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ABSTRACT 

Emergence of number of business firms 

today have led to a competition in the 

business world. To sustain their position in 

the competitive world outside, the business 

firms keep a constant watch on the market, 

reduce their cycle times, operate with 

minimum fixed assets, reduce product 

development time, improve customer 

service, empower employees, innovate and 

deliver high quality goods, capture 

information, create and share knowledge. 

Managers are responsible for all the issues 

in the company. They need to take right 

decisions at the right time. This requires an 

effective knowledge management. 

Knowledge is the theoretical or practical 

understanding of a subject. Knowledge is a 

core essence of any organization and the 

knowledge assets help the organization in 

paving a simpler path for reaching the 

organizational goals and objectives. 

Knowledge has become a crown jewel of 

every business firm and organization. 

Managing the knowledge assets available in 

an organization is the major challenge the 

business firms are facing today. This paper 

examines the role of knowledge 

management in human resource 

management. It shows how effective KM 

can change the face of HRM in 

organizational growth and success. 

Keywords: Knowledge, Knowledge 

Management Importance, Human Resource 

Management. 

INTRODUCTION 

Knowledge management (KM) is an 

emerging field of specialization in a number 

of professions including Information 

Science (IS). The different professions are 

contributing to and influencing the 

developments in KM in their own ways. 

However, it is argued here that it is not 

contributing to the advancement of KM as 

much as it should for a number of apparent 

reasons. It aims at contributing towards 
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achieving a consensus among IS 

professionals on conceptualization, goals 

and scope of KM in HR. The 

recommendations of the paper focus on how 

the profession could proactively be involved 

in advancing KM. 

Knowledge management (KM) is a 

burgeoning field of research and practice 

appealing to both academics and 

professionals (Bontis and Serenko, 2009). 

Practitioners work in an environment of 

rapid environmental change and information 

overload, which increases the need for 

knowledge in order to make sense of large 

quantities of disparate information and data 

(Malafsky, 2003). Consistent with the 

changes that take place in practice, scholars 

focus their research attempts toward 

identifying and improving KM practices and 

capitalizing on the IC within an 

organization. Traditionally, management 

researchers have created knowledge that 

mostly appears in peer-reviewed 

publications. Recently, questions have been 

raised about the practical relevance of 

research produced by KM business 

academics (Andriessen, 2004; Ferguson, 

2005). There is a broad consensus among 

scholars and practitioners alike that 

maximising the potentials of human 

resources is central to organisational 

effectiveness and performance in the 21st 

century global market place of intense social 

Darwinism. It has indeed been suggested 

that the way in which an organisation 

manages people can influence its 

performance. However, the relationship 

between effective Human Resource 

Management (HRM) function and 

organisational performance has remained a 

vexed issue among scholars, managers and 

even among HR practitioners. Indeed, there 

is an ongoing debate on what the HR 

function really contributes to organisations. 

The most fundamental issue remains how to 

understand how HRM practices impact on 

performance. Consequently, producing an 

unequivocal response to the question ‘what 

does HRM really contribute to 

organisational performance?’ has remained 

elusive. This article critically evaluates the 

contemporary HR function, with a view of 

highlighting its contributions to 

organisational effectiveness and 

performance. It argues that there are 

empirical evidences to suggest that there are 

clear linkages between effective HR 

function and organisational effectiveness 

and improved performance, but the greatest 

challenge remains how to quantify these 

contributions. The paper also notes that a lot 

can still be done to maximise these linkages 
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and contributions; and concludes that for 

this to happen (i.e maximising HR’s 

contributions), HR must critically re-

examine its functions and position itself to 

play a more strategic role in strengthening 

organisational capabilities and competencies 

and be proactive in its approach. 

HUMAN RESOURCE MANAGEMENT 

AND KNOWLEDGE MANAGEMENT 

 

The core business of the HR function is to 

develop the employees in accordance with 

the business strategy, select and hire people, 

train and develop the staff, evaluate their 

performance,  reward  them  and  create  a  

culture  of  learning  (Evans,  2003).  The 

next section turns to these issues, and focus 

upon their role in enhancing KM. 

 

KM AND HRM STRATEGIES 

Hansen, et al.(1999)  argue  that  there  are  

basically  two  strategies  for  managing 

knowledge. They term these strategies 

“codification” and “personalization.” The 

former refers to the codification of explicit 

knowledge that is formal and objective and 

can be expressed in words, numbers and 

specifications. Such knowledge tends to be 

stored in databases where it can be accessed 

and used readily by anyone in the company. 

Such organisations invest heavily in ICT for 

projects like intranets, data warehousing and 

data mining, knowledge mapping 

(identifying where the knowledge is located 

in the firm) and electronic libraries. This 

increases effectiveness and growth (Hansen 

et al., 1999, p. 110): “The re-use of 

knowledge saves work, reduces 

communications costs and allows a 

company to take on more projects.” It is thus 

closely related to exploitative learning, 

which tends to refine existing capabilities 

and technologies, forcing through 

standardisation   and   routinisation   and   is   

risk-averse   (Clegg   and   Clarke,   1999). 

Personalisation  refers  to  personal  

development  of  tacit  knowledge  that  is  

based  on insights, intuition and personal 

skills for solving complex problems. Such 

knowledge is mainly shared through direct 

person-to-person contacts. Dialogues, 

learning histories and communities of 

practice are among the techniques that have 

to be used in order to facilitate tacit 

knowledge sharing. It is based on the logic 

of “expert economics”, i.e. it is used 

primarily to solve unique problems, where 

rich, tacit personal knowledge is needed, 

such as in strategy consulting.  

Personalisation and explorative learning are 

closely related, where explorative learning is 

associated with complex search, basic 
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research, innovation,   risk-taking   and   

more   relaxed   controls.   The   stress   is   

on   flexibility, investment in learning and 

the creation of new capabilities (Clegg and 

Clarke, 1999). 

KNOWLEDGE MANAGEMENT 

EFFECTIVENESS  

The learning process occurred to improve 

the stock of knowledge available to the 

organization and to amplify the value of its 

intellectual assets, such as innovation capital 

when knowledge is acquired and applied. If 

an organization demonstrates competence in 

knowledge management, it can be 

considered as having a knowledge 

management-orientation (Darroch & 

McNaughton, 2002). Knowledge 

management has been broadly defined from 

many perspectives. Wiig (1997) viewed as a 

set of activities that lead an organization in 

acquiring knowledge both internally and 

externally. According to Salisbury (2003), 

knowledge management is defined as the 

deployment of a comprehensive system that 

enhances the growth of an organization’s 

knowledge. In an effort to expand the 

knowledge management discipline, 

knowledge management can be defined as 

the management functions that encompass 

the creation of knowledge, management of 

the flow of knowledge within the 

organization, and usage of knowledge in an 

effective and efficient manner for the long-

term benefit of the organization (Darroch & 

McNaughton, 2001). Hence, knowledge 

management effectiveness is regarded as a 

management discipline which focused on 

the development and usage of knowledge to 

support the achievement of strategic 

business objectives. Knowledge 

management effectiveness can be analyzed 

from a process perspective (Gold, Malhotra 

& Segars, 2001; Zheng, 2005). In general, 

knowledge management effectiveness can 

be conceived as the effectiveness of an 

organization in managing the knowledge 

acquired, shared and applied by its 

employees. In summary, knowledge 

management effectiveness is conceived as a 

process to enhance knowledge application to 

achieve organizational innovation for 

improving business performance. 

Organizations that effectively manage their 

knowledge within organization will have 

higher organization innovation in turn to 

achieve breakthrough competitive 

advantage. 

 

REVIEW OF LITERATURE 

 

Hargis, et.al (2011) communicated in their 

paper “Human resource management 
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represents the design, development, and 

implementation of interrelated people 

management practices that influence how 

well an organization can attract job 

applicants, retain motivated and successful 

employees, and ultimately impact job 

performance and organizational 

effectiveness.  

Paul Thompson (2011) highlighted in his 

paper “A case for a political economy 

approach that situates HR troubles within 

the constraints of the accumulation regimes 

of financialized capitalism. Among the 

outcomes is a strengthening of market 

discipline rather than commitment as a 

driver of high performance. While 

challenging the assumption that HRM is a 

distinctive mode of managing the 

employment relationship, it seeks to identify 

some common grounds for dialogue 

between mainstream and critical 

approaches”. 

 

M. D. Singh and Ravishanker et.al (2006) 

highlighted about the Knowledge 

Management practices in Indian 

manufacturing organizations, which are 

going through a major transition. 

Rajesh K Pillania (2008) attempted to 

study strategic issues in Knowledge 

Management in Small and Medium 

Enterprises in India, with particular 

reference to the automotive component 

sector.  

Deepak Chawla, Himanshu Joshi (2010) 

discussed in their paper about various 

dimensions of Knowledge Management and 

how they differ in public and private sector 

organizations in India. The extent of KM 

practices was evaluated with respect to 

dimensions, namely process, leadership, 

technology, culture and measurement.  

 

OBJECTIVES OF THE STUDY 

 

 To study the relationship between 

knowledge management and human 

resource management. 

 To study the importance of KM in 

organizational management 

ROLE OF KNOWLEDGE 

MANAGEMENT IN HRM 

Knowledge Management (KM) refers to the 

processes or tools an organization uses to 

collect, analyze, store, and distribute its 

intellectual capital. Here we have discussed 

the knowledge management and the 

implication of knowledge management in 

Human resource management. HRM 

practices can encourage knowledge sharing 

and re-use. Here the main characteristics of 

the two ideal-typical KM strategies adopted  
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by firms: effective and innovative has been 

described. More importantly, it also showed 

that management practices do not operate 

alone, divorced from the rest of the 

organization. Practices are, instead, 

interrelated and require a degree of 

compatibility and careful co-ordination. The 

general strategy of a firm and the HRM 

strategy, therefore, make up the general KM 

strategy. Knowledge Management 

influences Human resource Management in 

a greater way. Today’s HRM is KM-

centered absolutely. KM and HRM are very 

much related with each other. Both people 

and knowledge are to be regarded as having 

special potential as scarce and idiosyncratic 

resources. In the training session of the job, 

KM issues are heavily used to improve the 

performance of the employees in the 

organizations. In the job designing process, 

added KM duties show the job description 

precisely of the organizations. In the 

performance appraisal of employees, 

productive knowledge sharing can enhance 

the sharpness of the overall system. It also 

uses in the pay scale reviews of the 

employees. HRM and KM responsibilities 

and duties together also reduce the 

contradictions of staff in HR-unit. The 

implications of HRM factors for the 

management of knowledge are profound. 

Here such factors are linked with firm’s 

strategy and represent the alignment of 

employee skills and behavior with the flow 

of knowledge that is needed in developing 

innovations. „Codification‟ and 

„personalization‟ are the two major strategy 

of KM that linked people flows and 

knowledge flows, found by a USA 

consultancy firms. Here human capital 

focuses on two important issues-creative 

jobs and standardized work. So KM has a 

greater importance in HRM. 

CONCLUSIONS: 

The present work shows the importance of 

KM practices in human resource 

management. With growing competition in 

the market, business firms are trying to 

implement and take decisions basing on the 

knowledge of the managers who play a key 

asset to the HR unit of the organization. 

Making right decisions at the right time are 

HRM 

Recruitment 

Rewards 

Performence 

Training 

Career 
Management 

KM 

Creation 

Adoption 

Organize 

Share 

Use 

 

Effectiveness 

Decision Making 

Effectiveness 

Effectiveness 

 

Decision Making 
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the most important duty of the HR 

managers. KM is playing an effective role in 

this decision making process. Without 

knowledge, HRM will not function properly. 

The KM will change the face of HRM and 

find a path towards organizational growth 

and success.  

AKNOWLEDGEMENTS 

I would like to thank my professor Dr. Y.  

Jahangir for his kind support and valuable 

insights. I am also thankful to ICSSR for 

their financial support.  

REFERENCES 

Andriessen D. 2004, Reconciling the rigor-

relevance dilemma in intellectual 

capital research. The Learning 

Organization 11: 393–401. 

Bontis N, Serenko A. 2007. The moderating 

role of human capital management 

practices on employee capabilities. 

Journal of Knowledge Management 

11: 31–51.  

Bontis N, Serenko A. 2009, A follow-up 

ranking of academic journals. 

Journal of Knowledge Management 

13: 16–26. 

David W. De Long and Liam Fahey (2000), 

Diagnosing cultural barriers to 

knowledge management, ACAD 

MANAGE PERSPECT, November 1, 

2000 14:4 113-127. 

Darroch, J. and McNaughton, R. (2002), 

Examining the link between 

knowledge management practice and 

types of innovation, Journal of 

Intellectual Capital, Vol.3, No.3, pp. 

210-222. 

Deepak Chawla, Himanshu Joshi, (2010) 

"Knowledge management initiatives 

in Indian public and private sector 

organizations", Journal of 

Knowledge Management, Vol. 14 

Issue: 6, pp.811 – 827. 

Fazluz Zaman, Nehal Mathab and Syed 

(2014), Theoretical Perspective of 

Knowledge Management as Part of 

Human Capital Management: 

Proposed Quantitative Framework, 

IOSR Journal of Business and 

Management (IOSR-JBM) e-ISSN: 

2278-487X, Volume 16, Issue 2. 

Version. I, PP 111-116. 

Gasaw Kebede(2010), Knowledge 

management: An information 

science perspective, International 

Journal of Information 

Management (Impact Factor: 

2.04). 10/2010; 30(5):416-424. 

DOI: 10.1016/j.ijinfomgt.2010.02.04 

Gold, A. H., Malhortra, A. and Segras, A. H. 

(2001), Knowledge management: An 

organizational capabilities 

http://www.emeraldinsight.com/action/doSearch?ContribStored=Chawla%2C+D
http://www.emeraldinsight.com/action/doSearch?ContribStored=Joshi%2C+H
https://www.researchgate.net/journal/0268-4012_International_Journal_of_Information_Management
https://www.researchgate.net/journal/0268-4012_International_Journal_of_Information_Management
https://www.researchgate.net/journal/0268-4012_International_Journal_of_Information_Management


A. Arun Kumar            Department of Business Management        UCCBM                      OU 

National Seminar on “Modern Management Practices – A Paradigm Shift”, Jan 26-27, 2016 Osmania 

University (Proceedings) 

perspective, Journal of Management 

Information Systems, Vol.18, No.1, 

pp 185-214. 

Hargis, M.B., & Bradley, D.B. (2011) 

"Strategic Human Resource 

Management in Small and Growing 

Firms: Aligning Valuable 

Resources." Academy of Strategic 

Management Journal. 

Ingi Runar Edvardsson (2008), HRM and 

Knowledge Management, Employee 

Relations (Impact Factor: 

0.59). 08/2008; Vol.30, No.5, pp: 

553 - 561. 

DOI: 10.1108/01425450810888303. 

Kooij, D.T.A.M., Guest, D.E., Clinton, M., 

Knight, T., Jansen, P.G.W. and 

Dikkers, J.S.E. (2013) ‘How the 

impact of HR practices on employee 

well-being and performance changes 

with age’, Human Resource 

Management Journal, 23: 1, 18–35. 

Mavondo, F. T., Chimhanzi, J. and Stewart, 

J. (2005), Learning orientation and 

market orientation: Relationship with 

innovation, human resource practices 

and performance, European Journal 

of Marketing, Vol.39, No.11, pp. 

1235-1263. 

M.D. Singh, Ravi Shankar, Rakesh 

Narain, Adish Kumar, (2006) 

"Survey of knowledge management 

practices in Indian manufacturing 

industries", Journal of Knowledge 

Management, Vol. 10 Issue: 6, 

pp.110 – 128. 

Rajesh K Pillania (2008), Strategic issues in 

knowledge management in SMEs, 

Knowledge Management Research & 

Practice (Impact Factor: 

0.41). 12/2008;6(4). 

DOI: 10.1057/kmrp.2008.21. 

Serenko A, Bontis N, Booker L, Sadeddin 

K, Hardie T. 2010. A scientometric 

analysis of knowledge management 

and intellectual capital academic 

literature (1994– 2008), Journal of 

Knowledge Management, 3–23. 

Tan, C, L and Nasurdin, A, 

M.,Human(2011), Human Resource 

Management Practices and 

Organizational Innovation: 

Assessing the Mediating Role of 

Knowledge Management 

Effectiveness, The Electronic 

Journal of Knowledge Management 

Volume 9 Issue 2 (pp155-167). 

Thompson, P. (2011), The trouble with 

HRM, Human Resource 

Management Journal, 21: 355–367. 

Doi: 10.1111/j.1748-

8583.2011.00180.x 

https://www.researchgate.net/journal/0142-5455_Employee_Relations
https://www.researchgate.net/journal/0142-5455_Employee_Relations
http://www.emeraldinsight.com/action/doSearch?ContribStored=Singh
http://www.emeraldinsight.com/action/doSearch?ContribStored=Shankar%2C+R
http://www.emeraldinsight.com/action/doSearch?ContribStored=Narain%2C+R
http://www.emeraldinsight.com/action/doSearch?ContribStored=Narain%2C+R
http://www.emeraldinsight.com/action/doSearch?ContribStored=Kumar%2C+A
https://www.researchgate.net/journal/1477-8238_Knowledge_Management_Research_Practice
https://www.researchgate.net/journal/1477-8238_Knowledge_Management_Research_Practice


A. Arun Kumar            Department of Business Management        UCCBM                      OU 

National Seminar on “Modern Management Practices – A Paradigm Shift”, Jan 26-27, 2016 Osmania 

University (Proceedings) 

Wiig, K. M. (1997), Knowledge 

management: Where did it come 

from and where will it go? , Expert 

Systems with Applications, Vol.13, 

No.1, pp 1-14. 

 

 

 

 

 

 

 

 

 

 

 

 

View publication statsView publication stats

https://www.researchgate.net/publication/296846226

