be includedy data collection pool.

* At any point of this data collection process if ydisapprove of me being
present at any particular meeting or discussiormetiadr it be formal or
informal, | would not observe that meeting or graligcussion.

* You may opt not to give consent to participatingha study up to 19

January 2008.

The researcher: Joe Sangas a student of Victoria Management School, &d i
currently pursuing his Masters in Management Studie
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APPENDIX I: TRANSCRIBER AGREEMENT FORM

TE WHARE WANANGA O TE UPOKO O TE IKA A MAUI

B VI CTORIA

Cultural Effects on Knowledge Management Policiesrad Practices in
Solomon Islands

Ly e e , atranscriber for Joseph Sanga’'s MMS
Thesis, understand and agree to the following rstanés:

« Full, accurate, verbatim transcripts will be praddunless otherwise
specified;

« Each transcript will clearly indicate the narrataterviewer, and place and
date of the interview;

- The transcribing process will include:

Developing a draft transcript mjin and translate to English

Audit-editing the draft transcript

Returning the draft for review

Finalizing the draft, correcting any necessary gean

Printing the final copy on paper

Providing a copy on disc

« The final copy will be keyed to the recording aifidequested, will be indexed

« All work will be done in Microsoft Word unless otlvése specified;

« The interviewer will provide a list of proper anthpe names wherever
possible to facilitate accurate transcribing;

« The interviewer will have 30 days to review draftrtscripts and return them
for corrections. After that time, they will be casesred to stand as drafted;

« As transcriber, | understand the need for confidétyt of interview content
and | promise not to divulge any information periag to this research to a
third party, whomsoever he or she maybe. | furtggee not exploit the
narrator's story; and

« | will turn all materials, including copies of tih@erview recordings and discs
containing the transcriptions over to the researchmediately upon
completing the transcribing work.

O O O 0O O o

SIgNed o . Date..............
(Transcriber)
SIGNEA... o Date..............
(Researcher)
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APPENDIX J: E-MAIL CONTACTS WITH CASE ORGANISATION
MANAGEMENT

Manager-Administration

Apr 20
Alfons to me P

e
Akalo

'Oh daing lea' Joe,

Greetings to you in the "land of the long whiteutdd®. | regret very much the delay in replying
your email, but | managed to get approval for yaguest. Approval was granted by GM just
some minuites ago with the following conditions:

1. That the right for such a study report kenggd by yourself to SSE;
2. That MA will assist you during interviews WIiSSE personnel ;
3. That hard and soft copies of the report bgkonthe SSE Board.

I look forward for your coming over for this reselar | have no doubts that this research will
be beneficial to the Fund; most especially the AdDepartment.

Lea ma'ana.

Rete.

- Show quoted text -

CEQ’ Note

from  John Mark< > Oct 31
to @ joe.sanga@gmail.cc
cc  Alfonse Akalo
date Oct 31, 2007 12:26 PM
subjec  RE: RESEARCH AT SSE- JOE SANGA

Ubongia, Joe.

Hope to see U then. | do understand that SSE eiilebt from results of such
research work. All the Best in your studies.

John M
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