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ABSTRACT 

A properly managed knowledge is expected to bring about success in the organizational 

communication system, that increases productivity and effective attainments as well as 

achieving the set goals and objectives for the organization. This study theoretically 

investigated the managing of knowledge for organizational communication success. The 

study literature review offers a combination of the past and contemporary studies about on 

the meaning and nature of all the study variables of study, and discovered that no 

organization succeed without room for effective communication in the organization while 

managing the organizational shared knowledge. Based on the findings of the study, the 

following conclusion and recommendations are made; the study concluded that creating, 

managing, sharing and utilizing knowledge effectively is vital for organizations to fully 

harness the needed advantage of the value of knowledge. Therefore, the following 

recommendations were made among others that management should help to develop an open 

culture in which the values and norms emphasize the importance of sharing knowledge. 
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Introduction 

It is no longer a news for an individual, groups and organizations on the same industry to 

recognize that, only the organizations that are innovative will survive in this dynamic 

business world. However, it is evident that the survivability and the sustainability of every 

business organization is bound to the organizational knowledge (capability), and on how the 

organization manage the knowledge that had been extracted from the organization tacit 

knowledge and finally implement its strategies in order to engendering organizational 

competitiveness. The basic belief that organizational communication success is to 

successively appraise the knowledge management and adopt measures and strategy in the 

organization that will stimulate on codification, personalization, and other operational 

strategies in achieving the strategic plans of the organization. 

Knowledge is the most important factor of production then to labour, then to land and capital, 

(Haradhen, 2017). Hence, Knowledge transforms an individual into entrepreneur that gather 

all the necessary resources such as the human (labour), the risk of gathering capital (i.e. 

financial and land), innovation (ideas) and so on for production. On the other hand, since 

knowledge is as important for the success of organization, it is also important to manage that 

knowledge when acquired. The term knowledge management refers to as the process of 

sharing, distributing, organizing, creating, storing and understanding of knowledge about 

organization policies, processes and products,(Drew, 1997). Also, Martensson (2000) 

considers knowledge management as an important and necessary component for 

organizations to survive and maintain competitive keenness. And so it is necessary for 

organizational leaders to consider knowledge management as a prerequisite for higher 

productivity and flexibility in an organization.  

The need to align knowledge management strategy with organization strategy was identified 

as critical to the success of knowledge management (Oluikpe, 2012). 

On the contrary, a number of factors have been found which limit information use in 

organizations, such as not spending enough time collecting advice, refusal to share, fear of 

exposure, etc. According to Deshpande, et al, (1989), knowledge disavowal occurs when 

reliable and relevant information is not shared among decision makers. Thus, lack of 

knowledge sharing, lack of adequate interaction, culture diversity, lack of mutual discussions, 

lack of face to face meetings, lack of co-ordination and communication breakdown due to 

time zone difference lead to organizational failure, which leads to loss of job, lower standard 

of living, depression and criminality in the society. The aim of this study is to examine the 

extent of the relationship between managing knowledge influences organizational 

communication success. 
 

The Concept of Managing Knowledge (also known as Knowledge Management) 

The concept, managing knowledge is a combination of two words, “knowledge” and 

“managing (management)”. Managing refers to having executive control or authority of 

things or people. On the other hands, the term Knowledge refers to an awareness and 

understanding of a set of information and the ways that information can be made useful to 

reach a decision. Knowledge is personal and often intangible and it can be elusive – the task 

of tying it down, encoding it and distributing it is complex and challenging (Drucker, 1988). 

Furthermore, Gabriel (2012) posit that, knowledge is an information put to productive use. 

Thus, Knowledge is an essential element of an organization‟s intellectual capital. This 

intellectual capital is referring to the stocks and flows of knowledge available to an 

organization. Stewart (1997) defined this intellectual capital as the sum of knowledge, 

information, intellectual property and experience held by everyone in a company, put to use 
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to create a competitive edge and wealth. Hence, the intellectual capital consists of three broad 

categories of; 

i. Human capital; which consists of the skills, competences, experience and know-

how capabilities of the individuals, groups in the organization. 

ii. Structural capital; this is the knowledge assets that are indeed company 

property, intellectual property, such as administrative systems, patents, copyrights 

and trademarks, techniques, model and etc. 

iii. Relational Capital (customer); this is the connections that people outside the 

organization have with it, loyalty and market share. 

According to Ulrich (1995), “knowledge has become a direct competitive advantage for 

companies selling ideas and relationships”. On the other hands, knowledge is the most 

important factor of production then to labour, then to land and capital (Haradhen, 2017). This 

is to say that, knowledge can be seen as the organizational resource and capabilities to 

generate competitive advantage. To buttress this statement, the organization resources and 

capabilities generate the competitive advantage instead of the activities of the product market 

thereby bringing about different organizational performance which are not explained by the 

factors of the industry (Onuoha et al., 2017). Amit et al (1993) examined resource as the 

stocks of available factors that are owned or controlled by the firm. Hence, this organizational 

resource called knowledge must be managed properly for organizational success. 

Therefore, knowledge management refers to the process gathering, storing and sharing the 

wisdom, understanding and expertise accumulated in an organization about its processes, 

techniques and operations to the right people at the right time, (Gabriel, 2012). It cannot be 

confined to a single definition and it is viewed differently in different fields of endeavor. It is 

the processes for creating, organizing, transferring, sharing and leverage tacit knowledge and 

explicit knowledge towards the success of the organization. According to Scarborough et al, 

(1999), knowledge management focuses on the development of firm, specific knowledge and 

skills that are result of organizational learning processes. Knowledge management 

philosophy, view of knowledge as a key resource of the organization. 

Types of Knowledge 

Blackler (1995) notes that knowledge is multifaceted and complex, being both situated and 

abstract, implicit and explicit, distributed (group) and individual, physical and mental, 

developing and static, verbal and encoded. He further categorized form of knowledge as; 

i. Embraced as the conceptual understanding and cognitive skills of key members. 

ii. Embedded in technologies, rules and organizational procedures. 

iii. En-cultured as collective understandings, stories, values and beliefs. 

iv. Embodied into practical activity based competencies and skills of key members of 

organization. 

According to Nonaka et al., (1995), knowledge could either be explicit or tacit; 

Explicit knowledge: This knowledge is tangible that can be readily articulated, codified, 

stored and accessed, which can be easily transmitted to others. Examples of such knowledge 

include; details of processes, procedures, records of all types, manuals, databases, corporate 

internets, intellectual property portfolios and so on (Gabriel, 2012). Koulopoulos et al, (1999) 

defined explicit knowledge as that knowledge that can be articulated in formal language and 

easily transmitted amongst individuals. Explicit knowledge is likely to be transmitted and 

retained through documentation, interviews and debriefings, and training. Each section 
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includes detailed implications for action when applying these solutions for knowledge 

transfer and knowledge retention. Most forms of explicit knowledge can be stored in certain 

media. Hence, explicit knowledge can be compressed into a few summary symbols that can 

be encoded by language in written words and or machine. The nature of explicit knowledge is 

capable of being captured and widely distributed throughout the organizational members. 

Explicit knowledge is often seen as complementary to tacit knowledge. 

Tacit (hidden) knowledge: Tacit knowledge is opposed to explicit knowledge. This is 

knowledge that is difficult to express or extract. It exists in the mind of people, it is the 

knowledge we carry in our mind about how to do things, deal with problems and the lesson 

learned from experience, it is largely intuitive, and involves personal beliefs, perspectives and 

values (Gabriel, 2012). It is knowledge hidden from the consciousness of the knower. Tacit 

knowledge resides in human mind and cannot be easily codified. Tacit knowledge expresses 

itself in human actions in form of evaluations, attitudes, points of view, competences, 

experiences and skills stored so deep in the worldview of an individual that it is often taken 

for granted (Koskinen et al, 2003). Hence, it is difficult to transfer to others by the means of 

writing it down or verbalizing it. But acquired through personal contacts (i.e. through 

personal wisdom, observation, experience, insight, and intuition). Sveiby (1997) asserts that 

all our knowledge rests in a tacit dimension. 

Strategies in Managing Knowledge 

There are two major strategies in managing knowledge, according to Hensen et al. (1999), 

these are as follows; 

The codification Strategy: This is the knowledge which is stored in repositories or 

databases. It involves the transformation of tacit knowledge (individual mind/brain – 

intangible) into explicit knowledge (recorded/stored – tangible) in order to facilitate flows of 

organizational knowledge. Hence, knowledge is carefully codified and stored in databases 

where it can be accessed, communicated and used by members of the organization 

successfully. In this approach knowledge is codified or stored in documents. It is extracted 

from the original owner (the one that developed it), made independent of that owner and 

reused for different purposes. These documents may be manuals, organization policies and 

rules. Furthermore, this strategy provides many benefits to organization like storing the 

documents enables the employees to access the relevant knowledge documents needed for the 

job from anywhere in the world. For example, multinational companies which are scattered 

geographically, reuse of knowledge, learning and innovation help them a lot. 

In also, the case of any employee (the brain behind the idea) quit their job or dead, still his 

knowledge is retained and stored which is one of the benefits it provides. On the other hands, 

there are some setbacks like it is not possible to codify each and every aspect of knowledge, 

so while codifying, some useful aspect might be missed out. Codification requires extra time 

and employees might not be willing always to involve in codifying knowledge. Hence, 

organization needs to create awareness and motivating employees to involve in codifying 

knowledge (Hensen et al, 1999). Therefore, there is a need of organizational knowledge 

culture to be created through training, incentives and creating trust for everyone employee to 

participate. 

The Personalization Strategy: This strategy relies on person-to-person contacts. The 

knowledge is tied to the person that developed it and it is communicated or shared directly 

from the originator/developer. On the other hand, it is directly opposite of codification 

strategy. Personalization strategy, sharing of knowledge can be exchanged by creating 

networks and encouraging face-to-face communication between persons and /or groups by 
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means of informal conferences, workshops, brainstorming and seminar and so on and so 

forth. Furthermore, this strategy is to facilitate communication among service workers, so as 

to locate and consult the appropriate specialist. Gourlay (2001) posit that Knowledge 

embodied in people with an underlying believe that effective knowledge management ensures 

people with needs can find people who can meet those needs within the organization. 

Personalization strategy is also a powerful way to communicate empathically with customers 

and targets products/services to their particular needs. The companies that apply the 

personalization strategy focus on dialogue between individuals, not knowledge objects in a 

database (Hansen et al, 1999). 

Table 1: The main differences between codification and personalization strategies. 

S/N Codification strategy  Personalization strategy 

1 It develops an electronic document 

system that codifies, disseminates and 

allows reuse of knowledge. 

It develops networks for linking people so 

that tacit knowledge is shared. 

2 It invests once in a knowledge asset and 

reuses it many times. 

It charges high fees for highly customized 

solutions to unique problems. 

3 It rewards people for using and 

contributing to document databases. 

It rewards people for directly sharing 

knowledge with others. 

4 It invests heavily in IT; the goal is to 

connect people with reusable codified 

knowledge. 

It invests moderately in IT; the goal is to 

facilitate conversations and the exchange of 

tacit knowledge. 

Source: Fuka et al. (2000). 

 

Benefits of Managing Knowledge 

The benefit of managing knowledge in organizations cannot be overemphasized. Mutula et al, 

(2007) suggested some of the benefits as follows; 

i. Enhancement of productivity, competitiveness and low cost of operation. 

ii. Enables harnessing of aging and exiting staff knowledge in order to preserve institutes 

knowledge. 

iii. Facilitation of capacity building plans. 

iv. Knowledge intensive organizations are able to manage knowledge resources 

effectively. 

v. Improves trust and working relations in an organization. 

vi. Innovation and teamwork are enhanced. 

vii. Enables organizations to demonstrate accountability in resource management. 

viii. Facilitates adaptation to and technology transfer. 

Challenges in Managing Knowledge 

Managing an organization is not the same as knowledge management, managers face many 

challenges to implement knowledge management properly. Haradhan, (2017) pointed out 

some challenges managers face for effective knowledge management in competition as: 

i. How to extract tacit knowledge. 

ii. Time constraints. 

iii. Difficulties in establishing and embedding a knowledge management culture. 

Furthermore, some of the challenges that the organizations face in managing knowledge are 

as follows (Wikipedia): 

i. Inability to recognize or articulate knowledge. 

ii. Geographical distance and/or language barriers in an international company. 

iii. Limitations of information and communication technologies. 
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iv. Poor training or mentoring programs. 

v. Internal conflicts. 

vi. Lack of incentives or performance management goals. 

Concept of Organizational Communication Success 

The activities of man on earth have given rise to how people communicate. Man altered his 

environment to the extent that his experiences should be communicated (Sparo-Jack, 2000). 

She further states that, the direction to which man is going must be communicated for future 

generation. Himstreet, et al, (1969) define communication as a process in which meanings 

including information, ideas, emotions and opinions are mutually conveyed through symbols. 

Communication refers to the studied to determine how a message, image or story evoke and 

elicit, unite and divide, bind and release individuals and groups who are involved in 

communication (Sparo-Jack, 2000). And for this reason, communication becomes necessary 

in all man‟s activities. The process of communication that takes place within the organization 

is known as organizational communication. Sparo-Jack (2000) refers to organizational 

communication as a communication between officers of different ranks in a hierarchical order 

in an organization involving the organizational information processing system of messages 

which are imported, sorted, analyzed and disseminated in accordance with organizational 

rules and objectives. Furthermore, organizational communication largely depends upon the 

information that is exchanged between the individuals. This information could be in form of 

knowledge sharing. 

 

Qualities of Effective Organizational Communication: 

Communication is the vehicle for effective management of man environment (Spero-Jack, 

2000). Malik (2018) suggests eight indicators that promote organizational communication 

success and been stated as follows: 

i. Clarity (the quality of being expressed clearly): The clarity of the information is 

observed in its consistency, flawlessness, lucidity, precision, transparency and 

intelligibility. The receiver should be able to easily and clearly understand the 

information, whether it is in an explicit (recorded, documented or otherwise) form 

or tacit (face to face) form. There should be no scope for any doubt, 

misunderstanding or ambiguity. Hence, the information/knowledge must be easily 

understandable by the managers as well as the employees. 

ii. Concreteness: It should be based on facts, not on guesses. It should be definite 

and not vague. 

iii. Completeness: The communication should be complete in all respects. It must 

have enough information for other users can understand. It must contain all the 

facts that the receiver wants to know. Complete and precise communications build 

the image and reputation of the company. Incomplete messages tarnish the image 

of an organization. 

iv. Politeness: Effective Organizational communication should generate goodwill 

and friendliness. Politeness is a greatly rewarding virtue. There is never a valid 

reason for arrogance and ill-temper. 

v. Choice of words: The sender to avoid vocabularies word or grammar, in order not 

to confuse the receivers. Hence the choice of word should be small as possible for 

easy understanding. The sender of the message should choose words carefully to 

make sure that the message has correctness and will not pose any problems of 

understanding. 

vi. Brevity: This is the quality of using few words while speaking or writing. The 

message must be communicated in the fewest possible words. If the message is 
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not brief, it may create confusion, misunderstanding or ambiguity for the user. 

While communicating one should stick to the relevant material. One should 

choose simple and short words instead of phrases involving many words. Sender 

should as possible avoid repetition of the contents. Get to the point without using 

unnecessary words or images. 

vii. Consideration (Empathy): To be thoughtful about the feelings or wishes of other 

people is a healthy and positive attitude and it paves the way for smooth and 

effective communication. The sender‟s ability to understand the feelings, 

expectations and reactions of the receiver and giving due consideration to them is 

an essential feature of good communication. 

viii. Ability to listen with patience: Finally, the receiver should be able to have the 

patience to listen or read carefully and thoroughly. 

How to encourage Knowledge Sharing through an Organization Successful 

Communication. 

Knowledge Management has been considered the most important asset of an organization. As 

such, many organizations are not ready to release/share their knowledge. Hence, organization 

hoarding knowledge, for the fear of their own alternatives production by their competitors. 

This is not only for external factors but also internal whereby individuals were afraid of 

sharing knowledge to their colleagues. Husted, et al, (2002) state that knowledge 

communication or sharing fails because the „knowledge givers are reluctant to share their 

insights due to micro-politics, strenuous relationships, or due to fear.  This plays contrary to 

the aim of knowledge management. Gabriel (2012) suggests some ways in encouraging 

knowledge sharing; 

i. Promote a climate of commitment and trust. 

ii. Help to develop an open culture in which the values and norms emphasize the 

importance of sharing knowledge. 

iii. Set up and organize workshops, conferences, seminars and symposia which enable 

knowledge to be shared on person-person basis. 

iv. Advise on resourcing policies and provide resourcing services which ensures that 

valued employees who can contribute to knowledge creation and sharing are attracted 

and retained. 

v. Develop processes of organizational and individual learning which will generate and 

assist in disseminating knowledge. 

vi. Advice on design and development of organizations which facilitate knowledge 

sharing through networks and communities of practice (CoP). 

vii. Advice on methods of motivating people to share knowledge and rewarding those 

who do so. 

viii. In conjunction with IT, develop systems for capturing and as far possible, codifying 

explicit and tacit knowledge. 

Conclusion 

In this paper we have introduced the challenges of effective knowledge communication in 

organization and on how to manage the knowledge for organizational communication 

success. Findings indicate that organization fails due to several reasons, among others such 

as; lack of knowledge sharing and communication, lack of adequate interaction, culture 

diversity, mutual discussions, lack of face to face meetings, co-ordination and communication 

breakdown due to time zone difference etc. Therefore, the following recommendations are 

made among others; organizational leaders should advice on design and development of 

organizations which facilitate knowledge sharing through networks and communities of 



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 2, Issue 3 (March, 2022) | www.ijaar.org  

  

42 
 

practice (CoP), they always motivate team members to share knowledge formally and 

informally to reduce requirements understanding issues. Finally, management should help to 

develop an open culture in which the values and norms emphasize the importance of sharing 

knowledge. 
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