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ABSTRACT

In order to address and overcome challenges that higher education
institutions confront, it is critical for higher education institutions to embrace and
recognize the applicability and implication of knowledge management. Knowledge
management helps establish a comprehensive framework for developing leadership,
creating an organizational culture, applying existing technologies to an organization,
and increasing awareness of the importance of measurement for decision making.

The purpose of this study was to: (a) assess the perceptions of academic
department chairs in colleges of education of performance of knowledge
management strategies, (b) examine the perceptions of department chairs of the
importance of knowledge management strategies, and (c) identify organizational
factors that may differ in knowledge management strategies in perceptions of
performance and perceptions of importance.

Two research questions guided this inquiry: (1) how academic department
chairs in colleges of education differ in their perceptions of performance of their
departments based on the applications of knowledge management strategies
(leadership, culture, technology, and measurement) by organizational factors, and (2)
how academic department chairs in colleges of education differ in their perceptions

of the importance of knowledge management strategies by organizational factors.
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This research examined the differences in knowledge management strategies
by organizational factors in colleges of education. Academic departments in
colleges of education were selected from the National Council for Accreditation of
Teacher Education. Data were collected through a web-based internet survey.
Descriptive statistics, # tests, and analysis of variance based on indices and scales for
the perceptions of the performance and the importance of knowledge management
strategies were examined for differences by organizational factors.

This study strengthens the idea that knowledge management can play a key
role in managing academic departments in higher education institutions. The
findings suggest that knowledge management as a strategy for organizational change
relies on: (a) strong leadership with the understanding about the value of knowledge
and internal human resources, (b) an organizational culture that facilitates
collaboration and learning, (c) technological infrastructure that supports research,
teaching and service activities, and (d) a systematic evaluation mechanism that
proves the investment to be worth it. Implications for practice and future research

were drawn.
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CHAPTER 1

INTRODUCTION

Higher education institutions have realized the increasing demands of
managing their resources. As a result of this awareness, they have attempted to
explore and apply business strategies and technologies in order to improve
administrative and academic activities (Metcalfe, 2006; Organization for Economic
Co-operation and Development, 2003; Serban & Luan, 2002). These strategies are
intended to create new knowledge and to change organizational structure and culture
as a means to compete in the so-called knowledge economy or knowledge-based
society. The interests of economic inquiry have shifted from external sources such as
tangible, natural resources to intangible, organizational, and individual capabilities to
create new products and knowledge. Innovation has become a critical part of
economic growth and the sustainable development of an organization. Such
innovation does not occur in isolation and the strategies for achieving it involve
various issues and, therefore, differ from one organization to another. Seeking a new
management strategy and sustaining a competitive edge is an increasing interest of
organizations in the current knowledge-based economy.

Although there are on-going debates on the nature and form of it, knowledge

is viewed, from at least microperspectives of economic development, as a core
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function of competitiveness that can help an organization survive. Knowledge
becomes a strategic advantage for an organization competing with other
organizations. In order for knowledge to become a competitive advantage,
organizations must be able to locate and sustain knowledge and provide attention to
it from both theoretical and practical perspectives. Knowledge management is a
contemporary business strategy that is designed to improve organizational
performance and competitiveness. The crux of knowledge management reflects the
phenomena that are accompanied with the rapid pace and range of technological
advancement.

Higher education institutions, one of the major sources of educating quality
human resources and creating new knowledge, must be able to accrue benefits from
advancements in information and communication technologies. Higher education
institutions play important roles in the knowledge-based economy — they prepare
individuals for the workforce and they fulfill significant social responsibilities and

accountabilities.

Background

Higher education institutions are confronted with challenging social and
economic demands. These challenges include limited financial support from the
government, changes in student demographics, technology advances, obsolete
curricula, and political demands for institutional reform. These trends have forced

higher education institutions to identify strategic advantages that can help them
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address emerging economic and social demands. Despite the fact that higher
education institutions have been trying to change their cultures and organizational
structures, some assert that a significant gap exists between what society wants from
higher education institutions and what higher education institutions are providing
(Rowley, Lujan, & Dolence, 1997).

In higher education contexts, the role of academic department chairs has been
a contested research topic. These first-line leaders are uniquely positioned to interact
with both the hierarchical administrative structure of a university and the highly
independent professionals — college faculty. Immerwahr (1999) underlines that
higher education institutions have contributed to economic growth and progress and
universities are a crucial source of technological and scientific innovation. He
explains, however, that professors are less likely to agree to the implantlike
application of business management and technological innovation for increasing
productivity. Faculty members are not likely to agree with business leaders who
assert that these tactics would improve the performance of higher education
institutions. Immerwahr asserts that new ideas and leadership support are needed for
systematic evaluation and redesign of higher education cultures. His study indicates
that higher education institutions should adopt a comprehensive approach to achieve
beneficial and strategic changes.

The so-called knowledge-based economy has transformed many
organizations over the last couple of decades. Most organizations greatly value the

expertise of human resources. Given that the migration of its core human resources
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is an important issue, for instance, the effective management of organizational
knowledge plays a vital role in maintaining an organization’s competitiveness and
survival. Many organizations are seeking to obtain and maintain competitive
advantage by embracing and promoting the value of knowledge for strategic
development (Davenport & Prusak, 1998; Nonaka & Takeuchi, 1995; Saint-Onge,
2003; Stewart, 1997). The knowledge-based economy requires quality human
resources, and it suggests that higher education institutions need to be innovative,
technologically competitive, and inclusive.

A fundamental assumption of knowledge management is that in order to
survive in a rapidly changing economy, organizations need to recognize the
significant role of internal and external forces, to maximize the utility of the
resources, and to be able to transform their structures and cultures. Given that many
higher education institutions suffer from budget constraints, cultural barriers, and
resistance from their internal constituents, the application of knowledge management
strategies in higher education contexts is not necessarily entitled to uncover external
resources. Rather, management strategy is a tool for a higher education institution to
assess its existing internal competitiveness. Compared to the previous business-
oriented management strategies that had mainly focused on the outcome-based,
performance-oriented, return on investment-type quality initiatives, knowledge
management is more likely to shift the foci to human-centered or human resource-
oriented strategies. Therefore, a knowledge management strategy is more involved

with learning than most management strategies.
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Goddard (1998) posits that higher education institutions must be seen as
knowledge businesses. Higher education institutions have had a long history of
knowledge-related activities, including various types of management to deal with
knowledge production, repository, and sharing. Higher education institution leaders,
and academic department chairs in particular, must recognize their changing roles.
Their management approach and leadership must also change accordingly
(Wolverton, Gmelch, & Sorenson, 1998). The leaders in higher education
institutions, department chairs in particular, must solicit ideas regarding how to plan
a curriculum, evaluate programs, and create an organizational atmosphere conducive
to improving department performance.

One of the main challenges confronting higher education leaders is how to
implement strategies for building culture, inculcating and promoting leadership, and
applying technology and measurement. Another issue is how to identify and
facilitate well-integrated processes of acquiring, integrating, and creating knowledge.
Organizational capabilities of higher education institutions need to be analyzed and

an entry strategy for knowledge management needs to be posited.
Problem Statement

Applications of knowledge management need to be explored in higher
education contexts. Knowledge management may well provide a usable framework
(both theoretically and practically) for developing leadership, creating an

organizational culture, applying existing technologies to an organization, and
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increasing awareness of the importance of measurement for decision making.
However, little is known about how knowledge management might be applied to
higher education institutional challenges, such as scarcer resources, new
technological advances, and the need for human resources that possess flexible and
creative skills. Furthermore, scant evidence exists in the literature regarding how
university department chairs view knowledge management strategies in regard to
these institutional challenges.

Higher education institutions have been reluctant to strategically respond to
the aforementioned internal and external higher education challenges (Jeris, 1998;
Thomson, 1997). Few higher education institutions have attempted to apply
knowledge management strategies (Kidwell, Vander Linde, & Johnson, 2000).
Higher education institutions are highly populated by professionals and intellectual
activities are perceived as a daily routine by them, yet the so-called silo effect is
pervasive in this work context. The problem of this study pertains to the perceptions
of academic department chairs in colleges of education. The problem is focused on
two issues: (a) the perceptions of department chairs of the performance of knowledge
management strategies and (b) the perceptions of department chairs of the

importance of knowledge management strategies.

Purpose of the Study

In the existing literature on knowledge management, a gap was found in

applying and implementing knowledge management in higher education contexts.
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Strategies for applying knowledge management may be clustered around leadership,
culture, technology, and measurement. This study attempted to investigate how
knowledge management strategies are applied in higher education and how
important department chairs perceive knowledge management strategies to be in
reaching performance objectives.

This study is rooted in two core assumptions. First, there is a disparate cadre
of leaders managing academic departments in higher education institutions. These
leaders, chairs of academic departments, practice their leadership based on their
experiences and understandings about the context within higher education
institutions. Academic department chairs may reveal various differences in
understanding and perceiving knowledge management strategies. Second, academic
departments in higher education institutions may vary in adopting and implementing
new management strategies that are intended to improve organizational performance.

This study identified organizational factors such as private or public
institutions, the seniority of a department chair, the size of the department (including
the number of tenured and nontenured faculty and staff), the number of enrolled
students, annual budget size, the allocation of the budget, the presence of knowledge
management in a mission statement, the presence of online courses fostering the

possibilities for timely knowledge transfer and technology-based instruction, and the

use of an e-newsletter for enhancing a collaborative environment among faculty.
These organizational factors were used to examine the differences in knowledge

management strategies in two dimensions: perceptions of performance and
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perceptions of importance. Academic departments in colleges of education are
unique segments of higher education institutions because of the specific functions

that they fulfill within the overall mission of the university.

Significance of the Study

Researchers have attempted to examine the implementation of knowledge
management in a broad range of organizations. Most of the research on knowledge
management has resided in information and communication technology enterprises
or research and development units of organizations, particularly in the private sector
(Comeau-Kirschner, 2000; Gupta & Gavdarajan, 2000). While many business
management theories adapted to higher education settings are characterized as
outcome-oriented (Bassi, 1997; Hope & Hope, 1997), knowledge management is
depicted as a human-centered management strategy. Few researchers have examined
knowledge management within higher education contexts, and minimal attempts
have been made to apply knowledge management strategies to contexts of higher
education.

A few studies examine why applications of knowledge management in
education institutions are in their infancy. One of the plausible explanations is that it
is difficult to understand the implications of applications of knowledge management
because of the complexity of higher institutions (Thorn, 2001). Second, since
academic departments vary in an epistemological and ontological orientation, it

might be challenging to come up with a universal, feasible measure in order to apply
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knowledge management to higher education settings. There is also a knowledge
application gap between higher education institutions and information systems
(Malhotra, 2003). Given these concerns, this study may contribute to the intellectual
body of knowledge management by extending its research boundary to include
higher education contexts.

This study employs department chairs as proxies that represent the overall
academic department. Several studies have examined the role and responsibilities of
academic department chairs, and debates exist regarding the extent of their
autonomy. Some researchers assert that department chairs have limited autonomy in
the decision-making process and operation of their department. These perspectives
argue that department chairs are more likely to be regulated by external forces such
as rules and laws imposed by the university administration and state and federal
government (Creswell, Wheeler, Seagren, Egly, & Beyer, 1990; Seagren, Creswell,
& Wheeler, 1993). However, this study assumes that the manner in which academic
department chairs in higher education institutions perceive management strategies
can be aligned with knowledge management strategies that are shaped and
implemented in the private sector. Therefore, this study will contribute to the
scholarly research within the field of academic leadership development and

organizational change.

This study has three important components. First, in Chapter 2, the study
examines knowledge management literature to understand the embedded concepts

and historical background of knowledge management. Economic, social, and
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technological factors are described to explain the intellectual underpinnings and the
historical foundation of knowledge management. Second, management of
organizational knowledge by academic departments is examined. The research
methods and procedures and the results of the study are illustrated in Chapters 3 and
4. Third, this study attempts to identify organizational factors that affect knowledge
management strategies used in the department and the perceptions of department
chairs toward knowledge management strategies. Findings, conclusions, and

implications for practice and research and practice are described in Chapter 5.

Conceptual Framework

The literature review revealed that knowledge management encompasses four
distinct domains: leadership, culture, technology, and measurement. An assumption
of this study was that the academic department chairs in colleges of education who
adopted and used knowledge management strategies would effectively manage the
department, make better decisions, and ultimately improve its overall performance.

The four domains of knowledge management strategies are illustrated in the
model (see Figure 1). The framework in Figure 1 guided what this study measured
and the statistical relationships that were examined. Brief descriptions of each
concept and the variables of knowledge management strategies of the study are

illustrated in the following sections of the chapter.
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Leadership

Technology
@

Figure 1. Conceptual framework for a knowledge management strategy survey for
higher education.

Organizational

Knowledge

Factors

Management

Knowledge Management Strategies

A knowledge-based economy calls for an organization to identify appropriate
strategies for sustainable growth and survival. Many researchers have attempted to
determine what strategies lead to the successful implementation of knowledge
management. For instance, Burton-Jones (2001) postulates that there are seven

knowledge management strategies: developing a more accurate, comprehensive, and
up-to-date information system; evaluating and comparing the level of knowledge;

protecting and retaining key knowledge; assisting knowledge transfer; developing
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cross-functional teams; developing training and research programs; and developing
measurement and control systems. Skyrme (1999) underscores that there are six key
strategies of the successful knowledge-based business as follows: leadership;
environment; culture and structure; processes for managing organizational
knowledge; measures; and supporting infrastructure such as technology, tools, and
techniques.

Spec and Carter (2003) conducted a survey to identify the current state of
knowledge management practice in organizations across Europe in which knowledge
management practices are successfully implemented. They suggest, based on the
results of the extensive survey, that there are eight issues to be examined: the general
approach of knowledge management, strategies for knowledge management,
enablers or tools for knowledge management, culture and motivation, leadership and
management involvement, competency building, communication, and measurement.

Dierkes (2001) suggests that (organizational) structure, culture, leadership,
and technology are key factors that ensure successful knowledge management in
association with organizational learning. Depending on size, product, and tradition
or maturity of the organization, knowledge management researchers suggest various
knowledge management strategies — including leadership, culture (Tetrick & Da
Silva, 2003), technology, and measurement (Boudreau, 2003). One of the most
frequently used knowledge management strategies is the one developed by the

American Productivity and Quality Center (APQC) and Arthur Andersen Consulting
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in 1997. They identify the knowledge management strategies as culture, leadership,
technology, and measurement.

The literature review suggests the following considerations for knowledge
management strategies:

(a) leadership

(b) culture

(c) technology

(d) measurement

Leadership indicates the ability of the organization to align knowledge
management behaviors with organizational strategies, identify opportunities,
promote the value of knowledge management, communicate best strategies, facilitate
organizational learning, and offer metrics for assessing the impact of knowledge.
The examples are strategic planning, hiring knowledge workers, and evaluating
human resources. This study recognizes the pivotal role of leadership, since leaders
send a signal of organizational change adopting knowledge management across
organization.

Culture refers to the organizational climate or pattern of sharing knowledge
as related to organizational members’ behaviors, perceptions, openness, and
incentive. Various committees and professional development training programs are
examples of the culture process. Shaping an adequate culture is the most significant
and challenging obstacle to overcome for successful knowledge management

(Davenport, DeLong, & Beers, 1998).
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Technology refers to the infrastructure of devices and systems that enhance
the development and distribution of knowledge across an organization. The
literature review of this study reveals that most knowledge management researchers
address the significant impact of technology and its role in effective knowledge
management. However, it is notable that an overemphasis on technology might
cause conceptual confusion between information management and knowledge
management. Gold, Malhotra, and Sedars (2001) stressed that technology includes
the structural dimensions necessary to mobilize social capital for the creation of new
knowledge. The examples of this process are internal web-based networks,
electronic databases, and so on.

Finally, measurement indicates the assessment methods of knowledge
management and their relationships to organizational performance. Skyrme and
Amidon (1998) suggest that knowledge management can be assessed in four
dimensions: customer, internal process, innovation and learning, and financial.
Although there has been skepticism regarding this type of measurement, they
attempted to measure it in a way that included benchmarking and allocating
organizational resources.

These four domains of knowledge management strategies are used to
maximize organizational capabilities that have been embedded in an organization.
These strategies are conducive to more effective knowledge management processes.

The literature review of this study extends the discussion of knowledge management
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strategies in Chapter 2 where key strategies of four knowledge management domains

are identified.

Research Questions

In the context of academic departments within colleges of education, the
following research questions guided this inquiry:

Ql: How do academic department chairs in colleges of education differ in their
perceptions of performance of their departments based on the applications of
knowledge management strategies (leadership, culture, technology, and
measurement) by organizational factors?

Q2: How do academic department chairs in colleges of education differ in their
perceptions of the importance of knowledge management strategies

(leadership, culture, technology, and measurement) by organizational factors?

Research Design

This exploratory research was designed to examine the differences between
academic departments in colleges of education that utilize knowledge management
and its strategies. For the population of the study, 319 academic departments in

colleges of education were selected from the National Council for Accreditation of
Teacher Education. Sites were selected from seven north central states in the United
States. Since its foundation in 1954, the National Council for Accreditation of

Teacher Education has functioned as an independent accrediting institution. It is a
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professional body focused on assuring the quality of teacher education programs and
teaching.

Survey research was the method of choice for this study. The survey
instrument for this study was modified from the original version of the Knowledge
Management Assessment Tool (KMAT) developed by Arthur Andersen Consulting
and the American Productivity and Quality Center with the permission of the
American Productivity and Quality Center. (Permission to adapt the KMAT can be
found in Appendix A). This adapted version was used to collect data from
department chairs regarding the aforementioned research questions. Using the
guidelines in Dillman’s Mail and Internet Surveys: The Tailored Design Method
(2000), a web-based survey was designed and conducted.

Using Statistical Package for the Social Sciences (SPSS) Graduate Version
15.0, data were analyzed. First, descriptive statistics based on indices and scales for
the perceptions of performance and the perceptions of the importance of the
strategies were calculated and presented in tables. Second,  tests and analysis of
variance (ANOVA) tests were conducted to examine differences between and among

groups.

Limitations of the Study

This study had several recognized limitations. They are as follows:
(a) Achieving adequate response rates to the survey was a challenge. Although

the sample size of 159 cases was adequate for the survey, a larger sample
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might have allowed more exploratory investigation. The discriminatory
power of the survey instrument would be improved with a larger sample size.

(b) Although chairs were given more than four weeks to complete a web-based
survey, some chairs did not participate in the survey. Through telephone
contacts, this researcher learned that the chairs could not spare the time for
the survey. These nonrespondents explained that a heavy work load, their
unfamiliarity with knowledge management, and/or their lack of confidence
and experience as a new chair prevented them from participating in the study.

(c) This study gathered data only from academic department chairs in colleges of
education accredited by the National Council for Accreditation of Teacher
Education in the Midwest region of the United States. Therefore, the results
of the study do not represent all teacher training programs or academic
departments outside of colleges of education.

(d) The level of analysis of this study is the department. Therefore, this study
did not examine the cognitive dimensions and processes of how knowledge is
created, transferred, and shared between and among people in an academic
department.

This study is organized into five chapters. The following chapter illustrates

the review of existing literature on knowledge management and reform efforts in

higher education institutions. Chapter 3 demonstrates in more detail the research

design, including the research questions, the survey instrument, and data analysis.
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Chapter 4 explores the results of data analyses and findings. Chapter 5 provides

concluding observations, reconnecting to literature, and implications.

Glossary

In this section, the operational definitions of key concepts for this study are

described.

(@)

(b)

(©

(d)

dimension: refers to a research parameter of the study that shares common
characteristics of phenomena. For the purpose of this study, there are two
dimensions to be investigated: the perception of performance and the
perception of importance.

the perception of performance: indicates the degree to which academic
department chairs perceive the use or application of knowledge management
strategies in their department.

the perception of importance: indicates the degree to which academic
department chairs perceive the importance of knowledge management
strategies.

domain: represents the constellation of knowledge management strategies
that share a common function, theoretically or practically. As the review of
the existing literature on knowledge management in Chapter 2 reveals, there
are four domains of knowledge management strategies in this study:

leadership, culture, technology, and measurement.
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(e) (knowledge management) strategies: refers to the enablers that enhance
various activities in achieving any given tasks related to knowledge
management (Davenport & Prusak, 1998). The literature review for this
study identifies several strategies in each domain that enable knowledge

management to be successful.
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CHAPTER 2

LITERATURE REVIEW

Literature reviewed in this chapter provides a background of knowledge
management and critical concepts of knowledge management. Literature sources in
the field of knowledge management and relevant areas such as economics and
business management were scanned to identify key issues in knowledge management
and to clarify various concepts. This process was followed by illustrating the four
functional domains and knowledge management strategies that were briefly
introduced in Chapter 1. An extensive search based on key words and authors was
conducted on the Internet, Business Source Elite, ERIC First Search, ERIC via

EBSCO, and EconlLit.

Contributions of Information and Communication Technologies

The emergence of the new economy has been epitomized by recent
advancements in information and communication technologies. Researchers have
given considerable attention to the impacts of information and communication
technologies on the structure and growth of this new economy (Barney, 1991;
Davenport & Prusak, 1998; Zack, 1998). For example, they have examined how
economic change, ignited by the advancement and global dissemination of

information and communication technology, has influenced the economics of
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organizations and the economic behaviors of individuals and organizations.
According to them, in order to leverage and manage knowledge within organizations,
organizations adopt knowledge management strategies and invest in information and
communication technologies. Knowledge management centers on building the
organization’s capability to acquire, organize, and disseminate the knowledge
throughout the organization with the objective of improving its competitiveness.
Researchers in this school of thought recognize that information and communication
technologies play a critical role in the organization’s ability to apply the existing
knowledge effectively and efficiently and to create new knowledge.

Stiglitz (2000) argues that vis-a-vis technological development, the key
questions of economics are: (a) how the economy creates knowledge; (b) how it
adapts information and technology; and (c) how knowledge is disseminated,
absorbed, and used across the economy. The basic assumption of his study is that
information is transacted not just by prices in the market; it is also influenced by
other economic factors such as individuals and firms. This assumption implies that
the behaviors of such economic actors are affected by the various types of
knowledge creation and transfer between and among individuals and firms.
Therefore, how economists link the significance of human factors such as human
capital to economic growth is discussed in the following paragraphs.

Pavitt (1992) suggests that technology plays a pivotal role in institutional
innovation. By focusing on individual large firms instead of a broad societal level,

he attempts to identify factors and organizational processes that characterize an
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innovating firm. In an effort to examine the causal variables of how a so-called
innovating large firm happens to survive over years, his study delineates several key
factors of innovative activities of such firms as follows:

(a) Competence is largely firm-specific, cumulative in nature, and tacit in nature
so that it is a central source to organizational success.

(b) These firms are highly differentiated so that technology used in one industry
is unlikely to be used by another industry.

(¢) There is continuous and intense collaboration among professionally and
functionally specialized groups for specific innovation and technology
development.

(d) The firms tolerate high uncertainty in relation to their commercial outcome.
The two main foci that knowledge management brings into discussions,

according to Pavitt, are: (a) internal (rather than external) resources, including
tangible and intangible, must be used to fuel development and innovation, and (b)
collaboration must occur between members of an organization.

Pavitt attempts to identify and discuss organizational factors and external
factors that have influenced organizational survival in the face of technological
discontinuity and constant organizational innovation. In order for a firm to survive
in an ever-changing world, learning might be a solution. He implies that
organizational learning might enable firms to enhance specific competencies as a
result of reflecting on collective organizational experiences and responding to

environmental changes.
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Nelson and Winter (1982) recognize the dramatic changing of technology in

association with economic change. They view a business organization as a
repository of knowledge emphasizing the significant role of employees in an
organization. By using the term “routine,” they attempt to illustrate how business
organizations deal with information-related problems. This implies that innovation
could be derived from ordinary activities of people, instead of being derived from
investments in research and development. For Nelson and Winter, routine is
composed of individual and organizational behaviors and experiences. Eventually,
this routine activity constitutes a firm’s competencies by storing specific operational
knowledge within the firm. They view knowledge, based on a tacit knowledge
perspective, as an organizational competency. This perspective of knowledge and
knowledge management focuses on the process of knowledge that may enhance
organizational ability to learn and adapt (Nielsen, 2005). This perspective
emphasizes interorganizational relationships or collaborative networks in creating
and transfering knowledge (Argyris & Schon, 1980; Nelson & Winter, 1982).
Another approach to knowledge management involves consideration of the
content of knowledge. In this view, a critical source of economic growth is
embedded or internalized within an organization in the form or type of knowledge
(Nielsen, 2005). Therefore, an effective management of knowledge that yields a
competitive advantage is essential for collecting, exploiting, and disseminating

internal knowledge. In addition, this perspective focuses on knowledge creation
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(Nonaka, 1994; Nonaka & Takeuchi; 1995), community of practice (Brown &

Duguid, 1991), and transfer of knowledge (Cohen & Levinthal, 1990).
In summary, this portion of the literature review led to these beliefs:

() knowledge is determined by the uniqueness of the organization’s
competence;

(b) implementation of knowledge management requires multidisciplinary,
functional, and cross-divisional cooperation within an organization;

(c) the improvement of the organizational competencies, given the notions of
cumulative development and uncertainty, requires continuous and collective
learning within the organization; and

- (d) systematic approaches are needed to evaluate processes and to allocate

organizational resources.

Definition of Knowledge

Confusion in understanding the nature of knowledge existed long before the
inception of knowledge management. In this section of this chapter, various
perspectives on knowledge are gleaned from the literature review. Readers should
recognize the limitations of the works cited as they consider the contextual and
operational role of knowledge management.

The definition of knowledge has been controversial due to its complex
nature, historically and epistemologically. Exploring the definition of knowledge is

important because it lays out the wide spectrum of knowledge that is aligned to the
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development of knowledge management strategies. The review of the existing
knowledge management literature suggests that various definitions of knowledge can
be categorized into three groups: semantic distinction, economic aspect, and
cognitive process.

First, a most frequently used and seemingly simple way of distinguishing and
identifying knowledge is to compare it with other similar, but confusing, concepts
such as data and information. Burton-Jones (2001) attempts to make distinctions
between data, information, and knowledge. This comparison is critical to clarify
semantic confusions and gain consistency in the definitions of knowledge. He
attempts to differentiate definitions of relevant concepts as follows:

Data are defined as any signals which can be sent by an originator to a

recipient — human or otherwise. Information is defined as data which are

intelligible to the recipient. Finally, knowledge is defined as the cumulative
stock of information and skills derived from use of information by the

recipient. (p. 5)

According to Davenport and Prusak (1998), data are sets of discrete,
objective, and raw materials about events. They suggest that data have little
relevance and purpose and do not offer any important grounds for making decisions,
even though data are essential facts for the construction of information. Information
is a message that typically is represented in a document or an audible or visible

communication that can be influential to a decision and/or behavior. Data become

information when meaning is added by people in various ways: contextualization,
categorization, calculation, correction, and condensation. Knowledge offers a

framework to examine, evaluate, and link new experiences.
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[Knowledge is] a fluid mix of framed experience, values, contextual
information, and expert insight that provides a framework for evaluating and
incorporating new experiences and information. It originates and is applied
in the minds of knowers. In organizations, it often becomes embedded not
only in documents or repositories but also in organizational routines,
processes, practices, and norms. (p. 5)

The assumption of Davenport and Prusak’s argument is that the more
organizations and individuals know about a subject, the better they can evaluate and
use new data about it. This type of definition is mostly used in the area of
knowledge management; however, it lacks epistemological perspectives that delve
into whether or not an objective reality exists.

Second, another commonly employed approach is the economic aspect of
knowledge (Albert & Bradley, 1997; Wiig, 2000). This approach emanated from the
traditional notion of economic resources: labor, land, and capital. Albert and
Bradley underscore that knowledge is one of the integral parts of how intellectual
capital is linked to production. This link results in the form of a source in the
business and work environment ~ the expert employee. They explain the foundation
of human-related capital by looking at the history of measuring and valuing human
input based upon concepts such as human resource accounting and human resource
management. They explore how organizations adjust their accounting practices to

acknowledge the increasingly important value of its human resources. Wiig posits
that knowledge is “a part of intellectual capital” (p. 3). He suggests that the
knowledge in knowledge management should be located in the workplace so that
people and organizations have the abilities to understand and act effectively. He

explains that knowledge in knowledge management has two major functions in
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organizations: it and other intellectual capital “form the fundamental resources for
effective functioning and provide valuable assets for sale or exchange” (p. 3). In his
view, knowledge is managed by managers, coworkers, and proactive individuals
within the organization.

Similarly, Drucker (1999) argues that knowledge is the dominant economic
resource that yields comparative advantage within markets of the new economy.
This economic perspective has had an impact on traditional management routines
and has caused a reconsideration of existing management structures. Consequently,
this perspective creates an abundance of definitions and approaches: for instance,
intellectual capital, human capital, structural capital, and organizational competence.

Third, the scholars in this group focus on the cognitive process of knowledge
creation at the individual and organizational levels. Put another way, they are
interested in knowledge as an organizational resource, but they also acknowledge
that it is created, transformed, and shared between and among individuals of the
organization. Nonaka and Takeuchi (1995) delve into how knowledge is created at
the individual level by examining the notion of tacit knowledge. They describe how
tacit knowledge is transformed into explicit knowledge so that others can understand
it. To them, knowledge is a cognitive process of individual thoughts and experiences
that are to be justified through social interaction between tacit and explicit
knowledge.

Similarly, Teece (1998) suggests that knowledge is a resource that can be

readily transferred between people and collective entities. It is also a means to gain
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competitive advantage in market competition. Teece focuses on knowledge
management in terms of transmission, organizational dynamics, and transaction costs
to sense, exploit, seize, reconfigure, and protect knowledge in order to achieve
sustainable competitive advantage at the organizational level. According to him, the
more a given item of knowledge or experience has been codified, the more
economically it can be transferred. Therefore, in this regard, codified or explicit
knowledge heavily depends on the ready availability of channels of communication
suitable for the transmission of well-codified information. He claims that codified
forms of communication reduce ambiguity and offer better structured
communications than uncodified, tacit knowledge. Teece also posits that tacit
knowledge can be slow and costly to transmit. Ambiguities may exist and face-to-
face communication may be the best way to resolve them.

Based upon the literature review on the definition of knowledge thus far, the
following observations may be drawn:

(a) A common approach for depicting the nature of knowledge in knowledge
management is to draw distinctions between the definitions of data,
information, and knowledge. Some scholars use the terms “knowledge” and
“information” interchangeably. If this notion is accepted, then differences
between knowledge management and information management would be
negligible. If knowledge management merely complements information
management, then knowledge management becomes no more than a

computer-based information processing system.
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(b) Several scholars argue that knowledge is a key element for increasing
productivity and effectiveness. They view knowledge as a commodity or a
resource that can be attained, controlled, measured, and freely transferred by
an organization and an individual workforce. Knowledge can be a final
product, a process, or an input resource.

(c) All of the definitions emphasize scarce organizational resources and human
factors. In particular, human factors play an essential role in creating,
transferring, and sharing knowledge. Stated another way, they all highlight
that knowledge is inseparably relative to the individual knower who attains,
interprets, transforms, and shares it. Therefore, recognizing the significance
of knowledge sources within an organization — the human resources —
becomes a focal point of knowledge management.

For this study, knowledge can be viewed as a resource that is a combination
of individual experiences, skills, and know-how in association with teaching,
research, and other service activities that might have potential to improve individual
and organizational performance. In order to better understand the essence of
knowledge in knowledge management, it is important to compare it with commonly
used concepts such as intellectual capital and human capital because these latter

terms have often been used interchangeably without clear theoretical distinctions.
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Intellectual Capital

According to current economic literature, there are three broad forms of
capital:

(a) physical forms such as machines, buildings, and raw materials;

(b) monetary forms such as stocks, bonds, and bank accounts; and

(c) labor or human capital.

Chatzkel (2003) notes that “intellectual capital is the stock, or content of
knowledge” (p. 4). This aspect is influenced by economic theories that view capital
as an accumulated form used to produce goods and services. Saint-Onge (2003)
claims that there are three types of intellectual capital: human capital (the individual
capabilities of the member of the organization), structural capital (organizational
capabilities), and customer capital (customer relationship). Intellectual capital is an
intangible organizational resource that is connected and grows based on the
exchange of knowledge among the individuals, the organizations, and the customer.

Albert and Bradley (1997) define intellectual capital:

It represents individuals’ accumulated knowledge and know-how, coupled

with the ability to decant this into a system, predicated upon information

technology, which will facilitate its speedy dissemination while protecting its

quality (p. 64).

Edvinsson and Malone (1997) assert that intellectual capital “is the
possession of the knowledge, applied experience, organizational technology,
customer relationships and professional skills” (p. 44). To them, intellectual capital

is human capital and structural capital combined that provides the organization with
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a competitive edge in the market. Edvinsson and Malone suggest that structural
capital includes the customer database, concession, information system, and so on.
According to Teece (1998), depending on how knowledge and innovation are
defined and analyzed, the concept and dimension of intellectual property varies. The
key dimension to be identified is whether or not the knowledge has protection under
the laws. With this regard, patents, trade secrets, trademarks, and so on provide
protection. In association with knowledge management, different knowledge media
qualify for different types of intellectual property protection. This view underscores
the importance of internal assets, such as intellectual capital, that provide and ensure
competitive advantage against other competitors in the market. However, this
perspective might limit communication to create new knowledge within the
environment and also overlook the individualized and cognitive processes of

knowledge creation and sharing between people (Nielsen, 2005).

Human Capital

In this study, human capital refers to the investment embodied in the
individual workforce in the form of education and training. Human capital theory
attempts to explain the nature of human resources and recognize the significance of

human resources as a key factor of economic growth (Becker, 1975; Kendrick, 1976;
Schultz, 1971). The premise of human capital theory is that individuals are the

active investor, not the subject of investment. Put another way, it is assumed that in
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order to earn higher incomes, individuals will invest in education or training that
might have high costs.

According to Mincer (1989), human capital theory sheds light on its dual role
in the process of economic growth: (a) as a stock of skills that is produced by
education and training and coordinated with physical capital and with unskilled labor
and (b) as a stock of knowledge that is a source of innovation and a basic cause of
economic growth. Empirical studies indicate that training programs can have a
positive impact on productivity at the organizational level as well as the individual
level (Bartel & Lichtenberg, 1987; Kendrick, 1976). Bartel and Lichtenberg explain
that technological innovation alters demand in favor of better educated workers
because they have a competitive advantage in implementing new technologies.
These researchers seem to agree that investment in training is profitable for
organizations, even though salaries of workers may increase.

Like other physical and financial assets, the human resource in human capital
theory is viewed as an asset. In human capital theory, since the human resource is
believed to be a major factor in production, it contributes to the increase in
productivity. In addition, human capital theory provides a viewpoint of how
investment in people affects the competitiveness of an organization. For instance,
the level of literacy may be used to predict the rate of investment and economic
growth of an organization and a nation. Education is one example of investment that
fosters the efficient acquisition and transmission of knowledge through motivation

for and mobilization of human resources.
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However, a chasm exists between human capital theory and knowledge
management in terms of how to view the human resources. While human capital
theory focuses on the quality and background of the human resources (such as
training and educational experience of existing human resources), knowledge
management is inclined to address the issue with a more comprehensive approach.
Knowledge management takes tangible and intangible variables into consideration,
including human interaction, culture, technology, and so on. In addition, while
human capital theory assumes that the quality of work and the human resources can
be quantified in terms of time and monetary form, knowledge management is not
dominated by the perspective of neo-classical economic theory. This latter
perspective might prevail because of the limits of attempting to quantify intangible

assets.

Evolution of Knowledge Management

A comprehensive, descriptive characterization of knowledge management
might help readers understand what is to be managed and what external factors
influence knowledge management. Since the advent of scientific management by F.
W. Taylor, the underlying principles epitomized by notions such as efficient
productivity and cost minimization have been applied across various management
strategies. Although some management strategies, such as total quality management,
have addressed quality issues, most scientific management strategies focus on

quantity problems by using various technologies and structural changes (Drucker,
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2002). These technological-based management perspectives remain prevalent in the
knowledge management literature (Grover & Davenport, 2001). In the following
section, literature is highlighted that depicts organizational benefits of knowledge
management.

In efforts to identify the intellectual roots and historical background of
knowledge management, most researchers seem to agree that knowledge
management emerged because organizations have struggled to cope with rapidly
changing markets (Chatzkel, 2003; Davenport, Harris, De Long, & Jacobson, 2001;
Drucker, 2002; Nonaka & Takeuchi, 1995; Saint-Onge, 2003; Wiig, 2000). Drucker
investigates the historical background of knowledge management and the so-called
knowledge work or knowledge economy. In the historical review of management
strategies and practices over decades, he attempts to illustrate how knowledge has
played a role in innovating organizational structure and increasing productivity.
Unlike a knowledge-based organization, he claims, “on the assembly line, greater
skill on the part of an individual worker is a threat to coworkers and to the entire
system” (pp.124-125). He explains that in scientific management and the total
quality management system individual workers are not required to possess much
knowledge or skill. In these systems, workers serve the system, whereas the system

is expected to serve the workers in knowledge-based organizations. Although

Drucker does not offer an exact definition of knowledge management, he argues that
in knowledge-based organizations the underlying assumption is that the organization

needs workers more than they need the organization and workers should be treated
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accordingly. In addition, the organization has to provide proper and continuous
learning and training programs, to share organizational authority with workers, and
to allow them to make decisions in their own area.

According to Wiig (2000), in a broad sense, knowledge management is “the
systematic and explicit management of knowledge-related activities, practices,
programs, and policies within the enterprise” (p. 6). Wiig (1994) also suggests “the
purpose of knowledge management is to foster and promote intelligent behavior” (p.
14). Based upon his experiences in practice and research, Wiig (1994) offers various
aspects of knowledge: forms and types (public, shared, personal knowledge) and
proficiency levels (ranging from “ignorant” to “grand master”). He attempts to build
a framework of knowledge management in terms of practice. He is one of many
scholars who recognize organizational learning as a means to successfully
accomplish goals by learning from experiences, research, and observations.
However, his descriptive framework lays out strategies of knowledge management,
but it fails to illustrate how these strategies and dimensions of knowledge and
knowledge management can be cohesively integrated at the levels of the individual
and the organization. This fragmentation of Wiig’s argument is not an isolated case;
rather, it is a common problem in knowledge management literature.

Davenport et al. (2001) emphasize that although organizations are well
equipped to access data, “all too rarely is that data shifted into the sort of knowledge
that can inform business decisions and create positive results” (p. 117). They focus

on designing a human-based business strategy and its implementation. One of the
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basic assumptions of knowledge management, according to them, is that individual
workers need a sense of ownership of their human capital and they need to take
responsibility for improving their value through continuous learning. Davenport and
associates explore the process of knowledge formation in organizations. According
to them, information exists in the form of raw material. Data and people transform
raw data into information by acting and adding data and value to it. Therefore, the
role of knowledge management is to help organizations and people transform
information into intelligence by analyzing causes and trends and drawing
conclusions about what to do next with the results.

Chatzkel (2003) states, “Knowledge management deals with the flow of
knowledge” (p. 4). According to him, knowledge management is important because
without being able to access, share, or capture value from knowledge, intellectual
capital can be costly and wasteful. In this regard, knowledge management by
nurturing, leveraging, and sharing knowledge in an organization is an action-based
organizational strategy. The organization is responsible for cultivating usable
knowledge resources and making them readily accessible and actionable, putting the
organization and its people in the best position to create and capture the value of
knowledge. Similarly, vSaint-Onge (2003) claims that knowledge management, as a
business strategy, should be to build the capabilities and the relationships that
constitute the intangible assets so that those assets result in the economic

performance of the organization.
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Alvesson and Kérreman (2001) propose that knowledge management
includes information systems, organizational learning, strategic management and
innovation. They suggest that knowledge management consists of two oxymoronic
characters: knowledge and management. They argue, “The more management, the
less knowledge to manage, and the more knowledge matters, the less space there is
for management to make a difference” (p. 996). Basic premises of their position are
that knowledge is ontologically incoherent, vague, objective, function-oriented, and
robust, whereas management is designed to supervise and control workers’ behaviors
and mindsets. This type of management purports to minimize the cost, effort, and
skill associated with the workforce.

The review of the existing knowledge management literature shows that
organizations tend to view knowledge management as a solution, at least partially to
improve job performance, increase productivity, promote communication, and so on.
According to Skyrme (2000), the benefits of having a knowledge management
strategy in an organization are: (a) avoidance of costly organizational mistakes, (b)
sharing of best practices within the organization, (c) faster and timely problem
solving, (d) faster development and innovation, (e) better customer solutions and
relations, and (f) gaining new business.

Some researchers focus on how knowledge is created and transferred
between people in an organization. Despres and Chauvel (2000), for instance,
suggest that knowledge management has four dimensions: the process of cognition,

the type of knowledge (tacit and explicit), the level of activity (individual and
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organization), and the context in which the knowledge is used. In addition, some
scholars, such as Nonaka and Takeuchi (1995), focus on how knowledge is created at
the individual level by stressing the notion of tacit knowledge. This perspective on
knowledge management posits that even though it is true that knowledge
management benefits from the development and use of information technology and
other information management processes, people are the key factors that actually
converge, create, and share knowledge and information.

The literature review suggests that the purpose of knowledge management is
to attain and sustain organizational competence and to develop competitive
knowledge workers for organizational survival in a competitive market. In other
words, knowledge management can be viewed as: (a) an emerging management and
marketing strategy to facilitate the interactions of people and of people and
environment and (b) an organizational process to create and share knowledge and
information — a strategic, intangible asset to organizations. In respect to this,
knowledge management has two primary factors to consider: human involvement
and information technology. Knowledge management includes all personnel,
facilities, and services associated with the creation, processing, and distribution of

knowledge that an organization or its members possess and obtain.

Applications of Knowledge Management Strategies to Higher Education

The fundamental purpose of higher education, its processes, and its end

products differ from those of business organizations. Acknowledging these
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differences, researchers and administrators in higher education have tried to examine
and adopt business management theories and strategies (Jeris, 1998). They have
done so in order to effectively and efficiently implement strategic changes and
achieve higher education goals: delivering the best possible instruction and teaching
practices, improving research capabilities, and responding to social demands
(Fecher, 1985). This section of the chapter reviews the existing knowledge
management literature related to higher education institutions. The review was
segmented into four categories: information or library systems, instruction and
curriculum development, institutional reform strategies, and the role of department
chairs.

First, information and library system workers have been early adopters of
knowledge management in the field of education. The studies in this category delve
into the magnitude of the influence of technological advances and their use for
instruction and administration in education institutions. These studies explore how
to maximize the benefits of information technologies and how to leverage and
reinforce organizational reform by using knowledge management technologies.
Some researchers seem to agree that knowledge management with assistance of
information technologies can facilitate collaboration between people and
departments in a higher education institution (Koenig, 1999; Metcalfe, 2006;
Roberts, 2001). In this regard, knowledge management technology can be seen as a
tool for coordination. Researchers in this category contend that organizational

structure and environmental factors must be considered in the design of effective
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knowledge management systems (Chaudhry & Higgins, 2001; Hawkins, 2000;

Metcalfe, 2006; Reardon, 1998; Thorn, 2001).

Second, some researchers try to investigate how knowledge management is
embraced and how it affects various practices in higher education institutions such as
the development of curriculum and instruction. Ruth, Theobald, and Frizzell (1999)
note that the top 25 MBA programs in the United States (according to the US News
and World Report in 1998) offered knowledge management classes or its content in
courses. They predict that knowledge management courses will become more than
elective courses. Aligned with this study, Kidwell, Vander Linde, and Johnson
(2000) focus on the possible contributions of emerging technologies to higher
education processes, such as instructional and curriculum development, research
activities, and administration practices. Kelly and Murnane (2005) investigate
whether and how knowledge as a product can be used to evaluate the performance of
people in a university. However, despite the efforts in applying the notion and
strategies of knowledge management to higher education settings, the studies in this
category fail to offer empirical evidence of how knowledge management strategies
can be applied and actually used in higher education settings. So far, minimal
research has been conducted that examines knowledge management studies related
to the development of curriculum and instruction within higher education
institutions.

Third, knowledge management is viewed as a comprehensive strategy to

reform a higher education institution. Researchers in this category attempt to find
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strategies for organizational reform within institutions of higher education. Rowley
(2000) suggests that higher education institutions are increasingly exposed to market
competition. Higher education institutions are critical institutions where human
capital and intellectual capital are highly valued. They are expected to recognize and
respond to the increasing demands of the knowledge-based society. Higher
education institutions are key learning and education systems — they are crucial
sources for preparing quality human resources and generating new ideas and
technologies. Higher education institutions have contributed to the generation of new
knowledge and technologies that are demanded by society while simultaneously
being pressured by society to change.

The study by Wolfe and Lucas (2001), for instance, investigates how to
effectively transfer knowledge from for-profit firms to universities. They explore
how collaboration between business organizations and universities is critical to
creating new knowledge. In order to overcome various barriers between these two
entities, the two organizations must study and understand each other. Another
example of this category is the work of Serban and Luan (2002). In this study, the
authors focus on the possibilities of technologies for instruction and administration,
such as Intranet, search engines for data mining, and data storage and access
technologies. They note that technologies have significant implications for
implementing knowledge management: (1) project management, (2) skills update,
(3) managing the office, (4) resource planning, (5) outsourcing, and (6) promoting

and advocating for institutional research. However, these authors do not address
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how academic departments and the constituents of these departments implement and
understand knowledge management. Moreover, by focusing on the role and use of
technology, the studies in this area limit their views of knowledge management
strategies to technology and, consequently, they overlook other factors that shape
and constitute the success of knowledge management.

Metcalfe (2006) explores various issues that higher education institutions
face in association with university and business relationships, university policy and
administration, technological change and its application, and other issues. One of the
contributions of this book is that some of the case studies indicate the difficult nature
of introducing and implementing knowledge management systems and strategies in
higher education settings. Likewise, the challenge of initiating and implementing
any innovative policy and practice is stressed, knowledge management being
featured in this case. This book also addresses social, economic, and political issues:
social demand on higher education institutions, fatigue syndrome by the constituents,
and resistance by traditional bureaucrats. However, most of the authors in this edited
book interchangeably use the terms “knowledge management” and “information
management.” In addition, the book lacks empirical research regarding the
implementation of knowledge management strategies and practices, although it does
provide several case studies on instructional technology development and application
in classroom and administration routines.

Fourth, the roles and responsibilities of academic leaders are becoming more

important. Department chairs play a critical role in establishing governance and
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improving performance of departments. Carrol and Gmelch (1994) identify four key
roles of department chairs: faculty developer, manager, leader, and scholar. Gmelch
and Miskin (1995) pose that personal effort, information dissemination, autonomy,
knowledge creation, solitude, and receiving services affect the chair’s performance.
Gmelch and Parkay (1999), based on a qualitative study of the Beginning
Department Chair Study, claim that fostering teamwork, focusing on teaching,
committing to quality, and guiding purposeful leadership are critical actions for
department change and renewal. They also noted the importance of institutional
support systems that foster collaboration and knowledge sharing between
experienced chairs and new chairs. Gmelch and Parkay (1999) identify the
following keys to success for department chairs:

(a) restructuring the position with proper support system,

(b) purging unnecessary administrivia,

(c) reversing the hierarchy through ensuring support and leadership of chair,

(d) protecting scholarship interests, and

(e) providing department chairs training for leadership.
Understanding more about the role of department chairs plays an important role in
preparing higher education institutions for future challenges.

In summary, despite the recognition of the potential benefits of knowledge
management by many researchers and practitioners, little empirical research has been
conducted that examines how knowledge management is accepted and used in higher

education institutions. Given that debates on the nature of knowledge and the
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theoretical foundation of knowledge management still continue, this study will
contribute to the understanding of knowledge management and the expansion of its

intellectual territory beyond the business arena.

Knowledge Management Strategies and the Functional Domains

This section explores the accounts of the four key domains of knowledge
management strategies that are featured in this investigation. In each domain,
descriptions are provided of the functional domains that were gleaned from the
existing knowledge management literature.

In knowledge management literature, many researchers suggest that
knowledge management strategies — including leadership, culture (Tetrick and Da
Silva, 2003), technology, and measurement (Boudreau, 2003) — improve
organizational capabilities as a means to sustain a competitive edge in the market.
Spec and Carter (2003) created a survey instrument to identify the current state of
knowledge management practice across Europe and in organizations where
knowledge management practices are successfully implemented. They suggest,
based on the results of the extensive survey, that eight issues should be examined:
general approach of knowledge management, strategies for knowledge, enablers or
tools for knowledge management, culture and motivation, leadership and
management involvement, competency building, communication, and measurement.

Skyrme (1999) states that there are six key factors of the successful

knowledge-based business: leadership, environment, culture and structure, processes
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for managing organizational knowledge, measures, and supporting infrastructure
(technology, tools, and techniques). Dierkes (2001) suggests that (organizational)
structure, culture, leadership, and technology are key enablers that ensure successful
knowledge management in association with organizational learning. Burton-Jones
(2001) lists seven knowledge management strategies: developing a more accurate,
comprehensive, and up-to-date information system; evaluating and comparing the
level of knowledge; protecting and retaining key knowledge; assisting knowledge
transfer; developing cross-functional teams; developing training and research
programs; and developing a measurement and control system. One of the most
frequently used knowledge management instruments is the one developed by the
American Productivity and Quality Center and Arthur Andersen Consulting in 1997.
They identified knowledge management strategies and classified them into four
domains: culture, leadership, technology, and measurement. The review of the
existing knowledge management literature suggests the following domains for
knowledge management strategies:

(a) leadership,

(b) culture,

(c) technology, and

(d) measurement.

These domains are intended to maximize the existing organizational
capabilities that have been embedded in an organization and that are conducive to

more effective knowledge management strategies.
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Leadership

A key factor of successful management is leadership. Leadership is essential
for knowledge ménagement systems in matters such as decision making, assigning
tasks, and integrating and communicating with people. Desouza and Vanapalli
(2005) claim that a leader as a knowledge champion initiates and promotes
knowledge management. This present study recognizes the pivotal role of leadership
in driving organizational change and adopting and implementing knowledge
management. Leaders need to address the complicated, yet urgent issues through
strategic planning processes, implementation, and transformation of the institution.
To adequately and successfully respond to social demands, developing quality
leadership is critical at all levels (Seagren et al., 1993). They specifically stress that
department chairs must pay attention to human resources, the structure, and the
cultural and political climate of the department.

Skyrme (1999) emphasizes the roles of leadership in knowledge management
by illustrating his definition of Chief Knowledge Officer. The Chief Knowledge
Officer’s roles are to help the organization formulate strategy for development and
exploitation of knowledge, support implementation by introducing knowledge
management techniques, provide coordination for knowledge specialists, oversee the
development of a knowledge infrastructure, and facilitate and support knowledge
communities. He suggests ten characteristics of a successful leader cited from his
previous study with Debra. M. Amidon (1997): clear vision, enthusiasm, holistic

perspective, systemic framework, “bet on knowledge,” effective internal and external
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communication, extensive interaction, good teamwork, openness and inquisitiveness
for innovation and learning, and incentive and sanctions. As seen in this section,
there are a number of factors that contribute to the role of leadership in knowledge
management practices. Based on this literature review, in this present study,
leadership refers to the ability of a leader to align knowledge management behaviors
with organizational strategies, offer an opportunity and a direction, identify and
recognize best practices and performances, and facilitate the organizational learning
in order to achieve the established goals. The review of the existing literature
suggests that there are four key characteristics of leadership that are vitally important
to knowledge management:

(a) vision,

(b) strategic planning (economic benefit),

(c) value of learning, and

(d) motivation.

Culture

Organizational culture provides the context within which organizational
strategies and policies are decided. A shift of organizational culture is a precondition
to successfully implementing knowledge management. Knowledge management

must be synthesized with an existing culture of an organization (Lam, 2005).
Shaping an adequate culture is the most significant obstacle to be compromised for

successful knowledge management (Davenport et al., 1998). Culture is a multi-
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faceted, complex process in nature. Sackman (1997) asserts that culture in an
organization is complex, pluralistic, diverse, and often contradictory. Although this
study does not intend to explore how culture is interpreted in research and practice, it
might be important to briefly illustrate the nature of culture, especially in
organizational settings. Culture is reflected in values, norms, and practices. Values
are embedded, tacit in nature, and, hence, difficult to articulate and change. Values
inspire people to do something. Norms are formulated by values but are more visible
than values. If members in an organization believe that sharing knowledge would
benefit them, they are more likely to support the idea of sharing their skills and
knowledge. Practices are the most tangible form of culture. These three forms of
culture influence the behaviors of members in an organization (Trice & Beyer,

1993).

Culture or cultural factors have a significant impact on generating and
leveraging knowledge (Brown & Duguid, 1991; De Long & Fahey, 2000; Sackman,
1991). This present study reviewed several studies that linked cultural influences
and knowledge management. Kermally (2002) suggests that shaping an organization
involves a vision and value. He further states that creating a knowledge-driven
organization involves several factors: tolerance, empowerment, trust, networking,

open communication, recognition, diversity, and talented individuals. He

emphasizes, in particular, that the role of the leader is critical to creating such an

organization.
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In examining what leverages organizational knowledge capability, Tetrick
and Da Silva (2003) emphasize an organizational culture that promotes sharing
knowledge and organizational learning. Hurley and Hult (1998) list several cultural
characteristics: market focus, learning and development, status differentials,

| participative decision making, support and collaboration, power sharing,
communication, and tolerance for conflict and risk. Along with these processes,
responsiveness and flexibility are critical to converting individual knowledge into
explicit knowledge so that it may be shared with others within the organization
(Kidwell et al., 2000). Skyrme (1999) suggests that the characteristics of culture in
knowledge-enriching organizations are openness of organizational culture;
empowered individuals; active learning; constant improvement and innovation;
intense, open, and widespread communications; organizational slack — time to
experiment, reflect, and learn; interaction and boundary crossing; encouragement of
experiment; aligned goals and performance measures; and willingness to share
knowledge among colleagues. Culture defines the organizational environment
within which strategy is developed.

Based on the literature review, this present study defines culture as an
organizational environment and a behavioral pattern that enables people to share
their ideas and knowledge.

The existing knowledge management literature, thus far, suggests five
strategies that are most significant in shaping a culture conducive to knowledge

management:
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(a) community-oriented,
(b) trust/openness,

(c) collaboration,

(d) entrepreneurship, and

(e) responsiveness.

Technology

Technology supports knowledge management in many ways - it enhances
the organizational capability in storing, retrieving, transferring, sharing, and creating
knowledge (Coakes, Willis, & Clarke, 2002; Kermally, 2002; Smith, McKeen, &
Singh, 2006). The advent of information and communication technology and its
extensive applications to business processes have contributed significantly to the
development of knowledge management. These applications include customer
relationships, training and development, and internal communications. The literature
of the early develovpmental stages of knowledge management mainly concentrated on
capturing, storing, codifying, and distributing knowledge, and it mainly emphasized
the role of technology (McElroy, 2003). However, technology alone cannot dictate
the success of knowledge management (Serban & Luan, 2002). Technology is more
than a mechanical and physical supplementary artifact. Technology refers to the
infrastructure of devices and systems that enhance the development and distribution
of knowledge across an organization. The literature review of this study reveals that

most knowledge management researchers address the significant impact of
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technology and its role in effective knowledge management. However, the over-
emphasis on technology might cause conceptual confusion between information
management and knowledge management. Technology includes critical strategies of
the structural dimension necessary to mobilize social capital for the creation of new
knowledge: web-based networks, electronic databases, and so on (Gold et al., 2001).

Pavitt (1992) suggests that technology is a tool for organizational innovation.
In a study of successful large companies, he concludes that technology used in one
company or industry may not necessarily be successfully applied to another firm or
industry. Further, he claims that innovative activities and technology development
require select professional skills and knowledge.

Technology is more than a mechanical, physical supplementary artifact.
Technology (system-centered in particular) is an important factor that shapes
organizational vision (Dierkes, 2001). The Organization for Economic Co-operation
and Development (2004) reports that information technology is a critical factor that
facilitates knowledge dissemination and integration in organizations. This
international and cross-industry study concludes that technology affects knowledge
management in multiple ways: it reduces the cost and physical proximity of learning
activity, it increases accessibility of learning, it enhances creative interactions across
a wide range of professional communities, and it facilitates knowledge sharing.
However, although technologies facilitate knowledge sharing and dissemination,
applying technologies does not guarantee the successful implementation of

knowledge management. Other factors such as organizational culture and inter-
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personal relations can affect knowledge sharing and transfer in organizational
contexts.

Additional review of knowledge management literature suggests that up-to-
date information technology plays a significant role in capturing, storing, and
transferring organizational knowledge (Pfeffer & Sutton, 1999); training (Beckman,
1999; Roth, 1995); communication (Wiig, 1999); coordination (Baek, Liebowitz,
Prasad, & Granger, 1999); and flexible combination and integration (Fiol, 2003).
Based on the literature review, this present study defines technology as tools and
processes that foster, facilitate, and sustain collective and individual activities that
help share, transfer, and create knowledge.

This literature review suggests six strategies that are most significant in
shaping a culture congenial to knowledge management:

(a) training,

(b) synergy,

(c) communication,

(d) problem solving oriented,

(e) up-to-date technology, and

(f) storing knowledge.

Measurement

Knowledge management is an ongoing process that involves many activities

and processes: diagnosis, design, implementation, knowledge creation, knowledge
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transfer, knowledge sharing, and so on. The primary goal of knowledge

management, like other managerrient theories or models, is to identify and leverage
organizational and individual knowledge for the organization and its members to
perform better and, consequently, sustain competitive advantage. Measurement, as a
strategy of knowledge management, serves to identify knowledge assets and
capabilities of an organization and to align the measurement activities with
organizational strategies (Freeze & Kulkarni, 2005). The fundamental assumption of
most measurement models and practices adopted in higher education is that
measurement must play a critical role in diagnosing the various problems, offering
suggestions on planning and implementation, and utilizing the results to improve
academic programs as a whole. Through these efforts, some measurement
approaches attempt to identify optimal conditions and factors such as standardized
test scores of students, financial resources, institutional performance, the role of
governments and legislations and the autonomy and involvement of faculty (Brown
& Glasner, 1997; Palomba & Banta, 1999).

Measuring intangible assets, such as intellectual capital or knowledge, with a
traditional accounting or financial practice and method might produce distorted
indications and costly errors. Although the means to measure knowledge and the
achievement of knowledge management practices are yet to be perfected,
measurement in this present study refers to the assessment methods of knowledge
management and their relationships to organizational performance. In particular,

measuring organizational performance might include a multitude of factors related to
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organizational culture. and politics vis-a-vis financial operations and budget
allocations (Gumport & Pusser, 1995; Leslie & Rhoades, 1995).

Skyrme and Amidon (1998) suggest that knowledge management can be
assessed in four dimensions: customer, internal process, innovation and learning, and
financial. Although there has been skepticism of this type of measurement, this
present study attempts to measure it in a way that benchmarking and allocating
organizational resources are examples of these measurement methods. Pavitt (1992)
states that systematic approaches are needed to evaluate processes and to allocate
organizational resources. Boudreau (2003) stresses that measurement of knowledge
management provides a scientific ground to make a better decision and reinforces
links between knowledge and the competitive advantage of an organization. His
study on knowledge management measurement focuses on the use of knowledge to
create value by aggregating individual and organizational levels. He suggests that
there are three anchor points in knowledge management measurement: impact,
effectiveness, and efficiency. The role of measurement is growing in tandem with
teaching and learning relationships in higher education institutions, and measurement
is seen as an integral part of the learning process (Strassmann, 1997). A new
management approach with rigid measurement may be more likely to lead to
strategic planning, program improvement, and quality assurance (Kaplan & Norton,
1996). After the review of the existing literature, this present study defines
measurement as an instrument to find appropriate metrics for effective and efficient

knowledge management.
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The review of the literature on knowledge management measurement
suggests that there are four key useful measurement strategies:

(a) effectiveness,

(b) data-based decision making,

(c) systemic evaluation, and

(d) integration.

Operationalization of Research Domains and Strategies

Based on the literature review of knowledge management for the purpose of
this study, the following is the operationalization of knowledge management
domains and strategies pertaining to this study. The four domains of the strategies
include leadership, culture, technology, and measurement. A set of strategies is
identified that represents the four domains of knowledge management strategies.
The strategies are described here to avert possible confusion between terms used in

this study and those used in other knowledge management literature.

Leadership

The literature review on knowledge management associated with the role of
leadership, as illustrated in Chapter 2, suggests four key strategies that establish
successful leadership in implementing knowledge management strategies: vision,
motivation, value of learning, and strategic planning. The following section

illustrates each strategy of the leadership domain.
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Vision

Vision is a leading factor in leadership that transforms organizations, both in
terms of culture and structure. There are various perspectives of understanding the
concept and function of vision in the leadefship literature. Dierkes (2001) suggests
that organizations in an uncertain environment require visionary leadership. This
present study sees vision as an individual characteristic that enables leaders to set a
standard, facilitate coordination of organizational activities and systems, and guide
organizational members to achieve goals. Visionary leaders address uncertainty that
an organization faces. In a knowledge-creating organization, Nonaka (1991) also
points out that managers with vision are to provide a sense of direction that helps its

members to create new knowledge.
Motivation

By offering vision and incentives, leadership can promote knowledge sharing
and encourage people to participate in creating knowledge (Nonaka, 1991; Smith et
al., 2006). One of the contributing factors of visionary leadership is to motivate
people (Dierkes, 2001). In this regard, motivation is a precondition to continuously
justify the vision. Incentives designed to encourage people to share their knowledge
seem to have a more positive relation with the cumulative nature of knowledge
(Cohen & Levinthal, 1990; OECD, 2004). A key to the success of knowledge

management is to understand how members in an organization come to believe that

they can better perform and contribute to continuous improvement.
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Value of Learning

Hamel (1991) posits that core competencies of organizations reside in
collective learning. The literature review of this present study confirms that learning
is widely recognized as critical to the successful implementation of knowledge
management strategies. The development of technology reinforces innovation
efforts such as facilitating collaboration as well as organizational learning (OECD,
2004). Learning or organizational learning described in most knowledge
management literature converts individual, uncodified, irrelevant information or
knowledge to organized, codified and therefore sharable and relevant knowledge,

respectively (Dierkes, 2001; Nonaka & Takeuchi, 1995).

Strategic Planning

Long-term, comprehensive strategic planning involves integrating
expectations and technology into a vision that enables an organization to prepare for
the future (Kermally, 2002). In an uncertain environment, it is difficult to predict
specific preferences for the future. Sanchez (2001) stresses the importance of
developing future scenarios and preparing responses for them. In his view,
organizational learning plays a pivotal role in identifying organizational capabilities,
shaping effective strategies, and creating new knowledge with benefits.

In summary, leadership plays a key role in encouraging and motivating

people in order to achieve organizational goals. Through effective leadership,
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continuous learning opportunities that are aligned with a cogent, strategic plan are

provided for employees.

Culture

The review of the existing knowledge management literature reveals that five
key strategies underpin organizational culture: community-oriented, trust/openness,
collaboration, entrepreneurship, and responsiveness. The following section describes

the accounts for each strategy of the culture domain.

Community-Oriented

The term “community-oriented” is similar to the concept of “community of
practice” by Wenger, McDermott, and Snyder (2002). To them, people in this
community of practice create a work environment in which they may build and share
their identities. Although the knowledge base of a community is not formed by its
boundaries, interdependency emerges among community members. Academic
communities also present the dynamics of sharing identities (Sapsed, Bessant,
Partington, Tranfield, & Young, 2002). An academic department within a college of
education may also be viewed as a community of practice, based on common
functional interests and disciplines. This community-oriented pertains to how

members share their skills and knowledge with other members in the department.
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Trust/Openness

Given norms and conditions that require interpersonal and interprofessional
knowledge-related activities, the issue of trust or openness among members of an
organization is an important issue (OECD, 2004). In order to identify and solve the
problems within an organization, trust building is critical to the success of
knowledge management. Organizational culture established on trust may prove to be
an effective and powerful catalyst to organizational change (Kermally, 2002;

Wolverton et al., 1998).

Collaboration

Collaboration in this study refers to interaction between the members or
groups in an organization. Grant (1996) describes teamwork as a collaborative
activity among the members of an organization. It involves sharing ideas and special
knowledge that are critical to sustaining a competitive advantage. Collaboration
creates new organizational capabilities by sharing knowledge. It creates or is based
upon a relationship of reciprocal trust between people who share a common goal in
an organization — such as members of academic departments in higher education
institutions. Collaborative activities through various mechanisms (e.g., mentoring,

coaching) may be used to accelerate organizational performance and individual
development (Gmelch & Parkay, 1999; Gupta & Bostrom, 2006; Van Tiem,

Moseley, & Dessinger, 2000).
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Entrepreneurship

This study conceptualizes entrepreneurship as an organizational process as
well as a personal characteristic that contributes to creating and discovering new
knowledge. A person with entrepreneurial spirit may identify, explain and justify
new ideas so as to create new knowledge and add value to a professional community
and society in general. Most organizations recognize these knowledge pioneers and
promote entrepreneurship as an alternative to focusing on what is already known

(Coulson-Thomas, 2003).

Responsiveness (to Training and Professional Development)

Continuous learning systems are used to create and support a culture of
inquiry. Thes'e systems help to identify and shape the tenor of knowledge
management and to help diagnose organizational problems (Petrides, 2002). Timely
responses to the demand for training and professional development support the value
of learning required for new knowledge creation and sharing. Hence, responsive
training and professional development are indicators of the awareness needs and
problems within the organizational context.

In summary, although it is difficult to define culture in absolute terms, this
study notices that in order to successfully implement knowledge management
strategies, an organization and its members should engage in creating a culture that
embraces the notion of community of practices and collaboration. The

entrepreneurial spirit of its members must be recognized and promoted. In addition,
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successful knowledge management comes from building trust among members and

offering timely opportunities for training and professional development.

Technology

Technology is a major enabler that facilitates knowledge management. This
study reviewed the relevant literature and identified six roles of technology in
fostering and implementing successful knowledge management strategies: training,
integration, communication, problem-solving orientation, up-to-date technology, and
local networking. The following section illustrates the roles and functions of

technology.

Training

Without proper training of members, organizations cannot expect technology
applications to be effective (Pickett & Hamre, 2002; Serban & Luan, 2002).
Information technology can be used to facilitate individual and team learning (Roth,
1995). On-line and off-line training for technology applications may be used to
reinforce existing practices and to offer effective means for creating new knowledge.
Technologies may be used in several ways to enhance learning opportunities and

learning environments for members of an organization (Coakes et al., 2002).
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Synergy

Professionals in higher education institutions have a wide range of resources
and capabilities that can be strategically used. One of the benefits of technology,
information and communications technology in particular, is that it offers an
effective and efficient tool to capture and share internal and external knowledge
(Kermally, 2002). It helps overcome the differences in time and distance and
facilitates networking between people within and beyond one’s own professional

territory and department.

Communication

Communication is critical to successful implementation of knowledge
management. Technology facilitates communication between people and it can help
people work together and share their ideas and knowledge. Communication
supported by technology disseminates the values of an organization and shapes
organizational behaviors (Petrides, 2002; Ross, 2005; Thomas, Kellogg, & Erickson,
2001). Technology plays a critical role in promoting innovative thinking and
building social capital by sharing and transferring the ideas and knowledge that

organization members might possess.

Problem-Solving Orientation

A technology that is successfully served to solve one problem might not offer

the same advantage or solution to another problem. The selection of technology
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needs to be focused. The selection should be connected to the organizational vision
as a means to maximize the benefit of the technology and to bring solutions to an

organization (Lam, 2005; Smith et al., 2006).

Up-to-Date Technology

Technology, as repeatedly stated in this chapter, is an enabler of knowledge
sharing, transfer, and creation. Specific activities require a certain type of
technology that can be uniquely applied to facilitate the activity. Technology
selection involves strategic decisions that affect organizational performance

(Coulson-Thomas, 2003; Kermally, 2002).

Storing Knowledge

Storing knowledge is a type of integration practice that involves capturing
new ideas and knowledge inside of the organization. Once a best practice is
identified and captured, it is important to spread it to those who may benefit from it
in the organization. Technology, for example, an intranet-type system, may be used
to facilitate this type of collaboration among members in the organization (Coakes et
al., 2002).

In summary, technology is affected by individual and collective behavior
patterns and activities. In other words, unless individual members in an organization
understand the benefit of a technology application, they are unlikely to embrace it

and use it to achieve organizational goals.
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Measurement

Knowledge management is an on-going process that involves many activities
and processes, such as diagnosis, design, implementation, knowledge creation,
knowledge transfer, and knowledge sharing. Once knowledge management is
implemented, the effectiveness or success needs to be examined. However,
measuring knowledge management strategies may take time and may not occur in
the early stages of implementing knowledge management (American Productivity
and Quality Center, 2001). The review of the literature on knowledge management
measurement suggests four key strategies: effectiveness, scientific (data-based)
decision making, systemic evaluation, and integration. The following section

illustrates the accounts of each strategy.
Effectiveness

Turban and Aronson (2001) suggest three key reasons for evaluating the
implementation of knowledge management: (1) providing a basis for organization
valuation, (2) forcing management to focus on important issues, and (3) justifying
investments in knowledge management. In order to gain and reinforce the support

for implementing knowledge management, the investment must be shown to be cost-

worthy (Kermally, 2002; Truch, 2004).
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Scientific (Evidence-Based) Decision Making

Measuring knowledge management helps to identify the tenor and current
status of an initiative. Measuring provides justification for modifying knowledge
management initiatives and aligning them with strategic priorities of the organization

(Smith et al., 2006).

Systemic Evaluation

Jennex and Olfman (2004), in comparing various frameworks for assessing
the implementation of knowledge management, suggest that assessing knowledge
management provides a tool for validating those factors responsible for successful
implementation. Researchers have attempted to identify factors that have the
potential to impact the implementation of knowledge management (Kermally, 2002;
Wenger et al., 2002). Systemic evaluation includes the on-going assessment of
learning and innovative activities, relationships with the external community, and

human factors within the organization.

Integration

Effective measurement identifies opportunities for knowledge-based
performance improvement. Measurement can be used to support people and/or
activities that have potential for improvement. This type of constructive use of
measurement can help people improve performance and increase their job

satisfaction (Coulson-Thomas, 2003).
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Summary

In this chapter, current discussions relating to the main elements of the
research topic and conceptual background of knowledge management were identified
and outlined. In addition, existing literature associated with the survey instrument of
this study was reviewed.

The results of the literature review suggest that organizations of both public
and private sectors, including higher education institutions, are facing increasing
complexity and uncertainty for a number of reasons: (a) knowledge and technology
advancements in the so-called knowledge-based society are altering the source and
mode of competition and social accountability; (b) these phenomena in turn lead to
the development of new strategies including new management practices. This study
is a quantitative approach intended to provide general ideas that may help shape
knowledge management strategies in higher education institutions.

In Chapter 3, based on an in-depth literature review on the main domains and
strategies of the survey instrument in this chapter, the research questions and
hypotheses, the design of the survey instrument based on existing instruments, and
development of a new instrument suitable for this study with academic departments

in colleges of education are described.
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CHAPTER 3

METHODS

This study used a descriptive design that is primarily quantitative. For data
analysis, descriptive statistics,  tests, and analysis of variance (ANOVA) were used.
For assessing the differences associated with several organizational factors when two
levels of variables were observed, ¢ tests were conducted. A series of ANOVA
analyses were conducted to identify the differences when three or more levels of
variables were compared.

Data were analyzed using the Statistical Package for the Social Sciences
(SPSS) Graduate Version 15.0. Indices were calculated and scales were derived for
the opinions of academic department chairs on the perception of performance and
perception of the importance of the knowledge management strategies. Inferential

statistics included tests of difference and association.

Instrumentation

A survey method (a web-based survey, in particular) was designed and used

for the study. The benefits that survey method may bring to this study are listed as

follows (Fowler, 2002; Rea & Parker, 2005):
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in a non-threatening environment, survey offers what the respondent thinks is
important,

survey method provides an opportunity to communicate with respondents
about a research topic that can shed light on topics related to the research in a
larger context,

survey method may help researchers gather objective information in order to
make sound data-driven decisions,

survey method provides a snapshot of the target population of the study and
their perceptions and attitudes toward the problem of study. This snapshot
helps researchers establish a foundation to analyze whether target population
attitudes and perceptions relative to the survey problem are different or
changing over time.

A pre-existing instrument, the Knowledge Management Assessment Tool,

was revised with permission of the original designer of the tool, the American

Productivity and Quality Center (APQC). With the benefit of experts’ advice and a

pilot study, the original tool was modified to better fit the interests of the sample

population: department chairs in higher education institutions. This web-based

survey was designed to collect data on four domains: leadership, culture, technology,

and measurement. The number of survey items was the same as the original

assessment tool; however, the content of the items was revised in order for the

department chairs in colleges of education to better understand knowledge
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management strategies and help them reflect on their management practices and

perceptions on the survey.

Pilot Study

The original assessment tool, Knowledge Management Assessment Tool,
designed by the American Productivity and Quality Center and the Arthur Andersen
Consulting, was targeted toward for-profit business organizations. An important goal
of the pilot study was to revise the original assessment tool so as to develop an
appropriate tool for the target population. Another goal of the pilot study was to
check the reliability and validity of the revised instrument. A field study was
conducted with department chairs who are managing departments associated with

teacher training programs at public universities within the regional states.
Instrument

For the pilot study, a Survey for Knowledge Management Strategies in
Higher Education was modified from the original assessment tool, KMAT. A panel
of three experts was formed. These members were all actively participating in
teaching, research, and other professional activities. Two of the experts had their
academic background in human resource development and adult education. Both
were familiar with research methodologies, especially quantitative approaches, and
they had numerous publications in the areas of human resource development and

adult education. The other expert in the panel was invited to oversee and supervise
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the overall process of data collection and statistical analyses of the study. With this
panel of three experts, a series of reviews was conducted on the content of the survey
questionnaires. The following changes were made to the initial survey instrument
based on the input of the expert panel:

(a) naming the target respondents “academic chairs in higher education

institutions,”

(b) identifying words and terms that needed clarification,

(c) making grammatical corrections,

(d) rewording of scales, and

(e) providing organizational enhancements.

The survey instrument for the pilot study was divided into two dimensions of
knowledge management strategies: perception of performance and perception of
importance. Each dimension included four domains: leadership, culture, technology,
and measurement. In total, the pilot instrument contained 52 items: four items for
leadership, five for culture, six for technology, and four for measurement in each
dimension of two, and fourteen items for organizational factors. The editing of the
pilot instrument was based on the suggestions of the review panel, which resulted in
the instrument identified as A Survey for Knowledge Management Strategies in
Higher Education (see Appendix B).

The pilot survey instrument was sent to 22 academic department chairs at a
university located in the north central region of the United States. These participants

were not involved in the development of the instrument. For the pilot study, instead
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of a web-based survey, a paper-pencil survey was conducted over two weeks.
Through meetings in person with the respondents, in-depth interviews were
conducted and, consequently, helpful suggestions, both written and verbal, were
obtained. The suggestions contained several key considerations: editorial
improvements to help academic chairs better understand knowledge management
and its strategies, formatting recommendations, and layout suggestions for a web-
based survey.

Variables were measured with a four-point Likert-type scale that provided a
means to quantify and standardize the results. The scale ranged from a low of 1 to a
high of 4. Respondents were asked to score each dimension on a four- point Likert-
type scale. For the perception of performance dimension, the scales ranged from
strongly agree, agree, disagree, strongly disagree. For the perception of importance
dimension, the scales ranged from very important, important, somewhat important,
not important. The responses don’t know/not applicable were treated as missing
values. Cronbach’s alpha tests were compared to asses the reliability of the pilot
study instrument. Respondents were encouraged to comment on wording and clarity

of questionnaire items to remove ambiguity.

Results of the Pilot Study

Response rate. Ten out of 22 academic department chairs responded for a
response rate of 45%. Due to the timing of the pilot study, summer semester, some

of the chairs were on leaves of absence for personal reasons.
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Reliability of the data. The statistical results of the pilot study were based on

the methodological recommendations made by Bontis (1998). First, Cronbach’s

alpha was used to examine the reliability of data as suggested by Nunnally (1994).

Nunnally suggests that this calculation be the first measure to assess the quality of

the scores. Cronbach’s alpha can be considered an index of the inter-item

consistency. A reliability of .70 is considered adequate for comparing groups (Field,

2005). The results in Table 1 indicate that the Cronbach’s alpha values for each

domain in two dimensions are relatively acceptable for the study.

Table 1

Summary of the Results of the Reliability Analyses of Pilot Study

Dimension Domains Cronbach's Alpha
Leadership 659
Perceptions of Culture 741
Performance Technology 856
Measurement 739
Leadership 685
Perceptions of Culture 765
Importance Technology 806
Measurement 675
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Validation of the instrument content. In order to validate the content of the

instrument, this study conducted two different processes: expert panel meetings and
a field test. The expert panel consisted of three members in the fields of statistics
and human resource development. A series of panel meetings was held to evaluate
the revised version of the original Knowledge Management Assessment Tool
developed by the American Productivity and Quality Center and to clarify the
questionnaire items to ensure that the modified survey instrument was appropriate
for higher education settings, colleges of education in particular. After agreement
among the expert panel, a field test was conducted at a university in the north central
region of the United States. Department chairs selected for the field test were from
academic departments associated with teacher training programs.

The chairs were requested to answer all the questionnaire items and to offer
feedback and suggestions that were related to the content of the instrument. The
feedback and suggestions were examined in order to further develop the instrument.
The revised version of the instrument (after the field test with the department chairs)

was reviewed and finalized with the experts.

Main Survey

Before the main survey was posted and sent to the target sample, the intended

study (including the web-based format of the survey instrument) was approved by
the Institutional Review Board (IRB) of Northern Illinois University (see Appendix

C). The potential benefits and possible harm of the study were clarified. As advised
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by the IRB guidelines, a consent form was posted on the web-based survey. A
technical logic was created so that unless a respondent agreed to the conditions of the
consent form, the respondent was blocked from answering the questionnaire items.
In the consent form, the purpose and benefit of the study, confidentiality of the
respondents, and contact information of the researcher were included for the

respondents.

Survey Instrument Design

Suggestions for a web-based survey by Dillman (2000) were adopted for the
main survey of this study. The tailored design method (TDM) designed by Dillman
makes it possible to obtain relatively higher response rates. In addition, the benefits
of a web-based survey are as follows:

(a) time constraints are minimized,

(b) faster speed of responses,

(c) speedy and efficient data collecting and analyses,

(d) cost effective, and

(e) enhances the possibility for respondents to be more honest to sensitive

questions.

TDM, according to Dillman, may well serve speed and efficiency of a web-
based survey, create trust and perceptions of increased rewards, and reduce costs.
The TDM that this study employed included five steps:

(a) pre-notice communication through email,
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(b) sending an email message with a hyperlink that led to a web-based
questionnaire,
(¢) follow-up email contact,
(d) personal telephone contact and sending the follow-up email message with a
hyperlink that led to a web-based questionnaire,
(e) final contact and thank you email.
Appendices D, E, F, and G contain copies of the email communication.

This web-based survey was sent through email communications with the
hyperlink attached to the academic department chairs within the selected sample
frame. The web-based survey was designed and distributed through
SurveyMonkey.com. A cover page included the brief operational definition of
knowledge management. SurveyMonkey.com helped the researcher simplify
compilation and analysis of the data collected. An individual telephone contact was
made in order to increase the response rate. In this telephone contact, no survey was
conducted. The telephone contact was initiated to encourage those who had yet to

respond to attend to the web-based survey.

Organization of the Variables

This survey instrument includes a revised version of KMAT and
demographic organizational variables. The revised survey instrument has four
knowledge management domains (culture, leadership, technology, and measurement)

that can be used to develop and promote organizational knowledge. Each of the four
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domains has a set of knowledge management strategies that constitute the domain.
In total, 19 knowledge management strategies over four domains as dependent
variables were constructed as identified and illustrated in Chapter 3.

There are fourteen organizational factors as independent variables that were
considered for this study:

(a) type of institution,

(b) years as a chair,

(c) educational field of department,

(d) the total number of faculty, tenured and non-tenured, and staff,

(e) the total number of enrolled students, undergraduates and graduates,

() the amount of the annual budget of the department,

(g) allocation of the budget to salary and non-salary areas,

(h) inclusion of knowledge management in the department mission statement,

(1) publishing e-newsletter in the department,

(j) offering online courses in the department, and

(k) the presence of co-teaching practice in the department..

This study examines data on the perception of performance and perception of
importance of knowledge management strategies in association with the
aforementioned organizational factors: type of institution, size of department,
financial practice, technology-involved practices, and collaborative activities. It is
assumed that differences might exist between public and private universities.

Factors associated with department size include the number of faculty and staff and
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number of enrolled students (undergraduate and graduate). Budget size and financial
allocation to salaried and non-salaried are examined in order to investigate how
financial practices might influence knowledge management strategies. Whether or
not departments publish an e-newsletter is examined as a means of investigating how
departments share and transfer knowledge. The offering of online courses is included
as a topic to be examined. Co-teaching courses is included to examine how
collaborative relationships between people in a department can make a difference in
the use and understanding of KM strategies.

Tables 2 and 3 show a summary of the questionnaires, including the four key
domains, the strategies of each domain, and actual questions of the instrument. A

copy of the web-based instrument is in Appendix B.

Population

The population of interest for this study was comprised of academic
department chairs in colleges or schools of education in seven states in the north
central region of the United States. The unit of analysis of this study is at the
organization level; therefore, respondents were expected to answer the questionnaire
as a representative of the department or program over which they preside. The title
for an academic department leader varies across the target departments: some use
chair; others use director, coordinator, or dean. This study used department chairs to

represent those different titles for a department leader. Department chair
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Summary of the Descriptions of the Strategies in Four Domains

Knowledge Management Strategies

Domains Strategies

Definition

Leadership Vision

Strategic Planning

Value of Learning

Motivation

Your department views sharing best practices and
experiences (organizational knowledge) with
others as a strategic asset.

When developing organizational strategies, your
department considers the effectiveness and
efficiency of organizational knowledge.

Your department creates an environment that
supports and facilitates a learning organization.

Your department recognizes faculty and staff for
their contributions to the development of best
pedagogical practice, scholarship, and service.

Community
Culture

Trust/Openness

Collaboration

Entrepreneurship

Responsiveness

Your department encourages faculty (or staff) to
work together and to share their experience and
knowledge.

Problems or errors are openly discussed and
solutions are shared in the department.

Faculty in the department frequently mentor each
other to develop best teaching and research
practices and other scholarship.

Faculty and staff with an entrepreneurial spirit are
recognized in the department.

Your department offers opportunities for
professional development to faculty and staff.

(continued on following page)
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Table 2 (continued)
Domains Variable Definition
Technology  Training Faculty and staff in the department are trained to
use new technology.
Synergy Your department uses technology to capture

Communication

Problem-Solving
Oriented

Up-to-Date
Technology

Storing Knowledge

internal and external best teaching and research
practices.

Technology is used to reduce communication
barriers in the department.

Your department has adopted technology with a
clear vision to solve problems.

Your department continually upgrades information
technology and hardware.

Technology is used to capture and store
knowledge.

Measurement

Effectiveness

Decision-Making

Systematic

Evaluation

Integration

Your annual report includes recommendations of
cost-effective strategies to achieve department
goals.

Annual indicators are refined to reflect changes in
the (knowledge) management priorities of the
department.

Your department systematically uses evaluation
processes to provide evidence of knowledge
development.

Your department allocates resources toward efforts
that increase its knowledge capability.
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Table 3

Summary of Organizational Factors

Organizational Factors

Variable Definition

Background Educational field

Information Seniority as a chair

Environment Type of institution: public or private university

Size of department: the number of tenured and nontenured faculty
and staff, the number of enrolled students, the budget size

Financial practice: budget allocation

Technology-involved practices: e-newsletter and on-line courses

Collaborative activities: co-teaching

are important leaders within colleges of education who oversee work that is
performed at the department level. Examination of the literature on the roles and
responsibilities of the chair position reveals that chairs interpret other management
strategies through their own experience (Creswell et al., 1990; Gmelch & Parkay,
1999; Seagren et al., 1993; Stark, Briggs, & Rowland-Poplawski, 2000). The chairs
most likely have a more comprehensive understanding of their respective
departments than anyone else.

The population for this study consists of academic department chairs in
colleges of education in the north central regional states in the United States. The
total of 319 department chairs from 122 colleges of education in the region was
collected from a list of accredited colleges of education compiled by the National

Council for Accreditation of Teacher Education. Based on the information from its
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official web site, the National Council for Accreditation of Teacher Education is a
national accreditation organization for schools, colleges, and departments of
education authorized by the United States Department of Education. The Council
has a commitment to support teacher training programs in higher education
institutions. The National Council for Accreditation of Teacher Education (n.d.)
official web site defines a teacher education program as follows:

The sequence of courses and experiences in general and professional studies

required by a college/university for the preparation of professional education

candidates to teach a specific subject or academic area, to provide
professional education services (e.g., school psychology), or to administer
schools. A program can be a major in education; it can also be a major,
minor, or endorsement in an academic area with professional education
requirements for licensing.

The National Council for Accreditation of Teacher Education established the
Professional Standards for the Accreditation of Schools, Colleges, and Departments
of Education in order to examine and ensure the preparation of high-quality teacher
education students on a regular basis (a five- to seven-year visit cycle). Its member
programs and schools are obligated to submit their program reports and the reports
are posted on the National Council for Accreditation of Teacher Education web site.

The participants for the study only included those in charge of the academic
departments in colleges of education. The study focuses on the department
chairpersons of colleges of education, 319 total, who are carrying out various
management responsibilities. Some departments use chair for head of the

department while others use different titles such as director, coordinator, dean, and

so on. However, to avert the possible confusion with the title, this study uses the
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term “chair” even though the title of the person who is in charge of the department

varies across the target departments.

Data Collection Procedures

Data were collected through a web-based survey and email communications
with academic chairs at the colleges of education in the north central region of the
United States. The list of the colleges of education was identified from the web site
of the National Council of Accreditation for Teacher Education. Data were collected
over a five-week period from October 10, 2006, to November 17, 2006, following
approval from the Institutional Review Board. For individual contact, email
accounts and telephone numbers of the chairs and the departments were collected
from the official web site of the departments.

For pre-notice contact, email messages were sent with a brief explanation
about an upcoming web-based survey of the study through a group emailing tool
from the web-based host, SurveyMonkey.com. In this pre-notice email, a hyperlink
contained the operational definition of knowledge management. This definition was
attached to the email message and it provided an opportunity for the respondents to
become familiar with the web-based format of the survey and to consider knowledge
management.

At this time, an unexpected technical challenge occurred: a number of the
initial email contacts through SurveyMonkey.com were returned. Many of the target

colleges and universities rejected or blocked unidentified group contact through
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SurveyMonkey.com. Therefore, the researcher used personal email accounts to
contact and communicate with the chairs. The emails were sent to the chairs with
the hyperlink attached in the message throughout the entire process of this web-
based survey. This technical problem also caused another challenge: it was
impossible to identify who responded and who did not. This problem was solved by
adding another question to the end of the original questionnaire that asked
respondents to identify their email account or school name with a notice of robust
confidentiality. Participants were assured confidentiality and were given an
opportunity to decline to participate in the study on a web-based survey before the
main survey began.

Outliers were determined by inspecting raw scores and descriptive statistics.
On a few occasions, a follow-up contact was made to those responses that appeared
to be an extreme outlier; for instance, the amount of one department’s annual budget
went over $50,000,000 for a relatively small department. The responses to this

follow-up contact were reflected on the data set.

Data Analysis Procedures

The goal of the study was to examine the extent to which the academic
department chairs in colleges of education perceive the use and importance of
knowledge management strategies. Data were analyzed with the assistance of
Microsoft Excel spreadsheet and the Statistical Package for Social Sciences (SPSS)

Graduate Version 15.0. Descriptive statistics and inferential statistics including ¢
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tests and one-way analysis of variance (ANOVA) were employed. The data were
initially screened to confirm compliance with assumptions that underlined specific
statistical analysis procedures and to remove outliers where justified.

In order to appropriately answer the research questions, this study primarily
employed independent-samples ¢ tests. Using a median score and a visual binning
function of SPSS, this study separated the organizational factors provided by the
respondents into two groups. The visual binning function helps researchers create
new variables based on grouping values of existing variables into a limited number
of distinct categories. Limiting the number of cases can save time. This process
ensured adequate and appropriately equal sample sizes. A web-based version of the
SPSS manual indicates that the use of the visual binning function of SPSS helps
researchers with effective and automated data cleansing and may yield more
predictive power (see http://www.spss.com/PDFs/SDP15SPChr.pdf).

The educational field of the department and the existence of knowledge
management in the department mission statement factors were separated into
multiple groups. This separation was because there are more than two groups in the
factors Educational Field and the Existence of Knowledge Management in the
Mission Statement. ANOVA analyses were used to compare the organizational

factors with more than two categories.
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Summary

This chapter described the study methods used for analyzing the perception
of performance and the perception of importance of academic department chairs in
colleges of education with regard to knowledge management strategies. A
population was selected from the National Council for Accreditation of Teacher
Education list and the department chairs were sent a web-based survey with e-mail
and telephone communications. Using SPSS, déscriptive statistics, ¢ tests, and

ANOVA analyses were carried out to analyze the responses to the survey in Chapter

4.
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CHAPTER 4

DATA ANALYSIS

This chapter provides analyses of the data that compares groups by
organizational factors. These analyses are based on the responses to the survey of
academic department chairs in colleges of education. Two types of analyses were
conducted: ¢ tests and ANOVA analyses. Results that are presented and discussed
are limited to data analyses statistically significant at less a. = .05. On several
occasions, marginally significant results were included, where p-values ranged from
.050 to .059.

Study findings are organized according to the following sections: (a) the
research questions and hypotheses, (b) design of the study, (c¢) findings, and (d)
summary. This chapter describes the findings and results of the study that include
procedures of data collection and analysis, description of the respondents, and

characteristics of responding institutions.

Research Questions and Hypotheses

Question 1: How do academic department chairs in colleges of education differ in

their perceptions of performance of their departments based on the applications of
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knowledge management strategies (leadership, culture, technology, and
measurement) by organizational factors?

Hol: There is no difference in the perceptions of department chairs in the
performance of leadership knowledge management strategies by
organizational factors.

Ho2: There is no difference in the perceptions of department chairs in the
performance of culture knowledge management strategies by
organizational factors,

Ho3: There is no difference in the perceptions of department chairs in the
performance of technology knowledge management strategies by
organizational factors.

Ho4: There is no difference in the perceptions of department chairs in the
performance of measurement knowledge management strategies by
organizational factors.

Question 2: How do academic department chairs in colleges of education differ in

87

their perceptions of the importance of knowledge management strategies (leadership,

culture, technology, and measurement) by organizational factors?
Ho5: There is no difference in the perceptions of department chairs in the

importance of leadership knowledge management strategies by

organizational factors.
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Ho6: There is no difference in the perceptions of department chairs in the
importance of culture knowledge management strategies by
organizational factors.

Ho7: There is no difference in the perceptions of department chairs in the
importance of technology knowledge management strategies by
organizational factors.

Ho8: There is no difference in the perceptions of department chairs in the

importance of measurement knowledge management strategies by

organizational factors.

Design of the Study

This section describes the design of this study, including the web-based main
survey instrument, response rate, descriptions of variables, and characteristics of

data.

Survey Implementation

A revised web-based survey was employed to collect data to ascertain the
differences in the perceptions of performance using knowledge management
strategies in the academic departments in colleges of education. Data were also
gathered to investigate the perceptions of importance of the department chairs toward
knowledge management strategies. This web-based survey included: (a) an informed

consent form, (b) a pre-notice email contact with an introductory letter to the
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participants of the study, (c) a list of 19 survey items for knowledge management
strategies in colleges of education revised from the Knowledge Management
Assessment Tool originally designed by the American Productivity and Quality
Center, and (d) organizational information. Copies of these web pages appear in
Appendix B.

The population was the chairs of the academic department in colleges of
education that were current members of the National Council for Accreditation of
Teacher Education in seven states in the north central region of the United States.
The department chairs (319 in total) were selected from the directory of the National

Council for Accreditation of Teacher Education.

Response Rate

Although the respondents were academic department chairs of teacher
education programs in higher education institutions, the unit of analysis for this study
was the organization, the academic department in a college of education within the
seven states in the north central region of the United States. The chairs were used as
proxies representing their respective departments. The response rate was based on
the number of the department chairs who completed the web-based survey, which
was sent directly to each department chair of teacher training programs in the region.
These individuals represented various academic areas of the field. From the 319
target respondents, a total of 159 department chairs completed the survey, for a

response rate of 49.8%.
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Profiles of the Respondents

The profile of the sample used in this study reflects the organizational
responses regarding the survey, which was completed by 159 academic department
chairs. As previously described, the departments were selected from the list of the
National Council for Accreditation of Teacher Education data base, not randomly
selected. A summary of the characteristics of the responding academic departments
is presented in this section.

Table 4 shows that 91 departments of 159 (57.2%) were public institutions
and 48 departments (30.2%) were private institutions, with 20 departments (12.6%)

departments not identifying the type of institution.

Table 4

Frequency Distribution of Responding Departments by Type of School

Type of Institution Frequency Percent Valid Percent
Public 91 572 65.5
Private 48 30.2 345

Total 139 874
Missing 20 12.6
Total 159 100.0 100.0

The total number of faculty, including tenured and nontenured instructors,
ranges from 1 to 65 people. The total number of faculty and staff combined ranged

from 2 to 114 people. The total number of enrolled students, including
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undergraduates and graduates, ranged from 33 students to 4,300 students. The
annual department budgets ranged from $0 to $5,748,849. The allocation of budget
on salary ranged from 0% to 100%. The allocation of budget on non-salary ranged
from 0 % to 100%. For more detailed information about the range of organizational
information, see Appendix H.

Table 5 presents how the respondents were grouped, using a visual binning
function of SPSS Graduate Version 15.0. Of the 159 chairs who responded to the
survey, 115 chairs identified their seniority as a chair. Years as a chair ranged from
0 to 20 years. As shown in Table 5, approximately half of the department chairs
(50.4%) who responded identified themselves to be new to their position as a chair
(less than three years as chair), while 49.6% of the chairs had been in the position

over three years.

Table 5

Frequency Distribution of Years of Experience

Years as Chair Frequency Percent Valid Percent
less than or 1 20 12.6 17.4
1to3 38 23.9 33.0
more than 3 57 35.8 49.6
Subtotal 115 72.3
Missing 44 27.7
Total 159 100.0 100.0
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Table 6 indicates that the responses represented a relatively balanced sample
in terms of educational field of the departments. Note that because not every
respondent identified his or her academic department, only those departments

identified by the respondents are presented.

Table 6

Comparison of Responding and Nonresponding Departments

Areas Responded Total in target

population
Education 30 57
Teacher Education 10 32
Educational Leadership, Policy, and Higher 16 43
Education Administration
Curriculum, Instruction, Teaching & Learning, and 16 32
Technology
Special Education, Disorder and Intervention 13 24
Kinesiology, Physical Education, Sports, Health, 13 32
Recreation, and Wellness
Ed Psychology, Counseling, and Human Services 11 38
Childhood, Elementary, and Human Development 7 27
Language, Literacy, and Reading 2 7
Adult Education, Work, and Human Resource 5 5
Development
Others (Social Work, Family & Consumer, 11 22

Educational Foundations, Regular Education, and
Human Environmental)

Subtotal 134 319
Missing 25
Total 159 319
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Categorizing Educational Field of the Departments

Most of the departments are difficult to categorize by the Classification of
Instructional Programs (CIP) code. The CIP code is designed for categorizing fields
of study and programs in higher education institutions for tracking, assessing, and
reporting academic practices. However, most of the departments use more than a
single CIP code. Many of the targeted departments have been merged with other
departments or other fields of study over the years. Therefore, this study created the
following classification to indicate that departments share common ground,
academically and practically. These classifications were based on a number of
carefully considered assumptions, which the researcher describes as follows:

Group 1  educational psychology, counseling, curriculum, instruction,
teaching and learning, instructional technology, childhood and
elementary education, and human development

Group 2  educational leadership, policy, higher education, adult education,
work, and human resource development

Group 3  special education, disorder and intervention, kinesiology, physical
education, sports and recreation, language and literacy

Group 4 others (education, teacher education, social work, family and
consumer education, educational foundations)

Group 1 was created on the assumption that these departments shared

theoretical roots in psychology or psychological influences in designing curriculum

or instruction and implementing it in classroom settings. The programs in Group 2
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were mostly related to educational administration and policy-related fields. This
study categorized special education, sports, and physical education into Group 3.
The programs in Group 4 were clustered in a way that the departments are not
directly related to teacher training programs in terms of subject and administration
but are housed in colleges or schools of education. The departments in Group 4 also
include those that are difficult to categorize into other groups listed above. This
study found that Group 4 mostly had a single department in it.

Tables 7 and 8 indicate that (of those respondents who identified a
department area) 38.1% of the respondents belong in Group 4, 21.4% in Group 1,
17.6% in Group 3, and 13.2% in Group 2.

In order to answer the research questions, this study primarily employed ¢
tests. Using a median score and the visual binning function of SPSS, organizational
information was primarily placed into two groups, except for the field or area of
department and the existence of knowledge management in the department mission
statement. Table 9 displays the characteristics of organizational information

dichotomized by using the visual binning function of SPSS.
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Frequency Distribution of Educational Field of Responding Departments
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Valid
Group  Departments Frequency Percent Percent
4 Education 30 18.9 22.4
4 Teacher Education 10 6.3 7.5
2 Educational Leadership & Policy and 16 10.1 11.9
Higher Education Administration
1 Curriculum, Instruction, Teaching & 16 10.1 11.9
Learning, and Technology
3 Special Education, Disorder and 13 8.2 9.7
Intervention
3 Physical Education, Kinesiology, 13 8.2 9.7
Sports, Health, Recreation, and
Wellness
1 Educational Psychology, Counseling, 11 6.9 8.2
and Human Services
1 Childhood, Elementary, and Human 7 4.4 52
Development
3 Language, Literacy, and Reading 2 1.3 1.5
2 Adult Education, Work, and Human 5 3.1 3.7
Resource Development
4 Others (Social Work, Family & 11 6.9 8.2
Consumer, Ed Foundations, Regular
Education, and Human Environmental
Missing 25 15.7
Total 159 100.0 100.0
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Table 8

Frequency Distribution of Educational Group of Responding Departments

Group Departments Frequency Percent Valid
Percent
1 Educational Psychology, Counseling, 34 214 25.4

Curriculum, Instruction, Teaching &
Learning, Instructional Technology,
Childhood, Elementary, Human
Development

2 Educational Leadership, Policy, 21 13.2 15.7
Higher Education, Adult Education,
Work, and Human Resource
Development

3 Special Education, Disorder & 28 17.6 20.9
Intervention, Kinesiology, Physical
Education, Sports & Recreation, and
Language & Literacy

4 Others (Education, Teacher Education, 51 32.1 38.1
Social work, Family & Consumer,
Educational Foundations)

Missing 25 15.7

Total 159 100.0 100
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Table 9

Summary of Characteristics of the Respondents by Median Splits (Binned)
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Variable Group Frequency Percent Valid %
less than or equal to 7 76 47.8 56.7
Number of more than 7 58 36.5 43.3
gzgl‘;‘lrt‘;d Subtotal 134 84.3 100.0
. Missing 25 15.7
(Binned)
: Total 159 100.0
less than or equal to 4 73 45.9 54.1
g‘;nm?}eern‘l’lfe ,  more than 4 62 39.0 45.9
Faculty Su.bt(')tal 135 84.9 100.0
. Missing 24 15.1
(Binned)
Total 159 100.0
Number of less than or equal to 4 68 42.8 53.5
Staff including more than 4 59 37.1 46.5
Part-Time Subtotal 127 79.9 100.0
Assistants Missing 32 20.1
(Binned) Total 159 100.0
Number of less than or equal to 250 58 36.5 51.8
Enrolled more than 250 54 34.0 48.2
Subtotal 112 70.4 100.0
Undergrads Missi 47 296
(Binned) issing .
Total 159 100.0
Number of less than or equal to 126 59 37.1 50.0
Enrolled more than 126 59 37.1 50.0
Graduate Subtotal 118 74.2 100.0
Students Missing 41 25.8
(Binned) Total 159 100.0
Total number  less than or equal to 11 71 44.7 53.0
of Faculty more than 11 63 39.6 47.0
(Binned) Subtotal 134 84.3 100.0
Missing 25 15.7
Total 159 100.0
Total number less than or equal to 402 53 333 50.5
of Enrolled more than 402 52 32.7 49.5
Students Subtotal 105 66.0 100.0
(Binned) Missing 54 34.0
Total 159 100.0

(continued on following page)
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Table 9 (continued)
Variable Group Frequency Percent Valid %
Total Number less than or equal to 17 66 41.5 52.4
of the Faculty more than 17 60 37.7 47.6
and Staff Subtotal 126 79.2 100.0
Combined Missing 33 20.8
(Binned) Total 159 100.0
Amount of ;e:;;f;a;‘f equal to 39 24.5 50.0
‘gfe‘;;ftlmem more than $479,754 39 24.5 50.0
Subtotal 78 49.1 100.0
Budget Missin 81 50.9
(Binned) g :
Total 159 100.0
Allocation of  less than or equal to
Budget on 75.00% 43 27.0 48.3
Salary more than 75.00% 46 28.9 51.7
(Binned) Subtotal 89 56.0 100.0
Missing 70 44.0
Total 159 100.0
Allocation of  less than or equal to
Budget on 19.00% 44 271 463
Non-Salary more than 19.00% 51 32.1 53.7
(Binned) Subtotal 95 59.7 100.0
Missing 64 40.3
Total 159 100.0
KM Statement No Mission Statement 4 2.5 3.0
KM Absence 95 59.7 70.9
KM Presence 35 22.0 26.1
Subtotal 134 84.3 100.0
Missing 25 15.7
total 159 100.0
E-newsletter  No 101 63.5 74.3
Yes 35 22.0 25.7
Subtotal 136 85.5 100.0
Missing 23 14.5
total 159 100.0
Online Courses No 62 39.0 45.6
Yes 74 46.5 54.4
Subtotal 136 85.5 100.0
Missing 23 14.5
total 159 100.0

(continued on following page)
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Table 9 (continued)

Variable Group Frequency Percent Valid %

Co-teaching No 73 45.9 54.5
Yes 61 384 45.5
Subtotal 134 84.3 100.0
Missing 25 15.7
total 159 100.0

Profile of Nonrespondents

In order to identify the characteristics of nonrespondents, this study made
contacts with the department chairs. Since not all department chairs identified their
contact information on a web-based survey, the researcher made personal contacts
with all the respondents through email communications and telephone calls and
identified the chairs who did not respond. The following is the summary of the
reasons why the nonresponding department chairs did not respond to the survey:

(a) overloaded routine: the nonrespondent chairs were simply overwhelmed
by daily routines.

(b) new chairship: they were new to the current position as a chair. Hence,
they were not comfortable or confident enough to respond to the external
surveys.

(c) lack of interest: some had no interest in participating in this kind of
research, management-oriented research in particular.

(d) structural change of a department: some departments were in transition to

reorganization such as merging with another department.
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(e) leave of absence: some of the nonrespondents were on leave for
conference, sabbatical, or some other reasons.
As shown in Table 6, respondents to the survey were relatively balanced
across educational fields; therefore, there was little chance that the results of data

analyses would misrepresent this characteristic of the population.

Findings

The findings in this chapter are organized around the two primary research
questions and eight hypotheses. Findings are derived from data received from 159
survey instruments returned by academic department chairs. As described in
Chapter 3, the study presents 19 knowledge management strategies in four domains
over two dimensions: perceptions of performance and perceptions of importance
toward knowledge management strategies. For examining these two dimensions, the
same set of questionnaires and Likert-type rating scales, but with different ratings
values, were provided to the respondents.

The responses of the chairs to the survey instrument indicate their perceptions
of performance and perceptions of importance of the four knowledge management
domains: culture, leadership, technology, and measurement. The following are the

names of the value for each survey item, knowledge management strategy, and its

description that appeared on the web-based survey.

Leadership included:
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(a) vision — your department views sharing best practices and experiences
(organizational knowledge) with others as a strategic asset.

(b) strategic alignment — when developing organizational strategies, your
department considers the effectiveness and efficiency of organizational
knowledge.

(c) value of learning — your department creates an environment that supports
and facilitates a learning organization.

(d) motivation — your department recognizes faculty and staff for their
contributions to the development of best pedagogical practice,
scholarship, and service.

Culture included:

(a) community-oriented — your department encourages faculty (or staff) to
work together and to share their experience and knowledge.

. (b) trust/openness — problems or errors are openly discussed and solutions are
shared in the department.

(c) collaboration — faculty in the department frequently mentor each other to
develop best teaching and research practices and other scholarship.

(d) entrepreneurship — faculty and staff with an entrepreneurial spirit are

recognized in the department.

(e) responsiveness — your department offers opportunities for professional

development to faculty and staff.
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Technology included:

(a) training — faculty and staff in the department are trained to use new
technology.

(b) synergy — your department uses technology to capture internal and
external best teaching and research practices.

(c) communication — technology is used to reduce communication barriers in

- the department.

(d) problem- olving — your department has adopted technology with a clear
vision to solve problems.

(e) up-to-date technology — your department continually upgrades
information technology and hardware.

(®) storing knowledge — technology is used to capture and store knowledge.

Measurement included:

(a) effectiveness — your annual report includes recommendations of cost-
effective strategies to achieve department goals.

(b) decision making ~ annual indicators are refined to reflect changes in the
(knowledge) management priorities of the department.

(c) systematic evaluation — your department systematicélly uses evaluation
processes to provide evidence of knowledge development.

(d) integrating knowledge — your department allocates resources toward

efforts that increase its knowledge capability.
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Organizational factors were applied to examine the differences of
perception of performance using knowledge management strategies and the
perception of importance toward them. For item responses, this study presents
descriptive information for all departments on all the survey questionnaires. A
summary of survey response frequencies is presented in Appendix H.

When reporting ¢ tests and ANOVA analyses, this study referred to Field’s

(2005) guidelines as follows:

(a) ttests include the value of ¢ with the degrees of freedom (df) and
significance value p; for instance, #df)= t value, p < .05.

(b) ANOVA analyses include F-ratio with the degrees of freedom for the
effect of the model (dfv) and the degrees of freedom of the residuals of
the model (dfR) and significance value p; for instance, F(dM, dfR) = F
value, p <.05.

This study created the composite variables for each of four domains in
knowledge management strategies that were derived from responses to survey items
of each domain. T tests and ANOVA analyses were conducted with those composite
variables and organizational factors. Second, this study conducted # tests and
ANOVA analyses with individual dependent variables in each domain and
organizational factors.

This study presents ¢ tests with p values less than .05 or .01. The
significance level of p < .05 is selected as a commonly accepted level in the field of

education to control Type I error (Ary, Jabobs, & Razavieh, 1996). For ANOVA
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analyses, F-values are reported that are significant at a value less than the criterion
value of both .05 and .01 with * and ** on each p value in tables, respectively. For
post-hoc tests, this study employed Tukey HSD to identify the specific groups
between which the significant differences occurred at the .05 level or less. The
Tukey HSD is known to better control the Type I error and have greater statistical
power than other post hoc procedures (Field, 2005).

Table 10 presents the results of data analyses in terms of mean scores and
standard deviations. Table 10 illustrates a summary of descriptive statistics for two
dimensions, the perceptions of performance and the perceptions of importance of
knowledge management strategies. Variables in Table 10 are composite variables

that represent each domain of knowledge management strategies.

Table 10

A Summary of Means (M) and Standard Deviations (SD) for Four Domains in the

Perceptions of Performance and the Perceptions of Importance Dimensions with

Composite Variables

Perceptions of Performance Perceptions of Importance

Domains N M SD N M SD
Leadership 158 3.24 628 152 3.45 563
Culture 157 3.16 .542 151 3.33 533
Technology 156 3.06 .598 151 3.20 652
Measurement 158 2.46 .886 152 2.58 969
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Overall, department chairs seem to recognize the importance of knowledge
management strategies, and they believe that their department uses knowledge
management strategies. As shown in Table 10, every mean score of the perceptions
of importance dimension was higher than its corresponding mean score in the
perceptions of performance dimension, although no significant tests were carried out
to assess these differences.

As shown in Table 10 in the perceptions of performance dimension, the
highest mean score is the leadership domain and the lowest is the measurement
domain. In the perceptions of importance dimension, the highest mean score is
leadership and the lowest is measurement. In the perceptions of performance
dimension, the highest mean score is the leadership domain (M=3.24) and the lowest
is measurement domain (M=2.46). In the perceptions of importance dimension, the
highest mean score is the leadership domain (M=3.45) and the lowest is
measurement (M=2.58).

Table 11 presents the results of data analyses in terms of mean scores and
standard deviations. Table 11 illustrates a summary of descriptive statistics of
individual knowledge management strategies of four domains in two dimensions:
perceptions of performance and perceptions of importance. In the perceptions of
performance dimension, the highest mean scores are “vision” (M=3.44) in the
leadership domain, “community-oriented” (M=3.54) in the culture domain, “storing
knowledge” (M=3.43) in technology, and “integration” (M=2.99) in measurement.

In the perceptions of importance dimension, the highest mean scores are “value of
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learning” (M=3.73) in the leadership domain, “community-oriented” (M=3.73) in
culture domain, “up-to-date technology” (M=3.50) in technology, and “integration”

(M=3.19) in measurement.

Table 11

Summary of Means (M) and Standard Deviations (SD) for the Perceptions of

Performance and the Perceptions of Importance Dimensions with Individual

Variables
Perceptions of Perceptions of
Performance Importance
Domains Variable Labels N M SD N M SD
Vision 156 3.44 .644 151 3.62 .620
. Strategic Alignment 152 3.06 .633 147 322 .700
Leadership .
Value of Learning 156 3.37 .645 150 3.73 .476
Motivation 155 3.39 .629 149 3.50 .722
Community-Oriented 157 3.54 615 151 3.74 472
Openness 157 3.12  .692 151 3.48 .575
Culture Collaboration 157 3.09 .654 151 339 .663
Entrepreneurship 150 2.95 .758 145 2.89 .859
Responsiveness 154 3.40 .662 145 3.50 .708
Training 156 3.14 .704 149 3.39 .742
Synergy 147 3.01 .687 144 3.11 .749
Communication 155 3.18 751 148 3.28 .817
Technology
Problem Solving 152 2.81 .707 147 299 832
Up-to-date Technology 154 3.26 .721 149 3.50 .600
Storing Knowledge 154 3.43 .558 150 3.40 .655
Effectiveness 135 2.53 .809 132 2.71 .861
Decision Making 131 2,79 .744 126 290 .784
Measurement
Systematic Evaluation 142 2.89 .809 137 293 917
Integrating Knowledge 146 2.99 .680 139 3.19 .658
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As presented in Table 11, except for “entrepreneurship” and “storing
knowledge,” the mean scores of the perceptions of importance dimension were
higher than their corresponding value in the perceptions of performance dimension.
Although no significant tests were conducted to assess the differences, examination
of the mean values indicates that the measurement domain in both dimensions is
lower than other domains.

Except for educational field of departments and the existence of knowledge
management in the department mission statement, the study conducted ¢ tests in
order to examine the differences of the perceptions of performance and the
perceptions of importance toward knowledge management strategies by
organizational factors. The information on the results includes the number of
respondents, means, degrees of freedom, and standard deviations for the survey
items that are only statistically significant.

In the following section, the results of data analyses with four composite
variables that represent each of the four knowledge management domains are
presented, followed by the results of the analyses with individual variables within
each domain over two dimensions. As was described earlier in this chapter, survey

results that are not statistically significant are not discussed in this chapter.

Perception of Performance Dimension

Research Question 1: How do academic department chairs in colleges of education

differ in their perceptions of performance of their departments based on the
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applications of knowledge management strategies (leadership, culture, technology,

and measurement) by organizational factors?

Leadership

Hol: There is no difference in the perceptions of department chairs in the
performance of leadership knowledge management strategies by

organizational factors.

Table 12 presents that the difference in the leadership domain by the use of
co-teaching is significant, #(126) = -2.27, p <.05. For this and all subsequent

analyses, more specific descriptions of differences will be discussed in Chapter 5.

Table 12

Summary of ¢ Tests of the Overall Leadership Domain (Composite) in the

Perceptions of Performance Dimension

Organizational
Variables Factors Labels N M? SD Hdf) Sig.

Leadership Co-Teaching No 1 324 507 227
Yes 57 343 445  (126)  .025*

*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)
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As shown in Table 13, significant differences are found in “value of learning”
by the presence of co-teaching, #(131) =-2.23, p <.05, and in “motivation” by the
presence of co-teaching, #(131) =-3.11, p <.05. In addition, Table 13 shows that the
difference in “vision” by the type of institution, public and private universities, is

marginally significant, #(136) = -1.92, p = .057.

Table 13

Summary of ¢ Tests of the Leadership Strategies by Organizational Factors in the

Perceptions of Performance Dimension

Dependent Organizational
Variables Factors

Type of Public 90 3.38 .646 -1.92

Labels N Mm? SD Hdf) Sig.

Vision Institution Private 48 3.58 498  (136) 057
Value of ) No 72 3.25 . 666 -2.23
. -Teach 027*
Learning Co-Teaching Yes 61 349 566  (131) 027

) N 73 3.26 .646 -3,
Motivation Co-Teaching Y:s 60 358 530 (i3111) 002**

#Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)
**p<.01 (2-tailed)

Tables 14, 15, and 16 show that a difference in “motivation” by the
presence of knowledge management in its mission statement is significant, /(3,130)

=3.35, p <.05. Post-hoc tests show a statistically significant difference between

Groups 2 and 4.
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Table 14

Descriptive Statistics for Motivation by Educational Field of the Departments in the

Perceptions of Performance Dimension

Variable Group® N M SD
Motivation 1 34 3.24 .890
2 21 3.05 590

3 28 343 .634

4 51 3.55 541

Total 134 3.37 .689

?1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations

Table 15.

ANOVA Table for Motivation by Educational Field of the Departments in the

Perceptions of Performance Dimension

Variable Sum of Mean .
Squares df  Square F Sig.
Motivation Between Groups 4.527 3 1.509 3.35 .021*
Within Groups 58.555 130 450
Total 63.082 133

* The mean difference is significant at the .05 level.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



111

Table 16

Post-hoc Tests for Motivation by Educational Field of the Departments in the

Perceptions of Performance Dimension

Tukey HSD
Group - 1 2 3 4
1
2
3
4 -501%

* The mean difference is significant at the .05 level.

Tables 17, 18, and 19 show that a significant difference in “strategic
alignment” is found by the presence of knowledge management in the department’s
mission statement, F(2,127) = 3.23, p <.05. Post-hoc tests show a statistically
significant difference between the academic departments with knowledge
management in their mission statement and those without knowledge management in

the mission statement.
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Table 17

Descriptive Statistics for Strategic Alicnment by the Presence of Knowledge

Management in the Mission Statement in the Perceptions of Performance Dimension

Variable KM Statement N M SD
No Mission Statement 3 3.00 .000
KM Absence 93 2.98 .608
Strategic Alignment
KM Presence 34 3.29 676
Total 130 3.06 .632

Table 18

ANOVA Table for Strategic Alignment by the Presence of Knowledge Management

in the Mission Statement in the Perceptions of Performance Dimension

. Sum of Mean .
Variable Squares df Square Sig.
Strateci Between Groups 2.492 2 1.246 323 .043*

Tateele Within Groups ~ 49.016 127 386
Alignment

Total 51.508 129

*The mean difference is significant at the .05 level.
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Table 19

Post-hoc Tests for Strategic Alignment by the Presence of Knowledge Management

in the Mission Statement in the Perceptions of Performance Dimension

Tukey HSD
' _ No Mission KM KM
Variable KM Statement Statement Absence  Presence
No Mission Statement
St.rategic KM Absence
Alignment
KM Presence -316*

* The mean difference is significant at the .05 level.

Culture

Ho2: There is no difference in the perceptions of department chairs in the
performance of culture knowledge management strategies by
organizational factors

As shown in Table 20 in the culture domain, significant differences in the

culture domain are found by the presence of online courses, #(127) = -2.13, p <.05,

and by the presence of co-teaching practices, #(126) = -2.27, p <.05.
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Table 20

A Summary of ¢ Tests of the Overall Culture Domain (Composite) by Organizational

Factors in the Perceptions of Performance Dimension

. Organizational a .
Variable Factors Labels N M SD 1df) Sig.
N 58 3.14 419 -

Online courses ° f2173 035%*
Culture Yes 71 339 433 (12D
. No 69 3.12 463 -2.27

Co-teachin 025%
g Yes 59 3.35 368  (126)

3Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)

As presented in Table 21, a difference in “trust/openness” is significant by
the total number of enrolled students, including undergraduate and graduate students,
1(103) =2.19, p <.05. Although they are not statistically significant, the results
indicate that the differences in “trust/openness” by years as chair in the current
position and the use of co-teaching are marginally significant.

According to the results presented in Table 21, a difference in “collaboration”
by the use of online courses is significant, #(134) = ;3. 14, p <.01. And a difference is
observed in “entrepreneurship” by the presence of online courses, #(128) =-2.45, p
<.05. Table 21 shows that there is a significant difference in “entrepreneurship” by

the use of co-teaching practice, #(127) = -2.26, p <.05.
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Table 21

Summary of ¢ Tests of the Culture Strategies by Organizational Factors in the

Perceptions of Performance Dimension

Dependent  Organizational Labels N Mm? SD «df) Sig.
Variables  factors

Trust/ Years as Chair  less than or 58 3.02 577

Openness equalto 3 -1.97
years (110.4) 051
more than 3 57 325 662
years
Co-Teaching No 73  3.03 .666 -1.95 .054
Yes 61 325 623 (132)
Total Number  less than or 53 430 575 2.19 031*
of Enrolled equal to 402 (103)
Students more than402 52 404 .656
Collaboration No 62 290 .620 -3.14  .002%**
Online courses  Yes 74 324 637 (134)
Entrepreneur- Online courses No 58 276 620 245  .0l6*
ship Yes 72 3.08 .637 (128)
Co-Teaching  No 70 277 802 226  .009*
Yes 59 312 672 (127)

*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)
**p<.01 (2-tailed

Technology

Ho3: There is no difference in the perceptions of department chairs in the
performance of technology knowledge management strategies by
organizational factors.

As shown in Table 22, a difference in the technology domain is significant by

the presence of an online course, #(122) = -2.89, p <.05. It also presents that a
marginally significant difference is found in the technology domain by the presence

of an e-newsletter, #(122) =-1.92, p = .058.
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Table 22

Summary of t Tests of the Overall Technology Domain (Composite) by

Organizational Factors in the Perceptions of Performance Dimension

. Organizational a .
Variable Factors Labels N M SD Hdf) Sig.
e-newsletter No 92 3.11 484 -1.92 058
Yes 32 330 499 (122)
Technology

Online courses No 37 301 AT -2.89 .005*

Yes 67 326 .S06 (122)
*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
¥p<.01 (2-tailed)

Tables 23, 24, and 25 show a significant difference in the technology
domain by the presence of knowledge management in its mission statement,
F(2,119) =3.26, p <.05. Post-hoc tests show a statistically significant difference
between the academic departments with knowledge management in their mission

statement and those without knowledge management in their mission statement.

Table 23

Descriptive Statistics for the Overall Technology Domain (Composite) by the

Presence of Knowledge Management in the Mission Statement in the Perceptions

of Performance Dimension

Composite Variable KM Statement N M SD
Technology No Mission Statement 4 3.13 832
KM Absence 86 3.09 484
KM Presence 32 3.35 4367

Total 122 3.16 493
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Table 24

ANOVA Table for the Overall Technology Domain (Composite) by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension
Variable Sum of df Mean Square F Si
Squares q &
Technology  Between Groups 1.533 2 767 3.27  .042
Within Groups 27.908 119 235
Total 29.441 121
Table 25

Post-hoc Tests for the Overall Technology Domain (Composite) by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension
Tukey HSD
Variable KM Statement No Mission KM KM
Statement Absence Presence
No Mission Statement
Technology KM Absence
KM Presence -256*

* The mean difference is significant at the .05 level.
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The results in Table 26 depict that there is a significant difference in
“training” by the presence of an e-newsletter for communicating with their members,
1(133) = -2.35, p <.05. Table 26 also indicates that significant differences found in
“training” by the presence of online courses are significant, #(132.5) =-2.83, p <.01,
and “problem solving” by the presence of online courses, £(133) = -3.05, p <.01. The
difference in “up-to-date technology” by online courses is significant, #(131) =-1.92,

p=.057.

Table 26

Summary of ¢ Tests of the Technology Strategies by Organizational Factors in the

Perceptions of Performance Dimension

Dependent  Organizational Labels N M SD idf) Sig.

Variables Factors
e-newsletter No 100 3.07 671 -2.35 020*
Teain Yes 35 337 598 (133)
raining
Online courses No 61 257 605 -2.83 .005%*
Yes 74 328 693 (132.5)
Problem- Online courses No 61 252 808 3.5 .003**
Solving Yes 74 295 792 (133
Up-to-date 5, ine courses No 61 308 82 192,
Technology Yes 74 335 801 (133)
Type of Public 88 334 565 249 014*
Institution Private 48 358 498 (134)
Storing _ less than
Knowledge Allocationof orequalto 43 328 591 .5
Budget on 19.00% (131) .035%*
Nonsalary more than

19.00% 51 355 541

Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)
**p<.01 (2-tailed)
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As seen in Table 26, a difference in “storing knowledge” is significant by the
type of institution, #(134) = -2.49, p < .05. There is also a significant difference in
“storing knowledge” by the annual budget allocation on the non-salary area, #(92) =
-2.31, p <.05. Data indicate that the more the academic departments allocate their
financial resources to non-salary areas, the more they use technology for “storing
knowledge.”

The results presented in Tables 27, 28, and 29 indicate that a significant
difference is found in “storing knowledge” by the educational field of the

departments, F(3,127) = 4.68, p <.01. Post-hoc tests show a significant difference

between Groups 2 and 3 and Groups 2 and 4.

Table 27

Descriptive Statistics for Storing Knowledge by Educational Field of the

Departments in the Perceptions of Performance Dimension

Variable Group® N M SD

1 31 3.35 551

2 22 3.09 610

Storing Knowledge 3 28 3.61 497
4 50 3.52 505

Total 131 3.43 555

?1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations
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Table 28

ANOVA Table for Storing Knowledge by Educational Field of the Departments in

the Perceptions of Performance Dimension

Sum of Mean
Variable Squares df  Square F Sig.
Storing Between Groups 3.988 3 1.329 4.68 .004*
Knowledge = Within Groups 36.074 127 284
Total 40.061 130

* p<.05 (2-tailed)

Table 29

Post-hoc Tests for Storing Knowledge by Educational Field of the Departments in

the Perceptions of Performance Dimension

Tukey HSD
Group 1 2 3 4
1
2
3 -.516%*
4 -429%

* The mean difference is significant at the .05 level.

Tables 30, 31, and 32 show that a significant difference is found in

“synergy” by the presence of knowledge management in the department’s mission

statement, F(2,123) = 4.39, p <.05. The results of post-hoc tests show a statistically
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significant difference between the academic departments with knowledge
management in their mission statement and those without knowledge management in

the mission statement.

Table 30

Descriptive Statistics for Synergy by the Presence of Knowledge Management in the

Mission Statement in the Perceptions of Performance Dimension

Variable KM Statement N M SD
No Mission Statement 4 3.25 957
KM Absence 89 291 .685
Synergy KM Presence 33 3.30 585
Total 126 3.02 .687
Table 31

ANOVA Table for Synergy by the Presence of Knowledge Management in the

Mission Statement in the Perceptions of Performance Dimension

Sum of Mean

Variable Squares daf Square Sig.
Between Groups 3.928 2 1.964 439 .014*
Synergy Within Groups 55.001 123 447
Total 58.929 125

* p<.05 (2-tailed)
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Table 32

Post-hoc Tests for Synergy by the Presence of Knowledge Management in the

Mission Statement in the Perceptions of Performance Dimension

Tukey HSD
. No Mission KM KM
Variable KM Statement Statement Absence Presence
No Mission Statement
Synergy KM Absence
KM Presence -.393*

* The mean difference is significant at the .05 level.

Measurement
Ho4: There is no difference in the perceptions of department chairs in the
performance of measurement knowledge management strategies by
organizational factors.
Table 33 shows that a significant difference in the measurement domain is

found by the presence of an online course, #(102) =-2.15, p <.05.

Table 33

A Summary of ¢ Tests of the Overall Measurement Domain (Composite) by

Organizational Factors in the Perceptions of Performance Dimension

Organizational

Variable Factors Labels N M? SD t(df) Sig.
Measurement Online No 45265 572 -2.15 .034*
courses Yes 59 289 573  (102)

8Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)
**p<.01 (2-tailed)
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Tables 34, 35, and 36 show that a significant difference is found in the

overall measurement domain by the presence of knowledge management in the
department’s mission statement, F(2,101) = 8.92, p <.01. Post-hoc tests show a
statistically significant difference between the academic departments with
knowledge management in their mission statement and those that have no mission

statement.

Table 34

Descriptive Statistics for the Overall Measurement Domain (Composite) by the

Presence of Knowledge Management in the Mission Statement in the Perceptions of

Performance Dimension

Composite Variable KM Statement N M SD
No Mission Statement 4 2.25 204
KM Absence 74 2.69 578
Measurement
KM Presence 26 3.14 459
Total 104 2.79 582
Table 35

ANOVA Table for the Overall Measurement Domain (Composite) by the Presence

of Knowledge Management in the Mission Statement in the Perceptions of

Performance Dimension

Variable g;‘ﬁi df S“:ﬁ:rne Sig.
Between Groups 5.179 2 2.590 879 .000**
Measurement ~ Within Groups 29.748 101 295
Total 34.927 103

** p<.01 (2-tailed)
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Table 36

Post-hoc Tests for the Overall Measurement Domain (Composite) by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension
Tukey HSD
. No Mission KM KM
Variable KM Statement Statement Absence Presence
No Mission Statement
Measurement KM Absence
KM Presence -.894* 256*

* The mean difference is significant at the .05 level.

Table 37 indicates that a significant difference is found in “integrating

knowledge” by the presence of online courses, 1(126) = -3.346, p <.01.

Table 37

Summary of ¢ Tests of the Measurement Strategies by Organizational Factors in the

Perceptions of Performance Dimension

Dependent Organizational Labels N M- SD Hdf) Sig.

Variable Factors
Integrating Online No 57 275 .689 -3.35 001*
Knowledge courses Yes 71 314 616 (126)

*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.01 (2-tailed)
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Tables 38, 39, and 40 show that significant differences are found in

“effectiveness” by the presence of knowledge management in the department’s
mission statement, F(2,113) =9.16, p <.01, and “decision making” by the presence
of knowledge management in the department’s mission statement F(2,113) =4.70, p
<.05. Post-hoc tests for “effectiveness” show a statistically significant difference
between the academic departments that have no mission statement and those that
have with knowledge management in their mission statement. Post-hoc tests for
“effectiveness” in Table 40 also show that there is a significant difference found
between the departments with knowledge management in their mission statement
and those without knowledge management in the mission statement. Post-hoc tests
for “decision making” show that a significant difference is found between the
departments with knowledge management in their mission statement and those

without knowledge management in the mission statement.

Table 38

Descriptive Statistics for Effectiveness and Decision Making by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension
Variables KM Statement N M SD
No Mission Statement 4 1.75 .500
Effectiveness KM Absence 84 2.39 776
KM Presence 28 3.00 667
Total 116 2.52 797
No Mission Statement 4 2.50 577
o . KM Absence 84 2.67 781
Decision Making KM Presence 28 3.14 591
Total 116 2.78 759
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Table 39

ANOVA Table for Effectiveness and Decision Making by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension

Variables Sum of df Mean
Square

Squares Sig.

Between Groups 10.180 2 5.090 9.16 .000*
Effectiveness ~ Within Groups 62.786 113 556
Total 72.966 115

Between Groups 5.077 2 2.539 4.70 .011**
Within Groups 61.095 113 541
Total 66.172 115

Decision
Making

* p<.01 (2-tailed)
¥* p<.05 (2-tailed)

Table 40

Post-hoc Tests for Effectiveness and Decision Making by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Performance

Dimension
Tukey HSD
) No Mission KM KM
Variables KM Statement Statement Absence Presence
No Mission Statement
Effectiveness KM Absence
KM Presence -1.250 -.607*
Decision No Mission Statement
Making KM Absence
KM Presence -476*

* The mean difference is significant at the .05 level.
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The results presented in Tables 41, 42, and 43 indicate that a difference in

“storing knowledge” is significant by educational ﬁelld of the departments, F{(3,112)
=3.39, p <.05. The results of post-hoc tests indicate a significant difference

between Groups 2 and 4.

Table 41

Descriptive Statistics for Decision Making by Educational Field of the Departments

in the Perceptions of Performance Dimension

Variables Group® N M SD

1 31 2.68 .909

2 19 2.32 582

Decision Making 3 24 2.83 761
4 42 2.95 661

Total 116 2.75 .768

*1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations

Table 42

ANOVA Table for Decision Making by Educational Field of the Departments in the

Perceptions of Performance Dimension

Sum of Mean
Variable Squares df  Square F Sig.
.. Between Groups 5.632 3 1.877 339 .021*
Iﬁiﬁfg Within Groups 62.118 112 555
Total 67.750 115

* p<.05 (2-tailed)
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Table 43

Post-hoc Tests for Decision Making by Educational Field of the Departments in the

Perceptions of Performance Dimension

Tukey HSD

Group 1 2 3 4

1
2
3
4 -.637*

* The mean difference is significant at the .05 level.

Perception of Importance Dimension

Research Question 2: How do academic department chairs in colleges of education
differ in their perceptions of the importance of knowledge management strategies

(leadership, culture, technology, and measurement) by organizational factors?

Leadership

Ho5: There is no difference in the perceptions of department chairs in the
importance of leadership knowledge management strategies by
organizational factors.

Table 44 shows that a significant difference is found in the overall leadership

domain by the total number of faculty and staff combined, #120) = -2.09, p <.05.
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Table 44

A Summary of ¢- ests of the Overall Leadership Domain (Composite) by

Organizational Factors in the Perceptions of Importance Dimension

Organizational

. a .
Variable Factors Labels N M SD  Hdfy Sig.
Total Number  less than or
Leadership Of Faculty and  equal to 17 62 338 322 509 039%
P Staff (120)

Combined more than 17 60  3.57 444

*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)

Table 45 shows that there is a significant difference found in “motivation” by

the type of institution, #(61.0) =2.87, p <.01.

Table 45

A Summary of ¢ Tests of the Leadership Strategies by Organizational Factors in the

Perceptions of Importance Dimension

Dependent Organizational .
Variable Factors Labels N M SD Hd) Sig.

Type of Public 88 3.61 .633 2.87
Institution  Private 46 3.1 1100 (61.0)
*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.01 (2-tailed)

Motivation .006*
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“vision” by the presence of knowledge management in the department’s mission
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statement, F(3,125) =2.61, p = .54. The results of post-hoc tests show a marginally

significant difference between Groups 2 and 4.

Table 46

Descriptive Statistics for Vision by Educational Field of the Departments in the

Perceptions of Importance Dimension

Variable Group® N Mean SD
1 31 3.55 768

2 22 3.32 716

Vision 3 27 3.59 501
4 49 3.76 522

Total 129 3.60 631

*1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,

Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and

Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,

Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and

Educational Foundations
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Table 47

ANOVA Table for Vision by Educational Field of the Departments in the

Perceptions of Importance Dimension

Variable Sum of Mean .
Squares df  Square F Sig.
Between Groups 3.009 3 1.003 2.61 .054
Vision Within Groups 48.030 125 384
Total 51.039 128
Table 48

Post-hoc Tests for Vision by Educational Field of the Departments in the Perceptions

of Importance Dimension

Tukey HSD

Group 1 2 3 4

1
2
3
4 -437*

* The mean difference is significant at the .05 level.

Culture

Ho6: There is no difference in the perceptions of department chairs in the
importance of culture knowledge management strategies by

organizational factors.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



132

As shown in Table 49, a marginally significant difference exists in the
culture domain in departments by the annual department budget, #(71) =-1.99, p =

051.

Table 49

Summary of ¢ Tests of the Overall Culture Domain (Composite) by Organizational

Factors in the Perceptions of Importance Dimension

Organizational

Variable Factors Labels N M? SD  «df) Sig.
less than or
equal to 37 336 .339 11.99
Culture  Annual Budget  $479,754 (7'1) .051*
more than

$479,754 36 3.52 349

Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree
*p<.05 (2-tailed)

As presented in Table 50, a marginally significant difference is found in
“collaboration” by years as a chair in the current position, #(109) = 1.97, p = .052.
Significant differences in “collaboration” are found by the total number of enrolled
students, #(99) = -2.54, p <.05; by the total number of faculty and staff combined,

#(120) = -2.97, p <.01; and by the amount of annual budget, #(74) = -2.15, p <.05.
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Summary of ¢ Tests of the Culture Strategies by Organizational Factors in the

Perceptions of Importance Dimension

Dependent  Organizational

Variables Factors Labels N M' SD udf) Sig
Years as lessthanor 56 3.52  .603 1.97 052
Collaboration Department equal to 3 years (109)
Chair? morethan3 55 327 706
years
Total lessthanor 51 320 .693 -2.54 .013*
Number of  equal to 402 99)
Enrolled more than 402 50 3.52 .580
Students
Total lessthanor 62 321 .681 -2.97 .004**
Number of equal to 17 (120)
Faculty and  morethan 17 60 3.57 .647
Staff
Amount of lessthanor 38 324 675 -2.15 .035*
Annual equal to (74)
Department $479,754
Budget more than 38 3.55 .602
$479,754
Online No 61 330 .691 -2.16 .031*
courses Yes 70 3.54 606 (129)
No 93 3.02 .807
Entrepreneur- E-newsletter Yes 33 255 971 (421%;5.2) 0157
P Online No 5272 04 18
courses Yes 68 3.06 .808 (124)

“Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree

*p<.05 (2-tailed)
**p<.01 (2-tailed)

As reported in Table 50, a significant difference in “entrepreneurship” is

found by the use of an e-newsletter, #(48.60) =2.52, p <.05. In addition, there are

significant differences found in “collaboration” by the presence of online courses,
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1(129) =-2.19, p <.05, and in “entrepreneurship” by the presence of online courses,

#(124) = -2.18, p <.05.

Technology

Ho7: There is no difference in the perceptions of department chairs in the

importance of technology knowledge management strategies by

organizational factors

Table 51 indicates that a significant difference is found in the technology

domain by the presence of online courses, #(120) = -2.10, p <.05.

Table 51

Summary of ¢ Tests of the Overall Technology Domain (Composite) by

Organizational Factors in the Perceptions of Importance Dimension

Organizational

. a )
Variable Factors Labels N M SD Hdf) Sig.
N . 3505 | -
Technology | Online courses 0 8 1319 %2100 .038*
Yes | 64 | 338 s08 | (120)

®Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree

*p<.05 (2-tailed)

Tables 52, 53, and 54 show that a significant difference is found in the

overall technology domain by the presence of knowledge management in the

department’s mission statement, F(2,117) = 5.44, p <.01. Post-hoc tests show a

statistically significant difference between the academic departments with no mission

statement and those without knowledge management in the mission statement.
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Table 52

Descriptive Statistics for the Overall Technology Domain (Composite) by the

Presence of Knowledge Management in the Mission Statement in the Perceptions of

Importance Dimension

Composite Variable KM Statement N M SD
No Mission Statement 4 3.96 .083
KM Absence 87 3.23 S17
Technology KM Presence 29 3.43 438
Total 120 3.30 S11

Table 53

ANOVA Table for the Overall Technology Domain (Composite) by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Importance

Dimension

Sum of df Mean

Variable Squares Square

Sig.

Between Groups 2.640 2 1.320 544  .006*

Technology Within Groups 28.393 117 243
Total 31.033 119

*p<.01 (2-tailed)
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Table 54

Post-hoc Tests for the Overall Technology Domain (Composite) by the Presence of

Knowledge Management in the Mission Statement in the Perceptions of Importance

Dimension
Tukey HSD
: No Mission KM KM
Variable KM Statement Statement Absence Presence
No Mission Statement
Technology KM Absence .730*

KM Presence
* The mean difference is significant at the .05 level.

The results presented in Tables 55, 56, and 57 show that a significant
difference is found in the overall technology domain in the perception of importance
dimension by educational field of the departments, F(3,116) =2.88, p <.05. The

results of post-hoc tests indicate a significant difference between Groups 2 and 3.
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Table 55

Descriptive Statistics for the Overall Technology Domain (Composite) on the

Educational Field of the Departments in the Perceptions of Importance Dimension

Variable Group® N M SD

1 28 3.21 518

2 20 3.02 575

Technology 3 27 3.42 490
4 45 3.34 477

Total 120 3.27 S18

#1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations

Table 56

ANOVA Table for the Overall Technology Domain (Composite) by Educational

Field of the Departments in the Perceptions of Importance Dimension

Sum of Mean
Variable Squares df  Square F Sig.
Technology  Between Groups 2.219 3 740 2.88  .039*
Within Groups 29.769 116 257
Total 31.989 119

* p<.05 (2-tailed)
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Table 57

Post-hoc Tests for the Overall Technology Domain (Composite) by Educational

Field of the Departments in the Perceptions of Importance Dimension

Tukey HSD
Group 1 2 3 4
1
2
3 -403*
4
* The mean difference is significant at the .05 level.

As seen in Table 58, there is a significant difference found in “synergy” by
the type of institution, #(127) = -2.15, p <.05. This table also indicates that
significant differences are found in “communication” by the presence of online
courses, #(127) =-3.16, p <.01, and “problem solving” by the presence of online
courses, #(126) =-2.11, p <.05.

In addition, there is also a significant difference in “problem solving” by the
use of co-teaching, #(125) =-2.36, p <.05. A difference is found in “communication”
by the total number of enrolled students, #99) = -2.54, p <.05. There is a significant
difference in “storing knowledge” by the total number of faculty and staff combined,

{(119) = -2.07, p <.05.
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A Summary of ¢ Tests of the Technology Strategies by Organizational Factors in the

Perceptions of Importance Dimension

Dependent

Organizational

a .
Variables Factors Labels N M SD 1d)) Sig.
Type of Public 8 3311 .844 | -2.15
Syner A 033**
YOCIBY | Institution | Private | 46 |3.41| .580 | (127)
. No 61 |[3.05]| .845 | -3.16 *
Online courses Yes 63 |349| 723 | 127) .002
o less than
Communication | Total Number | orequal | 51 |3.16| .857 954
of Enrolled to 402 '(9'9) 013*
Students more
than 402 48 13.50 .652
. No 59 {283 834 | -2.11
Onl .037*
Problem | ECOUSES L ves | 69 [3.14| .845 | (126)
Solvin j
g Co-Teaching No 70 |2.84 | .792 2.36 020*
Yes 57 |3.19| .875 | (125)
less than
. Total Number | orequal | 62 |3.27 .682
Storing | g culty and | to 17 2071 o414
Knowledge (119)
Staff more
59 13.53| .653
than 17

*Scale: 4=Strongly Agree,3=Agree, 2=Disagree, 1=Strongly Disagree

*p<.05 (2-tailed)

**p<.01 (2-tailed)

The results presented in Tables 59, 60, and 61 indicate a significant

difference observed in “storing knowledge” by the educational field of the

departments, F(3,124) = 4.25, p < .01. For the question of how important the chairs

perceived that their department used technology in order to capture internal and
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external best practices, the results of post-hoc tests indicate a significant difference

between Groups 1 and 2, Groups 2 and 3, and Groups 2 and 4.

Table 59

Descriptive Statistics for Storing Knowledge by Educational Field of the

Departments in the Perceptions of Importance Dimension

Variable Group® N M SD

1 31 3.45 .624

2 22 2.95 .844

Storing Knowledge 3 27 3.59 572
4 48 3.42 613

Total 128 3.38 677

*1: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations

Table 60

ANOVA Table for Storing Knowledge by Educational Field of the Departments in

the Perceptions of Importance Dimension

Sum of Mean
Variable Squares df  Square F Sig.
. Between Groups 5.425 3 1.808 425 .007*
Storing oy
Knowledge Within Groups 52.817 124 426
Total 58.242 127

* p<.01 (2-tailed)
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Table 61

Post-hoc Tests for Storing Knowledge by Educational Field of the Departments in

the Perceptions of Importance Dimension

Tukey HSD
Variable Group 1 2 3 4
1
Storing 2 A497%*
Knowledge 3 -.638*
4 -.462*

* The mean difference is significant at the .05 level.

The results in Tables 62, 63, and 64 indicate a significant difference in
“problem-solving” by the presence of knowledge management in the department’s
mission statement, F(2,123) = 4.35, p <.05. Post-hoc tests show a statistically
significant difference between the academic departments that do not have a mission

statement and those without knowledge management in the mission statement.

Table 62

Descriptive Statistics for Problem Solving by the Presence of Knowledge

Management in the Mission Statement in the Perceptions of Importance Dimension

Variables Group N M SD
No Mission Statement 4 4.00 .000
. KM Absence 90 2.91 .843

Problem Solving
KM Presence 32 3.19 .780
Total 126 3.02 .839
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ANOVA Table for Problem Solving by the Presence of Knowledge Management in

the Mission Statement in the Perceptions of Importance Dimension

Variable ssé‘?ariﬁ df Sﬁ;"e Sig.
Problem Betyvgen Groups 5.804 2 2.902 435 .015*
Solving Within Groups 82.164 123 .668

Total 87.968 125

* p<.05 (2-tailed)

Table 64

Post-hoc Tests for Problem Solving by the Presence of Knowledge Management in

the Mission Statement in the Perceptions of Importance Dimension

Tukey HSD
' No Mission KM M
Variables KM Statement Statement s KM
Problem No Mission Statement
Solving KM Absence 1.089*
KM Presence

* The mean difference is significant at the .05 level.

Measurement

Ho8: There is no difference in the perceptions of department chairs in the

importance of measurement knowledge management strategies by

organizational factors.

Tables 65, 66, and 67 show a significant difference in the overall

measurement domain by the presence of knowledge management in the department’s

mission statement, F(2,98) = 4.34, p <.05. Post-hoc tests show a statistically
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significant difference between the academic departments with knowledge

management in the mission statement and those without knowledge management in

the mission statement.

Table 65

Descriptive Statistics for the Overall Measurement Domain (Composite) by the

Presence of Knowledge Management in the Mission Statement in the Perceptions of

Importance Dimension

Composite KM Statement N M SD
Variable
No Mission Statement 4 2.56 .688
KM Absence 71 2.85 616
Measurement KM Presence 26 3.22 593
Total 101 2.93 633
Table 66

ANOVA Table for the Overall Measurement Domain (Composite) ) by the Presence

of Knowledge Management in the Mission Statement in the Perceptions of

Importance Dimension

. Sum of Mean .
Variable Squares daf Square Sig.
Between Groups 3.256 2 1.628 434 .016*
Measurement ~ Within Groups 36.759 98 375
Total 40.015 100

* p<.05 (2-tailed)
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Table 67

Post-hoc Tests for the Overall Measurement Domain (Composite) ) by the Presence

of Knowledge Management in the Mission Statement in the Perceptions of

Importance Dimension

Tukey HSD
) No Mission KM KM
Variable KM Statement Statement Absence Presence
No Mission Statement
Measurement KM Absence
KM Presence -256%

* The mean difference is significant at the .05 level.

Tables 68, 69, and 70 indicate that significant differences are found in
“systematic evaluation” by educational field of the departments, F(3,116) =3.49, p <
.05, and “integrating knowledge” by educational field of the departments, F(3,116) =
4.38, p <.01. The results of post-hoc tests for the question of how importantly the
chairs view “systematic evaluation” show that there is a significant difference
between the departments in Groups 2 and 4. For the question of how importantly the
chairs view “integrating knowledge,” post-hoc tests for the question show that there
is a significant difference between the departments in Groups 2 and 3 and Groups 2

and 4.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



145
Table 68

Descriptive Statistics for Systematic Evaluation and Integrating Knowledge by

Educational Field of the Department in the Perceptions of Importance Dimension

Variables Group® N Mean SD

1 30 2.70 952

. 2 20 2.50 1.000

Systematic 3 24 3.13 900
Evaluation

4 46 3.15 816

Total 120 2.93 927

1 30 3.00 .695

Integrating 2 19 2.79 631

Knowledge 3 25 3.32 627

4 46 3.33 .598

Total 120 3.16 661

21: Educational Psych, Counseling, Curriculum, Instruction, Teaching & Learning,
Technology, Childhood, Elementary & Secondary, and Human Development

2: Educational Leadership, Policy, Higher Education, Adult Education, Work, and
Human Resource Development

3: Special Education, Disorder & Intervention, Kinesiology, Physical Education,
Sports & Recreation, Language, and Literacy

4: Others: Education, Teacher Education, Social Work, Family & Consumer, and
Educational Foundations

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



146
Table 69

ANOVA Table for Systematic Evaluation and Integrating Knowledge by the

Educational Field of the Department in the Perceptions of Importance Dimension

Sum of Mean

Variables Squares daf Square F Sig.
Svstematic | Detween Groups 8465 3 2.822 3.49 018*
Effalur:ﬁon Within Groups 93.860 116  .809

Total 102.325 119
[nteeratin Between Groups 5.285 3 1.762 4.38 .006**
ntegraling - yuiihin Groups 46707 116 403
Knowledge

Total 51.992 119

* p<.05 (2-tailed)
** p<.01 (2-tailed)

Table 70

Post-hoc Tests for Systematic Evaluation and Integrating Knowledge by the

Educational Field of the Department in the Perceptions of Importance Dimension

Tukey HSD
Variable Group 1 2 3 4

1

Systematic 2

Evaluation 3
4 -.652*
1

Integrating 2

Knowledge 3 -531*
4 -.537*

* The mean difference is significant at the .05 level.
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Tables 71, 72, and 73 show significant differences in “decision making” by

the presence of knowledge management in its mission statement, F(2,107) =4.07, p

<.05; “systematic evaluation” by the presence of knowledge management in its

mission statement, /(2,116) = 3.81, p <.05; and “integrating knowledge” by the

presence of knowledge management in its mission statement, (2,118) = 3.50,

p <.05.

Table 71

- Descriptive Statistics for Decision Making, Systematic Evaluation, and Integrating

Knowledge by the Presence of Knowledge Management in the Mission Statement in

the Perceptions of Importance Dimension

Variables KM Statement N M SD

No Mission Statement 4 2.75 957

. . KM Absence 79 2.77 750
Decision Making

KM Presence 27 3.26 813

Total 110 2.89 794

No Mission Statement 4 2.00 816

Systematic KM Absence 83 2.88 955

evaluation KM Presence 32 3.22 792

Total 119 2.94 .932

No Mission Statement 4 3.00 816

Integrating KM Absence 84 3.08 .662

knowledge KM Presence 33 3.42 561

Total 121 3.17 654
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ANOVA Table for Decision Making, Systematic Evaluation, and Integrating

Knowledge by the Presence of Knowledge Management in the Mission Statement

in the Perceptions of Importance Dimension

Variables SS:lErZZ df SI\;I z:?e F Sig.
Decision Bet.we’en Groups 4.857 2 2428 4.07 .020*
Making Within Groups 63.834 107 597
Total 68.691 109
Between Groups 6.324 2 3.162 3.81 .025*
Systematic Within Groups 96.264 116 .830
Evaluation Total 102.588 118
Integrating Bet.we’en Groups 2.878 2 1439 3,50 .033*
Knowledge Within Groups 48477 118 411
owledg

Total 51.355 120

* p<.05 (2-tailed)

Table 73

Post-hoc Tests for Decision Making. Systematic Evaluation, and Integrating

Knowledge by the Presence of Knowledge Management in the Mission Statement

in the Perceptions of Importance Dimension

Tukey HSD
. No Mission KM KM
Variables KM Statement Statement Absence Presence
Decision No Mission Statement
Making KM Absence
KM Presence -487*
No Mission Statement
Systematic KM Absence
Evaluation KM Presence -1.219*
Integrating No Mission Statement
Knowledge KM Absence
KM Presence -341*

* The mean difference is significant at the .05 level.
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The results of post-hoc tests for both “decision making” and “integrating
knowledge” show that there is a statistically significant difference between the
departments with knowledge management in the mission statement and those
without knowledge management in the mission statement. Post-hoc tests for
“systematic evaluation” indicate that there is a significant difference between the
departments with no mission statement and those with knowledge management in the

mission statement.

Summary

The chapter included the analyses of data collected from 159 academic
department chairs in colleges of education in the north central region of the United
States. Survey response information, profile of the respondents, and descriptive
statistics of responses were presented.

ANOVA analyses and ¢ tests analyzed organizational factors for differences
in responses among knowledge management strategies. Significant differences at the
level p < .05 or .01 were reported. In Chapter 5, findings are described and
conclusions are drawn based on the results of data analyses. Implications for

practices and future research are presented.
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CHAPTER 5

FINDINGS, CONCLUSIONS, AND IMPLICATIONS

This study focused on the perceptions of academic department chairs of
performance and importance of knowledge management strategies in higher
education institutions. This chapter includes a review of the design of the study,
summary of findings, conclusions, reconnection to the literature, and implications

and recommendations for future study.

Review of the Design of the Study

A web-based survey was conducted to gather data from academic department
chairs in colleges of education in seven states in the north central United States. The
survey instrument included two dimensions, perceptions of performance and
perceptions of importance, with four domains of knowledge management strategies,
namely, leadership, culture, technology, and measurement. Data were analyzed
using the SPSS and were presented through descriptive statistics, ¢ tests, and
ANOVA analyses to compare the differences of knowledge management strategies

by organizational factors.
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Summary of the Findings

The analyses of the survey data presented in Chapter 4 yielded several
significant results. As stated in previous chapters, four strategies of the leadership
domain were measured: vision, strategic planning, value of learning, and motivation.
For the culture domain, five strategies were assessed: community orientation,
trust/openness, collaboration, entrepreneurship, and responsiveness. Six strategies of
the technology domain were measured: training, synergy, communication, problem-
solving orientation, up-to-date technology, and storing knowledge. For the
measurement domain, four strategies were analyzed: effectiveness, data-based
decision making, systemic evaluation, and integration.

Several observations based on the results of analyses in two dimensions, the
perceptions of performance and the perceptions of importance, are offered in the

following section.

Perceptions of Performance Dimension

Research Question 1: How do academic department chairs in colleges of education
differ in their perceptions of performance of their departments based on the
applications of knowledge management strategies (leadership, culture, technology,

and measurement) by organizational factors?
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Leadership

Hol: There is no difference in the perceptions of department chairs in the
performance of leadership knowledge management strategies by
organizational factors.

Overall, several differences in the leadership domain of the perceptions of
performance dimension exist by organizational factors: (a) type of institution, (b)
educational field of departments, (c) the presence of knowledge management in a
department mission statement, (d) the presence of co-teaching, and (e) the presence
of online courses.

In the leadership domain of the perceptions of performance dimension, a
significant difference exists by the presence of co-teaching practice. Departments in
Group 2 (Educational Leadership, Policy, Higher Education, Adult Education, Work,
and Human Resource Development) are more likely to recognize faculty and staff
for their contributions to the development of best pedagogical practice, scholarship,
and service than those in Group 4 (Education, Teacher Education, Social work,
Family and Consumer, and Educational Foundations).

Academic departments that provide an opportunity for a collaborative
activity through co-teaching are more likely to recognize faculty and staff for their
contributions to the development of best pedagogical practices, scholarship, and
services as compared to those departments that do not. In addition, the departments
with knowledge management in their mission statement, as compared to those

without knowledge management in the mission statement, are more likely to
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consider effectiveness and efficiency of organizational knowledge when developing
department strategies.

Data analyses also indicate that academic departments in private
institutions are more likely to view sharing best pedagogical and administrative
practices with others in the department as a strategic asset compared to departments
in public institutions. Another significant difference is that academic departments in
which instructors taught classes together are more likely to value the notion of
learning and to create a learning environment for the members within the department

compared to departments that do not practice co-teaching.

Culture
Ho2: There is no difference in the perceptions of department chairs in the
performance of culture knowledge management strategies by
organizational factor.

Several differences in the culture domain are found by organizational
factors, such as (a) the total number of enrolled students, (b) years as a chair, (c) the
presence of co-teaching, and (d) the presence of online courses.

Data analyses indicate that smaller departments, in terms of the total
number of enrolled students, are more likely to openly discuss problems. The
departments that offer online courses are more likely to be open to identifying
department problems and seeking solutions. In addition, the department chairs who
have been in their current position longer are more prone to be open to discussing

problems and sharing solutions within the department.
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Academic departments that practice co-teaching are more apt to encourage
faculty and staff entrepreneurship as compared to those departments in which co-
teaching is not prevalent. Within departments that offer online courses, the faculty
members are more likely to mentor each other for developing best teaching and

research practice and to promote and recognize the entrepreneurial spirit.

Technology

Ho3: There is no difference in the perceptions of department chairs in the
performance of technology knowledge management strategies by
organizational factors.

Overall, there are several differences in the technology domain that exist by
several organizational factors: (a) type of institution, (b) educational field of
departments, (c) the allocation budget in nonsalary areas, (d) the presence of an e-
newsletter, (e) the presence of online courses, and (f) the presence of knowledge
management in a department mission.

The results indicate that academic departments use technology primarily to
capture and store existing knowledge within the department. This study found that
academic departments in private higher education institutions are more likely to use
technology in order to store knowledge regarding teaching and research compared to
departments in public institutions. How a department uses technology in capturing
and storing knowledge differs by the educational field of department: in particular,
the difference is found between the departments in Group 2 (Educational Leadership,

Policy, Higher Education, Adult Education, Work, and Human Resource
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Development) and Group 3 (Special Education, Disorder and Intervention,
Kinesiology, Physical Education, Sports and Recreation, and Language and
Literacy).

The results also indicate that the departments that allocate more than 19%
of their financial resources to nonsalary areas are more likely to use technology for
storing knowledge as compared to those which spend less than 19%. The results of
data analyses show that departments that offer online courses are more likely to
update technology and provide upgraded software and hardware.

In addition, the departments that publish an e-newsletter are more likely to
offer training sessions or programs to department members in order to help them use
a new technology. The results of the study show that the members of the
departments that offer online courses, compared to those that do not, are more likely
to offer training to use a new technology and that technology is adopted with a clear
vision for solving problems within the department.

Departments with knowledge management in the department mission
statement are more likely to use technology in order to capture internal and external
knowledge regarding best pedagogical practice, scholarship, and service than those

that do not.

Measurement
Ho4: There is no difference in the perceptions of department chairs in the
performance of measurement knowledge management strategies by

organizational factors.
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Several differences in the measurement domain were found by the
following organizational factors: (a) the presence of an e-newsletter, (b) the presence
of online courses, and (c) the presence of knowledge management in a department
mission.

This study found that departments that publish an e-newsletter for their
members are more likely to use measurement knowledge management strategies to
allocate resources toward efforts to increase its knowledge. The results of data
analyses indicate that departments offering online courses are more likely to invest
their resources to increase knowledge capability. The results also demonstrate that
departments with knowledge management in the mission statement are more likely to
consider cost-effective strategies in their annual report. Such departments also have
annual indicators reflecting changes in the (knowledge) management priorities in the
department as compared to those departments without knowledge management in the

mission statement.

Perceptions of Importance Dimension

Research Question 2: How do academic department chairs in colleges of education
differ in their perceptions of the importance of knowledge management strategies

(leadership, culture, technology, and measurement) by organizational factors?
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Leadership

Ho5: There is no difference in the perceptions of department chairs in the
importance of leadership knowledge management strategies by
organizational factors.

Overall, several differences in the leadership domain of the perceptions of
importance dimension exist by two organizational factors: (a) type of institution and
(b) educational field of departments.

The chairs of the academic departments in public institutions, as compared
to those in private institutions, are more likely to recognize the importance of the
faculty and staff contributing to the development of best pedagogical practices,
scholarship, and services.

This study also found that the chairs in Group 4 (Education, Teacher
Education, Social Work, Family and Consumer, and Educational Foundations) are
more likely to believe that sharing best practices with each other in the department is
important as compared to those in Group 2 (Educational Leadership and Policy,
Higher Education, Adult Education, Work, and Human Resource Development).

These findings suggest that several organizational factors, such as the size
of the department, seniority of the chair, and the presence of online courses and an e-

newsletter, do not significantly affect the leadership management strategies in the

perceptions of importance dimension.
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Culture

Ho6: There is no difference in the perceptions of department chairs in the
importance of culture knowledge management strategies by

organizational factors.

Overall, there are several differences in the culture domain that exist by
several organizational factors, such as (a) years as a chair, (b) the total number of
enrolled students, (c) the total number of faculty and staff combined, (d) the amount
of annual budget, (e) the presence of an e-newsletter, and (f) the presence of online
courses.

New department chairs are more likely to believe that it is important to
encourage mentoring practices to develop better teaching and research activities.
The results of data analyses show that the chairs of large departments, indicated by
the number of enrolled students, the total number of faculty and staff, and the
amount of annual department budget, are more likely to view it as important to
encourage people in the department to mentor each other in developing best teaching
and research practices.

The chairs of departments that publish an e-newsletter are less likely to
believe that it is important to recognize the entrepreneurship of the faculty and staff
in the department. The chairs of departments that publish online courses are more
likely to recognize the importance of mentoring practices and entrepreneurship

among faculty and staff.
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Technology

Ho7: There is no difference in the perceptions of department chairs in the
importance of technology knowledge management strategies by
organizational factors.

Overall, significant differences exist in the technology domain by several
organizational factors: (a) type of institution, (b) the total number of enrolled
students, (c) the total number of faculty and staff, (d) the presence of online courses,
(e) the presence of co-teaching, (f) educational field of departments, and (g) the
presence of knowledge management in a department mission.

This study found that the chairs in Group 3 (Special Education, Disorder &
Intervention, Kinesiology, Physical Education, Sports & Recreation, Language and
Literacy) are more likely to believe that the technology knowledge management
strategies are as important as those in Group 2 (Educational Leadership and Policy,
Higher Education, Adult Education, Work, and Human Resource Development).

Department chairs in public institutions, compared to those in private
institutions, are more prone to believe that it is important to use technology
knowledge management strategies in order to capture internal and external best
knowledge of teaching and research activities. The chairs of large departments, in
terms of the total number of enrolled students and the total number of faculty and

staff combined, seem to understand the importance of using technology in order to

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



160

reduce communication problems between people in a department and to store
knowledge.

Chairs of the departments that offer online courses, compared to those that
do not, are more likely to understand that it is important to use technology in order to
reduce communication barriers among the people in the department and to address
and solve problems with a clear vision. The findings also indicate that chairs of
departments that offer co-teaching classes, compared to those that do not, are more
likely to believe that it is important to have a clear vision for adopting technology as
a tool to solve problems and to store knowledge.

The department chairs in Group 3 (Special Education, Disorder and
Intervention, Kinesiology, Physical Education, Sports and Recreation, and Language
and Literacy) and Group 4 (Education, Teacher Education, Social Work, Family and
Consumer, and Educational Foundations) are more likely to believe that proper
training to use new technology is important for department members, compared to
those in Group 2 (Educational Leadership, Policy, Higher Education, Adult
Education, Work, and Human Resource Development).

The chairs in Group 1 (Educational Psychology, Counseling, Curriculum,
Instruction, Teaching and Learning, Technology, Childhood, Elementary and
Secondary, and Human Development), compared to those in Group 3 (Special
Education, Disorder and Intervention, Kinesiology, Physical Education, Sports and
Recreation, and Language and Literacy), are less likely to believe that it is important

to use technology in order to capture internal and external best practices.
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Chairs in the departments with knowledge management in the mission
statement, compared to those without knowledgement management in the mission
statement, are more likely to believe in the importance of technology in order to
adopt a new technology with a clear vision to solve problems and to capture and

store best practices in teaching, research, and services.

Measurement

Ho8: There is no difference in the perceptions of department chairs in the
importance of measurement knowledge management strategies by

organizational factors.

Several significant differences in the technology domain are found by two
organizational factors: (a) educational field of departments and (b) the presence of
knowledge management in a department mission statement.

The department chairs in Group 2 (Educational Leadership and Policy,
Higher Education, Adult Education, Work, and Human Resource Development) and
Group 4 (Education, Teacher Education, Social Work, Family and Consumer, and
Educational Foundations) are less likely to recognize the importance of measurement
knowledge management strategies that provide evidence of knowledge development
taking place.

In addition, department chairs in Group 3 (Education, Disorder &

Intervention, Kinesiology, Physical Education, Sports & Recreation, Language and
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Literacy) and Group 4 (Education, Teacher Education, Social Work, Family and

Consumer, and Educational Foundations), as compared to Group 2 (Educational
Leadership and Policy, Higher Education, Adult Education, Work, and Human
Resource Development), appear to be more apt to believe in the importance of
measurement knowledge management strategies to provide evidence of knowledge
development and to allocate department resources in order to increase knowledge
capabilities within a department.

The chairs of academic departments with knowledge management in the
mission statement are more likely to believe that it is important to have annual
indicators reflecting any changes in the (knowledge) management priorities within a
department and to allocate resources toward efforts that increase the knowledge
capability of the department, as compared to those without knowledge management
in the mission statement.

As compared to chairs of academic departments that have no mission
statement, the departments with knowledge management in the mission statement are
more likely to believe in the importance of using measurement knowledge
management strategies to provide evidence of knowledge development occurring
within a department.

In the following section, several conclusions are reached based on the

findings.
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Conclusions

Several important findings emerged from this study. In this section, several
conclusions are drawn concerning the perceptions of performance and perceptions of
importance of the chairs toward knowledge management strategies in colleges of

education.

Perceptions of Performance Dimension

Several knowledge management strategies in the perceptions of performance
dimensions are affected by organizational factors such as type of institution, budget
allocation in nonsalary areas, and the presence of co-teaching online courses.
Organizational factors such as seniority and the number of faculty or the number of
enrolled students marginally affect the perceptions of the chairs using knowledge
management strategies.

Colleges of education in private institutions are more inclined to adapt and
use technology for capturing and storing knowledge within a department. The
results of the survey also indicate that the type of institution makes substantial
differences in technology knowledge management strategies except for the case of
using technology for storing knowledge. Academic departments use technology
knowledge management strategies mostly to store knowledge and solve problems of
the department. The department chairs also emphasize the need for proper training

and upgrading technology in order to maximize the benefits of technology in place.
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In addition, the results of this study indicate that there is no significant difference in
the culture domain and the measurement domain by type of institution, public or
private, in the perceptions of performance dimension.

The departments that invest more financial resources in nonsalary areas, as
opposed to salary areas, are more likely to recognize people for their contribution to
knowledge development and to store organizational knowledge. This finding
confirms the assumption of this study that departments that invest financial resources
in nonsalary areas may be more likely to adopt and use knowledge management
strategies.

The presence of online courses makes a difference in the perceptions of
performance of knowledge management strategies. While no significant difference
is found in the leadership domain, the presence of online courses makes a significant
difference in the culture domain and the technology domain. The findings of the
study imply that the presence of online courses contributes to promoting
collaborative work between people in the department, encouraging entrepreneurship,
and offering an opportunity for professional development fof people in a department.
In addition, the presence of online courses also affects knowledge management
strategies in the technology domain such as training members and solving problems

in a department. The findings of this study imply that the departments that offer

online courses use technology as a conduit to link people in the department and to

create a collaborative organizational culture.
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Results of the study suggest that the practice of co-teaching affects
knowledge management strategies in the leadership domain and the culture domain
in the perceptions of performance dimension. For instance, the findings imply that
departments using culture knowledge management strategies are more focused on
promoting leadership and creating an adequate department climate for better
performance.

Although this study initially assumed that the size of a department might
make a difference in the perceptions of performance on knowledge management
strategies, the results of the study indicate that the size of a department does not
contribute substantially to the conceptual framework of the study. Several
organizational factors representing the size of department, for instance, the total
number of faculty and faculty and staff combined and annual budget of the
department, did not significantly affect the perceptions of the chairs using knowledge

management strategies in the colleges of education.

Perceptions of Importance Dimension

Several organizational factors indicative of the seniority of a chair and the
presence of co-teaching practice, online courses, an e-newsletter, and knowledge

management in a mission statement seem to influence knowledge management

strategies in the perceptions of importance dimension.
In the culture domain, the chairs from the departments with a large number of

faculty and staff combined and enrolled student body with large annual budget
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revenue appear to believe that collaborative activities among people in the
department are important. As opposed to senior chairs, new chairs believe that
collaboration is important in implementing knowledge management. Aligned with
this finding, chairs from the departments where online courses are offered perceive
that collaboration is important.

The chairs of the departments where online courses are provided, co-teaching
practices are observed, and an e-newsletter is distributed seem to believe that
technology knowledge management strategies are important.

Compared to the chairs of the departments that have no mission statement,
those chairs of departments with knowledge management in their mission statement
seem to believe that technology is important to solve problems in a department. The
chairs of the departments with knowledge management in the mission statement
appear to recognize the importance of measurement knowledge management
strategies. The results of the study indicate that the chairs show some interest in
allocating their financial resources to improving the knowledge capability of the
department.

Contrary to the assumptions of the study, the findings suggest that all
indicators for the size of department such as the number of faculty, faculty and staff
combined, enrolled students, and annual budget size do not affect the technology
domain in the chairs’ perceptions of importance. The allocation of the department
budget in the nonsalary category also does not make a significant difference in

knowledge management strategies in the perception of importance dimension.
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Summary

This study found that department chairs’ perceptions of knowledge
management strategies vary by organizational factors in the performance dimension
and importance dimension in colleges of education. The results of this study support
the basic assumptions of the conceptual framework described in Chapter 1.

In particular, organizational factors that offer tangible evidence for
collaboration among faculty members (co-teaching) and application of knowledge
management technologies for instruction (online courses) play a role in
differentiating knowledge management strategies in both dimensions, the perceptions
of performance and importance, in colleges of education. However, when it comes
to the issue of the presence of knowledge management in a mission statement, the
results of the investigation are rather intriguing, since few significant differences in
knowledge management strategies appear across the domains.

Several hypotheses were rejected and the related findings reveal possible
issues in the conceptual framework that can be linked to the contextual nuances of
higher education. These results lead to two intriguing questions: Is knowledge
management worth the comparable attention that colleges of education are directing
to classroom learning? To what extent and how broadly should knowledge
management be examined in colleges of education? While most of the attention has
been directed toward the assessment of classroom learning in colleges of education,

the results of this study indicate that knowledge management strategies might
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provide colleges of education with improvements linked to quality, effectiveness,
and efficiency.

It is important to note, for instance, that there are chasms in measurement
knowledge management strategies by the type of institution (private and public) and
between higher education settings and for-profit, private organizations (those for
which the knowledge management assessment tool was originally designed). Based
on the comments from the survey participants as described in the next section of this
chapter, academic departments in higher education institutions devote a large amount
of resources to classroom assessment. However, their measurement strategies appear
to be different from those applied in knowledge management practices of business
and industry which are typically focused on the effectiveness and efficiency of
organizational performance. For example, the NCATE accreditation process and
requirements for academic departments in colleges of education are not geared to
measure organizational effectiveness.

This concludes the summary of findings as related to this study. The
following section provides additional observations by the researcher based on his

return to the literature after he completed the data analysis of this study.

Reconnecting to the Literature

Reconnecting the findings of the study with the existing literature review
provides an opportunity to explore the potential and limitations of this study for

those who are engaged in research and practice. As mentioned in Chapter 2,
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intellectual capital perspectives on knowledge (Albert & Bradley, 1997; Teece,

1998) present knowledge as a commodity that can be acquired, traded, quantified,
and therefore predicted. In line with the intellectual perspective, the human capital
perspective of knowledge (Becker, 1975; Kendrick, 1976; Mincer, 1989; Schultz,
1971) sees knowledge as an asset that can be quantified in numbers. While the
human capital perspective emphasizes the importance of investment in human
resources as compared to the intellectual capital perspective, knowledge in the eyes
of both perspectives is viewed as a static form or end product, lacking understanding
about the process and organizational context of knowledge creation and transfer. As
the results of this survey indicate, academic department chairs in higher education
institutions highly appreciate the significant role of culture or cultural strategies in
implementing knowledge management. This finding is aligned with the literature
review in Chapter 2 that there is a caveat between two major perspectives: (a) human
capital theory and intellectual capital perspective that view knowledge and
knowledge workers as assets and (b) the flow-oriented knowledge management
perspective that emphasizes the process of knowledge creation and sharing among
people. This caveat suggests that in order to successfully apply knowledge
management to higher education institutions, it is important to construct support
systems and create an organizational culture that promotes knowledge sharing and
transfer. As opposed to previous management-oriented approaches that were applied

and mostly focused on cost-effective orientation, supervising, and monitoring
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approaches, knowledge management strategies for higher education settings play a
role in encouraging knowledge activities among people.

According to responses to the open-ended questions, some department chairs
expressed doubt that knowledge management strategies adopted from the business
sector are suitable for higher education institutions. The following are statements
from two of the respondents:

[This type of] survey seems to be geared toward for-profit business. Almost

all of the department’s faculty are tenured or in tenure-track positions and

don’t seem to be interested in knowledge management....Scientists working
in other venues have goals that are different from those at universities in that
they have less freedom in choice of research areas and must produce positive
results rapidly. Knowledge management might be more applicable to those
scientists employed in industry or national laboratory settings. (Anonymous
personal communication through e-mail)

In general, most of the faculty members don’t want to know how things get

done. They don’t seem to be interested in taking the time to share knowledge

on a regular basis unless it results in a publication and/or grant award. In
grant development, I have never seen nor heard of a faculty member
considering the financial benefits of organizational knowledge. (Anonymous
personal communication through e-mail)

As Santo (2005) points out, this skepticism is in part because higher
education institutions, schools of education in particular, as opposed to for-profit
organizations are not profit-oriented. Because knowledge in higher education
settings is highly sophisticated and specialized, measuring it using rubrics adopted
from the business sector is problematic. However, the possibility that classroom

learning could be enhanced if higher education institutions work on organizational

effectiveness should be considered.
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The results of this study indicate that the majority of academic departments in
colleges of education do not have a mission statement that includes knowledge
management. This observation is congruent with findings of a previous study
(Kidwell et al., 2002) that knowledge management is unfamiliar to leaders in higher
education institutions. Potential benefits of knowledge management strategies and
systems are not fully recognized by academic departments in higher education
institutions. However, one can argue that through application of knowledge
management strategies, academic departments might be more responsive to the
changes and demands of their higher education contexts.

Results of this investigation are aligned with findings of previous studies
(Dierkes, 2001; Skyrme, 1999; Tetrick & Da Silva, 2003) that assert that adapting
knowledge management strategies requires creating a collaborative organizational
culture, providing support for leadership, and building a technology system in order
to transform intangible resources to organizational resources for improved
organizational performance. In the following section, the researcher attempts to link
the findings from this investigation to the existing studies by four knowledge

management domains.

Leadership

The results of this study do not deny the vital need for department chairs to
allocate resources effectively for the successful implementation of knowledge

management. Establishing an expert leader in higher education institutions takes
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time and resources (Wolverton, Gmelch, Montez, & Nies, 2001). For a department

chair to be able to effectively manage a department, the results of this study suggest
that socialization tactics may help. To build and maintain various kinds of
relationships within a department, the results support the contentions of previous
studies that chairs need to develop communication and team-building skills (Gmelch
& Parkay, 1999; Hurley & Hult, 1998). Many department chairs are new to the
position without formal leadership training. The results of perception of importance
of chairs toward knowledge management strategies suggest that formal leadership
training needs to be offered to new department leaders (Gmelch & Miskin, 1995).

This study supports Marsick and Watkins’s contention (2003) that strategic
leadership plays a critical role in providing an organization with an opportunity for
learning. The results of this study reinforce those previous studies on knowledge
management and institutional change efforts in higher education institutions that
organizational learning plays an essential role in facilitating collaboration and
knowledge sharing and transfer (Bate & Khasawneh, 2005; Jeris, 1998).

Leaders set the tone in their dedication to the promotion of collaboration and
organizational learning. As Marsick and Watkins (2003) suggest, the results of the
analyses of this study indicate that academic department chairs seem to value and
understand the benefits of learning. It is important to note that Marsick and Watkins
also contend that interventions for organizational learning take into consideration

financial measures for organizational learning programs.
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The data analyses, however, indicate that although department chairs highly

recognize the value of most of the knowledge management strategies in the survey,
they do not seem to fully take advantage of the benefits of knowledge management
strategies. This finding is aligned with previous studies (Creswell et al., 1990;
Seagren et al., 1993) that higher education institutions fail to provide or lack formal
leadership and management training programs for department chairs to effectively
manage various activities and work with people within a department. Linking
knowledge management to leadership with a clear vision, innovative organizational
changes become real possibilities (Amidon, 1997). Therefore, higher education
institutions may need a change in their approach to developing leadership skills of

academic department chairs through training and support systems.

Culture

Culture is made up of complex networks of traditions and norms that have
been built up over time by people within an organization. Organizational changes
often are met with resistance and are thwarted due to various cultural factors, such as
lack of communication, absence of openness and trust, and lack of collaboration.
The findings of this study, although many indicators are marginally significant, are

aligned with researchers who assert that trust plays a leveraging role in building an

organization that overcomes such challenges and yields improved outcomes (Dakhli
& De Clercg, 2004; Davis, Schoorman, Mayer, & Tan, 2000). Trust can drive

organizational innovation and performance improvement. Trust can encourage more
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frequent, freer communications and extensive collaboration and cooperation between
people within an organization (Abrams, Cross, Lesser, & Levin, 2003).

The results of this study are consistent with previous work (Kermally, 2002;
Wolverton et al., 1998) that explains that successful implementation of knowledge
management is enhanced by collaborative efforts and trust among people. Similar
references are made by researchers (Davis et al., 2000; Trice & Beyer, 1993) that
trust encourages knowledge sharing between people in an organization. This study
illustrates the potential that trust-based collaborative efforts between faculty
members within a department can facilitate knowledge sharing and transfer instead
of knowledge hoarding.

In a highly professional community such as a higher education institution,
intellectual activities (teaching and research) frequently occur in isolation. By
building informal and formal channels or venues for people to communicate with
each other, knowledge management may be used to establish mutual commitment

and encourage people to participate in organizational change.

Technology

This study revealed that department chairs recognize the importance of

technology for various purposes. The study results are aligned with previous work

by Roth and Gooler (1989) that conveys the potential of emerging information

technologies.
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The present study revealed that several departments are adapting technology

applications such as e-newsletters and on-line courses, which is consistent with
previous work (Strassmann, 1997). These types of intradepartmental applications
can be embedded effectively and updated continuously. Nam and Tatum (1997)
assert that the technological commitment of leaders is a key factor that can lead
toward organizational innovation. Findings from this investigation suggest that
academic department chairs understand the importance of technology in managing
the department. The absence or lack of department-wide communication networks
and technical integration can prevent communication among people in a department
and deter accessibility to information and knowledge.

Although this study does not provide evidence for how much technology
contributes to enabling and sustaining the capabilities of academic departments, the
findings support the notion that technology, information and communication
technology in particular, functions as a coordinating mechanism in higher education
institutions. It should not be overlooked, however, that nontechnology factors can
also substantially affect processes and operations within a department.

Technology is merely a tool for those who use it. Academic department
chairs for this study seem to recognize the importance of training in maximizing the
benefits of technology. Technology knowledge management strategies can be used
to bring together people in a department in the form of collaboration among
instructors and to pursue other diverse activities to achieve desired goals. These

collaborative activities among instructors might increase the breadth of knowledge in
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a department. Technology strategies in knowledge management make it easier to
access innovative research and teaching practices that are isolated within individual
instructors, to share them with others, and, eventually, to help create a more

collaborative process and climate.
Measurement

Several findings from this study, albeit marginally significant, are aligned
with Boudreau’s (2003) suggestion that knowledge management measurement
strategies can contribute to data-driven decision making in higher education
institutions. As mentioned earlier in this chapter, most measurement activities in
colleges of education focus on classroom learning and student-teacher learning
activities. However, several written statements to open-ended questions by the
respondents suggested that department chairs do not seem to recognize knowledge
management applications as a critical means of measurement.

This phenomenon might be due to claims by some authors that there is little
effort in higher education institutions to investigate efficiency or return on
investment (Gumport & Pusser, 1995; Leslie & Rhoades, 1995). Academic
departments tend to have different foci in adopting and implementing measurement
practices between profit-oriented knowledge management assessment and non-profit
higher education settings.

The results also reveal that the majority of the targeted departments of this

study have yet to apply knowledge management strategies to their institutions. This
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lagging behavior might be attributed to the intellectual and practical limitations of
applying knowledge management to higher education settings. This observation
seems to bear out claims of the American Productivity and Quality Center’s study
(2001) that measuring the implementation of knowledge management may not take
place in its early stages.

Making a profit is not the primary goal of most higher education institutions.
Therefore, measurement of knowledge management strategies must be pursued
under a broader strategic plan. Future research could incorporate various
measurement tactics of knowledge management such as the balanced score model
(Kaplan & Norton, 1996) that not only evaluates the value of new management

strategies but also the capacity of an organization.

Summary

The findings from this study suggest that knowledge management as a
strategy for organizational change requires a multitude of aspects: strong leadership
with the understanding about the value of knowledge and internal human resources;
an organizational culture that facilitates collaborative learning; a technological
infrastructure that supports research, teaching, and service activities; and a systemic

evaluation mechanism that proves the investment to be worth it.

The study results offer support for the conceptual framework in Chapter 1.
This framework helps to ensure that the framework is interwoven with knowledge

management practices through each domain of the knowledge management
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strategies. The framework implies that each domain of knowledge management
strategies separately affects the perceptions of performance and importance of
department chairs in colleges of education toward knowledge management
strategies. In particular, the results of this study, along with the literature review,
indicate that the conceptual framework of the study contributes to the clarification
that knowledge management is not synonymous with information management. This
study shows that success in knowledge management depends on integrating and
coordinating various, yet cohesively aligned strategies.

The study suggests that the role of leadership plays a critical role in applying
and implementing knowledge management. This study indicates that chairs in
higher education institutions should become aware of knowledge management and
its strategies if they want to be proactive and create and maintain an environment for
learning. This observation supports one of the key arguments about the role of
leadership in the existing knowledge management literature that leadership is a
quintessential contributor to successful organizational innovation (Tidd, Bessant, &
Pavitt, 2001).

As illustrated in Chapter 2, since performance, as far as knowledge
management is concerned, is determined by collaborative efforts of people in an

organization, trust among all levels of workers within the organization is vital to

organizational success (Kermally, 2002). New roles of leadership in knowledge
management should facilitate communication and collaboration between people in an

organization, promote entrepreneurship and creative thought, and enhance
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dissemination of information related to teaching and research activities. This implies
that internal human resources juxtaposed with the application of technologies are
quintessential for successfully implementing knowledge management (Albert &
Bradley, 1997). Without appreciation for the intangible human resources,
organizations (including academic departments in higher education institutions) are
disadvantaged at envisioning or preparing for the future.

Although this investigation confirms many arguments in existing literature on
knowledge management, it does not address questions of how knowledge is actually
created and shared in higher education contexts. For example, the study does not
examine how tacit knowledge is converted to explicit knowledge in colleges of
education. This type of knowledge creation and sharing takes place at the level of
personal communication and relationships. Quantitative methods have limits for
investigating processes of knowledge creation and sharing. Therefore, qualitative
research methods may shed more light on the relationship, linkage, and
communication process between people (communication givers and receivers) in an
organization.

In the following section, implications for practice and recommendations for

future research are discussed.
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Implications for Practice

The results of this study offer several implications for leaders in higher
education institutions, including department chairs, college deans, and other higher
level administrators developing and applying knowledge management strategies.

First, with knowledge management strategies in place, leaders in higher
education institutions could identify the key organizational characteristics that might
lead to successful implementation of knowledge management in higher education
settings. For instance, the results of the study show that many knowledge
management strategies in the culture domain are significant across the organizational
factors. This observation implies that identifying unique cultural norms and values
and creating and cultivating an organizational climate for the members in the
department are pivotal to successfully implementing knowledge management.

A great amount of activity in higher education contexts is conducted by
individual faculty members who are highly specialized in a subject or discipline and
eager to embody their own independent academic identity. One can argue that
plausible applications of knowledge management are to help them pursue common
interests, such as problem-oriented and collaborative work associated with grants,
research projects, and other services. This type of application allows knowledge
management to focus on solving technical and social problems, as opposed to a
scientific theory or epistemological approach. In this respect, knowledge

management can be deemed worthy and implemented by stakeholders in a way that
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creates an organizational climate and process that nurtures teaching and research
activities.

Second, the findings of this study suggest that knowledge management has
potential for improving the performance of academic departments, facilitating
intellectual activities, and creating knowledge resources. For this, the advocates for
knowledge management need to promote the potential benefits of knowledge
management for organizational change within higher education institutions. In
addition, as Skyrme (1999) and Stevenson (2001) recommend, leaders in higher
education institutions, department chairs, in particular, should function as Chief
Knowledge Officers (CKO) to improve research and teaching practices and
organizational effectiveness.

Third, knowledge management and its relevant technologies need to be
introduced and department personnel need to be properly educated about the
applications of technologies. Through this effort, as James (2000) points out, change
delay or learning delay can be reduced or prevented. Knowledge management has
the potential to facilitate internal knowledge-related activities by creating a
technologically enhanced organizational culture. Knowledge management also
provides indicators or factors for knowledge management implementation. Colleges
of education might have already adapted and used some popular strategies, projects,
or technologies that are known to be useful for implementing knowledge
management. These strategies include communities of practice and information and

communication technologies.
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However, there is no guarantee that people, faculty members in particular, in
an academic department will accept and participate in organizational change that
features knowledge management, given that there may be antagonistic
predispositions toward change strategies adapted from corporate organizations.
Regardless of whether it is a department or a university that decides and provides
technology support — including purchase, maintenance, and training — it is important
that the voice of key participants must be heard from the beginning of
implementation of knowledge management. With technologies that support a
collaborative environment, a department may strengthen the linkage among its
members and between a department and external sources.

Fourth, the contributions of the analyses of the measurement domain to this
study were minute. Comments from the respondents and feedback from the pilot
study suggest that translating department performance into some type of financial
analysis is difficult. Measuring the investment in new management strategy
implementations in terms of both financial and nonfinancial measures offers a
significant indicator to external as well as internal stakeholders. Therefore, it would
be helpful to develop applicable assessment tools so academic departments in higher
education institutions can readily evaluate their organizational performance in
implementing knowledge management strategies (Santo, 2005). It may be too
premature to determine whether knowledge management strategies would result in
better performance than traditional strategies in academic departments in higher

education settings.
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Implications for Future Research

The results of this exploratory study suggest that there is a great deal to learn
about the application of knowledge management in higher education contexts.

First, from a methodological perspective, despite the useful findings
generated by the survey for this study, future researchers should seek to develop a
survey instrument that is more suitable for higher education contexts. The original
survey instrument, developed by the American Productivity and Quality Center and
the Arthur Andersen Consulting firm, was designed for the business sector. Since
this present study adapted a survey instrument originally designed for a large-size
business organization, various measurement problems occurred and should be taken
into account for future research. For instance, the orientations and directions of
measurement practices in higher education differ from those in the private sector:
higher education institutions are more likely to focus on learning and teaching
process and performance, but rarely on a monetary measure, while their counterparts
in the private sector primarily emphasize and routinely assess cost-effectiveness,
return on investment, and customer relations in financial terms. Put another way,
financial-oriented measurement practices in higher education institutions are loosely
coupled with other major areas, compared to the for-profit, private sector.

Second, although identifying directive and predictive relations among the
knowledge management strategies is not the intent of this study, the researcher
recognizes that there might be complex interplay among the variables. For example,

with regard to the leadership domain, this study did not employ traditional
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assessment tools that measured leadership style. This study derived strategies of
leadership from the existing knowledge management literature, and there might be
some degree of overlap between leadership and culture. Therefore, future
researchers may consider conducting studies to identify the domains and strategies
that represent the uniqueness of each domain and strategy.

Third, since the unit of analysis of this study was the organizational level,
each department was assumed to be internally homogeneous with no differences
between faculty or staff. This assumption should be tested. One of the alternatives
to address this issue is to investigate the interactions or networking activities
between people at multilevels or units in knowledge sharing and transfer. By
employing various research approaches of qualitative as well as quantitative research
methods, an endeavor to develop more comprehensive knowledge management
strategies may come to fruition.

Fourth, one of the pitfalls of this study’s assumption results in overlooking or
ignoring the flow of knowledge among people in an organization. The quantitative
data analyses of this study did not fully ascertain the way that academic department
chairs understand knowledge management per se, since they offer a limited insight of
cognitive process, individually and collectively, of how knowledge is shared with
each other. Even though this study did not delve into the actual process of
knowledge or flow of knowledge, as Chatzkel (2003) posits, this study recognizes
the significance of uncovering the process of flow of knowledge between people

within an organization. Such knowledge activities as creation, sharing, and transfer
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of knowledge between people within an organization require an individual, human-
oriented approach rather than an organizational, management approach. In this
regard, future studies could develop research models that focus on how knowledge
sharing and transfer actually occur between people in higher education contexts.
Perhaps an interlinking mechanism and human activities can be illustrated to show
the flow and dynamics of knowledge creation and sharing within and among
departments within higher education institutions.

Fifth, suggestions and comments from the respondents stress the importance
of a clear definition of knowledge. In this regard, this study recognizes that there
might be a contradiction in implementing knowledge management in higher
education institutions. The contradiction comes from the very definition of
knowledge management. Since its inception, the concept of knowledge management
has been contradictory between two terms: knowledge and management. Alvesson
and Kirreman (2001) point out that knowledge in the existing knowledge
management literature is too broad and poses an unreliable strategy that cannot be
managed. Unless individual researchers limit the concept of knowledge in
knowledge management for their study, this issue does not appear to be solved, at
least not epistemologically. Hence, future research on knowledge management
needs to develop clear theoretical boundaries and dimensions of knowledge aligned
with the purpose and context.

Sixth, Altbach (1999) raises a fundamental issue. Creating new knowledge

databases and systems and increasing the amount of information and knowledge do
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not ensure accessibility to and equality of education in institutions of higher
education. Given the situation that knowledge creation and dissemination are
dominated by major research universities, a “cartel of information” across the nation
could be created or prolonged. At an organizational level, this issue can also be
related to power: who creates knowledge versus who controls it. In a highly
professional community, such as the higher education institution, the issue of
autonomy versus control is one that is always conflicting yet should not be
compromised. Future study needs to be prudent and seek to avert organizational
turmoil that might deter implementation of knowledge management because of

potential misapplications based on power relationships within universities.
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Subject: RE: Message from Hae-Young Lee from Northern Illinois University
(About the KMAT)

Date: Mon, 10 Apr 2006 13:44:28 -0500

From: "Webb, Ron" <rwebb@apqc.org>

To: "lee hae-young" <hrdcorea@yahoo.com>

Dear Hae-Young Lee,
This email can act as permission to use APQC's KMAT document in your
dissertation. Please ensure you that you cite the source anytime the document is used,

copied, or reproduced in any media.

I'm not clear what you second issue is below. All KMAT information we have is on
our Website.

Ron Webb

From: lee hae-young [mailto:hrdcorea@yahoo.com]

Sent: Monday, April 10, 2006 11:49 AM

To: Webb, Ron

Subject: Message from Hae-Young Lee from Northern Illinois University
(About the KMAT)

Dear Ron Webb,

How are you, sir? I am a doctoral candidate at Northern Illinois University working
on disseration on knowledge management. I have been advised by Lori Perry to
speak to you regarding using the Knowledge Management Assessment Tool
(KMAT) developed by your organization and Arthur Anderson Consulting some
years ago. I have two things that I would like to consult with you, although I am
well aware that you must be very busy.

First, it is my understanding that when I use your KMAT for my dissertation, [ am
required to present the email communications or any documnet containing the
permission use your KMAT for my study. It's important to avert legal issues
involving intellectual property. Lori Perri in previous email communications with
me told me that since KMAT on the Internet is public information, anyone can use
it. Would you let me know your thoughts on that issue?

Second, I am also expected to insert a copy of KMAT package including fax cover
sheet, demographic information, introduction, scoring sheets for performance and
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importance, descriptions of each questionnaire, and industry classification codes. 1
only could find a KMAT questionnaire section from website.

Could you help me on these issues, sir?
Thanks and have a good one.

Best wishes,

Note: forwarded message attached.

Hae-Young Lee

Doctoral Candidate at the Northern Illinois University
1400 W. Lincoln Highway, #K-2

DeKalb, IL 60115

Tel: 815-787-0808
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A Knowledge Management Survey in College/School of Education Exit this survey >>

Consent Statement

*1. 1 voluntarily agree to participate in the survey of knowledge management strategies in higher education institutions being conducted by
Hae-Young Lee, of the Department of Counseling, Adult and Higher Education at Northern lllinois University. | understand that this survey
is to investigate the current use of knowledge management strategies and the perception of academic department chairs in higher
education institutions and, ultimately, seeks an adequate way to improve the performance of the academic departments.

I understand that this survey may involve me as following:

1. my completion of a web-based questionnaire items and/or

2. my written suggestions for future research.

1 understand that any identifiable information in regard to my name and/or department name will remain confidential, that is, this information
will not be listed in the dissertation or any future publication(s).

) Next >>
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A Knowledge Management Survey in College/School of Education Exit this survey >>

Introduction (What is Knowledge Management?)

Knowledge management (KM) is an emerging management approach to acquire, transfer, share and create information, ideas, and
experiences that people in the organization may possess. KM is intended to harness an inclusive culture, improve organizational
performance, and sustain a competitive edge.

This survey instrument was adapted from the Knowledge Management Assessment Tool (KMAT) originally designed by Arthur Andersen

Consulting and the American Productivity and Quality Center. This survey is designed to examine how academic departments at college of
education in higher education institutions use knowledge management strategies and how department chairs perceive those strategies.

<< Prev Next >>
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A Knowledge Management Survey in College/School of Education Exit this survey >>

Introduction (Performance and Importance)

This survey defines knowledge as experiences and skills related to teaching, research, and service activities in higher education
institutions.

This survey is divided into four domains: leadership, culture, technology, and measurement. Each domain contains practices that may be
scored on two dimensions. For example:

(a) how well your department as a whole uses this practice (Performance), and

(b) how important you perceive this practice to be to your department {Importance).
Performance assesses the degree to which you think that your department as a collective entity is using each practice.

Importance identifies how you as an individual chair perceive how important each practice is to your department.

After completing the Performance ratings on a practice, please continue to evaluate Importance ratings by clicking your responses on the
boxes below.

Please use a full screen for the next pages.

<< Prev Next >>
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A Knowledge Management Survey in College/School of Education Exit this survey >>
Performance and Importance
PERFORMANCE

Please indicate how well your department as a whole is using the following practices. Please read the statements below and provide your
judgment, based on your experience and understanding of your department.

Response options are:

Strongly Agree; Agree; Disagree; Strongly Disagree; Don't Know or Not Applicable.

IMPORTANCE

Please indicate how you perceive the level of importance of each of the following statements about your department.
Response options are:

Very Important; Important; Somewhat Important; Not important; Don’t Know or Not Applicable.

After completing the Performance ratings on a practice, please continue to evaluate Importance ratings by clicking your responses on the boxes
below.

1. Leadership (Click the boxes under ‘Performance’ and ‘importance’ for answers that apply)
Performance  Importance
Your department views sharing knowledge as a strategic asset O |
Your department considers the effectiveness and efficiency of organizational strategies O O
Your department creates an environment that facilitates a learning organization O O
O O

Your department recognizes people for their contributions to sharing and crating new knowledge
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2, Culture (Click the boxes under ‘Performance’ and ‘Importance’ for answers that apply

Your department encourages people to work together and to share their experience and knowledge
Problems or errors are openly discussed and solutions are shared in the department
Faculty mentor each other to develop best teaching and research practices and other scholarship

Faculty and staff with an entrepreneurial spirit are recognized in the department

3. Technology (Click the boxes under ‘Performance’ and ‘Importance’ for answers that apply)

Faculty and staff in the department are trained to use new technology

Technology is used as a bridge connecting internal and external best teaching and research practices
Technology is used to reduce communication barriers in the department

Your department has adopted technology with a clear vision to solve problems

Your department continually upgrades information technology and hardware

Technology is used to capture and store knowledge within your department

4. Measurement (Click the boxes under ‘Performance’ and ‘Importance’ for answers that apply)

Your annual report includes recommendations of cost-effective strategies to achieve department goals
Annual indicators are refined to reflect changes in the (knowledge) management priorities of the department
Your department evaluation report includes financial and non-financial indicators

Your department allocates resources toward efforts that increase its knowledge capability

<< Prev Next >>
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A Knowledge Management Survey in College/School of Education Exit this survey >>

Organizational Information

1. Type of Current Institution (Click the circle for answers that applies)

Public Private

O O

2. Name of Your Department (Please type the name of your department in the box)

| |

3. Year(s) as Department Chair at Current Institution (Please indicate the number of years in the current position as a chair in the box)

| |

4. Number of Tenured Faculty Members (Please indicate the number of tenured faculty of your department in the box)

| l

5. Number of Non-tenured (Tenure track) Faculty Members (Please indicate the number of non-tenured faculty of your department in the box)

I

6. Number of Staff Involved in Teaching, Research, and Other Activities. (Please indicate the number o staff of your department in the box)

|
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7. Number of Undergraduate Students Currently Enrolled. (Please indicate the number of undergraduate students of your department
this year in the box)

|

8. Number of Graduate Students Currently Enrolled. (Please indicate the number of graduate students of your department this year in the
box)

L ]

9. Total Amount of Annual Department Budget (US$). (Please indicate type the amount of budget of your department in the box)

| ]

10. Budget allocation (percentages) (Please indicate the percentage of the budget allocation of your department in the box)

Personnel/Salary

Remainder of dept. budget

11. Does your department’s mission include any notion of Knowledge Management (Click the circle for answers that apply)
O Yes

O No

O Department has no mission statement

12. Does your department have an e-magazine or e-newsletter for students, staff, and faculty? (Click the circle for answers that apply)
O Yes
O No

01¢
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13. Does your department regularly offer e-learning or on-line courses? (Click the circle for answers that apply)
O Yes

O No

14. Does your department regularly offer courses that are co-taught by faculty (Click the circle for answers that apply)
O Yes

O No

15. Would you provide your contact information (i.e. your name, email address, or university/college name) in order to avoid repetitive and
unnecessary contact from me?

Again, as stated in the consent form, any identifiable information such as your name and/or department name will remain confidential, that
is, this information will not be used in any type of publication(s).

<< Prev Next >>
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A Knowledge Management Survey in College/School of Education
Suggestions

1. it would be appreciated if you offer suggestions for the future research.

<< Prev Next >>

Exit this survey >>
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A Knowledge Management Survey in College/School of Education
Thank You for Your Participation

You just completed all the survey questionnaires. | would appreciate your time and help. Thank you.

<< Prev Done >>

Exit this survey >>
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NORTHERN ILLINOIS
., UNIVERSITY

. . Orrice oF ReEsearRca COMPLIANCE
September 15, 2006 InsTITUTIONAL REVIEW BOARD
DIVISION of ResearcA AND GRADUATE STUDIES

DeKaLs, ILLivois 60115-2864

(815) 753-8588

FAX (815) 753-1631

MEMORAND[J’M . " E-MaIL rescarchcompliance@niu.edu
) WEeB www.grad.niu.edu/orc
TO: Hae-Young Lee
Department of Counseling, Adult, & Higher Education
1400 W. Lincoln Hwy., Apt. K-2
DeKalb, [I. 60115

FR: David Henningsen, Chair M 7
Institutional Review Board #1

RE:  Graduate student research project involving human subjects titled Knowledge management
strategies and processes in colleges of education

“This is to inform you that your request for approval of modifications to the above-named project
has been received by the Office of Research Compliance. Because your research project was
originally approved on June 19, 2006 by the Institutional Review Board (IRB) as exempt from the
Code of Federal Regulations, (45 CFR 46) for the protection of human subjects, and because the
modlﬁcatlons you propose do not change that categorization, no further review of this project is
needed.

The IRB has adopted this strategy for exempt projects only. Further review is required only if
proposed modifications would necessitate Subcommittee or Full Board Review.

The Board and this office appreciate your attention to the regulations and NIU policy, and the fact
that you have submitted the updated materials for our files.

-DH/psw

¢c: F. Giordano
G. Roth
ORC (#2245)
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Dear Department Chair,

How are you? | am a doctoral candidate at Northern Illinois University.

A few days from now you will receive an email request to complete a questionnaire
for my dissertation research.

The survey is about knowledge management strategies used in college/school of
education in higher education institutions and the perceptions
of department chairs about those strategies.

| am contacting YOU in advance because | have learned that many people would
like to know ahead of time that they will be contacted. This survey will not only

HELP my dissertation research but IT WILL also INFORM department chairs and
people in decision-making positions.

| appreciate your time and consideration. Your generosity and participation will
CONTRIBUTE GREATLY TO MY dissertation research.

Best regards,

Hae-Young Lee

Doctoral Candidate

Gable Hall # 200

Aduit, Counseling and Higher Education
NORTHERN ILLINOIS UNIVERSITY

815-748-4828

PS: Here is a preview of the survey that you will soon receive. In an
email, you will find this:

Here is a link to the survey:
http://lwww.surveymonkey.com/s.asp?A=150792501E83218

When you click on the link, you will be automatically linked to the
web-based survey of mine.

Thanks for your participation.

At this time, the survey is empty, since this is a pre-notice letter. However,
you will soon receive an email with a link to web-based survey.
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Dear Dr. Department Dean, Chair, Director, and Coordinator,
I am contacting to invite your participation in my dissertational study.

This survey is intended to investigate the practices and opinions of department chairs
at college/school of education on knowledge management strategies.

This web-based questionnaire contains 33 items. It should take less than 10
minutes to complete.

The success of the survey depends greatly on your participation. Your responses
will remain completely confidential and will be released only as summaries in which
no individual’s identification can be revealed.

Here is a link to the survey:

http://www.surveymonkey.com/s.asp?A=15055560
1E88829

If you have any questions or concerns, please feel free to contact me at 815-748-
4828 or hrdcorea@yahoo.com.

Thank you very much for your participation in this survey for my dissertational
research.

Sincerely,

Hae-Young Lee

Doctoral Candidate

Gable Hall # 200

Department of Counseling, Adult and Higher Education
Northern Illinois University

PS: You should be able to have all the questions and rating scales at
the same time on a full screen.
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Reminder of A Survey for Knowledge Management Strategies (Dissertational Study
at from Northern Illinois University)

Dear Department Chair:

A couple of weeks ago, you might receive a web-based questionnaire about
knowledge management strategies being used by your department and your
perceptions about the strategies.

I am contacting you now, since your questionnaire is very important for me to get
accurate results. Since this is a regional study in the north-central states of the US,
it’d be only by having almost every chair responded in order to get the results
that are truly representative.

If you have already completed your questionnaire, I really appreciate it. If not,
would you please complete it sometime this week?

[ hope that you will visit and complete the questionnaire soon.

Here is a link to the survey:

http://www.surveymonkey.com/s.asp?u=884472670765

Thank you very much for your participation in this survey for my dissertational
research.

Sincerely,

Hae-Young Lee

Doctoral Candidate

Gable Hall # 200

Department of Counseling, Adult and Higher Education
Northern Illinois University

PS: You should be able to have all the questions and rating scales at the same time

on a full screen.
If you have any questions or concerns, please feel free to contact me at 815-
748-4828 or hrdcorea@yahoo.com.
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Thank you from Hae-Young Lee (Knowledge management survey)

Dear Sirs/Ma’ams,
How are you?

I am writing this letter to appreciate your time and help to participate in the web-
based survey for dissertational research.

On Friday, November 17", 2006 at midnight, the web-based survey will be closed.
Although you must have been busy, many of you, more than I expected, took invest
your valuable time to respond to my survey. I am more than happy to share with you
that the data collected are of quality.

Again, I assure you that your responses will remain completely confidential and will
be released only as summaries where none of your individual’s identification can be
revealed. If you are interested in the results of the survey, please do not hesitate to
contact me.

Thank you very much and have a great weekend.

Warm regards,
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Table 74
Summary of Frequencies on Organization Information

Frequency Percent Valid Percent
Type of Institution
Public 91 57.2 65.5
Private 48 30.2 345
Subtotal 139 87.4 100.0
Missing 20 12.6
Total 159 100.0
Educational Fields of the Departments
Education 30 18.9 22.4
Teacher Education 10 6.3 7.5
Educational Leadership, Policy, & 16 10.1 11.9
Higher Ed-Administration
Curriculum, Instruction, Teaching & 16 10.1 11.9
Learning, & Technology
Special Ed, Disorder & Intervention 13 8.2 9.7
Kinesiology, Physical Ed, Sports, 13 8.2 9.7
Health, Recreation, & Wellness
Ed Psychology, Counseling, & 11 6.9 8.2
Human Services
Childhood, Elementary, & Human 7 4.4 5.2
Development
Language, Literacy, & Reading 2 1.3 1.5
Adult Ed, Work, & Human Resource 5 3.1 3.7
Development
Others (Social Work, Family & 11 6.9 8.2
Consumer, Ed Foundations,
Regular Ed, & Human
Environmental
Subtotal 134 84.3 100.0
Missing 25 15.7
Total 159 100.0
Years as Department Chair
.0 1 .6 9
2 1 .6 9
1.0 18 11.3 15.7
1.5 1 .6 9

(continued on following page)
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Table 74 (continued)
Frequency Percent Valid Percent

1.6 1 .6 9
2.0 14 8.8 12.2
2.5 2 1.3 1.7
3.0 20 12.6 17.4
4.0 13 8.2 11.3
4.5 1 6 9
5.0 7 4.4 6.1
6.0 9 5.7 7.8
7.0 6 3.8 52
8.0 4 2.5 3.5
9.0 4 2.5 3.5
10.0 2 1.3 1.7
11.0 3 1.9 2.6
12.0 3 1.9 2.6
13.0 1 .6 9
16.0 2 1.3 1.7
17.0 1 .6 9
20.0 1 6 9

Subtotal 115 72.3 100.0

Missing 44 27.7

Total 159 100.0

Number of Tenured Faculty

0 5 3.1 3.7
1 6 3.8 4.5
2 14 8.8 10.4
3 10 6.3 7.5
4 12 7.5 9.0
5 11 6.9 8.2
6 9 5.7 6.7
7 9 5.7 6.7
8 12 7.5 9.0
9 6 3.8 4.5
10 5 3.1 3.7
11 3 1.9 2.2
12 3 1.9 22
13 1 .6 g
14 1 .6 7
15 3 1.9 2.2

(continued on following page)
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Table 74 (continued)
Frequency Percent Valid Percent

16 3 1.9 22
17 3 1.9 22
18 3 1.9 22
19 2 1.3 1.5
20 4 2.5 3.0
21 1 6 7
23 1 6 7
26 1 6 7
31 1 6 7
33 1 6 7
35 1 6 7
36 1 6 7
44 1 6 7
65 1 6 7

Subtotal 134 84.3 100.0

Missing 25 15.7

Total 159 100.0

Number of Non-Tenured Faculty

0 3 1.9 22
1 16 10.1 11.9
2 14 8.8 104
3 17 10.7 12.6
4 1 6 7
4 22 13.8 16.3
5 18 11.3 13.3
6 7 4.4 52
7 7 4.4 5.2
8 3 1.9 2.2
9 7 4.4 52
10 2 1.3 1.5
11 1 6 7
12 2 1.3 1.5
13 4 2.5 3.0
14 1 6 7
15 1 6 7
18 2 1.3 1.5
19 1 6 7
20 1 .6 7

(continued on following page)
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Table 74 (continued)
Frequency Percent Valid Percent
21 1 6 7
22 1 .6 7
30 1 .6 7
35 1 .6 7
70 1 6 7
Subtotal 135 84.9 100.0
Missing 24 15.1
Total 159 100.0
Number of Staff including Part-Time
Assistants
0 8 5.0 6.3
1 17 10.7 13.4
2 1 .6 .8
2 19 11.9 15.0
3 15 9.4 11.8
4 8 5.0 6.3
5 6 3.8 4.7
6 2 1.3 1.6
7 4 2.5 3.1
8 4 2.5 3.1
9 6 3.8 4.7
10 2 1.3 1.6
11 4 2.5 3.1
12 2 1.3 1.6
13 1 .6 8
14 1 .6 8
16 2 1.3 1.6
17 1 .6 8
18 1 6 8
19 4 2.5 3.1
20 4 2.5 3.1
21 1 .6 8
22 1 .6 8
23 4 2.5 3.1
- 24 1 .6 8
26 1 .6 .8
34 2 1.3 1.6
35 1 .6 8
36 1 .6 8

(continued on following page)
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Table 74 (continued)

Frequency Percent Valid Percent

38 1 6 8
49 1 6 .8
55 1 6 .8
Subtotal 127 79.9 100.0
Missing 32 20.1
Total 159 100.0

Number of Enrolled Undergraduates
0
30
33
60
68
92
100
110
125
126
135
150
169
175
180
190
200
220
222
230
240
250
270
288
290
291
300
340
350
358
360

(continued on following page)
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Table 74 (continued)

Frequency Percent Valid Percent

361
371
380
400
416
425
468
515
532
550
651
680
700
750
780
800
850
1017
1100
1200
1500
1585
1750
1800
2000
2200
3500 . .

Subtotal 112 70.4 100.0

Missing 47 29.6

Total 159 100.0
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Number of Enrolled Graduate Students

0 18 11.3 153
5 1 .6 8
10 1 6 8
18 1 6 8
20 3 1.9 2.5
21 2 1.3 1.7
25 2 1.3 1.7

(continued on following page)
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Table 74 (continued)
Frequency Percent Valid Percent
26 1 6 8
28 1 6 8
30 2 1.3 1.7
35 1 6 8
36 1 6 .8
40 3 1.9 2.5
45 1 6 .8
47 1 .6 .8
50 2 1.3 1.7
52 1 .6 8
55 1 .6 8
62 1 .6 .8
75 2 1.3 1.7
79 2 1.3 1.7
80 1 .6 .8
85 1 .6 .8
93 1 .6 .8
100 3 1.9 2.5
112 1 .6 .8
120 4 2.5 3.4
132 1 .6 8
140 1 .6 .8
144 1 .6 8
149 1 .6 8
150 7 4.4 5.9
162 1 .6 .8
175 3 1.9 2.5
195 1 .6 .8
200 2 1.3 1.7
210 1 6 8
212 1 .6 8
225 1 .6 .8
248 1 .6 8
249 1 .6 .8
250 3 1.9 2.5
251 1 .6 .8
280 1 .6 8
285 1 .6 .8
290 1 6 .8
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Table 74 (continued)
Frequency Percent Valid Percent

300 5 3.1 42
350 2 1.3 1.7
400 4 2.5 3.4
450 2 1.3 1.7
475 2 1.3 1.7
500 4 2.5 3.4
550 1 6 .8
600 4 2.5 3.4
700 1 .6 8
738 1 6 8
800 1 .6 .8
976 1 6 8
1500 1 .6 .8

Subtotal 118 74.2 100.0

Missing 41 25.8

Total 159 100.0

Total Number of Faculty

1 1 .6 7
2 3 19 22
3 2 1.3 1.5
4 6 3.8 4.5
5 7 4.4 5.2
6 1 .6 )
6 6 3.8 4.5
7 11 6.9 8.2
8 9 5.7 6.7
9 7 4.4 52
10 5 3.1 3.7
11 13 8.2 9.7
12 4 2.5 3.0
13 7 4.4 5.2
14 2 1.3 1.5
15 4 2.5 30
16 6 3.8 4.5
18 1 .6 7
19 4 2.5 3.0
20 2 1.3 1.5
21 5 3.1 3.7
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Table 74 (continued)
Frequency Percent Valid Percent

22 2 1.3 1.5
23 7 4.4 52
24 5 3.1 3.7
26 2 1.3 1.5
27 1 .6 7
28 2 1.3 1.5
29 1 .6 7
31 1 .6 i
35 1 .6 i
36 1 .6 7
40 1 .6 i
44 1 .6 7
74 1 .6 7
100 1 .6 7
106 1 6 i

Subtotal 134 84.3 100.0

Missing 25 15.7

Total 159 100.0

Total Number of Enrolled Students

33 1 .6 1.0
40 1 .6 1.0
60 1 .6 1.0
68 1 .6 1.0
75 1 .6 1.0
80 1 .6 1.0
110 1 .6 1.0
120 2 1.3 1.9
126 1 .6 1.0
130 1 6 1.0
150 2 1.3 1.9
154 1 .6 1.0
170 1 .6 1.0
175 3 1.9 29
177 1 .6 1.0
180 1 .6 1.0
200 4 2.5 3.8
220 1 .6 1.0
222 1 .6 1.0
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Table 74 (continued)
Frequency Percent Valid Percent
224 1 .6 1.0
225 | 6 1.0
243 1 6 1.0
248 1 6 1.0
250 3 1.9 2.9
251 1 6 1.0
255 1 6 1.0
270 2 1.3 1.9
275 3 1.9 29
290 3 1.9 2.9
291 1 6 1.0
300 2 1.3 1.9
308 1 6 1.0
371 1 6 1.0
379 1 6 1.0
400 3 1.9 29
402 1 6 1.0
405 1 6 1.0
420 1 6 1.0
425 1 6 1.0
429 1 .6 1.0
450 4 2.5 3.8
453 1 .6 1.0
475 1 6 1.0
495 1 6 1.0
500 4 2.5 3.8
532 1 6 1.0
550 1 6 1.0
556 1 .6 1.0
600 2 1.3 1.9
605 1 6 1.0
617 1 6 1.0
650 1 .6 1.0
700 1 .6 1.0
701 1 6 1.0
710 1 6 1.0
740 1 .6 1.0
800 2 1.3 1.9
816 1 .6 1.0
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Table 74 (continued)
Frequency Percent  Valid Percent
830 1 6 1.0
850 1 .6 1.0
875 1 .6 1.0
900 1 6 1.0
920 1 6 1.0
950 1 6 1.0
1000 2 1.3 1.9
1161 1 .6 1.0
1200 1 6 1.0
1491 1 6 1.0
1600 1 6 1.0
1800 2 1.3 1.9
2000 1 6 1.0
2247 1 6 1.0
2275 1 6 1.0
2323 1 .6 1.0
2400 1 6 1.0
2675 1 .6 1.0
2700 1 .6 1.0
4300 1 .6 1.0
Subtotal 105 66.0 100.0
Missing 54 34.0
Total 159 100.0
Total Number of the Faculty and Staff
Combined
2 1 6 8
4 1 .6 .8
5 3 1.9 2.4
6 3 1.9 2.4
7 5 3.1 4.0
8 1 .6 8
8 5 3.1 4.0
9 6 3.8 4.8
10 1 .6 .8
10 7 4.4 5.6
11 4 2.5 3.2
12 4 2.5 3.2
13 9 5.7 7.1
14 7 4.4 5.6
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Table 74 (continued)
Frequency Percent  Valid Percent

15 3 1.9 2.4
16 1 .6 8
17 5 3.1 4.0
18 5 3.1 4.0
19 1 .6 8
20 4 2.5 3.2
21 1 .6 8
22 3 1.9 2.4
24 2 13 1.6
25 4 2.5 32
26 2 1.3 1.6
27 3 1.9 24
28 2 1.3 1.6
29 2 1.3 1.6
30 1 .6 8
31 1 .6 8
32 3 1.9 24
33 1 .6 8
35 3 1.9 24
36 1 6 8
38 2 1.3 1.6
40 1 6 .8
42 1 .6 8
43 2 1.3 1.6
44 1 .6 8
46 3 1.9 24
51 1 .6 8
54 1 .6 8
55 1 .6 8
56 1 6 .8
57 1 .6 8
58 1 .6 8
62 1 .6 .8
76 2 1.3 1.6
78 1 .6 8
114 : 1 .6 8

Subtotal 126 79.2 100.0

Missing 33 20.8

Total 159 100.0
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Table 74 (continued)

Frequency Percent  Valid Percent

Amount of Annual Department Budget

$.00 3 1.9 3.8
$1.00 1 6 1.3
$65.00 1 .6 1.3
$8,600.00 1 6 1.3
$12,500.00 1 6 1.3
$14,000.00 1 6 1.3
$15,000.00 1 6 1.3
$16,000.00 1 .6 1.3
$17,000.00 1 .6 1.3
$19,000.00 1 6 1.3
$22,000.00 1 6 1.3
$25,000.00 1 6 1.3
$27,500.00 1 .6 1.3
$28,000.00 1 .6 1.3
°$29,000.00 1 .6 1.3
$30,000.00 1 .6 1.3
$36,000.00 1 6 1.3
$45,000.00 2 1.3 2.6
$47,000.00 1 .6 1.3
$48,000.00 1 6 1.3
$55,000.00 1 6 1.3
$61,000.00 1 6 1.3
$64,000.00 1 6 1.3
$100,000.00 1 6 1.3
$110,000.00 1 6 1.3
$125,000.00 2 1.3 2.6
$200,000.00 1 6 1.3
$227,500.00 1 6 1.3
$240,000.00 1 6 1.3
$260,000.00 1 6 1.3
$348,000.00 1 6 1.3
$350,000.00 1 .6 1.3
$375,000.00 1 6 1.3
$381,751.00 1 6 1.3
$459,509.00 1 .6 1.3
$500,000.00 1 6 1.3
$520,000.00 1 6 1.3
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Table 74 (continued)
Frequency Percent  Valid Percent

$688,280.00 1 .6 1.3
$700,000.00 1 .6 1.3
$703,021.00 1 6 1.3
$750,000.00 1 6 1.3
$767,000.00 1 6 1.3
$780,000.00 1 .6 1.3
$873,000.00 1 .6 1.3
$906,000.00 1 6 1.3
$1,078,000.00 1 6 1.3
$1,120,813.00 1 .6 1.3
$1,122,229.00 1 6 1.3
$1,186,000.00 1 .6 1.3
$1,250,000.00 1 6 1.3
$1,366,342.00 1 6 1.3
$1,400,000.00 1 .6 1.3
$1,424,732.00 1 .6 1.3
$1,438,846.00 1 .6 1.3
$1,750,000.00 2 1.3 2.6
$1,917,102.00 1 6 1.3
$1,940,000.00 1 .6 1.3
$2,000,000.00 1 6 1.3
$2,021,966.00 1 .6 1.3
$2,100,000.00 1 6 1.3
$2,600,000.00 1 6 1.3
$2,900,000.00 1 .6 1.3
$2,929,300.00 1 6 1.3
$3,000,000.00 1 6 1.3
$3,024,758.10 1 6 1.3
$3,168,448.00 1 6 1.3
$4,000,000.00 1 6 1.3
$4,329,192.00 1 6 1.3
$5,000,000.00 1 6 1.3
$5,748,849.00 1 6 1.3

Subtotal 78 49.1 100.0

Missing 81 50.9

Total 159 100.0
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Table 74 (continued)
Frequency Percent  Valid Percent
Allocation of Budget on Salary (%)

.00 14 8.8 15.7
1.00 3 1.9 3.4
10.00 1 6 1.1
13.60 1 6 1.1
23.00 1 6 1.1
24.00 1 .6 1.1
36.00 1 6 1.1
40.00 1 6 1.1
45.20 1 .6 1.1
50.00 1 6 1.1
51.00 1 6 1.1
56.00 1 .6 1.1
58.00 1 6 1.1
60.00 6 3.8 6.7
64.00 1 .6 1.1
65.00 1 6 1.1
66.00 1 6 1.1
70.00 5 3.1 5.6
75.00 1 .6 1.1
80.00 7 4.4 7.9
81.00 1 6 1.1
81.90 1 .6 1.1
82.00 1 6 1.1
84.00 1 6 1.1
85.00 6 3.8 6.7
87.00 1 6 1.1
90.00 10 6.3 11.2
93.80 1 .6 1.1
94.00 1 .6 1.1
95.00 8 5.0 9.0
96.00 1 6 1.1
97.00 2 1.3 2.2
98.00 4 2.5 4.5
100.00 1 6 1.1

Subtotal 89 56.0 100.0

Missing 70 44.0

Total 159 100.0
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Table 74 (continued)
Frequency Percent  Valid Percent
Allocation of Budget on Non-Salary (%)

.00 5 3.1 53
1.00 2 1.3 2.1
2.00 4 2.5 4.2
3.00 2 1.3 2.1
4.00 1 6 1.1
5.00 8 5.0 8.4
6.00 1 6 1.1
6.20 1 6 1.1
10.00 9 5.7 9.5
13.00 1 .6 1.1
15.00 6 3.8 6.3
16.00 1 6 1.1
18.00 1 .6 1.1
18.10 1 .6 1.1
19.00 1 6 1.1
20.00 7 4.4 7.4
25.00 1 6 1.1
30.00 5 3.1 5.3
33.00 1 .6 1.1
35.00 1 .6 1.1
36.00 1 .6 1.1
40.00 6 3.8 6.3
42.00 1 .6 1.1
49.00 1 6 1.1
50.00 1 .6 1.1
52.00 1 .6 1.1
54.00 1 .6 1.1
54.80 1 .6 1.1
60.00 1 .6 1.1
64.00 1 .6 1.1
76.00 1 .6 1.1
77.00 1 .6 1.1
86.40 1 .6 1.1
90.00 1 .6 1.1
100.00 17 10.7 17.9

Subtotal 95 59.7 100.0

Missing 64 40.3

Total 159 100.0
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Table 74 (continued)
Frequency Percent  Valid Percent
KM Statement
No Mission Statement 4 2.5 3.0
No 95 59.7 70.9
Yes 35 22.0 26.1
Subtotal 134 84.3 100.0
Missing 25 15.7
Total 159 100.0
E-Newsletter
No 101 63.5 74.3
Yes 35 22.0 25.7
Subtotal 136 85.5 100.0
Missing 23 14.5
Total 159 100.0
E-Learning
No 62 39.0 45.6
Yes 74 46.5 54.4
Subtotal 136 85.5 100.0
Missing 23 14.5
Total 159 100.0
Co-Teaching
No 73 459 54.5
Yes 61 38.4 45.5
Subtotal 134 84.3 100.0
Missing 25 15.7
Total 159 100.0
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