ISSN: 2320-5407 Int. J. Adv. Res. 5(2), 377-386

-

Journal Homepage: - Www.journalijar.com INTERNATIONAL JOURNAL OR

ADVANCED RESEARCH (IJAR)
ISSN 23205470

INTERNATIONAL JOURNAL OF
ADVANCED RESEARCH (IJAR)

Article DOI: 10.21474/1JAR01/3160
ISSN NO. 2320-5407 DOI URL.: http://dx.doi.org/10.21474/1JAR01/3160

RESEARCH ARTICLE

RELATIONSHIP BETWEEN TACIT KNOWLEDGE SHARING, PROFESSIONALISM AND LIFELONG
LEARNING IN ACCRUING PERSONAL COMPETENCIES

Preeti Choudhary' and Lovy Sarikwal®.
1. Phd Scholar, Gautam Buddha University, Greater Noida, India.
2. Assistant Professor, Gautam Buddha University, Greater Noida, India.

Manuscript History The knowledge-based view of competitive advantage acknowledges the
importance of knowledge and human resource (HR) competencies as an
organization’s valuable assets (Hislop, 2003; Oltra, 2005). Intellectual
ability of workers in particular tacit knowledge sharing and personal
competencies are the essential pillars to build the oganisation's capital.
However, research has shown that people are reluctant to share because
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Introduction:-

In the era of knowledge-based economy, resources and competencies are expected to be the crucial factors for
organizations to survive in dynamic and competitive environment (Subramaniam & Youndt, 2005; Teece, Pisano, &
Shuen, 1997). The new economy is based on the rules which emphasize the role of knowledge and competencies in
shaping the competitive advantage of the organization. As a result, the value of the organisation is based on the
resources inherent in the knowledge and competencies of its employees. To better use of competencies, employees
always have to borrow from tacit knowledge of their colleagues. Thus it is also important to be aware of those
competencies that encourage knowledge sharing (Csepregi, 2011).

The main issue of KS is associated with managing tacit knowledge rather than explicit knowledge (Bollinger and
Smith, 2001) as people are reluctant to share it because employees' beliefs that their shared knowledge is useful to
others than the personal benefits they gain, especially in a professional network (Chiu et al., 2006; Siemsen et al.,
2007; Wasko & Faraj, 2000; Wang & Noe, 2010). Professionalism focuses on the question of what qualifications
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and acquired capacities, what competence is required for the successful exercise of an occupation (Englund,
2002:76). To maintain the status as a professional, the individual should continue to acquire new knowledge and
practice his or her profession according to the code of the profession (Mottian, 2014). Successful societies and
economies will depend on how well they enable these valuable assets to be shared, how well they learn from the
knowledge they hold (Noor and Salim, 2011) and how they use it in their professions. The concept of
professionalism is multifaceted in nature and, in spite of much research done in this field, it is still poorly
conceptualised (Grinspun, 2007:22).

More recently, some studies empirically discussed the effects of knowledge sharing on various aspects of
competencies. However, there is dearth of research of an integrative framework of tacit knowledge sharing,
professionalism and lifelong learning together. Existing literature also shows that there is dearth of research which
directly established a relationship between tacit knowledge sharing and personal competencies. Further there is lack
of literature support that substantiates the interrelatedness between professionalism and lifelong learning. This study
contributes to fill these gaps existing in the literature. Thus, the objective of this study is:

Objective:-

1. To study the relationship between tacit knowledge sharing and personal competencies.
2. Tostudy the relationship between tacit knowledge sharing and professionalism.

3. To study the relationship between tacit knowledge sharing and lifelong learning.

4. To study the relationship between professionalism and lifelong learning.

Literature Review:-

Tacit knowledge sharing (TKS)

Tacit knowledge is unspoken and hidden and deeply rooted in action, procedures, routines, commitment, ideals,
values, and emotions (Nonaka, Toyama, & Konno, 2000). This type of knowledge can be found in everyday
discussions, face-to-face informal meetings, and reports (Panahi et. al., 2012). This knowledge is a consequence of
years of learning, gaining experience, and unspecified skill building within the mind, associations inexpressible by
language, along with rules of inference and decision making (Ciechanowska, 2014). This knowledge resides in the
mind of human being.

Tacit knowledge plays an important role in improving individual and organizational productivity and competitive
advantage (Panahi et al., 2012). It is perceived as an important asset in improving quality of work, decision making,
organization learning, productivity, competitiveness and major time saving for individuals and organizations
(Herrgard,2000; Wahab et.al., 2010; Selamat and Choudrie, 2004). As a result, TKS is critical for individuals and
organizations. Unlike explicit knowledge, tacit knowledge is more dependent to its human carrier (Grutter et. al.,
1999). Even though the importance of tacit knowledge has been proved, unfortunately, in the work life, tacit
knowledge is underrated.

Personal competencies (PC):-

According to Srivastava (2007), competencies means different things to different people. However, it is generally
accepted as encompassing aptitudes (natural talent, susceptible to improvement), abilities (the practical application
of a talent) and knowledge (necessary information for task achievement) (Lustri et. al., 2007). PC not only promotes
learning, flexibility and adaptability but also contributes to the success of the entire organization. In order to enhance
the productivity of knowledge workers, their competency enhancement and learning has to take place directly at
their workplaces (Ley et al., 2008). The included items under PC are interpersonal skills, integrity, professionalism,
initiative and lifelong learning. Without these attributes or competencies, the individual is not considered qualified.
In this paper we have studied only two sub factors i.e. professionalism and lifelong learning.

Professionalism:-

Professionalism is a multidimensional concept that encompasses a number of different attributes including
specialized knowledge, competency, honesty and integrity, respect, accountability, self-regulation and image etc.
and, together, these attributes identify and define a professional. Professionals need to balance their own and their
clients’ interests through ‘a voluntaristic commitment to a set of principles governing good practice and the
realisation of these through day-to-day professional activities’ (Hoyle and John 1995: 104).
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Professionalism is a trait that's highly valued in the workforce. The three concepts of knowledge, autonomy and
responsibility, central to a traditional notion of professionalism, are often seen as closely interrelated (Furlong et al.,
2000: 5). Professionalism is related to proficiency — the knowledge, skill, competence or character of a highly
trained individual, as opposed to one of amateur status or capability (Wingrave and McMahon, 2016). While nearly
all organisations have some form of professionalism curriculum, how best to promote and evaluate professionalism
is unclear (Swick et. al., 1999; Kao, 2003).

Lifelong learning (LLL):-

LLL has been characterised as the "capacity to respond flexibly to changing circumstances, to learn throughout a
career, and to integrate theory and practice...to deal capably with previously unmet situations" (Bligh, 1982), but
also more broadly, embracing learning in a variety of formal, informal, planned and opportunistic settings (Candy,
Crebert, and O'Leary, 1994).

LLL is never-ending process that involves and engages the learners of all ages in acquiring and using knowledge
and skills. It is flexible, diverse and beginning with learning from families, communities, schools, religious
institutions, workplaces, etc. which takes place at all times and in all places. It is attitudinal—that one can and
should be open to new ideas, decisions, skills, or behaviors. This determines what an individual need to learn and
how to make and carry out the learning plan (Collins, 2009).

Learning flows from a variety of activities, for example, observing how other people do something, discussing with
others, asking someone, looking up information, trying something for oneself and learning from trial and error, and
reflecting on all the previous activities (Bolhuis, 2003). LLL has emerged as one of the major challenges for the
worldwide knowledge society of the future (Collins, 2009).

Conceptual Model and Hypotheses:-

Tacit knowledge sharing and personal competencies:-

Knowledge sharing practices in the whole organization are very important for preserving valuable heritage, learning
new techniques, solving problems, creating core competences and initiating new situations (Hu et al., 2009; Huang
et al., 2010; Law & Ngai, 2008). Knowledge cannot be shared efficiently without having the adequate competences.
To better use of competencies, employees always have to borrow from tacit knowledge (skills or experience) of their
colleagues.

Sita Vanka, K. Sriram and A. Agarwal, in 5th International Conference on e-governance, ICEG (2007) also
highlighted that there is lack of knowledge sharing, lack of personnel with appropriate background and aptitude and
inadequate skill sets of personnel deployed in Indian e-governance system. Thus it is also important to be aware of
those competences that are necessary for knowledge sharing (Csepregi, 2011). Knowledge sharing and competencies
are the essential pillars in this knowledge era still the dearth of research of these two constructs together, exist in the
organisations. Thus, the proposed hypothesis is as follows:

H1: There is an influence of tacit knowledge sharing on personal competencies.

A three-item scale of tacit knowledge sharing is developed by reference to a range of studies (Bock, Zmud, Kim, &
Lee, 2005; Holste & Fields, 2010; C.P. Lin, 2007; H.F. Lin, 2007; Wang & Wang, 2012). These scales contain (1)
Employee experience; (2) Know- whom and know-where; (4) Lessons from past failures.

Tacit knowledge sharing and professionalism:-

Leach (2003) mentions professionalism as "a commitment to a high quality qualification training, an expectation of
continuing learning, improving expertise among qualified practitioners and an enthusiasm for maintaining and
developing the knowledge base on which the work of the service rests through study, research and recording and
writing up developments”. Researchers find that employees with high confidence in their ability to provide valuable
knowledge are more likely to both donate and collect knowledge with colleagues (Lin, 2007).

Holste and Fields (2010) highlighted that the perceived competence and professionalism of the source of the tacit
knowledge is a more critical determinant of willingness to use such knowledge. He discussed that use of tacit
knowledge may present a somewhat larger risk to a professional employee than the act of sharing such knowledge.
If a worker chooses to use and apply tacit knowledge provided by another, and the results are not as positive as

379



ISSN: 2320-5407 Int. J. Adv. Res. 5(2), 377-386

expected, the recipient may need to present a responsible explanation to organizational management. Thus, the
recipient of tacit knowledge must be confident about the consensus concerning the professional competence of the
knowledge source. Knowledge sharing (KS) is important to promote the professional skill and competence in an
organisation. Thus, the hypothesis proposed is:

H2: There is an influence of tacit knowledge sharing on professionalism.

H Personal Competencies
1

Professionalism

e Professional Challenge
e Professional Facilitation
e Work Engagement

Tacit Knowledge Ha

Sharing

Lifelong Learning

o Self Efficacy

e Change Readiness

e Openness and Experience

Figure 1.1:- Relationship between Tacit Knowledge Sharing and Personal Competencies

Associated characteristics of Professionalism:-

Professional Challenge: Professional challenge is a fundamental professional responsibility. In this context it is
about challenging decisions, practice or actions which may not effectively ensure the safety or well-being of a child
or young person or his/her family. Many professional challenges will be resolved on an informal basis by contact
between the professional raising the challenge and agency receiving the challenge and will end there.

Professional Facilitation: With respect to professional facilitation, the focus on the facilitation of professionals by
the actual organizations they are employed in rather than by professional organizations. In working with support
groups if they change how they view their own role in creating change. Accordingly, the professional facilitation is
more taking place within the setting of specific organizations than on an overall "purely professional” level. This
means that the actual organization they are employed by is more important to them than the embeddedness in
organizations of professionals. Professionals must know and do certain things to be professional (content) and they
must be part of professional organizations (control) to acquire content and be regarded as professionals with special
privileges (Noordegraaf, 2007).

Work engagement: Work engagement is a "positive, fulfilling work-related state of mind that is characterized by
vigor, dedication and absorption (Bakker, Albrecht, and Leiter, 2011). Research has indicated that engaged
employees are highly energetic, self-efficacious persons who exercise influence over events that effect their lives
(Bakker, 2009; Schaufeli et al., 2011). This suggests that work engagement is important to enhance the discretion of
organizations despite protocols and other routines (Butter and Jo Hermanns, 2011). Based on these finding, the sub-
hypothesis proposed are:

H2a: There is an influence of tacit knowledge sharing on professional challenge.
H2b: There is an influence of tacit knowledge sharing on professional facilitation.
H2c: There is an influence of tacit knowledge sharing on work engagement.

Three components of professionalism domain are Professional Challenge, Professional Facilitation and Work
Engagement are Adapted from shortened version of Utrecht Work Engagement Scale (Schaufeli et al., 2006). The
components that have positive impact are selected, while the components that have negative impact have been
eliminated.
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Table 1.1:- Items of the professionalism scales

Professional challenge
1. To me working mainly means earning money
2. In my work, | have an important societal contribution
3. Inmy work, I can shape a number of my ideals in a practical way

Professional facilitation
1. My work gives me a lot of opportunity to construct tailor-made solutions
2. Inmy work, | often face complex problems
3. Inmy work, | am supported by adequate instruments and methods

Work engagement
1. My work inspires me
2.l am proud of the work that | do.
3. | am enthusiastic about my work.

Tacit knowledge sharing and Lifelong learning:-

In the knowledge society knowledge is the only resource that grows when shared. It is not easy to convey this kind
of knowledge. The only way this can happen if people work together in a harmonized environment, being ready to
share their knowledge.

Knowledge is the engine of the modern economy all around the world. Keglovits (2013) highlights and supports the
concept of the LLL, meaning people have to learn and develop in every stage of their life, in order to be a beneficial
and valuable member of the economy. Learning is an active, goal-oriented, cumulative, and constructive activity, in
which prior knowledge plays an important role in hindering or facilitating further learning (Shuell, 1988). Each and
every person’s knowledge and experience support and enlarge the collective knowledge. Even though the
importance of tacit knowledge has been proved, unfortunately, in the work life this type of knowledge is underrated.
Thus, the hypothesis proposed is:

H3: There is an influence of tacit knowledge sharing on lifelong learning.

Associated characteristics for lifelong learning:-

Self-efficacy: Self-efficacy (Bandura, 1986), is an enduring concept in human behaviour research, particularly in
relation to learning (Pajares, 1997). It represents a person’s beliefs and judgements about his/her ability to
accomplish a task or succeed in some endeavour, and these beliefs can determine how people feel, think, motivate
themselves and behave. The relationship between self-efficacy and learning is strong, and can be influential in
different ways (Pajares, 2002) including the choices students make, the effort expended on a learning activity,
perseverance and resilience, and the degree of stress and anxiety experienced whilst engaged in learning. Studies
have found that self-efficacy is significantly related to personal goals and performance (Mone, 1994), as well as
cognitive strategy (Pintrich and DeGoot, 1990) use in the organisation. Firmin and Miller (2005) argue that lifelong
learners are motivated to learn through a positive attitude, confidence in themselves and the ability to manage
negative feelings effectively. Therefore, individuals with high self-efficacy are more likely to be engaged in lifelong
learning (Bath & Smith, 2009).

Change Readiness:-

The concept of ‘change readiness’ has traditionally been examined in relation to psychotherapy and health behaviour
concerns such as addiction and obesity (Prochaska, Redding and Evers, 1997), and also within the organisational
context, examining workers adaptability, motivation, or willingness to change (e.g., Ingersoll et al. 2000). It is
through the relationship to organisational research that change readiness has also been explored in relation to adult
learning (Rogers, 1995; Cervero, 1985).

Openness to experience:-

Individuals who show openness to experience are described as °...curious, original, imaginative, creative, and
unconventional and have a broad spectrum of interests’ (Blickle, 1996, 338). Openness can impact on learners’
motivation and engagement as well as their use of strategies and persistence after failure (Blickle, 1996). Also, along
with need for achievement, openness to experience has been related to intelligence and creativity in a group of adults

13
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(Harris, 2004), as well as decision-making performance in a changing task context (Lepine, Colquitt and Erez,
2000). Moreover, in terms of lifelong learning, Barrick and Mount (1991) found that of the “Big-5" personality
dimensions, openness was consistently related to job performance specifically through training proficiency across a
range of occupations including all the professionals (Bath and Smith, 2009). Based on these finding, the sub-
hypothesis proposed are:

H3a: There is an influence of tacit knowledge sharing on self efficacy.
H3b: There is an influence of tacit knowledge sharing on change readiness.
H3c: There is an influence of tacit knowledge sharing on openness and experience.

The General Self-Efficacy Scale (Sherer et al. 1982) comprises 3 items containing locus of control, interpersonal
competence and self-esteem. The scale was designed to measure generalized feelings of competence rather than
being specific to a particular situation/behavior. Goldberg’s International Personality Item Pool (IPIP; 1999)
includes an Openness to experience scale that includes emotionality, adventurousness and intellect. The third
measure was adapted from Kriegel and Brandt (1996) who developed a measure of change-ready traits in relation to
personnel and business management; contains three subscales; resourcefulness, adaptability and confidence. All the
responses are made on a 5-point Likert agreement scale (1 = strongly disagree, 5 = strongly agree). The snapshot of
all scales with items is mentioned below.

Table 1.2:- Items of the lifelong learning scales

Self-Efficacy: General Self-Efficacy Scale (Sherer et al. 1982)
1. Locus of Control: | am a self-reliant person
2. Interpersonal Competence: | avoid confrontation with others
3. Self-esteem: When | make plans, | am certain | can make them work.

Change Readiness: Kriegel and Brandt (1996)
1. Resourcefulness: | explore everywhere to find solutions
2. Adaptability: I do not give up even if the things are not working out.
3. Confidence: I prefer to finish my work before deadline.

Openness to experience: Goldberg’s International Personality Item Pool (IPIP; 1999)
1. Emotionality: | enjoy examining my feelings about myself and my life.
2. Adventurousness: | do not prefer to stick to doing things that | know.
3. Intellect: | am interested in theoretical discussions.

Professionalism and lifelong learning:-

As discussed in Collins (2009) study, Lifelong learning has emerged as one of the major challenges for the
worldwide knowledge society of the future. G7-G8 group of countries named “Lifelong Learning” as a main
strategy in the fight against Unemployment. He also discussed that Lifelong learning is now recognized by
educators, governing bodies, accreditation organizations, certification boards, employers, third party payers, and the
general public as one of the most important competencies that people must possess. Promoting lifelong learning as
continuous, collaborative, self-directed, active, broad in domain, everlasting, positive and fulfilling, and applicable
to one’s profession as well as all aspects of one’s life has emerged as a major global organizational challenge.

In many cases this learning will also involve knowledge development in the context of professional (or daily) life as
new knowledge is needed to deal with innovation and new professionalism will be needed in such an organisation to
understand and support new ways of learning and to create new learning environments (Weert, 2006). In other
words, the concept of LLL has to enable meaningful education harmonized with one’s professional and personal
life. LLL is defined by EU Commission (2002) as all learning activity undertaken throughout life, with the aim of
improving knowledge, skills and competence, within a personal, civic, social and/or employment, and related
perspectives (Dondi, 2004). Thus, the hypothesis proposed is:

H4: There is interrelatedness between professionalism and lifelong learning.
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Conclusion and Future Research:-

Knowledge sharing and personal competencies practices in firms contribute to competitive advantage. The
conceptual framework consists of two capable factors and three groups of domain of each factor; professionalism
(Professional challenge, professional facilitation and work engagement) and lifelong learning (self-efficacy, change
readiness, openness and experience). By proposing a model discussed the influence of tacit knowledge sharing on
professionalism and lifelong learning which in turn lead to strong personal motivation, high productivity,
competitiveness and organizational success. This study contributes to fill the gap existing in the literature.
Therefore, the proposed model might be used as an alternative theoretical model for evaluating the relationship
among tacit knowledge sharing, professionalism and lifelong learning in future studies.

A number of issues are open to future research. First, more items should be developed for the personal competencies
scale, such that its psychometric properties can be adequately studied. Also, increasing the range of items will
probably increase the variance of the scale and thereby enhance its success as a predictor in competition with the
other aspects of professionalism and lifelong learning. This study will be followed by an empirical study to test the
validity of the model. It is believed that this study will increase the understanding of TKS on professionalism and
lifelong learning in accruing personal competencies among employees.

Limitations:-

This study has limitations. First, Constructs of both professionalism and lifelong learning will vary from individual
to individual because of diverse workforce. Second, the credibility of tacit knowledge sharing can’t be ascertained
every-time as the employees reluctant to share it because they consider it important for themselves (Borges, 2012),
as it can help them to remain valuable in the organization (Rehman et. al., 2011). The use of tacit knowledge may
present a somewhat larger risk to a professional employee than the act of sharing such knowledge. If a worker
chooses to use and apply tacit knowledge provided by another, and the results are not as positive as expected, the
recipient may need to present a responsible explanation to organizational management (Holste & Fields, 2010).
Third, Implementation of personal competencies is difficult without organizational support.
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