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PREFACE

Knowledge is a strategic resource for improving governance, strengthening
institutional memory, and enhancing the effectiveness of public service delivery. In
government organizations, effective knowledge transfer ensures that valuable
experience, expertise, and lessons learned are retained and shared across individuals
and institutions, thereby supporting evidence-informed policymaking, organizational
learning, and continuity in public administration. However, knowledge transfer
remains largely informal and is often constrained by organizational, cultural,
institutional, and technological challenges.

This research report Reflection on the Culture of Knowledge Transfer in Government
Organizations of Nepal, examines the existing culture and practices of knowledge
transfer within government organizations and identifies the organizational,
institutional, technological, and behavioral factors that influence the transfer of
knowledge. Drawing on empirical evidence, the study highlights key challenges
and opportunities for strengthening knowledge transfer practices and fostering a
culture of collaboration and continuous learning in the government sector.

The report aims to provide evidence-based policy recommendations to support the
Government of Nepal in institutionalizing knowledge management practices,
preserving institutional memory, enhancing organizational performance, and
promoting effective succession and capacity development. It is expected that the
findings and recommendations will be useful for policymakers, government
officials, development partners, researchers, and other stakeholders working to
improve governance and public sector performance in Nepal.

The Policy Research Institute hopes that this report will contribute to encourage the
development of policies and institutional mechanisms that promote a sustainable
culture of knowledge transfer across government organizations.

Laxman Prasad Bhattarai
Executive Director
August, 2026
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EXECUTIVE SUMMARY

Knowledge transfer is critical for preserving the institutional memory, reinforcing
the skills of civil servants, and improving the management of public administration.
Indeed, in government organizations where policies, programs and administrative
procedures are constantly evolving, the ability to diffuse and store knowledge in an
orderly fashion is essential for assuring the continuity of services, and the progress
of policies, while facilitating the accuracy of the decisions that are taken. Despite
this importance, knowledge transfer mechanisms in many public institutions remain
weak and insufficiently institutionalized.

In Nepal, government institutions (especially the civil service organizations) are the
primary actors responsible for designing policies, delivering public services, and
implementing development programs. The performance of these institutions
depends significantly on how effectively the knowledge and experience of public
officials are generated, retained, and shared. Much of this knowledge emerges from
daily administrative work, policy implementation, intergovernmental coordination,
and engagement with citizens. Strengthening mechanisms for knowledge transfer
within government institutions is therefore critical for improving institutional
capacity, ensuring continuity of expertise, and enhancing the quality of governance
and service delivery.

In the pursuit of effective governance, it is essential to understand the complexities
of knowledge transfer within government institutions. This study aims to explore
the reflections of the actors how information is collected, disseminated, and utilized
to drive policy-making, decision making and service delivery. By exploring
organizational dynamics, information flows, and collaborative practices, this
research aims to provide a roadmap for optimizing knowledge exchange within
public organizations.

The study implemented a bibliometric analysis for secondary data and a mixed-
method approach - data collection using structured survey questionnaire survey and
qualitative research techniques such as in-depth interviews and public policy
dialogues. The collected data were analyzed using SPSS software and Principal
Component Analysis was conducted to gain deeper insight. The qualitative
information were analyzed thematically and presented as per need.

Respondents in the survey included employees above section officers from federal
ministries and related departments, as well as undersecretaries, retired employees,
and experts who provided opinions through their participation in survey, in-depth
interviews and policy dialogues. The study found that the majority of the participants
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perceived the importance of knowledge transfer but noted that various factors
impact the proper flow of knowledge.

The culture of knowledge transfer in Nepal’s civil service organizations is still not
mature. The root cause of policy weaknesses, repeated flawed decisions, and confusion
in implementation is the lack of institutional memory. Decisions made without
understanding the past context have affected both the legitimacy and credibility of the
government. There is absence of formal system to ensure transfer of the knowledge
gained during the employment period at the time of employee’s checkout.

Balance between the explicit and tacit knowledge management in Nepal’s civil
service hardly existed untill the period of this study. Explicit knowledge is found to
be documented somehow in the form of rules, policies, procedures, and some
reports, being preserved to some extent. However, intangible knowledge - personal
experience, intuition, practical skills, and organizational understanding - has not
been institutionalized. This knowledge is mainly confined to individuals, and is lost
when individuals transfer or retire. The understanding that this knowledge should
be considered as a common asset of the organization has not yet been developed.

There are certainly some good practices in government services inititated from
some individual employee’s effort. For example, Friday interaction sessions in the
National Planning Commission, Senior Management Team meetings, experience
exchange programs after foreign visits, zero hour discussion sessions etc. But these
practices have not been transformed into formal structures. Such practices are
limited to individual initiatives, which are at risk of being lost with the transfer of
the individual.

Rapid transfers, lack of time to prepare, work in a “barbuzjarath” style, and an
environment where junior employees cannot express their opinions openly leads
to communication gap within the organization. Despite emloyees commitment to
share knowledge, lack of formal ‘exit briefing’ are reasons why intangible
knowledge does not pass from one generation to the next. Knowledge management
and transfer need to be understood not only as a process of ‘delivering work’, but
also as a sustainable basis to preserve the existing knowledge for policy making,
institutional reform, and service delivery. Without developing this awareness,
systemic reform is hardly possible.

Therefore, it is necessary to look at knowledge transfer from a practical, structural,
and cultural perspective. For this, the development of tools and systems such as,
mentoring, digital archiving, regular learning events, and communication strategy
is necessary. Knowledge is not just information, it is experience, understanding,
and responsibility, which can improve the effectiveness of government and the
quality of public service only if kept alive at the institutional level.
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CHAPTER 1
INTRODUCTION

1.1 Background of the Study

Civil servants develop valuable experiential knowledge while interpreting legal
frameworks, managing public resources, and adapting national policies to local
realities, particularly in the context of federal restructuring and expanding
responsibilities of provincial and local governments. This accumulated knowledge
contributes significantly to institutional performance and administrative continuity.
However, frequent staff transfers, retirement, limited documentation practices, and
inadequate knowledge-sharing systems often result in the loss of institutional
memory. As a result, similar challenges are repeatedly addressed without benefiting
from past learning and experience. Strengthening knowledge transfer mechanisms
such as mentoring, systematic documentation, peer learning, and organizational
learning practices-has therefore become increasingly important to retain institutional
knowledge, enhance organizational capacity, and improve the effectiveness,
consistency, and accountability of government institutions in Nepal.

In Nepal, government institutions play a central role in policy formulation, public
service delivery, and implementation of development programs, making human
capital a critical asset for effective governance. Knowledge within the public sector
is generated through everyday administrative practices, policy execution, field-
level problem solving, intergovernmental coordination, and continuous engagement
with citizens and stakeholders. Moreover, government institutions, both directly
and indirectly, address the concerns of the general population. These establishments
operate on the financial support derived from taxpayers, naturally piquing the
interest of citizens in their day-to-day operations. The ability of these public entities
to offer services, the nature of these services, and their readiness to serve reflect the
public’s interests and concerns. Essentially, government bodies mirror the
functionality and accountability of the government to its people. Hence, government
organization’s service quality monitoring and evaluation is a top priority to every
government. Consequently, governments have implemented numerous policies and
legal frameworks to ensure accountability, agility, and responsibility within these
organization to modify and upgrade service quality continuously based on societal
needs.
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The advancements in technology and development during the 20™ century have
been monumental, leading to unimaginable progress and changes. Despite this, the
conventional institutional methods of operation might hold considerable and
remarkably superior benefits. Consequently, the emphasis on knowledge
management has heightened as it becomes imperative to safeguard this knowledge,
establish institutional memory, promote effective knowledge management, and
foster a culture of continuous learning.

Government organizations, tasked with serving the public interest, are no exception
to this paradigm shift. In an era characterized by rapid technological advancements,
evolving demographics, and increasing complexities, government agencies must
rely on their accumulated knowledge to make informed decisions, formulate
effective policies, and deliver essential services. However, a significant challenge
facing government organizations today is the loss of institutional knowledge due to
factors such as retirements, staff turnover, and changing political administrations
(O’Dell & Grayson, 1998). As experienced personnel exit public service, their tacit
knowledge the insights, expertise, and wisdom acquired through years of service
often departs with them (Davenport & Prusak, 1998). This knowledge loss can have
far-reaching implications, including reduced organizational effectiveness,
diminished service quality, and increased vulnerability to external shocks (Van den
Hooff & Huysman, 2009).

In today’s dynamic and ever-evolving world, knowledge has emerged as a critical
asset for organizations across various sectors. In the realm of government
organizations, where the importance of informed decision-making, policy
development, and service delivery cannot be overstated, the retention of knowledge
takes on paramount significance. The effective management and preservation of
institutional knowledge not only ensure continuity but also enhance organizational
performance, responsiveness, and adaptability. However, the public sector faces
unique challenges in this regard, given its distinct structure, mission, and constraints.

1.2 Research Gap

In the digital era, the surge of information technology and digital platforms has
transformed knowledge management practices across various sectors. In Nepal,
government organizations have increasingly adopted technology-driven approaches,
focusing on centralized database systems, electronic notice boards, and web-based
portals. While these innovations have their merits, they often overlook the essential
human factors that are crucial for fostering an effective knowledge management

Page| 2
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culture. To achieve meaningful progress, it is vital to implement a people-centered
approach that emphasizes understanding the needs and behaviors of employees,
identifying the critical types of knowledge necessary for organizational success,
and aligning knowledge management initiatives with overarching business
objectives.

This transition is further complicated by the influence of capitalist ideologies and
stringent intellectual property rights, which can lead to the exploitation of unskilled
labour in less developed countries, thereby increasing global economic disparities.
Consequently, there is an urgent need to reassess the role of knowledge transfer in
today’s digital landscape, paying particular attention to the challenges and nuances
introduced by these evolving trends.

Previous research underscores that government organizations, which are intrinsically
tasked with serving the public interest, are not impervious to these paradigm shifts.
In an environment marked by rapid technological changes, demographic shifts, and
growing complexities, it becomes imperative for government agencies to leverage
their accumulated knowledge to inform decision-making, craft effective policies,
and deliver essential services. However, a significant obstacle facing these
organizations is the erosion of institutional knowledge (Gaghman, 2019; O’Dell &
Grayson, 1998; Zhang, 2018). As experienced personnel retire or leave public
service, their tacit knowledge-which encompasses insights, expertise, and wisdom
gained through years of experience often dissipates along with them (Bandaraanayake
& Pushpakumari, 2021; Davenport & Prusak, 1998).

Compounding this issue are detrimental organizational cultures characterized by
reluctance and self-serving behaviors, which obstruct knowledge sharing and create
stagnation in knowledge expansion. This knowledge loss and stagnation can lead to
far-reaching consequences, including decreased organizational effectiveness,
diminished service quality, and heightened vulnerability to external shocks (Anjum
et al., 2021; Harvey, 2012; Islam et al., 2015; Rahman et al., 2018; Van den Hooff
& Huysman, 2009).

The challenges surrounding knowledge management should not be confined solely to
technology and digitization. Furthermore, existing literature on knowledge
management in the context of Nepal is sparse and insufficiently addresses the critical
need for a people-centered approach to enhance information flow. For instance,
Adhikari (2020) highlighted the positive influences of knowledge acquisition, sharing,
storing, information technology, and organizational culture on performance.
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Meanwhile, Bhandari (2020) assessed the state of knowledge management capabilities
in Nepalese commercial banks, revealing weaknesses across all dimensions -
knowledge acquisition, employee sharing, management sharing, and utilization.

Research by Upadhyay (2023) explored the knowledge-sharing processes among
educators in a higher education setting, concluding that institutional culture, political
dynamics, rewards, beliefs, statuses, and professional ethics critically affect the
willingness to share or withhold knowledge. Similarly, Ranamagar (2023) examined
the relationship between knowledge sharing and service delivery in public
institutions, identifying significant factors such as Information and Communication
Technology (ICT) usage, job clarity, stakeholder participation, infrastructure, and
IT knowledge as facilitators of knowledge sharing.

However, these studies do not comprehensively address the dynamics of knowledge
sharing among employees in Nepal’s public institutions, nor do they provide
targeted policy recommendations to enhance knowledge-sharing culture. Our
research aims to fill this critical gap by investigating the awareness, attitudes, and
practices surrounding knowledge sharing within government bodies in Nepal. By
doing so, we aspire to contribute valuable insights and actionable recommendations
to cultivate a more robust knowledge sharing culture that can empower Nepal
government organizations to better serve their constituents.

1.3 Policy Gap

Research and experience from countries with well-functioning innovation
ecosystems consistently highlight the importance of robust linkages between
academia and industry, clear intellectual property frameworks, dedicated technology
transfer offices, incentives for researchers to engage with external stakeholders, and
open access to research findings. By evaluating Nepal’s current policies and
institutional structures against these internationally recognized pillars of knowledge
transfer (details in chapter two), we can pinpoint areas where supportive frameworks
are either absent, underdeveloped, or not effectively implemented, thus creating the
identified gaps.

Secondly, the policy gaps are discernible through an understanding of the specific
challenges and characteristics inherent to Nepal’s developmental context.
Developing nations often grapple with limited resources for research and innovation,
a less mature private sector, and a greater need for practical application of knowledge
to address pressing societal issues. These realities necessitate targeted policy

Page| 4
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interventions to bridge the gap between knowledge generation and utilization. The
identified gaps, such as the lack of a coordinated national strategy, weak academia-
industry linkages, and insufficient support for entrepreneurship based on research,
reflect the areas where policy action is particularly crucial to overcome these
contextual limitations and harness the potential of knowledge for Nepal’s progress.
Therefore, the identified policy gaps — including the absence of a coordinated
national strategy, weak links between academia and industry, inadequate support
for technology transfer offices, limited policies for open access and data sharing,
insufficient incentives for knowledge transfer activities, ambiguities in intellectual
property rights for collaborations, lack of policies fostering entrepreneurship based
on research, barriers to international knowledge transfer, absence of policies
promoting intermediaries, and insufficient capacity building in knowledge transfer
skills — are not arbitrary. They are derived from a systematic assessment of what is
generally required for effective knowledge transfer and how Nepal’s current policy
environment may be falling short in providing the necessary support and structure
to facilitate the efficient flow and application of knowledge for national development.

1.4 Objective of the Research

The general objective of the research was to assess the culture of knowledge transfer
within government institutions through a comprehensive understanding of how the
civil servants organize, transfer and leverage information for effective governance.
The specific objectives were as follows:

» To explore the reflections of the civil servants on current practices and
approaches for knowledge sharing within government organizations,

> To examine the factors contributing to knowledge transfer in civil service
organizations of Nepal,

» To understand the existing barriers to knowledge transfer initiatives in the civil
service organizations of Nepal.

1.5 Limitation of the Study

This research was done to gain an insight on understanding of knowledge transfer
practices within the federal ministries. The central hub “federal ministries™ has the
accumulation of the maximum number of experienced staffs and team and hence
might have missed the new generation perception for the research. This focused
approach allows for a more detailed analysis and may reveal perception that would
be difficult to uncover in a broader study. It was extremely hard to get the time from
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the government official for the in-depth interview. Only a few of them than expected,
participated on the interview and even denied the recording of the interview which
impacted on limited information collection.

By limiting the study area, the researcher has tried to manage the resources more
efficiently and still gain optimum possible insights into knowledge transfer practices.
This has provided the opportunity to gain experience about various aspects that
influence knowledge transfer within government organizations. This understanding
will be beneficial in creating more inclusive and effective knowledge transfer
strategies in the future. Focus on studying the perception of civil servants about the
knowledge transfer culture will help to understand how government organizations
adapt to change and innovate. This can be crucial in today’s fast-paced world.

In this regard, the major limitations of the study were as below:

1) The study is solely based on civil servants in Kathmandu valley.

i1) Mechanisms of explicit knowledge transfer have not been specified and
reviewed thoroughly, thus giving more focus on tacit knowledge transfer.

ii1) As the civil servants have been taken as respondents of the study, the reflection
from other government officials (judicials, army etc.) have not been covered.

iv) Inference on the culture of knowledge transfer is primarily based on the
questionnaire used for primary data collection as the study primarily seeks to
assess the general perception of civil servants about the culture of knowledge
tranfer, and the need for improvement.

1.6 Methods

The study relies on both quantitative and qualitative research. Data were gathered
from the primary sources while discussion and literature review involved the
assessment of information from secondary sources too.

1.6.1 Study Area, Study Population and Sample Selection

Since the study was targeting the knowledge management expert, unknown number
of specialized knowledge management experts were assusmed, and the sample size
was calculated by using Cochran’s Formula (n = (Z"2 * p * (1-p)) / €*2). Applying
the (0.5) maximum variability as estimated proportion of the sample, sample size
was estimated to be 385 for the research. Also, including 25 key informants’
interviews, this study targeted around 400 participants as source of primary data for
the study.
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As the objective of the study was to understand the knowledge transfer and
knowledge flow management in the government organizations, government
employees from federal ministries were the study population. Law enforcing and
policy making state of government is the central point responsible for knowledge
management which binds the branch offices with its rules and regulation. Federal
ministries employees were targeted so as to understand the practice of knowledge
transfer and understand related available knowledge management practices.
Voluntary participation of staff members from each ministry was considered in a
way that the sample contains relevantly mixed roles, levels and backgrounds from
within the ministries.

1.6.2 Primary Data Source

A set of survey questionnaires having a five-point rating scale from strongly agree
to strongly disagree were sent to potential respondents. The survey questionnaire
prepared for the data collection was based on the systematice literature review.

Participants consisted of 21 wvarious federal government ministries. The
questionnaires were personally distributed to all respondents by hand, with some
opting to complete them online. A total of 500 questionnaire were distributed, with
atarget sample size of400. In response, 349 questionnaires were returned, consisting
278 oftline and 71 online submissions. After reviewing the submissions and cleaning
the data, it was determined that only 287 were fully completed and eligible for
analysis. Similarly, in-depth interview was conducted with 25 informants related to
the subject matter.

Apolicy dialogue was conducted on current knowledge transfer practices, challenges
faced and recommendations regarding knowledge transfer. The dialogue was
attended by middle level staffs from various departments of government institutions,
retired civil servants, and university professors with knowledge management
expertise.

The data collected from both primary and secondary sources were summarized,
classified, tabulated and categorized in various categories and then analyzed.

1.7 Ethical Consideration

The research has adhered to ethical guidelines, ensuring confidentiality and
anonymity for participants. Informed consent was obtained, and data was handled
with the utmost sensitivity and privacy.
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CHAPTER 2
CULTURE OF KNOWLEDGE TRANSFER

2.1 Concept of Knowledge

The concept of knowledge is inherently complex, and this complexity deepens further
when examined within organizational contexts (Bandaranayake & Pushpakumari,
2021). Knowledge goes beyond the mere accumulation of information; it represents a
state in which individuals develop deep understanding, awareness, and the ability to
interpret and act upon their environment (Liebowitz, 1999). Plato’s assertion that
“knowledge is true judgment” emphasizes that genuine knowledge requires
internalization and comprehension, rather than passive reception of information.

In organizational studies, Nonaka and Takeuchi (1995) provide one of the most
influential conceptualizations of knowledge. They distinguish between tacit and
explicit knowledge and argue that organizational knowledge is created through
continuous interaction and conversation between these two forms. Tacit knowledge
is personal, experience-based, and context-specific, residing in the minds of
individuals and encompassing intuition, skills, expertise, and judgment. Explicit
knowledge, by contrast, is articulated, codified, and transferable through documents,
manuals, databases, and formal procedures (Ndiege & Wamuyu, 2019; Rahman et
al., 2018). Tacit knowledge is particularly valuable yet difficult to transfer, as it is
deeply embedded in individual experience and social context (Lubishtani et al.,
2022; Polanyi, 1962). While some aspects of tacit knowledge may eventually be
articulated, its core value lies in experiential insight and practical know-how that
cannot be fully captured through formal documentation alone.

From the Knowledge-Based View (KBV) of the firm, knowledge-especially firm-
specific and tacit knowledge-is considered a critical intangible asset that underpins
organizational effectiveness and competitive advantage (Bandaranayake &
Pushpakumari, 2021). Such knowledge is generated through learning, experience,
innovation, and interaction and is sustained through processes of creation, transfer,
exchange, and coordination.

For the purpose of this study, knowledge is defined as the adaptive and contextualized
understanding of information, skills, values, and insights gained through individual
and collective experience, which enables public officials to interpret situations,
make decisions, and perform their roles effectively within a specific organizational
and socio-political context.
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2.2 Knowledge Transfer

Knowledge transfer for this study is referred to the process through which knowledge
held by one individual or group is communicated, interpreted, and applied by others
within an organization. It is a central component of knowledge management and
encompasses related processes such as knowledge sharing, exchange, flow, and
application (Bennito-Bilbao et al., 2015).

Prior researchers Davenport and Prusak (1997) have conceptualized knowledge
transfer in two essential stages:

1) Transmission, where knowledge is shared or introduced to potential recipients;
and

2) Absorption, where the recipient understands, internalizes, and applies that
knowledge.

For knowledge transfer to be effective, the transferred knowledge must not only be
received but also meaningfully utilized in organizational tasks and decision-making
(Ibidunni et al., 2020). Scholars further emphasize that knowledge transfer involves
both behavioral and non-behavioral elements. Behavioral elements include
knowledge sharing and application, while non-behavioral elements include
knowledge identification, recognition, acquisition, assimilation, and readiness to
use knowledge (Tangaraja et al., 2016). Knowledge transfer may occur at individual,
group, or organizational levels, depending on the absorptive capacity of the
recipients and the organizational context.

In public sector organizations, knowledge transfer is particularly important due to
complex administrative processes, continuity of public service, and reliance on
experiential understanding of rules, procedures, and informal practices. The systematic
transfer of experienced employees’ knowledge to newer generations-through
mentoring, collaboration, and shared practice-is therefore critical for institutional
sustainability.

2.3 Knowledge Transfer Culture

Knowledge transfer culture in this study refers to the shared values, norms, attitudes,
and practices within an organization that encourage or inhibit the voluntary sharing
and application of knowledge among employees. In government organizations, this
culture is reflected less in formal documentation alone and more in everyday
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practices such as peer consultation, mentoring, informal discussions, joint problem
solving, and inter-departmental collaboration.

A supportive knowledge transfer culture is characterized by trust, openness,
collaboration, recognition of expertise, and organizational support for learning and
sharing. Conversely, hierarchical rigidity, lack of incentives, fear of losing authority,
and weak interpersonal relationships can act as barriers to knowledge transfer.

Public organizations increasingly recognize the importance of cultivating such a
culture by integrating knowledge sharing into performance assessments, encouraging
collaboration, and creating institutional mechanisms that value experiential learning
(Tompang et al., 2017).

2.4 Conceptual Lens: SECI Model of Knowledge Transfer

This study adopts Nonaka and Takeuchi's (2007) SECI (Socialization,
Externalization, Combination, and Internalization) model as its conceptual lens for
understanding knowledge transfer within government organizations. The SECI
model conceptualizes knowledge creation and transfer as a dynamic and continuous
interaction between tacit and explicit knowledge.

Socialization (tacit-to-tacit) involves the direct sharing of experiential knowledge
through observation, mentoring, shared activities, and interpersonal interaction.

Externalization (tacit-to-explicit) refers to articulating tacit knowledge into formal
concepts, guidelines, or documents.

Combination (explicit-to-explicit) involves integrating and systematizing existing
explicit knowledge from multiple sources.

Internalization (explicit-to-tacit) occurs when individuals absorb explicit
knowledge through practice and reflection, transforming it into tacit knowledge.

2.5 Focus of the Study: Tacit Knowledge Transfer through
Socialization

While the SECI model encompasses multiple modes of knowledge transfer, this
study focuses specifically on the socialization mode, which represents the primary
mechanism for transferring tacit knowledge in government organizations. Much of
the operational knowledge in public institutions is embedded in the lived experiences
of public officials, accumulated through years of service, handling complex cases,
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and navigating administrative and political contexts. Such knowledge is typically
transferred through informal mentoring, peer interaction, joint problem-solving,
and observation rather than through formal training manuals or written reports.
Although tacit knowledge may later be partially externalized into formal outputs,
these representations do not fully capture its contextual and experiential nature.
Accordingly, knowledge transfer culture in this study is defined as the shared norms,
values, and interpersonal practices within government organizations that facilitate
or constrain the voluntary sharing of experiential, tacit knowledge among employees
in everyday work settings.

2.6 Bibliometric Analysis

This research employed bibliometric review method, which is suited to documenting
and analyzing trends in a field of study comprised of a larger corpus of documents.
The review method was chosen over traditional analysis technique as it is applicable
to perform quantitative statistical analysis of a huge number of peer reviewed
articles in different discipline. Rather than only synthesizing the research findings,
bibliometric review sets to documenting and visualizing structural and relational
features of collected knowledge base in a discipline or topic of search.

This research has used Scopus as the source for the review documentation as it has
the widest coverage of the articles. The Preferred Reporting Items for Systematic
Review and Meta-Analysis (PRISMA) framework was used to ensure the filtering
and screening of the documents as mentioned in the Figure 1.

Figure 1: Identification of Source for the Review of Knowledge Transfer

Number of records obtained (n)=678

:

Number of records screened by title Number of records excluded (n)=481, missing
and abstract (n)=398 abstract, hospital-based research, title

:

Eligibility Number of articles assessed by Number of articles excluded (n)=14, only
full article (n)=245 abstracts available

I

Inclusion Number of studies included in
systematic review (n)=245

Identification

Screening

irrelevance, keywords
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An open-ended search applied with the terms “knowledge management”,
“knowledge transfer” OR “experience sharing” AND “government institutions” in
the Scopus search engine iterated 23,906 data. Then Scopus filters were used to
limit the document list to search period from 2000-2024, published and publication
ready journal article, conference paper, books, book chapter and review papers
written only in English language. Further, relevant keywords also were filtered,
which limited the database to 3,697 articles. The screening process of the literatures
was conducted by reviewing documents title, abstract and keywords to identify
only papers relevant to the research objective. After a careful filtering process, the
remaining documents in the final dataset were 245 documents, including article,
review paper and conference papers.

2.6.1 Topical Focus of Knowledge Transfer

The major analysis, VOSviewer extracted over 10,483 terms from the author
defined and indexed defined keywords of the 3,697 review documents. From the
analysis, it ranked top 15 most frequently occurring keywords as a means of
identifying commonly studied topic in this literature (Table 1).

Table 1: Most Frequently Occurring Keywords in the Scopus-Indexed
Literature on Knowledge Transfer

Rank Keywords Occurrences | Total Link Strength
1 Knowledge Management 783 4283
2 Knowledge 295 2018
3 Innovation 213 1182
4 Knowledge Sharing 120 471
5 Learning 115 683
6 Human 104 1209
7 Technology Transfer 104 683
8 Tacit Knowledge 95 1151
9 Absorptive Capacity 93 429
10 Organizational Learning 85 360
11 Decision Making 77 629
12 Social Capital 72 363
13 Motivation 71 632
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Rank Keywords Occurrences | Total Link Strength
14 Human Resource Management 68 881
15 Capacity Building 68 295

Note: Knowledge transfer was excluded from the list due to being the main term used in the keyword

Based on the bibliometric search results, the majority of articles emphasized the
following key terms in their research: innovation, knowledge sharing, learning,
knowledge, technology transfer, and tacit knowledge. Researchers have focused on
these terms to understand the main keywords and variables that are frequently used
in the field. This understanding is crucial for preparing research tools and conducting
further analysis.

2.6.2 Conceptual Themes based on Co-Word Analysis

A clear word map was produced using the software VOSviewer (Figure 3). For the
analysis, the minimum threshold of at least 10 occurrences of a keyword were
applied, meaning that, each of the 88 keywords on the co-word map in Figure 2 had
appeared in at least 10 documents.

Figure 2: Co-Word Map (Network Diagram) of Scopus Indexed Literature on
Knowledge Transfer (Keyword Threshold=10; Display=88 words)
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The VOS viewer network visualization represents the co-occurrence in a corpus of
text. The size of the text and color separation highlights the clusters in the network
representing group related concepts and themes. For instances, larger nodes like
knowledge management, knowledge sharing, public organization indicate the key
themes in the research field and are the dominant and emerging focus area of the
research. Smaller nodes or less connected nodes indicate more emerging topics that
are beginning to gain attention. For instance, social capital and e-learning might be
emerging areas that are gaining attraction.

The visualization network shows the dominant topics and their subfields. The
clusters and their connections provide insights into how research landscape is
organized. This helps in quick identification of major key terms and topics that are
relevant for the undergoing study and ease the research backbone with clarity in
potential areas for further investigation. Here, in the network visualization of this
research, the bibliometric analysis showed that the major concern of knowledge
transfer are associated with the terms public organization, information management,
human resource management, social capital, human capital etc. as can be seen in
figure 2.

Precisely, some of the keywords that are presented as smaller nodes in the network
diagram are representations of the gaps in the literature - where further research
could make sense. Moreover, by examining the relationships between the concepts,
hypothesis can be developed. For instance, the relationship between knowledge
sharing and public organizations could prompt questions about how knowledge
sharing practices can impact public sector organizations performance. Hence, the
co-occurrece map provides a comprehensive research landscape, revealing the key
themes, relationships between the concept and potential areas of the research in
knowledge transfer.
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Figure 3: Drill-Down Co-Word Map on Knowledge Transfer in Public Service
Organizations

leaging
strafegy

nethgglands
orgarigation
B ~ case-gtudies maeapent
\

lead@gshi
ansfer ="
| persgnnel

~— .

. Communitig of practice

tion .

\\ e-legning

behavitrahresearch .~ N \"\ \
-~ . N N
infatatior{@anagermient @ tedgping

sustai@ebility gUtss societies a nstitutions
su'ysn\____\miv.iiies

knowledgp workers

\

N, coms ition

\,\\

informatio nology

incagitives

Major concern of the current research was on the public institutions knowledge
transfer concept, hence while in search of “knowledge transfer” as key point of
literature search, the iterated database also showed some prior studies worldwide
considering the terms related to government institutions and knowledge transfer. As
shown in Figure 3, public service organization is situated in a central location of the
drill down co-word map, with connection to knowledge management and knowledge
transfer. This highlights that frequently repeated keywords by the prior researchers
like knowledge sharing, knowledge acquisition, information management,
innovation, communities of practices are some of the major area of concern.
E-learning, incentives, competition, information technologies etc. were the
keywords associated with the public organization terminologies. Hence, the co-
word occurrences map provided a comprehensive overview of the research
landscape with key themes like knowledge acquisition, innovation, information
management, key learning etc. which created a baseline for the current research and
understand the related issues to consider for preparing the further step of this
research.

Bibliometric analysis was carried out using VOSviewer to guarantee the thorough
coverage of important concepts and variables. The major themes and variables
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covered in the literature were indicated by significant clusters and frequently
recurring terms in the co-occurrence network that VOSviewer produced based on
keywords, terms in titles and abstracts. To ensure alignment with the established
knowledge base in the field, the research tools (survey questionnaire and interview
guide) were developed using the identified terms, such as Table 5 as a basis for the
questions and guidelines (Zupic & Cater, 2015).

2.7 Review of Current Available Policies Related to Knowledge
Transfer

2.7.1 The Constitution of Nepal

While there isn’t a specific section that explicitly discusses knowledge transfer as a
term, The constitution of Nepal, 2015 has several provisions that are related to the
imperatives of knowledge management and the culture of knowledge sharing.
Article 27 has been an important step towards making government institutions
transparent and accountable to citizens ensuring access to information in every
matter of concern to the public. Article 31 preserving the Right to Education
recognizes the importance of education in creating a well-educated population that
enhances creation, dissemination and application of knowledge. This provision is
instrumental in promoting a culture of lifelong learning, and innovation.

2.7.2 Civil Service Act, 2049 and Civil Service Rule 2050

In sub-section (3) of section 15 of the Civil Service Act, 2049, there is a provision
to automatically create special posts for up to fifteen days for the post of secretary
and head of the department of the Government of Nepal for the process of
“Barbujarath”. It can be assumed that the subject of knowledge transfer is also
included in that arrangement, in addition to the transfer of documents. Section 24 of
the Civil Service Act, 2049, has been taken as the basis for promotion based on
performance, while Section 24G 1A states that in-service training is a mandatory
prerequisite for promotion based on seniority and performance evaluation. Similarly,
Rule 53B of Civil Service Regulations, 2050 states that every civil servant should
be given five working days of training at least once every three years. In addition,
providing and giving training, including other service entry training, capacity
building training, etc., can be considered a means of knowledge transfer.

Rule 40 of the Civil Service Rules, 2050, provides that an employee who is
transferred may extend the period up to twenty-one days for barbujarath and a
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maximum of one month with the permission of the Secretary. This arrangement also
tries to address the issue of knowledge transfer along with the transfer of documents.

2.7.3 Good Governance Act, 2064 and Regulations

The policy statement on transparency in decision-making (Section 16.2) of the act,
identified the necessity for working in adherence to clear and standard procedure
while respecting confidentiality requirements under prevailing. It fosters openness
by requiring the exercisable authority to solicit and consider views from the junior
level staff. It also establishes a hierarchical process where decision generated at
lower levels within the formality are passed upwards to higher level for formal
determination, with every layer of authority fully expressing its views to the ultimate
decision maker. Another critical component is the concern, which calls for addressing
issues of stakeholders at various levels raised for consideration and integration in
the process of decision-making. This move is expected to not only bring about
transparency but also ensure proper knowledge transfer and management within the
institution needed for accountability and making informed decisions.
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CHAPTER 3
RESULTS AND DISCUSSION

This chapter is prepared from the analysis of the information collected from the
survey questionnaire, in-depth interview and public policy dialogue. Basically, it
has presented the results of the study and their analysis so as to derive the conclusion
and recommendations of the study.

3.1 Quantitative Data Analysis
3.1.1 Age Distribution

The age distribution of respondents reveals a diverse range, with the largest
proportion falling within the 35-44 years age group. Specifically, 118 respondents
(41.1% of the total) were in this category, indicating a strong presence of
individuals in their middle working years. The next largest group was comprised
of those aged 25-34 years, with 82 respondents (28.6%). This was followed by the
45-54 years age group, which included 70 respondents (24.4%), highlighting a
significant number of participants who were nearing the later stages of their
careers. The age group of below 25 years had the smallest representation, with
only 2 respondents (0.7%), while those above 55 years accounted for 15
respondents (5.2%). Overall, the majority of respondents were in their prime
working years, suggesting a well-established and experienced demographics
within the survey population.

3.1.2 Gender Distribution

The gender distribution of respondents showed a predominance of males, with 202
respondents (70.4%) identifying as male. In contrast, 85 respondents (29.6%)
identified as female. The female representation in the survey (29.6%) was slightly
higher than the national average for women in the civil service (26.58%), indicating
that the survey sample closely aligns with the existing gender distribution in the
civil service sector.
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Figure 4: Gender Distribution of the Respondents Based on Questionnaire
Survey, 2023
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3.1.3 Service Experience

The profile of respondents from government institutions highlights a blend of
extensive overall service experience and relatively recent tenures in their current
offices. The cross-tabulation displays the distribution of respondents’ service
experience at their current office relative to their total service experience in
government roles (Table 2). Among the 287 respondents, 92 (32.1%) had been in
their current office for less than 1 year, 76 (26.5%) had 1-2 years, 61 (21.3%) had
3-6 years, 26 (9.1%) had 7-10 years, and 32 (11.1%) had more than 10 years.

Regarding their total service in government, 166 (57.8%) respondents had more
than 10 years of experience. For respondents with 7-10 years of total service [68
(23.7%)], the majority had been at their current office for less than 1 year [4 (1.4%)]
and 1-2 years [11 (3.8%)]. Among those with 3-6 years of total service [38 (13.2%)],
the majority had been at their current office for 3-6 years [21 (7.3%)] and 1-2 years
[18 (6.3%)]. This profile indicates that a significant proportion of respondents had
extensive government experience but were relatively new to their current positions.

Table 2: Cross Tabulation of Service at Current Office to Total Service at
Government Office Based on Questionnaire Survey, 2024

Service Experience at Current Office
Less than 7-10 | More than | Total
1-2 year | 3-6 year
1 year year 10 year

Total Service | Less than 4(1.4) 0(0) 0 (0) 0(0) 0(0) 4(1.4)
experience at | lyear
government | » year 2 (0.7) 9(@3.1) 0 (0) 0 (0) 0()| 11(.8)
organizations

3-6 year 8(2.8)| 18(6.3)| 12(4.2) 0(0) 0(0)| 38(13.2)

7-10 year 17(59)| 18(6.3)| 21(7.3)| 12 (4.2) 0(0) | 68(23.7)
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Service Experience at Current Office
Less than 7-10 | More than | Total
1-2 year | 3-6 year
1 year year 10 year

More 61 (21/3) | 31(10.8) | 28(9.8)| 14 (4.9) 32 (11.1) 166
than 10 (57.8)
year

Total 92 (32.1)| 76 (26.5) |61 (21.3) |26 (9.1) 32 (11.1) | 287 (100)

Note: Value in parentheses indicate percentage
3.1.4 Knowledge Management Practices in Government Organizations

3.1.4.1 Prevalence of “Knowledge Transfer” Discussions in Work Environments

The survey gathered insights from 287 respondents on how frequently they
encountered the term “knowledge transfer” in their workplaces. The result showed
that a small proportion [9 (3.1%)] reported hearing it regularly, while 71 (24.7%)
reported hearing it often. The majority, [119 respondents (41.5%)] mentioned that
they sometimes hear the term. Meanwhile, 69 respondents (24.0%) stated that they
rarely hear it, and 19 (6.6%) said they never hear it (Figure 5). These results suggest
that although “knowledge transfer” is a recognized concept, its emphasis varies
across different workplaces. While 27.8% of respondents hear it often or always, a
significant portion, 30.6%, rarely or never encounter the term, indicating varying
levels of importance placed on knowledge transfer in different organizational
settings. This highlights the need for increased awareness and discussion of
knowledge transfer in many workplaces to promote its consistent adoption.

Figure 5: Response on General Idea About Knowledge Sharing Among
Employee, Based on Questionnaire Survey, 2024

Always [N
Often I
Sometimes I
Rarely .
Never [N

0.0 5.0 10.0 15.0 20.0 25.0 30.0 35.0 40.0 45.0

Percentage of Respondents




PRI Research Report: Reflection on the Culture of Knowledge Transfer...

3.1.4.2 Perceived Importance of Activities and Structures for Knowledge Transfer

The survey revealed that government organizations prioritize effective knowledge
transfer, with respondents strongly supporting several measures. Information and
communication technology (ICT) availability and information-rich websites were
considered essential for constant presence. Specifically, 61.32% of respondents
believed that ICT should always be available, with an additional 34.49% advocating
for its frequent availability. Similarly, 60.28% of respondents considered an
information-rich website essential to be constantly present, while 34.15% supported
its frequent availability.

Moreover, frequent collective discussions and teamwork opportunities were deemed
essential. Collective discussions were supported by 51.57% of respondents for
constant occurrence and 37.63% for frequent occurrence. Similarly, opportunities
for teamwork were highly valued, with 45.30% favoring their constant presence
and 42.51% their frequent presence. These responses suggest that regular dialogue,
idea exchange, and collaborative efforts are key to effective knowledge transfer.

Figure 6: Knowledge Transfer Activities Required in Government
Organizations, Based on Questionnaire Survey, 2024

Percentage of Respondents
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Question asked: How often do you think that the following activities and structures should be there
for knowledge transfer in government organizations?
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Additionally, training to teach new knowledge and skills had the highest ‘always’
percentage, with 62.02% of respondents supporting its constant availability and
24.39% supporting frequent availability. This highlights the paramount importance
placed on continuous learning and skill development within government
organizations.

In summary, the survey results demonstrate a broad consensus on the significance
of these activities and structures for improving knowledge transfer within
government organizations. Each measure receives substantial support, indicating
their collective importance in fostering an environment conducive to knowledge
sharing and continuous learning.

3.1.4.3 Availability of Organizational Structures and Tools

The survey found that institutions are increasingly adopting various communication
and knowledge management systems. The results reveal that institutional repository
systems were the most widely adopted, with a prevalence of 68.3% (25.1% “Yes”
and 43.2% “Yes but in different structure with similar function”). Similarly,
institutional social network platforms were also widely implemented, with a
prevalence of 66.5% (43.9% “Yes” and 22.6% “Yes but in different structure with
similar function™).

Training Units and Dedicated Units for Public Discussion/Dialogue showed
moderate adoption, with combined totals of 46.8% (19.2% “Yes” and 27.6% “Yes
but in different structure with similar function”) and 30.4% (8.4% “Yes” and 22.0%
“Yes but in different structure with similar function”), respectively. On the other
hand, Dedicated Knowledge Management Departments or Branches were found to
be relatively rare, with only 20.6% having such a department (3.1% “Yes” and
17.5% “Yes but in different structure with similar function”). TV and Radio
Programs were the least prevalent, with combined totals of 15.0% (10.5% “Yes”
and 4.5% “Yes but in different structure with similar function™).

In summary, the data shows a strong preference for digital and flexible
communication tools, with a notable focus on social networks and repository
systems. Traditional media formats and specialized knowledge management
structures were less common, reflecting varying priorities and resource allocations
within institutions.
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Figure 7: Availability of Knowledge Management Structure and Tools, Based
on Questionnaire Survey, 2024
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Question asked: Are there following structure/tool within your organization?

3.1.4.4 Knowledge Sharing and Management Policies

Figure 8 shows the presence of rules, procedures, guidelines, or directives related to
knowledge sharing and management within organizations. The responses reveal
limited formalization, i.e. only 6.0% of organizations had clearly defined rules,
policies, and guidelines specifically focused on knowledge sharing and management.
A significant proportion (41.7%) of organizations had rules, policies, or guidelines
that indirectly address knowledge sharing and management, although they may not
be explicitly defined as such.

In contrast, 36.0% of respondents indicated that their organization did not have
any such rules or guidelines. Additionally, 16.3% of respondents were unsure
about the existence of these directives within their organization. These findings
suggest that while many organizations had some form of guidelines related to
knowledge sharing and management, a small portion had formalized policies
dedicated to these functions. These highlight the importance of developing and
implementing effective knowledge management policies to support organizational
learning and innovation.
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Figure 8: Presence of Formal Rules, Guidelines and Procedure, Based on
Questionnaire Survey, 2024
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Question asked: Does your organization have any rule, procedure, guidelines or directives related
to knowledge sharing and management?

3.1.4.5 Knowledge Sharing and Training Activities

Regarding knowledge sharing and training activities, the results (Annex 4A)
indicate significant differences between groups within institutions. Among the
knowledge sharing activities there were disparities in how different groups within
institutions benefit from organized sessions and tours. Disparities were found to
exist in utilization of learning portal, suggesting that some groups may had more
access or engagement with these digital learning resources than others. Additionally,
participation in all the staff meeting varied across different groups within institutions,
highlighting varying levels of inclusion in organizational communication and
decision-making process.

Differences in officer-level meetings signified varying degrees of involvement in
strategic discussions and decision-making among different groups. Moreover,
participation in group’s discussions in internal issues varied, suggesting
discrepancies in opportunities for collaboration and problem solving within the
organization.

The findings emphasize the existence of unequal distribution and availability of
various training and knowledge sharing opportunities among different groups
within institutions. This disparity can impact how knowledge is disseminated,
shared and applied across the organization, potentially influencing overall



PRI Research Report: Reflection on the Culture of Knowledge Transfer...

institutional effectiveness and cohesion. Identifying and addressing these disparities
could be crucial for promoting more equal access to professional development
opportunities and fostering a more inclusive organizational culture.

3.1.5 Attitude of Knowledge Sharing

3.1.5.1 Knowledge Sharing Dynamics Among Co-Workers

The survey examined how frequently respondents received knowledge from and
shared knowledge with different levels of co-workers.

Regarding the frequency with which various co-workers shared knowledge with
respondents, the results showed variability based on the hierarchical level.
Knowledge sharing from heads of the office was the least frequent, with only 5.6%
of respondents indicating that this happened always, 29.6% often, 42.5% sometimes,
16.7% rarely, and 5.6% never. In contrast, knowledge sharing from supervisors or
senior co-workers was more common: 9.8% of respondents reported always
receiving knowledge from them, 33.4% often, 39.4% sometimes, 13.9% rarely, and
3.5% never. Same-level co-workers were a primary source of knowledge, with
15.0% of respondents stating they always shared knowledge, 35.9% often, 38.0%
sometimes, 11.1% rarely, and none reporting never. Subordinate co-workers were
also significant contributors, with 13.6% always sharing knowledge, 35.2% often,
35.2% sometimes, 14.3% rarely, and 1.7% never.

From the respondents’ perspective on sharing knowledge, the results were similarly
revealing. A substantial portion of respondents frequently shared knowledge with
same-level co-workers, with 30.0% always and 39.7% often. Sharing with
subordinate co-workers was also notable, with 30.7% always and 42.9% often.
Sharing knowledge with supervisors or senior co-workers was somewhat less
frequent, with 23.3% always and 34.5% often. Knowledge sharing with heads of
the office was less common, with 19.5% always and 30.7% often. In general,
knowledge sharing occurred less frequently in the “rarely” or “never” categories,
with the lowest percentages seen for heads of the office (4.5% never) and same-
level co-workers (0.3% never).
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Figure 9: Knowledge Sharing Dyanmics From Co-Worker, Based on
Questionnaire Survey, 2024

Percentage of Respondents
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Question asked: Which co-workers shared knowledge with you?

Figure 10: Knowledge Sharing Dyanmics With Co-Worker, Based on
Questionnaire Survey, 2024
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Question asked: With which co-workers did you share knowledge?

The key takeaway from these findings is the strong reciprocal pattern in knowledge
sharing. Respondents were more likely to both share and receive knowledge from
their peers and subordinates, indicating a robust peer-to-peer and team-based
exchange. The more frequent knowledge sharing with same-level and subordinate
co-workers indicates a strong culture of peer-to-peer and team-based knowledge
exchange. This may be due to the closer working relationships and more frequent
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interactions between colleagues at similar or lower levels, which facilitates regular
knowledge transfer. Conversely, interactions with higher-level staff are less frequent
in both directions, suggesting a more hierarchical dynamics in these relationships.

Interestingly, knowledge sharing from heads and higher-level staff to other
employees was less frequent compared to the sharing from employees to these top
levels. Limited top-down knowledge flow can negatively impact an organization by
causing misalignment between strategic goals and daily operations, leading to
inconsistent practices and reduced effectiveness. Further analysis through correlation
coefficients (Annex 4B) confirmed significant positive relationships between
knowledge sharing behaviors across different roles. Notably, individuals showed
strong correlations in both receiving knowledge from and sharing knowledge with
their office heads. This correlation indicates that there was a very strong pattern of
reciprocal knowledge exchange throughout the organization. Also, it advocates for
acollaborative organizational culture where knowledge sharing is highly encouraged
across all levels. Improving top-down knowledge flow is essential for ensuring
strategic alignment, consistent practices, effective leadership, and unified
organizational culture, ultimately enhancing overall organizational performance
and agility.

3.1.5.2 Ratings of Knowledge and Information Shared by Co-Workers

The survey sought to evaluate how respondents rated the quantity and quality of
knowledge and information shared by their co-workers across different hierarchical
levels. Respondents rated the knowledge shared by heads of the office as fair for the
majority, with 37.3% giving this rating. While 27.9% found it good, a notable 21.6%
rated it as bad, and 9.4% considered it very good. Only a small fraction, 3.8%, rated
it as very bad. In contrast, supervisors or senior co-workers were perceived more
favorably, with 31.0% rating their knowledge sharing as good and 37.6% as fair.
The percentage of those rating it as bad was slightly lower at 21.3%, with only 1.7%
giving a very bad rating and 8.4% rating it as very good (Figure 11).

Knowledge shared by same-level co-workers received the highest proportion of
“very good” ratings at 12.2%. Additionally, 29.6% rated it as good, and 36.2%
found it fair. The percentage rating it as bad was comparable to other levels at
20.9%, with only 1.0% rating it as very bad. Lastly, the knowledge shared by
subordinate co-workers was rated positively, with 13.2% of respondents considering
it very good and 27.9% as good. A significant portion, 32.8%, rated it as fair, while
24.7% rated it as bad, and 1.4% as very bad.
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Overall, the survey indicates that while knowledge sharing is generally rated as fair
to good across all levels, same-level and subordinate co-workers are viewed more
favorably compared to heads of the office and supervisors or senior co-workers.

Figure 11: Quality of Information Shared by Co-Workers, Based on
Questionnaire Survey, 2024

Percentage of Respondents
Head of the office [l ] |
8 Supervisor or senior co-workers [l I |
& Same level co-workers [N I |
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Question asked: How do you rate the quantity and quality of the knowledge and information shared
by your co-workers?

3.1.5.3 Emotional and Professional Impacts of Sharing Knowledge

The survey examined the emotional and professional impacts that respondents
experienced when sharing knowledge and information with their co-workers .

The most significant impact was seen in self-satisfaction, with 51.9% of respondents
feeling a 'much' degree of satisfaction and 23.0% experiencing it to a 'great deal'.
Learning from co-workers’ questions and feedback was a major benefit for 50.0%
of respondents, who felt it 'much’, and 21.7% experienced it 'great deal'. Respondents
also felt significant trust from co-workers, with 44.6% indicating this to a 'much’
extent and 11.5% to a 'great deal'. Similarly, increased self-esteem was notably
reported by 38.3% as 'much' and 12.5% as 'great deal' (Figure 12).

The impact on popularity among co-workers was less significant, with only 7.7%
feeling a great deal of increased popularity and 28.2% feeling it much. Similarly,
the effect on performance appraisals was modest, with 5.2% perceiving a great deal
of impact and 24.8% experiencing it much. Finally, formal recognition and rewards
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for knowledge sharing are the least frequently reported impacts. Only 2.8% received
a great deal of formal appreciation or reward, and 9.8% experienced it much.

These findings emphasize that sharing knowledge primarily enhances self-
satisfaction and learning from feedback, with notable benefits in building trust and
increasing self-esteem. However, there is a need for improved formal recognition
and better integration of these activities into performance evaluations. Doing so can
boost employee motivation, align activities with organizational goals, foster a
culture of knowledge sharing, and enhance overall performance and development.

Figure 12:Impact of Knowledge Sharing on Individual, Based on Questionnaire
Survey, 2024
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Question asked: What did you feel when you shared knowledge and information with your co-
workers?

Additionally, significant correlations (Annex 4C) between various positive effects
of knowledge sharing were observed. Satisfaction from sharing knowledge was
strongly correlated with increased popularity among co-workers and heightened
self-esteem with significant p-value. Similarly, being perceived as a higher
performer correlated with increased self-esteem (0.382, p<0.001) and popularity
among co-workers (r=0.386, p<0.001). This correlation highlights the
interconnectedness of these factors, indicating that employees who feel satisfied
and recognized for their contribution are likely to experience enhanced social
standing and professional esteem within the organization.

Page| 30



PRI Research Report: Reflection on the Culture of Knowledge Transfer...

3.1.6 Factors Determining the Practice of Knowledge Sharing

3.1.6.1 Motivating Factors for Knowledge Sharing

The survey explored various factors that motivate workers to share knowledge with
their co-workers, revealing several key drivers. Sense of help and compassion was
found to be the most significant motivator, with 30.8% of respondents considering this
very likely and 60.5% finding it likely. This indicates that altruism is a primary driver
for knowledge sharing. Another major motivator was the opportunity to gain more
knowledge, with 27.5% viewing this as very likely and 58.9% as likely - emphasizing
the reciprocal benefits of sharing. The availability of opportunities and platforms for
sharing knowledge also plays a crucial role in motivating to share knowledge, which
got responses from 16.7% respondents as very likely and from 58.5% respondents as
likely. Self-satisfaction and pride in one’s contributions were also found to be important
factors, with 19.9% finding this very likely and 53.7% likely.

Figure 13: Motivating Factors to Share Knowledge, Based on Questionnaire
Survey, 2024
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Question asked: What factors may be motivating workers to share the knowledge and information
with co-workers?

The desire to gain co-workers’ trust and respect was another notable motivator, with
13.7% viewing it as very likely and 57.5% as likely. Trusting that shared knowledge
will be used positively and credited motivated 11.5% respondents very likely and
57.5% respondents likely. In contrast, leadership’s regard for knowledge sharing,
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mandatory sharing, and rewards showed less impact. Only 13.7% find leadership’s
regard very likely and 38.9% find it likely to motivate them, while mandatory
sharing and rewards have minimal influence, with very likely responses at 11.5%
and 5.3% respectively. Overall, the findings show that intrinsic motivators such as
personal fulfillment, the opportunity to gain knowledge, and having structured
sharing opportunities are the most influential factors driving knowledge sharing
among workers. In contrast, factors like leadership support, mandatory sharing, and
rewards are less effective motivators, indicating that personal and relational aspects
are more compelling in encouraging knowledge sharing.

3.1.6.2 Perceived Benefits of a Knowledge-Sharing Culture in Public Institutions

The survey explored opinions on the advantages of fostering a knowledge-sharing
culture in public institutions. There is strong support for all listed benefits, with each
option receiving high levels of ‘strongly agree’ and ‘agree’ responses. Respondents
widely acknowledged that knowledge sharing strengthens knowledge management,
enhances productivity, improves decision-making, reduces knowledge gaps, boosts
employee skills, and supports disadvantaged groups. This broad consensus highlights
the critical role of knowledge sharing in improving institutional performance and
inclusivity, emphasizing the need for its integration into core strategies.

Figure 14: Advantages of Having Knowledge Sharing Culture in Public
Institution, Based on Questionnaire Survey, 2024

Strengthen the system of knowledge repository and
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Question asked: What is your opinion regarding the following advantages of having a culture of
knowledge sharing at public institutions?
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3.1.6.3 Hope for Improvement in Knowledge Sharing in Public Institutions

The survey assessed respondents’ optimism regarding the potential for significant
improvements in knowledge sharing within public institutions over the next five
years. Respondents rated their level of hope on a scale from 0 to 10 where 10
indicates very high confidence and 0 indicates no hope at all. The distribution of
responses reveals a varied range of optimism. A notable proportion of respondents
were moderately hopeful, with 23.7% rating their hope at a midpoint score of 5.
This suggests a balanced view, indicating that while there is some expectation for
improvement, respondents are cautious about the extent of change. On the optimistic
side, 19.5% rated their hope at 6, and smaller percentages, 9.8% and 3.5%, rated
their hope at 7 and 8, respectively. This indicates that some respondents are fairly
confident that improvements in knowledge sharing will occur.

Conversely, a significant number of respondents expressed lower levels of hope,
with 10.5% rating their confidence at 3, and 12.2% at 4. This reflects a moderate
level of skepticism regarding substantial progress in the near future. Additionally,
6.3% rated their hope at 2, and 4.5% at both 0 and 1, showing a small yet notable
segment of respondents with minimal to no expectation for improvement. Overall,
while there is a mix of cautious optimism and skepticism, the predominant sentiment
is one of moderate hope. The data suggests that while there is recognition of potential
for improvement in knowledge sharing, expectations were tempered by past
experiences and current challenges within public institutions.

Figure 15:Improvement in Public Institutions Rating, Based on Questionnaire
Survey, 2024
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Question asked: Given the changes you have seen in the public insitutions within last 5 years, how
hopeful are you that there will be signficant improvement in knowledge sharing in these institutions
in the next five years?
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3.1.6.4 Impact of Proposed Measures on Knowledge Sharing

The survey assessed respondents’ opinions on various measures designed to improve
knowledge sharing among employees. The findings indicate strong overall support
for all measures, with most being viewed as likely or very likely to enhance
knowledge sharing. Specifically, establishing digital repositories and offering
online resources for self-study, along with internal and external training programs,
received high endorsements. Measures that facilitate employee-initiated knowledge
sharing and utilize digital platforms were also widely favored.

Although there was broad agreement on the effectiveness of these measures,
providing study leave, integrating knowledge sharing into performance evaluations,
and offering formal rewards garnered slightly less enthusiasm, with a small segment
of respondents remaining neutral. Nevertheless, the overall consensus is positive,
suggesting that focusing on these areas could further enhance knowledge sharing
and address diverse employee needs.

Figure 16:Impact of Proposed Measures on Knowledge Sharing, Based on
Questionnaire Survey, 2024
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Question asked: Will the following measures, if employed, improve the current state of knowledge
sharing among employees?
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3.1.7 Effect of Age, Gender and Experience

To understand the knowledge, attitude and practice of knowledge transfer and
management in government institutions, Kruskal Wallis test was conducted. Kruskal
Wallis test is rank based non-parametric test that can be used to determine if there
are statistically significant differences between effect of two or more groups of an
independent variable on continuous or ordinal dependent variable (Vargha &
Delaney, 1998).

Table 3 presents statistical results of relationship between knowledge, attitude and
practice of the government employees with demographic factors age, gender and
total service experience in government sector of Nepal using Mann-Whitney and
Kruskal-Wallis tests. For the purpose, questions related to knowledge management
activities and structures, organization knowledge transfer practices and their
involvement in knowledge transfer activities and question like “how often they
share their knowledge as attitude of knowledge transfer”, “how often training,
learning portal, staff meeting” etc. related question were under practice of knowledge
transfer related analysis. From the analysis, knowledge and attitude of sharing
information has significant association with age factor. Similarly, attitude of sharing
knowledge among the high experience staff is likely to have significant association.
Either than that the insignificant result obtained from the participants view concludes
that practice of knowledge transfer and management practices are independent with
an individual’s age, gender and their work experience.

Table 3: Statistical Relation of Knowledge, Attitude and Practice Score on
Knowledge Management Practices According to Demographic Groups: Age,
Gender and Total Government Services, Based on Questionnaire Survey, 2024

Knowledge Attitude Practice
b Median R Median MG Median
Rank (sd) Rank (sd) Rank (sd)
(%) (%) (%)
Below 25 10.45| 1.00 (.00) 59.41| 2.93(0.10) 62.46| 2.66 (0.31)
25-34 38.96| 1.31(0.65) 51.13| 2.71(0.67) 47.54| 2.55(0.59)
Age 35-44 54.97| 1.72 (0.65) 51.79| 2.71 (0.67) 49.01| 2.55(0.56)
45-54 56.34| 1.72 (0.69) 49.59| 2.92(0.71) 57.40| 2.44 (0.52)
Above 55 50.31| 1.5(0.49) 33.70| 2.57 (0.68) 38.40| 2.11 (0.47)
Significance il zlE
gt Wallis 0.001 0.038 0.366
Level
Test
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Knowledge Attitude Practice
LB Median G2 Median L CEn Median
Rank (sd) Rank (sd) Rank (sd)
(%) (%) (%)
Gend Male 53.90| 1.63(0.64)| 51.77] 2.71 (0.68)|  52.01] 2.55 (0.55)
ender
Female 46.80| 1.45(0.73)|  51.87] 2.71(0.71)|  51.31| 2.44 (0.59)
Significance b
& Whitney 0.064 0.979 0.856
Level
Test
f;i;rthan 33.72| 1.27 (0.30)|  70.77| 2.92(0.62)|  55.08| 2.94 (0.38)
Total 1-2 year 37.18] 1.27(0.53)|  64.85] 2.57(0.73)|  48.94] 2.77 (0.69)
S;ggme“t 3-6 year 46.09| 1.50 (0.74)| 5237 2.71(0.73)]  50.84] 2.55 (0.49)
Experience | 7-10year | 46.40[ 1.54(0.62)|  48.96] 2.57(0.61)|  41.75| 2.44 (0.59)
Morethan | 5¢ 00| 1 72 0.67)|  51.51] 294 (0.69)|  56.25| 2.44 (0.54)
10 year
Significance |Kruskal-
Level Wallis Test G120 Bt ezl

Note: Method used - Mann-Whitney and Kruskal Wallis tests (univariate).

3.1.8 Principal Component Analysis

This research used Statistical Package for Social Science (SPSS) as data analysis
tool and adopted Principle Component Analysis (PCA) method. It is used to analyze
the association of major components to apply variable reduction technique. It aims
to reduce a larger set of variables into a smaller set of ‘artificial” variables, called
‘principal components’, which account for most of the variance in the original
variables. The main advantage of PCA is reducing the number of dimensions in
data, without much loss of information. Method for PCA was followed in series of
steps: getting data for analysis, subtracting mean, calculating the covariance matrix,
eigenvectors calculations and eigenvalues of the covariance matrix, choosing a
component and forming a featured vector, and deriving the new data sheet (Abdi &
Williams 2010; Greenacre et al., 2022;Wold et al., 1987).

The cutoff criteria analysis KMO and Bartlett test is the preliminary phase of
analysis for running PCA where the data of the research significantly met the criteria
(higher value close to 1) with value 0.857 (Annex 4D). This test measures the
reliability of the data for factor analysis with sampling adequacy for each variable
(Kaiser, 1970). Further, total variance and calculation of eigen values (Adegbembo
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et al., 2020; Julnes, 1999) is explained in the Annex 4E and Annex 4F. The result of
the factor analysis for the knowledge transfer factors shows that 37 items resulted
in 5 components which have been termed in this study result as “Collaborative
Learning”, “Individual Factors”, “Training and Development”, “Employee
Engagement”, and “Organizational Culture” as shown in Table 4.

Component 1 - Collaborative Learning: The first component named collaborative
learning extracted and explained the cronbach alpha values, range from 0.698 to
0.750, indicating that these items have good internal consistency and reliability.
This component majorly seems to capture the idea of sharing the knowledge and
expertise among the colleagues and supervisors, both horizontally and vertically
within the organization. And hence the term for the component as Collaborative
learning is suitable as it clearly conveys the clear meaning of sharing knowledge
among peers, seniors, juniors. All the six items in the component had a loading
above 0.5 significance value.

Component 2 - Individual Factors: The second component seems to capture the
idea of how employees perceive their social standing within the organization,
including their level of recognition, trust, and self-esteem.

Component 3 - Training and Development: The third component named as
training and development mainly iterated 8 factor loading all with above 0.5
significant values. The factor loading variables majorly seems to capture orientation
and training to new employees, organizing knowledge sharing programs, establishing
digital platform for learning, tours, and external training opportunities.

Component 4 - Employee Engagement: Fourth component from the analysis
majorly includes the participatory engagement of the employees. As shown in table
4, group discussions in organization, participatory meetings, lecture and presentation
within organization, staff meeting etc. with factors loading above 0.5 were major
variables iterated in component 4 named with suitable term as employee engagement.

Component 5 - Organizational Culture: The last component loaded 6 factors,
namely reality based decision making, prioritization of disadvantaged group,
employee improvement with skilled knowledge, strengthen organization system,
productive and effective outcome, reduce knowledge gap between employees with
significance level above 0.5 . These factors were subsequently named organizational
culture.
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Table 4: Factor Loadings From PCA Analysis, Based on Questionnaire
Survey, 2024

Principal .
Compor?ents Variables
Collaborative > Sharing knowledge among supervisors or co-workers (0.750)
learning > Sharing knowledge among the same level co-workers (0.720)
> Sharing knowledge among co-worker under you (0.712)
» Sharing knowledge from your supervisor and co-worker
(0.698)
Sharing knowledge from co-worker under you (0.696)
Individual Popularity among co-workers (0.691)
factors

Increased self-esteem (0.637)

I receive formal appreciation/reward(0.600)
My co-worker trust me (0.582)

Marked me as high performer (0.522)
Training for new employee (0.709)

Training and

development Orientation and training on knowledge sharing (0.686)
Facilitate sharing program (0.652)
Make available materials (0.645)
Establish and use digital platform (0.627)
Employee Group discussion (0.748)
engagement Opportunity for team-work (0.698)
Staff meeting (0.597)
Lectures and Presentation (0.578)
Tour (0.520)
Organizational Reality based decision making (0.709)
culture

Productive outcome (0.635)

Prioritize disadvantaged (0.610)

Reduce knowledge gap (0.603)

Employee improvement with skill based knowledge (0.521)
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3.2 Qualitative Data Analysis

In order to triangulate the findings from quantitative data, the research also adopted
qualitative data collection methods viz. in-depth interviews (IDI), unstructured
questionnaire from the survey tools (2023/24) and public policy dialogue (PPD)
held at PRI in June 2024. Information received from the public policy dialogue
were analysed thematically using excel sheet. The description of the analysis are
presented in this section.

Three major themes were generated based on the unstructured questionnaire that
were associated to knowledge transfer from the respondents. Along with probe
questions, the information were collected via policy dialogue, in-depth interviews
(Annex 2) and open ended questions (Annex 1) from the survey tool. Instances of
the questions include: “What is the current practice of knowledge transfer in your
organization?”, “What positive effect must have been on the worker who shares
knowledge and information with others”, “What factors may be motivating workers
to share the knowledge and information with co-workers”.

In response to the question about positive impact of knowledge sharing among
employees, trust and recognition within the organization were mostly highlighted
by the respondents as it helps to boost the confidence and encourages the employees
on sharing knowledge. Learning through the team and collaboration is the positive
side of the knowledge sharing as this enhances increased participation and make
them feel more invested in the project success. Additionally, the positive side of
knowledge sharing is that it enhances employees self confidences and validates
personal learnings.

Additionally, trust in the organization, institutionalization of service and activities
and sense of community were enlisted as motivating factors, among workers, to
share knowledge and information. The respondents further elaborated that when
workers feel valued and being supported for their contributions, they contribute to
share knowledge and expertise with other. A compulsory employee evaluation
guideline for knowledge sharing, establishing a clear communication channel,
fostering sense of belongingness are the motivating factors that connect people and
ensure community involvement in the organization — as additionally marked by
respondents. Some additional barriers or challenges that respondents highlighted on
open ended responses include silo mentality, unwanted transfer of employees, and
individual’s personal attitudes. Further elaboration of the theme-wise information is
presented as follows.
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3.2.1 Organizational Factors

3.2.1.1 Unclear Polices and Guidelines

Majority of the respondents stated that there is no any formalized knowledge
transfer protocol within their organization. Respondents expressed worry about the
absence of any established programs, procedures or guidelines specially aimed at
facilitating robust knowledge transfer culture. Despite admitting non-existence of
dedicated policy, it was observed that existing legal frameworks and governmental
practices indirectly supported elements of knowledge transfer.

“l am unaware of any specific policy or law regarding inter-employee
knowledge transfer. However, the prevailing legal system and government
office practice do not completely lack infrastructure for knowledge
transfer.”(IDI, 2024/5/15)

On the other side, unpredictable employee transfer is one of the major issues in
systematically organizing the knowledge in an organization. Transfer of civil
servants is designed, in two years, for the sake of equal work load distribution based
on geographical location. However, consequences including disturbance to
information exchange and knowledge transfer have emerged. On the top of this,
unpredictability of transfer/placement among the Joint Secretariats and Secretaries
who are moved regularly due to political changes worsens this problem. Such cases
prevent valuable knowledge and skills from being effectively transferred between
workers thereby hampering institutional adaptability as well as performance
improvement. These circumstances sometimes breed an atmosphere of mistrust and
skepticism among the public sector employees making it difficult to promote
information sharing and collaboration. This system significantly affects how
knowledge is managed within the organization.

Frequent and unpredictable transfers of secretaries is problematic, disrupting
knowledge transfer and hindering office productivity. Instances where secretaries
are transferred within a few days of joining an office serve as clear examples of the
resulting difficulties, preventing the effective initiation of new responsibilities and
the smooth execution of ongoing tasks. Such situation leads to frustration among
the employees who feel that their knowledge are not being utilized effectively and
could create a culture where knowledge is withheld rather than shared. Moreover,
this transfer system can be seen as a barrier in context of civil service to transfer
valuable knowledge among the government employees. Senior staffs, despite their
experience often moved around suddenly, which disrupts their work and limits
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ability to contribute effectively. Consequently, employees may feel frustrated and
demotivated to share their knowledge among others.

Also, there are situations where an individual reserves knowledge and skips
handovers due to undesired or unfair placements which makes employees lose
interest in sharing ideas among themselves. At worst case scenarios, it may cause
for some individuals to erase any traces of their work before they leave the
organization. Dealing with these problems means that some action should be taken
in advance like coming up with policies and framework in place to ensure effective
knowledge carryover on institutionalized basis. These measures help organizations
remain strong in the face of challenging times and maintain high standards of public
service delivery.

Though many respondents agree that certain practices of information management
are included in the current policies, they further add on necessity of the policy that
regulate the system of expertise knowledge transfer and experience among the staff
and organization. Some of the participants hinted that certain organizations of
Nepal’s public administration have been informally practicing information
dissemination through meeting and discussions to update, share new policies and
directives and communicate organizational goals - but these are limited and based
on individual’s interest only. They further hinted that, with the initiation of an
individual, some of the instances of knowledge sharing practices have been done,
which includes the rules of “zero hour meetings”, “weekly update meeting”,
“briefing after the training or learning portals or external visits” etc. But this is not
applicable in the context of other ministries and organizations since its not a
mandatory regulation enhanced via government channel. Hence, policies, act and
guidelines compel people to do the activities. In case of transferring the learned
values and experience during the working tenure of an individual, it becomes an
asset of the organization which needs to be considered as regulatory rule.

3.2.1.2 Training Module

A critical area of concern highlighted was the inadequacy of the institutions training
modules. Despite the existence of training programs, they are predominantly generic
and fail to address specific need or challenges faced by the employees. A significant
number of training participants undergo repetitive sessions without meaningful
updates or practical applications. Moreover, identifying a target group of training
initiatives is necessary for effective resource allocation and prevent missed
opportunities for skill enhancement.
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Most of the training sessions focus on theoretical knowledge or outdated practices
rather than incorporation of existing organizational trends, technological
advancements, or even changing regulatory requirements. Much of it is irrelevant
and does very little to equip its employees with the requisite competencies to
efficiently handle contemporary challenges. Lack of rigorous training modules and
practices highlights problems beyond mere issues of training deficiencies.

Development of knowledge competencies is stifled, innovation is hampered, and
growth in employees of different level is hobbled when training doesn’t progress in
symbiosis with the changing workforce needs and that of the organization. These
gap in training module and practices, as highlighted from the survey, continue to
point out the obvious - that a strategic and adaptive approach must be taken toward
the art and science of workforce development. This requires a focused effort at
overhauling training strategies and practices in the government institutions. It
includes development of tailored training modules in line with organizational goals
and specific job roles, update of content and practical applications, and mechanism
to systematically identify and rank training needs across institution.

3.2.1.3 Hierarchical Sharing Culture

Reporting practice was found to be done by the junior level staff to the higher-level
staff employees. On their part, this reporting mechanism is mutually beneficial; it
allows better organizational performance and innovation, and increases informed
decision-making to apprentice effectiveness and success. The frequency and
intensity of communication among employees can affect the flow of information
within the organization. A flat organizational structure with fewer hierarchies can
facilitate communication among employees, while a hierarchical structure may
create barriers.

The sharing culture shapes how certain information may be valuable and what they
are willing to share among each other within the organization. In a competitive
culture that values individual achievement, employees may protect their knowledge
to keep co-workers in the dark and come out on the top. By contrast, a culture that
promotes collaboration and teamwork is likely to be the one where employees are
much more willing to share knowledge.

Multi-faceted exchange of views, including meetings, discussions, seminars, staff
meetings, etc. held in the office, have also provided the basis for knowledge transfer.
In the public administration of Nepal, which is in a vertical hierarchy, lower-level
officials or employees submit their cases to higher-level officials for decision-
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making and the authorized officials make the final decision. From this, it can be
expected that the lower-level employees participating in the decision-making
process will gradually transfer knowledge from higher-level officials, who have
more work-related knowledge and experience. In this way, knowledge is gradually
transferred according to the learning by doing principle. For this, the head of the
office has to deploy employees by combining experienced and new human resources
in a way that makes it easy for knowledge transfer in a department, branch, field or
office. Since the subject of knowledge transfer is abstract in itself, it cannot be
believed that knowledge transfer will automatically occur if a policy or law is
passed.

3.2.2 Individual Factor
3.2.2.1 Silo Mentality

SILO Mentality encompasses an individual barrier within organization that restricts
the knowledge transfer. While leadership undermines the importance of knowledge
transfer, it implies to the junior level workers to ignore sharing information and thus
can’t move across departments. Secondly, former employees feel threatened by
knowledge transfer and therefore stand to lose their importance as an individual or
expert. Respondents also hinted about the school of thought regarding hierarchy
where senior level employee presents their arrogance: the culture that intimidates
junior level staff or value them low resulting inhibition of open communication.

Further, collective collaborative knowledge transfer requires openness and
willingness to engage with others. A de facto scholar mentality might prioritize
individual achievement over teamwork, making it challenging to participate in
collaborative efforts to transfer knowledge effectively. Also such kind of mentality
may be entrenched in their own methods and perspectives, making it difficult to
adapt their knowledge to different contexts or the needs of diverse audiences within
the organization.

3.2.2.2 Self Satisfaction and Popularity

Several key individual factors significantly influence knowledge transfer dynamics
within the organization. Participants indicated various positive outcomes resulting
from their engagement in sharing knowledge and information with colleagues.
Firstly, respondents reported moderate level of self-satisfaction, while the increase
in self-esteem was notable meaning that personal fulfilment and heightened
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confidence are some of the benefits employees derive from contributing expertise
to others.

Moreover, employees who shared their knowledge tend to feel that sharing
knowledge among their co-worker will upgrade their popularity. This perception
underlines social benefits and positive regard that accompany sharing valuable
insights and information within the team.

Recognition and rewards for knowledge sharing behaviour are likely to have actual
organizational efficiencies and, hence, this culture should be valued in workplace.
In summary, individual’s motives and perception play a stimulating role in efficient
knowledge transfer. Those firms that understand and foster individual factors of
personal satisfaction, social recognition, and professional recognition have greater
potential to create an organizational culture where sharing is actively encouraged.
In large, effective transfer is seen to depend on various motivational methods. Non-
financial incentives in the form of career advancement opportunities, job enrichment,
job security, and employee recognition programs are likely to play important roles
in the free flow of expertise to others from an employee. These non-financial
incentives seem to be absent in the government organizations in Nepal

3.2.3 Physical Factors
3.2.3.1 Technology

Regarding the physical factors of knowledge transfer, participants most significantly
highlighted the term technology. Sharing on the positive note, they expressed that
technological development are driving changes in context of managing knowledge
in government system. Initiating the application of e-governance system and other
online system is one of the biggest example that government is heading towards
new technological development. Participants from policy dialogue highlighted a
crucial point about the use of technology in knowledge and information management.
Though digitization has been in practice along with the development of technology,
participants focused that archiving of the important documents, knowledge,
organizational reporting etc., is still missing in the government system. Moreover,
the need for a balanced approach that leverage technology to enhance, not replace,
vital human interaction in knowledge sharing activities like group work and open
discussion should also be considered.

Organizational support for knowledge transfer is crucial, including providing
resource to the employees, leveraging digital platforms and encouraging participation
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of employees in knowledge sharing program. The respondents of the study
highlighted that knowledge transfer in the government system are informal, and ad-
hoc. Sharing of information only among the close staffs or favoritism overrules the
ethical practices within the public institutions of Nepal.

In-depth interviewee hinted to one of the systems initiated from Ministry of
Information and Communication - “Government Integrated Office Management
System (GIOMS)”. It is a prime example of a well-intended system that isn’t being
used to its full potential. GIOMS is designed to streamline government operation,
including scheduling, task management, day to day updates, calendar and intelligence
processing. However, despite the potential, the system isn’t being fully utilized to
facilitate the knowledge transfer system. It is crucial to prioritize and emphasize the
use of systems like GIOMS from day one, starting with the employee orientation.
By integrating these systems in daily routines and encouraging regular updates,
organizations can foster a culture of knowledge sharing and automatically build a
robust institutional memory.

3.2.3.2 Human Resource Development

From the respondents perspective, another way of support for knowledge flow
initiative is training and development of the employees. From the level of entry of
an employee in the government service, orientation, on the job training, off the job
training etc. make an input to develop knowledge. One of the respondents from
policy dialogue, who is involved in training the government employee, hinted that
employees need to be trained about the importance of managing the information,
utilizing, storing and flow of the knowledge from their entry level at the institution.
Consequently, it supports to systematize the management of information and flow
of knowledge in convenient way.

Majority of the respondents from the interview and policy dialogue agreed with the
fact that training is one of the medium of creating knowledge and can be important
in creating a pool of expert. One notable example provided by a respondent from
in-depth interview highlighted the importance of training of trainers (ToT) as a
means of creating a pool of experts. This approach involves the selection of the best
individuals from previous training sessions via exams or presentations and
conducting a training session for them, thereby equipping them with necessary
skills and expertise to share their knowledge with others. This process can be seen
as a continuous cycle of knowledge transfer, where individuals with expertise can
pass their knowledge to others, creating a ripple effect that fosters collective growth
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and improvement. By adopting this approach, organizations can build capacity,
improve skills and establish a sustainable knowledge management system that
ensures that sharing of knowledge and expertise is not limited to an individual, but
rather is spread throughout the organization or community.

3.2.4 Advantage of Knowledge Transfer

Based on the analysis of interview transcripts, several key benefits of implementing
effective knowledge management and transfer processes emerged. These benefits
were consistently highlighted by respondents and can be categorized as follows.

3.2.4.1 Builds Trust

Participants frequently noted that a culture of knowledge sharing fostered greater
sense of trust within teams and across the organization. They felt that when
colleagues were willing to share their expertise and insights, it demonstrated a
commitment to collective success rather than individual hoarding of information.

“When leaders encourage knowledge sharing, it shows they trust us to use that
information responsibly and for the good of the organization”. (IDI, 2024)

Transparency and openness inherent in effective knowledge transfer mechanisms
reduced internal competition and encouraged a collaborative environment. This
shared understanding and willingness to support each other were seen as
fundamental to building strong working relationships and overall organizational
trust.

“When someone readily shares how they solved a difficult problem, you feel
like you’re all in it together. It definitely builds trust.” (PPD, 2024)

3.2.4.2 Improves Institutional Memory

A significant concern raised by respondents was the potential loss of critical
knowledge when experienced employees leave the organization. They emphasized
that knowledge management acted as a vital mechanism to capture and preserve
this “institutional memory”, preventing the need to relearn lessons or rediscover
solutions. Relying solely on individual memories was unsustainable and risky. They
saw documented processes, accessible databases of information, and structured
handover procedures as essential for ensuring that the organization’s collective
knowledge base remain intact and accessible to future generations of employees.
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This was seen as crucial for maintaining efficiency and preventing operational
disruptions.

“We’ve lost so much valuable knowledge when long-term employees retire.
It’s like starting from scratch sometimes.” (PPD, 2024)

3.2.4.3 Quality Service Delivery

A strong link was identified between effective knowledge management and the
ability to provide high-quality services to the public. Respondents believed that
having access to accurate, up-to-date information and best practices enabled them
to respond to inquiries more effectively, process requests more efficiently, and
ultimately deliver a better experience for service recipients. Empowering employees
with the necessary knowledge led to increased confidence and competence in their
roles, which translated directly into improved service quality. They saw knowledge
management as a tool that reduced errors, streamlined processes, and ultimately
enhanced the public’s perception of government services.

3.2.4.4 Employee Satisfaction

Several respondents highlighted that being part of an organization that values and
facilitates knowledge sharing contributed to their job satisfaction. They felt more
supported, more capable, and less frustrated when they had access to the information
and expertise they needed to perform their jobs effectively. Participants indicated
that the ability to learn from colleagues, contribute their own expertise, and feel
confident in their work due to accessible knowledge significantly improved their
overall job satisfaction. They viewed knowledge management not just as an
organizational tool, but as something that directly benefited their personal
professional development and well-being.

3.3 Discussion

Despite the awareness on importance of knowledge transfer, it was found from the
findings of this research that government organizations still lack precise policy and
rules that speak about the culture of transferring knowledge among the staffs.
Analysis from this research reveals that government system in Nepal tends to
emphasize the technical management of information, prioritizing the development
of tools for knowledge storage and dissemination. However, this emphasis on
technical solutions may be overshadowing the human factors facilitating knowledge
transfer. Despite the availability of the digital platforms and other technical tools,
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the findings suggest that the social and cultural aspects of knowledge transfer are
often overlooked. This could hinder the effective dissemination of knowledge
within the government organization potentially leading to inefficient decision-
making and lack of innovation.

Organization culture, individual factors, training and development, employee
engagement and motivation, information, and communication technologies were
the major variables associated to knowledge transfer iterated based on analysed
information from the respondents of federal employees of Nepal. The findings of
the study were validated with findings of the prior studies, which have stated that
instance trust, communication between the employees, reward, organizational
structures and organizational socialization are the associated factors contributing to
the transfer of knowledge within public institution (Al Alawi et al., 2007; Fong Boh
et al., 2013; Islam et al., 2015; Syed-Ikhsan & Rowland, 2004).

Collaboration and learning between the employees (from junior to lower level
staffs) were the key factors which allow to disseminate the information within the
employees; and can motivate as well as enhance knowledge sharing environment in
the organization. Social interaction (Anjum et al., 2021; Novian et al., 2021; Taskin
& Bridoux, 2010) positively facilitates knowledge transfer. The majority of
respondents' willingness to share knowledge among the employees of the
organization is positively associated factor on knowledge transfer. Findings from
this research are in line with conclusion of prior study indicating that the willingness
to share, and use, and the perceived receipt of knowledge are powerful factors
associated with knowledge transfer (M. Evans, 2013).

Individual factors like trust, reward, performance appraisal, self esteem influence
the organizational culture of knowledge transfer (Al Alawi et al., 2007; Penmasta et
al., 2020; Rahman et al., 2018; Rhodes et al., 2008). Similar findings were iterated
from the current research justifying the result with prior research evidences. Trust
encourages open and transparent communication among the employees and fosters
an environment where employees respect each other’s expertise and contributions.
This mutual respect encourages individual to listen to each other and value different
perspectives, and collaborate effectively in sharing and receiving knowledge
(Hajidimitriou et al., 2012). On the other side, it creates a psychological safety
within teams to feel comfortable taking risk, sharing and admitting mistakes.
Moreover, Aseefa et al. (2014) also highlight that intrinsic motivation is stronger
than extrinsic motivation creating an internal desire and satisfaction to share
knowledge. According to Al Bastaki et al. (2021), intrinsic motivation (behaviours
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that results in pleasure and satisfaction) and extrinsic motivation (financial incentive,
promotion, and development opportunities) are associated factors to promote
sharing of knowledge among the employees.

As explained in result section above, human resource development in the institution
is one of the major influencing factors for knowledge sharing culture in the
organization. Practical and need based training (Anjum et al., 2021) of the employee
are essential to enhance priorly for the development of the expert within the
organization. Government of Nepal though have provision of providing training to
the staffs, identification of need based employees is still ignored. Identification of
target group for the training is ignored and promotion focused training is being
practiced losing the efficiency and exact use of training. The findings align with the
conclusion from prior research as human resource factors like unmanaged training,
staff turnover negatively influence knowledge sharing culture in the organization
(Syed-Ikhsan & Rowland, 2004). Moreover, perceived training opportunities pave
a way for employees on knowledge sharing in the organization (Al Bastaki et al.,
2021). Further it suggests that providing training opportunities can indeed foster
knowledge sharing, but the motivational factors driving employee behaviour play
an important role in determining the effectiveness of such initiatives.

Another study added the value of training as an important factor of knowledge
sharing because engaging in various training experiences can foster a culture of
collaboration by promoting frequent interaction among employees. Such social
interaction leads to the development of shared values, norms establishing an
organizational culture that values continuous learning and encourage sharing of
information (Kuvas et al., 2012). Moreover, adopting the training strategies that
encourage the reflection process, knowledge transfer and creation, experiences to
work on practical problems, discourse practices with collaboration and interaction
can promote the transfer of individual’s knowledge and enhance knowledge
management strategies (Hwang, 2003).

Information and Communication Technology (ICT) is one of the highlighted aspects
from the findings of this research. Federal level employee’s specifically centralized
area is reachable to the updated information and technology. Being an important
factor of knowledge transfer and information management (Ismail & Yusof, 2008;
Rhodes et al., 2008), Government of Nepal also seems to have moderate adoption
of such technology. Findings from the questionnaire survey data indicates that full
fledge adoption, effective utilization and monitoring is still lagging in federal
ministries of Nepal. ICT has revolutionized knowledge sharing by removing the
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temporal and spatial barriers, enabling global collaboration and access to unlimited
information. ICT has increased the convenience on digital resource accessibility,
virtual community collaboration and also has enabled the expert knowledge sharing
platform. These benefits of ICT have transformed the means of sharing knowledge,
making it accessible to anyone, anywhere, anytime (Hendricks, 1999). Another
research highlights that the adoption of ICT in product development can result in
distinct approaches to knowledge transfer (Corso & Paolucci, 2001). According to
Corso and Paolucci (2001), firms usually stick to the prior chosen approach,
strengthening old mechanism of knowledge management and thus giving higher
priority to efficiency more than innovation. This is also supported by the idea that
the diffusion of ICT adoption may increasingly constrain switches to new
communication channels and organizational routines, which would then make it
hard for firms to shift from one approach to another. Moreover, common ways
through which manifestation takes place include automation of design activities by
reusing knowledge through design solutions and knowledge recombination for new
design solutions (Corso & Paolucci, 2001).

On the other side, organization silos are negative factors affecting transfer of
knowledge in government institution of Nepal, stemming from embedded
departmental boundaries and focus on individual objectives. The study conducted
in the Finnish energy sector company illustrates how these silos hinder knowledge
transfer by isolating decision-making and fragmenting knowledge management
activities and practices (Forsten-Astikainen et al., 2017). Further the research adds
that silos restrict flow of information and expertise across departments, excarnating
challenges in collaboration and innovation within organizations. Such mentalities
often lead to isolated pockets of knowledge that are not effectively shared or utilized
across organizations.

According to N. Evans (2012) and Bakos (2020), Communities of Practice (CoPs)
emerge as a promising strategy to mitigate the silos effects on knowledge transfer.
Designing the practices can break down silos and facilitate the sharing of valuable
insights and expertise. Further, N. Evans (2012) also identifies a paradox, CoPs
have potential to bridge silos, and they can also inadvertently reinforce them if not
managed strategically. For the purpose, human resource management should take a
role in managing and fostering CoPs. The human resource (HR) function, for
instance, plays a pivotal role in managing competencies and fostering CoPs that
transcend silos. It is crucial for HR managers to develop competencies beyond
traditional HR roles, understanding the broader business context and actively
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promoting cross-functional CoPs that enhance collaboration and knowledge
integration across the organization. By promoting a collaborative culture and
strategically leveraging CoPs that span across silos, organizations can effectively
overcome silo mentality barriers and enhance their capacity for innovation and
informed decision-making (Bakos, 2020; N. Evans, 2012).

A study conducted in Malaysian government agencies concluded that dysfunctional
bureaucracies, information technology, cultural adoption and training were the key
issues of sharing knowledge among the employees (Othman & Egbu, 2010). Further,
it sheds the light on the fact that enhanced effective leadership with strategic
alignment and capacity building among the working teams can balance the
knowledge sharing environment in the government organizations. Adding evidence
by Matherly and Al Nahyan (2015) on the value of leadership as associated factors,
fostering policies and strengthening the employees trust for promoting transparency
(Casalino et al., 2013) can contribute to the knowledge sharing approach in the
organization. Moreover, employees’ qualifications, motivation and receptivity
characteristics also play major role in effective management of knowledge flow
within the organization (Matherly & Al Nahyan, 2015).

In absence of a structured system, the decision-making process may slow down,
leading to less effective outcomes (Wu et al.,2021). These slowdowns can dismiss
the motivation and morale among staff members, thereby hindering professional
development. Additionally, it could create a gap between employees with valuable
knowledge and those in need of'it. To facilitate knowledge transfer and management,
every official should establish guidelines, policies, or records documenting
knowledge and skills. Archival of the available documents and formal digitization,
that can preserve the expertise, is missing and should be monitored and managed
time and again. It is thus necessary to ensure that employees services from the early
stage of their entry, employee transfer, grouping, and promotions are made clear
and predictable, and necessary legal and policy reforms are initiated.

Moreover, it is essential to mandate minimum entry training of thirty working days
for all employees across different levels. This training should focus on transferring
knowledge related to office operations. Additionally, on the job training can be
provided during the service entry training period. Discussion meetings, seminar,
zero hour meeting, gathering helps to facilitate the exchange of experiences and
knowledge among the employees. Each employee should have the opportunity to
share about challenges faced during the week - this can motivate the employees as
well as create trust within the organization. For knowledge management and
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knowledge transfer, every office must have a law, policy or any guideline regarding
knowledge and skills that can be documented. A record management system based
on the latest information technology should be adopted. Preparing and implementing
the standard operating procedure (SOP) for offices related to public service delivery
is advisable. Standard templates of documents to be used in government work
should be developed as much as possible, including application format, comment
format, decision format, minute format, etc., that are to be submitted by the service
user. An example may be the form of a petition submitted by the client that is
available on the Supreme Court website. If this is done, the new employees in the
office will be able to work quickly based on the available framework, and the
transfer of knowledge will be easier.

In conclusion, government institutions of Nepal must focus on clear and straight
forward policy to step ahead in terms of managing the knowledge flow in the
organizations. Though some policies have tried to touch the management of the
information in Government of Nepal, proper archiving system, orienting the
importance of knowledge, openness of transferring knowledge from expert to new
comers, organizational culture of sharing of information and knowledge among the
employee must be implemented to build an effective organizational system.
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CHAPTER 4
CONCLUSION AND RECOMMENDATIONS

4.1 Conclusion

This research aimed to explore the perception of civil servants on knowledge
transfer within government institutions, focusing on how these entities organize,
share, and leverage information for effective governance. The study sought to
identify the reflections on current practices, assess factors influencing knowledge
transfer, and pinpoint barriers hindering these processes in Nepal’s government
organizations. By integrating both quantitative and qualitative data-through a
survey of 287 employees, interviews with 25 key informants, and discussions in a
policy dialogue program-the research provides a comprehensive view of knowledge
transfer dynamics within Nepal’s government institutions, revealing both underlying
strengths and critical areas for improvement.

The survey offers an in-depth exploration of knowledge management practices,
attitudes toward knowledge sharing, and key factors influencing knowledge sharing
in government organizations. Findings reveal a general appreciation for the
importance of knowledge transfer and sharing, though inconsistencies in
implementation and awareness are evident, particularly regarding top-down
knowledge flow. Results suggest that fostering a collaborative culture, supported by
digital tools and formalized structures, is essential for enhancing knowledge sharing
and organizational learning. However, there is a clear need for improved leadership
engagement and policy development to ensure effective integration of knowledge
sharing into organizational frameworks.

The knowledge transfer that actually occurs in state bodies, is generally carried out
on an informal, discontinuous and non-institutionalized basis. More often than not,
government staff are aware of the need for knowledge sharing but the formal
mechanisms that should foster this process are still in their infancy. While knowledge
sharing is rarely a subject of discussion in workplaces in most state bodies,
respondents believe that ICT, discussions, teams and learning are important factors
that would promote knowledge sharing. The trends in the use of new technology for
knowledge sharing, as well as developments of the so-called repository systems,
indicate that they are undergoing a dynamic process of knowledge management in
state bodies. It should be however noted that the formulation of an official policy in
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this respect is lacking in many state bodies and therefore on a systematic basis, it
does not develop.

The study indicates that knowledge sharing occurs most frequently between civil
servants on an equal footing within a given department. The fact that civil servants
rely more heavily on their counterparts of equal rank or subordinate civil servants
than on their superiors or department heads illustrates both the spontaneous and
informal nature of working relations within governmental institutions as well as the
lack of upward flow of knowledge within organizational hierarchies. The exchange
of knowledge between civil servants has both personal and professional impacts
that are extremely positive and, in practice, help to boost the civil servants’ self-
assurance and their professional connections and learning opportunities. Although
sharing of knowledge between civil servants has a very favourable impact in
practice, its absence from systems of appraisal again fails to act as a sufficient
motivation for staff to consistently share knowledge and, accordingly, to adopt
more innovating working methods in practice.

Quantitative and qualitative findings confirm that intrinsic motivations remain
important for knowledge sharing activities. Staff are more motivated by factors
such as enjoyment, learning and career development rather than extrinsic rewards
or mandatory requirements. There was a high level of agreement that knowledge
sharing would contribute to better information and increased capacity at the
organizational level. However, there was a degree of scepticism regarding the extent
of improvement that could be achieved, largely due to perceptions of the ongoing
constraints and obstacles within the organization including poor policies, inadequate
institutional support and the poor experiences of previous reforms.

The qualitative analysis gives a deeper insight of the barriers — structural and
institutional - that affect knowledge transfer in public institutions. An important
policy gap exists because of the lack of procedures, guidelines and mechanisms that
regulate knowledge transfer in these institutions. Many knowledge transfer activities
are still viewed as formal procedures of passing over documents and materials as
opposed to a sophisticated form of sharing expertise, skills and accumulated
knowledge. The policies governing the transfer of civil servants are the major
constraints, which undermine the continuity of programmes and knowledge sharing
at the institutional level. Transfers are carried out frequently and sometimes in an
unpredictable way, which causes disruption to on-going projects and continuity of
knowledge in the institutions. The posting of civil servants is often decided
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politically and operationally, which does not guarantee adequate retention of
knowledge in the organization.

The level of technology used in public institutions poses both opportunities and
challenges to knowledge management. While the use of technology in public
institutions has brought about numerous benefits such as streamlining public
services through the use of digital governance systems, they are still not being
maximally utilized for knowledge sharing and organizational learning. The
Government Integrated Office Management System (GIOMS) for instance, is still
being heavily relied upon for administrative tasks, which does not amount to
creating a knowledge base that can be leveraged for organizational learning. The
existing archiving system 1is also not adequate and technology is not yet fully
integrated with human relations that are central to knowledge sharing.

When employees are not motivated to share their knowledge, then the organizational
culture of the workplace can become a factor. A competitive or authoritarian culture
can prevent staff from sharing knowledge, while a more collaborative culture -
where communication is encouraged, can promote knowledge sharing. Rewards
and respect from management and peers are important in encouraging knowledge
sharing behaviour. Staff who feel appreciated by their manager and colleagues are
more likely to get involved in knowledge sharing activities. Without appropriate
recognition and support, closed-minded departments can prevail and cross-
functional working is obstructed.

Individual motivations reinforce cultural factors. For many employees, sharing
knowledge provides personal gratification, a way to gain recognition as an expert
and to increase the chances of career advancement. However, since non-monetary
incentives such as career development, job enrichment and recognition are not
forthcoming, the motivation to share knowledge will continue to rest solely with the
individual rather than being enabled by organizational systems.

Training, capacity building and skills development have also been examined and
some interesting gaps were identified. Despite the fact that a significant number of
capacity-building events such as conferences and working group discussions are
being organized, a great number of trainings have been described as being basic and
irrelevant. More advanced skills need to be incorporated into training programs in
order for staff in public sector institutions to effectively capitalise on digital
technologies, collaboration platforms and other innovative approaches emerging on
the scene. Online learning platforms, on-the-job training, staff knowledge-sharing
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visits are not sufficiently exploited. Many employees are therefore not prepared to
adequately and efficiently discharge tasks related to knowledge management such
as developing documentation, for example concept notes and terms of references,
managing digital repositories and the dissemination of learning resources.

Further this study suggests that the transfer of knowledge in public organizations is
the result of the interaction of a number of factors, among which are policies,
organizational culture, technology and individual motivation. There is a growing
awareness of the importance of knowledge sharing and the tools for electronic
learning and knowledge sharing are being increasingly used. However, there are
still a number of barriers which have to be addressed through the reform of
knowledge management policies, creating a more conducive organizational culture
for learning, improving the use of information technology and designing training
activities that better meet the needs of the institutions. Ultimately, improving
knowledge transfer in public organizations can lead to better retention of knowledge
and to more efficient policy making and service delivery, thereby reinforcing good
governance.

Overall, the study highlights a pressing need for strategic enhancements in
knowledge management practices, encompassing policy reforms, cultural shifts,
improved technology utilization, and more effective training programs. Addressing
these areas will be crucial for developing a more cohesive and efficient knowledge
transfer framework within government institutions, ultimately contributing to better
governance and institutional performance.

4.2 Recommendation of the Study

Knowledge flow and information management in every organization gives a sense
of effective organizational strength of preserving the human capital and boost
knowledge economy of the organization. Sharing and transfer of knowledge by an
individual is a hard aspect to enforce since it depends on the nature of individual
themselves. Hence, managing knowledge is hard in itself, but developing an
environment for creating knowledge, sharing, transferring and applying is possible.
An inspirational quote mentioned by Larry Prusak states “If you have one dollar to
invest in knowledge management, put one cent into information management and
99 cents into human interaction”. The findings of this research also has focused
that government organizations though have transitioned to latest technological
advancement, still lag on effective human capital management.
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Though several organizations with their inter-organizational members effort have
practiced some activities like zero hour meetings, knowledge exchange program,
higher level authorities activities sharing program,it should not only be limited to
an institution. It needs to be practiced as a rule in every organization digitizing all
those information in accessible manner. Based on the findings above, some
recommendations have been provided as follows:

A. Establish Formal Knowledge Transfer Protocols

Alegal structured framework to enforce knowledge transfer can hook the employees
on knowledge and information management. As discussed earlier, an individual
understands the importance of knowledge transfer but they either fail to do so or
skip it easily as it is not mandatory - being an unpunished act. A mandatory procedure
from the policy level is essential to endorse the importance of human capital
management of the organization.

a) Develop comprehensive guidelines: Government organizations should create
and implement formalized guidelines for knowledge transfer that outline procedures,
roles, and responsibilities. These guidelines should emphasize the strategic
importance of knowledge exchange and include mechanisms for documenting and
sharing expertise both vertically (from senior to junior levels) and horizontally
(across peer levels).

b) Incentivize knowledge sharing: Incentives such as recognition programs,
career advancement opportunities, and other non-financial rewards motivate
employees to engage in knowledge sharing. It is important to ensure that these
incentives are integrated into performance evaluations and organizational policies
to encourage both vertical and horizontal knowledge exchange.

¢) Knowledge fairs and skill exchange workshops: Regular programs for foreign
visits, training, national seminars, or exchange of work experience should be
conducted at the institutional level. Practices like Friday experience sharing program
in Planning Commission, Sunday informal meeting in Finance Ministry have
created a culture of strong communication and learning. It is necessary to generalize
this in all organizations.

d) Include knowledge transfer in performance evaluation: Indicators like
knowledge transfer, training, peer support should be included in the annual
evaluation of employees.
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B. Enhance Leadership Engagement and Policy Development

Communities of practice are the peer network of practitioners within the organization,
who help each other by sharing their knowledge. As discussed in section 3.1.8,
collaborative learning is one of the factors contributing to knowledge transfer as all
level employees play equal role in contributing towards knowledge transfer in the
organization. Minimized social interaction (face to face, person to person interaction)
caused by technologies are somehow incorporated via communities of practice in
every organization. Hence following points are recommended based on the research
findings:

a) Strengthen leadership commitment: Increase leadership involvement in
promoting and supporting knowledge transfer initiatives. Leaders should actively
champion knowledge sharing and model best practices, facilitating both top-down
(vertical) and lateral (horizontal) knowledge dissemination.

b) Integrate knowledge sharing into policies: Develop and incorporate knowledge
management and transfer strategies into organizational policies and frameworks.
Ensure that these policies promote both vertical and horizontal knowledge sharing,
and are communicated clearly and consistently across all levels of the organization.

C. Leverage Technology for Improved Knowledge Management

With the development of new technologies, Government of Nepal has introduced
various technologies and government portals to facilitate day-to-day working and
service delivery. But the status of effective implementation with full fledge of
application of such system has still not been met. Some organizations have enhanced
and mandatorily applied the technologies in the government system, such as
archiving the information with digital technology, online learning portals, zoom
meetings, online training programs etc. However, such systems often miss to
incorporate the daily activities of employees with auto create and saving mechanism
that retain the information in the system for longer period of time. Modification of
organizational and physical structure should be done so employees can work in
groups and adopt the group working system over time.

a) Utilize digital tools effectively: The use of digital communication tools and
knowledge management systems, such as the Government Integrated Office
Management System (GIOMS), should be expanded to enhance information sharing
and accessibility. It should be ensured that these tools support both vertical and
horizontal knowledge transfer and are integrated with organizational processes.
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b) Improve archiving and integration: Government should develop robust
systems for archiving important documents and knowledge assets. Integration of
technological solutions with human interaction is deemed important to facilitate
seamless knowledge transfer across all levels and departments.

D. Customize Training Module-Align Training With Organizational Goal and
Job Responsibilities

a)

b)

Address training gaps: It is suggested to identify and address gaps in current
training practices by incorporating modules that cover evolving job requirements
and knowledge management techniques. Training content should be regularly
updated to reflect changes in technology and organizational priorities,
supporting effective knowledge transfer across all levels. Though government
institutions have included training in the organizational management system,
the contextual inadequacy of training module should be addressed to enhance
effective organizational performance.

Targeted training initiatives: For the purpose, a customized training program
that aligns with the organizational goal and specific job role should be
prioritized. This will ensure that training is tailored to meet the need of the
employee as well as of organization rather than generic and repetitive training
sessions. The training approach and content should be updated and with
practical implications to ensure its relevance and effectiveness.

E. Address Transfer Policy Challenges

a)

b)

Review and revise transfer policies: Government employee transfer policies
need to be re-evaluated and adjusted to minimize disruptions to ongoing
projects and knowledge continuity. This should consider implementing
strategic placements that align with organizational goals and knowledge
management needs, ensuring both vertical and horizontal knowledge transfer
is maintained.

Mitigate political and operational influences: It is essential to balance the
impact of political and operational factors on employee transfers with the need
for maintaining knowledge continuity and project stability, taking into account
both vertical and horizontal knowledge sharing.
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ANNEXES

Annex 1: Questionnaire

(https://forms.gle/6GQ5ZB3GwWvpvk2r8)
(If you want to fill the form online scan the QR code)

LELUIVEEIE )
AT TRl FHANIEE,

T WHRH! s a0 (Ug® agh) A Aqa-ae FasHd TMIeh! e
FHAEEAT T FEAaH] GEpid” [Ame UF  Aqa-amel Radamr  awomt
TEIEEHT FeTdarall ¥ TAHHA /ST A qae Meed! § | F FaEvm aeney
TEAEEHT HHAGET A T oD ARIRFH] AGEdT o G T TGS Ha4 e
i W= AN YTEE AUHT T |

AUEHT AR Fraeuers gy e gl T qurder WUl Iae @ el qeargs®
QIO ARt TG | A ATEEEAIE ATUHT by T gend Bl are el
TR T WD G T |

TULHT FEATHT AR TTEE AZIS T AAAT T2 ATIAT T&HT G |
T

o B! T BEAFU AT U S0 HHAET WUHT HE, [, FER 990 Jq@ase
I HHAAEEEE AT Y& T ATIIAT WA TR ) |

o TEAT BEAAUT HehHHIEEEd, aNE HHAAE HHE HHAEEH, Uh mar a1
oRTaTE. AT eIt/ AT FHATEEHT a1 o Asae FHaeel g1 a4 |
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o T EEAALUTHT R B mEr a1 R B e qear ¥ wier o
Faa v SfET S FHEET HUST [ qAT ATHE AT HHANHT gEa-aiol qHA
EEISEN

% qUIS TGl a9 AL el g e d8 9 7

ey / A
Section I (VS
Personal Details (ARG f&a<m)

1.Please provide general information about yourself.
(F9T fegua safhd &eER W)
1.1 | Job Title (42)

1.2 | Office (i)

1.3 | Department (fo¥mT,/ <mr)
1.4 | Age range (SHX ¥9) Below 25 (RY% =¥ w=a1 H)
25-34 (R¥-39)

35-44 (34-¥Y)

45-54 (¥4-4%)

Above 54 (XY H=aT )

1.5 | Gender (fergm Male (9&W)
Female (Hfeam)
Other (37)

1.6 | Service experience at current | Less than one year (U a9 Wwal %¥)
office (BT AT T4 | Between 1 to 2 years (TF 2 75 o)

AT Between 3 to 6 years (9 3fg & &)
Between 7 to 10 years (I1d IR T2 1)
More than 10 years (39T aWHwaT HI)
1.7 |Total Service experience at|Less than one year (& a¥ 9wl &H#)
government  service (FN | Between 1 to 2 years (TF 3 35 )
S T F L) Between 3 to 6 years (9 3@ & &)
Between 7 to 10 years (ITd IRg T9T 1)
More than 10 years (38T aW9waT HI)
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Section IT (@S R)

Knowledge Management Practices in Government Organizations
o

(HLPT HSITETe & HT AT cqITY[UDh] A+ATHe &)

2.1. How often is the term or concept of “knowledge transfer” heard in the

workplaces you have worked in? (THEel HTH THAUHT HIATAACEH HHATIHT [HEHAT
T HHEH] [AAGATHT “HF AT 9ol qeardel Al ATLRIN Bicbl Fiieeg?)

Always (?T%)
Often (9171)

Rarely (%)

o O O O O

Never (F&e 9 &)

Sometimes (FEHIE)

2.2. How much do you agree that the following activities and structures should be
there for knowledge transfer in government organizations? (FXHT FIITETH g‘;i;ﬁ
M FEAARUMT SETAHT Ay T ERAeedrs qeaig®d e |)

Activities

Strongly
agree

(o

&)

Agree
(FEH®D)

Neutral

(qeTR)

Disagree
(rgeHD)

Strongly
Disagree

(T

AAEHN)

Information-rich website
of the organization
(T BT
EELIETA)

ICT available for the
workers (FHaATHT T
I T AR H&A (e,
THA ¥ a7 efvea avush)
EARCE eI

Training to teach new
knowledge and skill (4t
T A9 RHGT qMerdbT
EER:))
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Activities

Strongly
agree

(T

HEAq)

Agree
()

Neutral
(dce)

Disagree
(FFEHD)

Strongly
Disagree

(T

AGEH)

Frequent collective
discussions (FEATAT
HfeE FHA FARARE
WETEH)

Environment for free
expression (FEATHT
Fexargde are afer
AT

Frequent opportunity for
teamwork (FHT THIHT
THfEF HH T qe T
Ry srarea)

Supervisors and senior
workers willing to teach

(RETeT qoR guiaa® X
o =)

Workers dedicated to
work to learn from
experience (ATHAAT
arg WAL BT FHidd
FHHAT)

Environment and
opportunity for all to
share their new
knowledge they have
acquired (F5 HHA
AET el T AW 7t
FURE dfg AT T
AT
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Activities

Strongly
agree

(T

)

Agree
(|eHq)

Neutral
(qeex)

Disagree
(FFEHQD)

Strongly
Disagree

(T

AGEH)

Must hand over
documents and
information apart from
material items at the time
of transfer (q%1 gar
SRS T TEAEE
T G U FEAART )

Special evaluation/reward
for workers who trains or
shares knowledge (Tt
a1 T aAr g g
FHHA D! AT HedgH
)

2.3. After answering the previous question, do you agree that there were structures
and activities of knowledge transfer in your office without actually using the term

“knowledge transfer”? (SAfereetl FeaH! IR [TgTHIN, TUEATE TUSHT HIEATATAT “F1
BEAALT” WeEHT AN WS U S Bedaiuiadl OOl T HIH HILeh! 8g Aol

Hide! TEAd TIg75?)

o Strongly agree (I ¥gHq)

o Agree (9g¥Hd)
o Neutral (d2¥)
o Disagree (319gHaq)

o Strongly Disagree (q07 qeHd)
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2.4. Are there following structure/tool within your organization? TUIEahlI TEATHT
TEAHT T G ?

Yes, in different Do
Yes (8) structure with No | not
Structure/Tool similar function know
T wpRE ww | F0 | (o
T FF G )

Dedicated knowledge
management department/branch
(AT I eFaeade ArT/eman)
Training unit (ATTA 2@
Institutional repository system
(HEIWTT TEATATE®H] AT
FUTTAT )

Institutional social network
(Facebook, X, LinkedIn, etc.)
(FEAHT IS FHA)

Radio program (€T AT
EaREZ:))

TV program (FEemah! fWit
EaREZ:))

Dedicated unit for public
discussion/dialogue (ITas
FTEH/FAEH] AN GAGT THTS)

2.5. Does your organization have any rule, procedure, guidelines or directives
related to knowledge sharing and management? (F TUEH] TGISTHAT A ATGAIL
AT S AT qeafeerd % 5w, Bty =1 FEfers g7)

a) Yes, clearly defined rules, policies and guidelines (&, TI¥ ®THT qeAa it
o, FrifEry, M)

b) Yes, not clearly defined as Knowledge Transfer/Management, but some rules,
policies, guidelines, or institutional decisions which cover such subjects and
functions (T, TIE EIET F9 EEAFARV STIEIT qe ATHAIE WY T Hal AT
o, FrifEly, MR a1 GeanT FuEEHr R b qHeTE g)




¢) No (&)
d) Don’t know (&TeT )
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2.6. How often does your institution organize the following capacity building

training? (AISHT Tl <@TAHT [HRwHT Ao fawmen

TS T2

a) Often: More than 3/4 times in a year (Fr%el: @@ 3/Y vaw)
b) Sometimes: More than once in a year (Flecl®ie: a9dT UF qakh W=l A&
. IYAT U USH AT 91 Aeal HH)

c) Rarely: Once or less than once a year (

d) Never: Never happened (Ffecl 9 THUHI)
Mark only one oval per row (To4® JEHHI USel WA BF TISIe™)

FeqTHT

Capacity Building Activities

Often
(=)

Sometimes

(Fa=1E)

Rarely

()

Never (Hf&ed
YD)

Training conducted at the
organization (FTAIH AT
SUGED)

Training at other institutions
(I GEIHT AN el (27!
)

Tour (AAAEHT THT)

Learning portals (AT e
I |l Aoz suded)

All staff meeting ('{:léf FHHAT R
FSF)

All officer level (AIFHa AAD!
)

Group discussion on internal
issues (AT HITHATHT AHREH
ENETN))

Lecture/presentation on various
topics (Rfag  fawoem  wa=s/
Sl L)

Opportunity to be in a task team
(FTF T FIRX BT T A=)
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2.7. Please answer the following questions regarding opportunity of training and

study for you. (qUTEHATE WH T T HETITHT HAFLAN THT I (AR

Activities

Yes
€))

No
(%?) know (&8t

Don’t

ER)

Is there a rule that gives you privilege to take training

abroad? (AUE THI GIAAT [FAITAT dlfer® for w9
a3 | o)

Have you ever taken training abroad on government’s

expense (TUE TH @uHT fa<erd qed o o
T F?)

Is there a rule that gives you privilege to take study-
leave?) dUET eae ot e Faw g2)

Have you taken study leave? (duéel steqad ferar
ferest 57)

Section II1 (@S 3)

Attitude of Knowledge Sharing (T QYR G4l TAATEN)

3.1. During your career, how often did your co-workers share knowledge and

information with you?

(AUEATE TS D! HIAHIAHT THSHT TebHEET A T ol HiH! dA1g?)

Levels

Always | Often | Sometimes

@ | @) | FReEE)

Rarely
(s

Never

i)

Head of the office (Fm@aa
TG

Your supervisor or senior co-

workers (TUEHT ARAEAF a
T FedHiee)

Your same level co-workers

(AEHT THFEN TewHHze)

Co-workers under you (qUrs
HAAEAH] HHABE)
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3.2. During your career, how often did you share knowledge and information with

your co-workers? (FATEeT TATEPT FEFITHR TUAEHT FeFHEEETE FT T T BcH!

FtgTwar q?)
Always | Often | Sometimes | Rarely O
LEsEE @ | ) | @) | (@) ‘I‘T@( 3«)

Head of the office (Fmed
THEATS)

Your supervisor or senior co-
workers (TUEHT FaRAGH a1
ARE FEFHHBEATS)

Your same level co-workers

(AIEHT GHFHET TeHHEEs)

Co-workers under you (qqT8
AAeqHT HHANEEATS)

3.3. How do you rate the quantity and quality of the knowledge and information

shared by your co-workers? (AUEcl ATFAT GEHHICT SSTHTHT FF T FoAHI AT T

TS HEY HeAgH THE-5?)
Very Poor/
Levels Excellent | Good | Good Fair Zero
() | @AY | @) | (=ais®) | (@@
KD )

With the head of the office
(FTATAT THE)

Your supervisor or senior co-
workers (qUEa®T FURAGH =T
EECIGEERIEES)

Your same level co-workers

(AUEHT qUHET TEHHEEN)

Co-workers under you (TdT8
HAAEAH] HHABE)
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3.4. In your view, what positive effect must have been on the worker who shares

knowledge and information with others? (FgHIET S T T Al HHAR FTHATS
b HUAN T B! GHcHD AL T G T el ANag qa5ers?)

Very
Likely
@
e §)

Positive Effects

Likely

(T
)

Neutral
(=T
RICTE))

Unlikely
GERE
ER)

Very
Unlikely

q g
ER)

Self-satisfaction (TcH-

=)

Popularity among co-

workers (FHATIATST
KIEAERLs)

Marked as higher
performing (3=

HEGEAET T TIHT
afg= )

3.5. If you think there are other reasons too, please share here in bullet points (=

FRUEE UM G A1 ANg W JIRT €IH7T Tl edale)

3.6. What did you feel when you shared knowledge and information with your co-
workers? (TUET TEHHET T T FoT TG % ATHG TLHAT?)

Impacts

Great Deal
(afr %)

Much

@

Somewhat

(%)

Little

(0

Never

(3r8)

I felt satisfaction (STCH-T=qE
ERUCIRIEY

It increased my self esteem

(W ATHIF )

My co-workers trusted me

more (W0 TeHHEE HATS
EREECIREEICIICY
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Impacts

Great Deal
(afr )

Much | Somewhat | Little | Never
@Y | @& | @ | @D

Popularity among co-

workers (ﬁﬁ'ﬂtﬁ q
BT 9Y)

I also learned something
from co-workers’ questions

and feedback (TeaHiaT
e T qEdETe Her i
EZIMEED)

Ireceived formal appreciation

/reward (Hel THAT/
TEHR T qT)

It impacts on performance
appraisals (T8 ¥
FHTIATFIET AATSHTAT AT
NG

(I ATRTHISTHATE AGT U B o)

Section IV (@€ ¥)
Factors Determining the Practice of Knowledge Sharing

4.1. What factors may be motivating workers to share the knowledge and information

with co-workers? (SEIHT HRF Tcdee Tl HHANEE ATFAT FehHHcTs AT T G0
AT IRA WH Fg, 71 HIAA qULH! =R F F?)

L‘l]le(gy Likely | Neutral | Unlikely UX?lrcyely
Factors W | (3 (F¥a
T | T F)
Due to sense of help (F&aRTHT
RIERIE))
For self-satisfaction and pride
(SATeH-Tef® T TRFHT AR
Knowledge sharing is
mandatory (I AT
ElEZEARREDE I Ea )
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L‘:le(gy Likely | Neutral | Unlikely U:ﬁlr(ily
Factors T | (" CLaE]
@ Vg | wRed | a0 | (T
TE) T )
Sharing one’s knowledge

helps to gain more knowledge
(I AfEaT ATEeT 9 [l
W)

Trust others for credit and
positive use of knowledge (3@
ST HIHA AT AAHI GHRIHE
STINT GFaodT A€ e
)

Opportunity and platform to
share knowledge (I sifg
AT T WEHH q0R)

The leadership or the
administration regard
knowledge and information as
good thing (T T =T
IS Jqcd a1 TemEeT TE
A= 70

Those who share knowledge
get rewarded (ST =gaT IL&FHA
&1 970

To win co-workers’ trust and
respect (FEFHHEEH! @A™ T
TR TS 1)

4.2. If you think there are other reasons too, please share here in bullet points (7
FROEE UM G 971 AN g A JaRT €IH7T Ta&! edala)
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4.3. What is your opinion regarding the following advantages of having a culture of
knowledge sharing at public institutions? (FXHRI TEAEEHT AT FEAAIHT eI
g EIH BIEEREAN TUEH A0 & T ?)

Strongly Strongly
Agree | Agree |Neutral | Disagree | Disagree

Advantages (‘I"f (FEHQ) | (ACTY) | (A9EHA) (‘I"‘f
&) SRR

It makes employees more

knowledgeable and higher
skilled (FH=0EE =G ST

T ¢l [ WUH BT TE)
It reduces the gap of
knowledge between

employees  (FHAIGEEH
TWH AT T GEATH USRI
G ed FH §79)

It specially helps the
employees coming from the
disadvantaged social groups
(AT A THEETE AT
FHAATS @9 HEd TEH)

Institutional decision-
making will be more reality-

based (FFATel = i =y
TAHAT AT E789)
Institution will be more
productive ~ and  more
effective in their objectives
(FEr = Joareefia X
FAEH T5)

It will help strengthen the
system of  knowledge
repository and management
at the institution (FEmH
ST HUSR T EAFEAGT T
FUEAl A & HEd [08)
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4.4. If you think there are other advantage too, please share here in bullet points
(I FIZEEE UM G A AN W JaNd €A T8T Tedara)

4.5. Given the changes you have seen in the public institutions within last 5 years,
how hopeful are you that there will be significant improvement in knowledge

sharing in these institutions in next 5 years? (TS <l HTH THT FEAHT Td ¥ q9AT
W ARE ATUT T, T ATIICAT SATH TTHUET A ATIAT Y A S ARFIETHT

AT Jeered AR G TS BT AT gaeea?)
0 - No hope at all, 10 - very confident (0 - #TEMEEM, 40 - I faam)

0 1 2 3 4 5 6 7 8 9 10

4.6. Will the following measures, if employed, improve the current state of
knowledge sharing among employees? (TS TEATHT A=aX-HeHH T ATGTTIGTTH!
AR AATATEATS AT I qeTdHT AT qFeAr?)

Very Very
Likely | Likely | Neutral | Unlikely | Unlikely
Elements (aS( @g | (AT (€] ("IE%

wE | g | akEd | 99
) %?)

Establishment and wuse of
Digital Repository of
documents at the institution
(FEqMT SEATERH! (S
YUSRHT TAIAT T THTA)

Orientation and training to
workers on knowledge sharing

(FF el
ANHEHIT T qTMH)
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Elements

Very
Likely
@Y
g
)

Likely
(TET
3)

Neutral
Crl
RICEE))

Unlikely
(‘%'::W
)

Very
Unlikely
(Ve

%?)

Appreciation letter or other
kinds of reward for participation
in knowledge sharing (9
FEAFAOT  PRATHET e Rl

T T AT A (B RHeE
T )

Use of digital sharing platform

for all staff (FHAIGEH! qHEH
FARART AR BCd lehHe®
AN 1)

Include ‘the participation in
knowledge sharing’ as an
indicator in the Employee
Performance Evaluation
(FHIHT  HA GEOEA
HedlgehTHT AT @¥dl~dUTHT
AT s aHe
)

Internal and external training
for employee to teach new

knowledge and skills (FH=TITE
It T T A9 R A T
IR EAREED))

Make available materials and
online resources for employee
for self-study (FH=C ¥a-
AT T G ATHAT T Awa
ATATET AAHl THH IqeTsd
RREES))

Provision of study leave (Seaa=

IEHEARGRED]
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Very Very
Likely | Likely | Neutral | Unlikely | Unlikely
Elements @Y | @ | (= Gkl (TH
T | g | EReD | g0 | wE
E) 9

Allow and facilitate knowledge
sharing programs initiated by
employees (FHATAE FT-FFd
BOHT AT BEAAT B THiAHl
FTHH T graer )

Ending the culture of secrecy in
institution and classification of
information into secret and
open information (&A1
YAACATS WOHT A GEHITRT
F7F T MO T GAT GBI
FIAHIT T FAH TS

4.7. If you think there are other measures too, please share here in bullet points (37T

SIPEE 9 G A AN W GaNTd ST T8t Tedere)

Thank you very much for your participation and patience.

qUEHT FEWINAT qoT SAH! T g=aTg |
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Annex 2: In-depth Interview Guideline

Policy Research Institute

AT AgE=a= g™

Research Project: Culture of Knowledge Transfer among the Civil Servants in

Nepal
(ATETT TRAT: STl FHAAEEAT [ geq=orh Fehid)
FY 2080/81
(4. Rozoy/g9)

In-depth Interview Questions

1)

2)

3)

4)

5)

6)

What policies, rules, procedures, guidelines, orders, and executive decisions
related to knowledge management and inter-employee knowledge transfer in
government offices of Nepal are there? (FATeIeh! TXHN HIATATAT T SHACATIT
T AREHHAN A GEAaRIH] WA T a1 qeli-ad i, oW, HmEty, e,
A, FRFN T & & TS qihg?)

What are the necessary infrastructures to facilitate knowledge management and
knowledge transfer in government offices in Nepal and to what extent are they
available currently? Are there any examples of organizations/offices that have
sufficient infrastructure? (AT THIY HTAAIHA AF SHAEATIT T AF EEATAT
A T ATAID TAAREE & b L T Al 8Tl B gaHl JqTed G2 Tl qaer
TRAH WU F AT,/ AT ST F2)

What are the advantages of having and disadvantages of not having knowledge
management and knowledge transfer in government offices? (FXHN FHATATHT
) AU T F FEAaLT BAIHT HISET T TEEIHT ARIZAEE & & §1?)

What is the state of awareness and the state of practice of knowledge transfer in
government offices of Nepal? (FITeeh! TXHR HTATATHT A EEAALTHT <A1
FHE HATAHT G, AT HEAN AT F?)

What are the factors that promote knowledge transfer and factors that discourage
knowledge transfer in government offices? (FXHT HRTAIHT A EEATALITATS
Ferar a7 T Fecaed T FRE A€ & b ald?)

What policy suggestions would you like to make for establishing and promoting
the systems and practices of knowledge management and knowledge transfer in
government offices in Nepal? (T TLHNT FHTATATAT HH STIEAAT T 14
BEAAROTH] GOl T AWATE L9 T T HICEET T4 & b A geaee &

EIENEY))
Page| 85
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Annex 3: Results from literature review

Annex 3A: Literature findings with major factors affecting knowledge transfer

Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer
A Latent Factor | Information and | Social interactions, | Positively Journal of Anjum et al.
(PLS-SEM) communication training and facilitate Asian Finance, | (2021)
Approach: technology information Economics and
Assessing the | gocial communication Business
determinants of | jpteractions technologies
effective Training facilitate
knowledge knowledge transfer
transfer
Factors Information and | Information Positively Journal of Rhodes et al.
influencing technology technology had facilitate Knowledge (2008)
organizational Learning strategy most significant Management
knowledge Trust culture impact followed
transfer: by structures
Implication for | Flexible structure | jearming strategy
corporate and design and organizational
performance culture
Telework: A Telework: Frequent Positively International | Taskin and
challenge to frequency interaction and facilitate Journal of Bridoux
knowledge Communication | communication knowledge Human (2010)
transfer in with proper transfer Resource
organizations Human resource training, Management
management .
recruitment
system, reward
improve the status
of knowledge
transfer
Influence of Trust (Individual | Trust, Positively Journal of Rahman et al.
organization is willing to communication, facilitate Public Affairs | (2018)
culture on associate or reward and knowledge
knowledge interact with each | organizational transfer
transfer: other) leadership are
Evidence from | communication | Positively relation
the Reward with
Government of organizational
Dubai Organizational knowledge transfer
leadership
Organizational
socialization
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Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer
Evaluating Understanding Managers of Positively Engineering Landaeta
benefits and level of project and project | facilitate if the Management | (2008)
challenges of | knowledge based organization | leadership Journal
knowledge Body of can enhance their | supports
transfer across knowledge capabilities and knowledge
projects project performance by transfer
implementing
strategies that
support knowledge
transfer
Design Knowledge push |Knowledge Positively Architectural | Jensen (2009)
integration of Knowledge pull push- (codification | facilitate the Engineering
facilities of knowledge) knowledge and Design
management: A Knowledge transfer Management
challenge of pull- (awareness
knowledge and competence
transfer among the
knowledge
receiver)
Linkage Geographical GD tends to widen | Geographical The Annals of | Jasimuddin et
between Distance cultural distance | distance inhibit | Regional al. (2015)
geographic Cultural Distance | and relational knowledge Science
space and distance (some transfer
knowledge elements like
transfer by different
multinational languages, face to
enterprises: a face interaction,
structural work place
equation distance and
approach culture hamper

knowledge transfer
process)

Geographical
distance spillover
the knowledge
between individual
and organization
hampering
knowledge transfer
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Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer
Factors Organization Organization Elements of Asian Social | Islam et al.
affecting culture culture (trust, organizational Science (2015)
knowledge Organization communication culture facilitate
transfer in socelmisen between knowledge
public employees, transfer with the
organization reward, moderating
employees organizational relation of
structure) organizational
Organization structure
socialization
(interaction
between a stable
social system and
the new members
because it
introduces a new
employee to the
organization with
the process of
imparting the
norms on how to
behave in a way
that is acceptable
to the established
social group)
Knowledge Organizational (Individual Positive Journal of Syed-ITkhsan
management in | culture knowledge sharing | influence: Knowledge and Rowland
public Technology culture, Knowledge Management | (2004)
organization: A communication, sharing culture,
Human resources . .. .
study on the costing, training, | communication
relationship P .oliti?al staff-turnover, flow
between directives political influence, | Negative
organizational | Organizat-ional influence:
elements and | structures Individual
the (confidentiality) resistance in
performance of knowledge
knowledge sharing
transfer
Document
confidentiality
status
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Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer
Organizational |Organizational Information All Journal of Al-Alawi et
culture and culture structure organizational Knowledge al. (2007)
knowledge Reward system culture has Management
sharing: critical L positive relation
Organizational }
success factors with knowledge
structure
transfer
People (trust,
communication,
motivation)
Leadership
Knowledge Trust Cultural alignment | knowledge Journal of Fong Boh et
transfer across Openness to (power practiced | transfer is highly | Knowledge al. (2013)
dissimilar diversity members of the influenced by the | Management
culture institutions knowledge
Cultural . '
. influence transfer practices
Alignment .
.. . knowledge transfer | in the
(Individualism . L
practices) organization
and power
distance)
Knowledge Rewards Organizations Lack of Journal of Yao et al.
sharing in asian Organization culture and incentives, lack | Enterprise (2007)
public cullimgs barriers in of time and weak | Information
administration knowledge sharing | culture of sharing | Management
sector:the case are the major
of Hong Kong barriers of
knowledge
sharing
Organizational |Formal process of | Documentation Disabling and International | Mahura and
practices that | transmitting Sharing lesion enabling Journal of Birollo (2021)
enable and knowledge learned organizational Project
1c(lisablled Informal Exploiting f}fac.tices insures Management
nowledge knowledge Networking e impact on
transfer: The transfer practices ) knowledge
case of a public Mentoring and transfer

sector project
based
organization

Peer learning
Session
Participation in
communities of
practices
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Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer
The impact of | Adopted SECI Asian Pacific | Muthuveloo et
tacit (socialization, Management | al. (2017)
knowledge externalization, Review
management | combination and
on internalization)
organizational | Nonakas
performance: | technology)
Evidence form
Malaysia
Knowledge Divided to three | Pre-documentation, Event Muskat and
transfer and different phase training Management | Deery (2017)
organizational | (Pre-event, event During —
memory: An operation and communication,
events post event ) time limitations
perspective Post- feedback and
post event
reflection
Mechanism of | Experimental Knowledge Training Thinking and | Nokes (2009)
knowledge study on transfer process reasoning
transfer mechanism of depends on type of
knowledge knowledge to be
transfer transferred , how it
is represented and
process of demand
of the transfer task
Managing Proximity in An organization Organizational | Journal of Harvey (2012)
organizational | knowledge should provide culture influence | Knowledge
memory with | transfer conditions for knowledge Management
interorganiza- Intergenerat-ional relationships to transfer in
tional knowledge emerge, spaces for | organization
knowledge transfer knowledge transfer
transfer and creation
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Factors Affecting Impact on
Article Title Knowledge Findings Knowledge Journal References
Transfer transfer

Knowledge Organizat-ional | Individualism Syed-Ikhsan
management in | culture (resistance on and Rowland
a public Organizational sharing (2004)
organization: A | gtructure knowledge)
study on the (documentation | Documentation
relationship el Il
between communication | communication
organizational flow) Aoy

1 ts and . ..
tehzmen s an Technology Posting training,
performance of | Human resources staff turnover
knowledge |Political Lo e o
transfer directives political parties
Factor Individual factors Ismali and
affecting Organizational Yusof (2008)
knowledge factors
shar{ng n Technological
public factors
organizations
in Malaysia.
Challenges and | Organization Communcation Engineering Penmasta et
practices for culture and technological and al. (2020)
effective Trust challenges can Technology
knowledge .. hinder knowledge Management

Training . .

transfer for o transfer in virtual Studies
new members | Motivation teams
in ad hoc
virtual teams
Knowledge Exchange Interaction Knowledge Novian et al.
sharing at Socialization Monitoring and sharing is when (2021)
government evaluation individuals
agency: Case Documentation exchange thel'r
study at knowledge with
correspondence two activities:
and archive bringing
section of (contributing)
Batam knowledge and
Indonesia gaining
free-zone (gathering)
authority knowledge
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Annex 3B: List of factors of knowledge sharing from literature review

S.N. Factors | References
Influencing factors
1. Information and Communication Ikhsan et al. (2004); Khan et
Technology al. (2021); Ismali (2008);
Syed-Ikhsan and Rowland
(2004); Rhodes et al. (2008)
2. Trust Fong Boh et al. (2013); Islam
et al. (2015); Penmasta et al.
(2020); Rahman et al. (2018)
3. Training Khan et al. (2021); Penmasta
et al. (2020)
4. Motivation (reward) Islam et al. (2018); Penmasta
et al. (2020)
5. Organizational Structure Al Alawi et al. (2007); Ikhsan
et al. (2004)
6. SECI (Socialization, Externalization, Muthuveloo et al. (2017);
Combination and Internalization) Novian et al. (2021)
7. Political directives Syed-Ikhsan and Rowland
(2004)
8. Leadership Rahman et al. (2018)
Inhibiting Factors
l. Geographical distance Jasimuddin et al. (2015)
2. Lack of time Ikhsan et al. (2004);
Penmasta et al. (2020)
3. Inadequate training Penmasta et al. (2020)
4. Cultural distance (language, face to face | Jasimuddin et al. (2015)
interaction )
5. Distrust (insecurities) Connelly et al. (2012)
6. Knowledge withholding intention Connelly et al. (2012)
(knowledge hoarding)
7. Subjective norms Noor et al. (2014)
8. Self efficacy Noor et al. (2014)
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Annex 4: Results from quantitative data analysis

Annex 4A: Correlation matrix of knowledge sharing frequencies among
different Role based on data from quantitative survey, 2023

31() | 31() | 3.1() | 3.1(d) | 3.2(a) | 3.2(b) 32(c) | 3.2(@d)
3.1(a) 1| 0.657%* | 0.436** | 0.458%* | 0.419** | 0.383** | 0.290** | 0.273**
3.1 (b) 0.657*%* 1| 0.530%* | 0.454%* | 0.395%* | 0.464** | 0.420%* | 0.346%**
3.1(c) 0.436** | 0.530** 1| 0.579%* | 0.281%* | (0.329%* | 0.442%%* | (0.298%%*
3.1(d) 0.458%** | 0.454** | 0.579** 1]0.426%* | 0.493*%* | 0.467** | 0.484%*%*
3.2 (a) 0.419%** | 0.395%* | 0.281** | 0.426** 1| 0.761%*% | 0.547%%* | (0.528%%*
3.2 (b) 0.383** | 0.464** | 0.329%* | 0.493** | 0.761** 1| 0.676%* | 0.578**
3.2(c) 0.290%** | 0.420** | 0.442%* | 0.467** | 0.547** | 0.676** 1]0.679%*
3.2 (d) 0.273** | 0.346%* | 0.298** | 0.484%* | 0.528** | (0.578** | 0.679** 1
Note. p <.001, two-tailed

Annex 4B: Correlation Matrix of Positive Effect of Knowledge sharing based
on data from quantitative survey, 2023

Variables (€)) ?2) A3) ) Q) 6) (@) ) ()
(1) Satisfaction 1].532%% | 374%% | 428%* | 415%* | 270%* | 340%* | 254%*| 2]19%**
(2) Popularity among | .532%** 1[.459%* | 332%*| 392%*| 3]8%*| 378%*| 233%*| 185%*
co-workers
(3) Marked as Higher | .374%*| .459%%* 1[.304%* | 383%*| 286%* | 386%*| .214%*| 278**
Performer
(4) Self Satisfaction | .428%**|.332%* | 304** 1] .542%* | 456%* | .519%** | 457**| 216**
(5) Increased Self A15%% | 392%* | 383%* | 54Q%* 1|.589%*|.663%*| 412%*| 366**
Esteem
(6) Co-workers 270%% | 318%* | 286%** | 456%* | 589** 1|.656%*| 376%*| .325%*
Trusted Me More
(7) Popularity among | .340%** | .378%* | 386** | .519%* | .663**| .656** 1| .460%% | 452%%*
Co-workers
(8) Learned from 254%% | 233%% | D14%% | 457** | 4]12%* | 376%* | 460** 1].269%*
Co-workers’
Questions and
Feedback
(9) Received Formal |.219%* | [185%* | 278%* | 216%* | 366** | 325%* | 452%* | 269** 1
Appreciation/Reward
Note. p <.01 for all correlations
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Annex 4D: Results from Kaiser-Meyer-Olkin and Bartlett’s Test based on data
from quantitative survey, 2023

Kaiser-Meyer-Olkin and Bartlett’s Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .857
Bartlett’s Test of Sphericity Approx. Chi-Square 5379.700
df 820
Sig. .000
Figure 17: Scree Plot
Scree Plot

Eigenvalue

Y

1 3 5 7 9 1 13 15 17 19 21 23 25 27 289 31 33 35 37

Factor Number

Annex 4E: Total Variance explained for Principal Component Analysis based
on data from quantitative survey, 2024

Total Variance Explained

Initial Eigenvalues Rotation Sums of Squared Loadings
Component Total % of Cumulative Total % of Cumulative
Variance % Variance Y%
1 9.856 17.601 17.601 6.482 11.574 11.574
2 5.390 9.626 27.226 5.181 9.251 20.826
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Initial Eigenvalues

Rotation Sums of Squared Loadings

Component Total % of Cumulative | % of Cumulative
Variance % Variance %
3 3.389 6.051 33.278 4.992 8.915 29.741
4 3.158 5.639 38.917 3.991 7.128 36.868
5 2.407 4.299 43.216 3.555 6.348 43.216
6 1.824 3.258 46.473
7 1.574 2.811 49.285
8 1.536 2.743 52.027
9 1.463 2.612 54.640
10 1.241 2.216 56.855
11 1.191 2.128 58.983
12 1.156 2.064 61.047
13 1.120 2.001 63.048
14 .992 1.772 64.820
15 981 1.752 66.572
16 938 1.675 68.247
17 .906 1.618 69.864
18 .878 1.568 71.432
19 .808 1.443 72.875
20 .800 1.428 74.303
21 782 1.396 75.699
22 740 1.322 77.021
23 711 1.270 78.291
24 .687 1.227 79.518
25 .630 1.125 80.643
26 619 1.105 81.748
27 .597 1.066 82.814
28 .570 1.017 83.831
29 .549 .980 84.812
30 523 935 85.746
31 .508 .907 86.653
32 499 .890 87.543
33 481 .859 88.403
34 474 .846 89.249
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Initial Eigenvalues Rotation Sums of Squared Loadings
Component Total % of Cumulative Total % of Cumulative
Variance % Variance %

35 436 778 90.028

36 428 764 90.792

37 405 123 91.515

38 379 677 92.193

39 358 .639 92.832

40 355 .633 93.465

41 336 .600 94.065

42 327 583 94.649

43 306 547 95.196

44 288 515 95.711

45 281 .501 96.212

46 261 466 96.678

47 244 435 97.112

48 236 421 97.533

49 232 415 97.948

50 219 391 98.339

51 201 358 98.698

52 191 .340 99.038

53 .184 328 99.366

54 .140 .249 99.615

55 120 213 99.829

56 .096 171 100.000

Extraction Method: Principal Component Analysis.

Annex 4F: Rotated Component Matrix Regarding Knowledge Sharing and
Training Activities, Based on Data From Quantitative Survey, 2023

Rotated Component Matrix*

Component
1 2 3 4 5

Sharing knowledge among supervisor or senior | .750
co-workers
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Component

2

3

4 5

Sharing knowledge among same level co-
workers

720

Sharing knowledge among co-workers under
you

12

Shared knowledge from your supervisor or
senior co-workers

.698

Shared knowledge from same level co-workers

.696

Shared knowledge from co-workers under you

.669

Popularity among co-workers

691

Increased my self esteem

.637

I received formal appreciation/reward

.600

The leadership or the administration regard
knowledge and information as good thing

592

It impact on performance appraisals

582

My co-workers trusted me more

582

Those who share knowledge get rewarded

557

Marked as Higher Performer

522

Knowledge sharing is mandatory

517

Internal and external training for employee to
teach new knowledge and skills

709

Orientation and training to workers on
knowledge sharing

.686

Allow and facilitate knowledge sharing
programs initiated by employees

.652

Include ‘the participation in knowledge sharing’
as an indicator in the Employee Performance
Evaluation

.650

Use of digital sharing platform for all staff

.646

Make available materials and online resources
for employee for self-study

.645
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Component

1 2 3 4 5
Appreciation letter or other kinds of reward for .637
participation in knowledge sharing
Establishment and use of digital repository of .627
documents at the institution
Group discussion on internal issues 748
Opportunity to be in a task team .698
Conduct training at other institutions .624
All staff meeting 597
Conduct training at your institutions 567
All officer level meeting 534
Learning portals 528
Tour 520
Reality based decision making .709
Productive and effective outcome .635
Prioritize disadvantaged group .610
Reduce knowledge gap between employees .603
Employees  improvement with  skilled 521
knowledge base
Strengthening the system of knowledge 520
repository and management at the institution
Extraction Method: Principal Component Analysis
Rotation Method: Varimax with Kaiser Normalization

Annex 5: List of participants in questionnaire survey

Ministries and Department Job Level L1970
Respondents
Department of customs Section Officer 8
Department of Industry, Commerce Section Officer 1
and Supplies
Department of Tourism Section Officer 7
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Ministries and Department Job Level LIS
Respondents
Department of Urban Development Engineer 1
and Building Construction
District Administrative Office Section Officer 1
Election Commission Nepal Section Officer 2
Health Directorate Statistics Officer 1
Ministry of Land management Deputy Secretary 1
Cooperatives and Poverty Alleviation
Ministry of Agriculture and Livestock | Agriculture Engineer 1
Development Deputy Director General 2
Food Research Officer 1
Livestock development 1
officer
Senior Agricultural 1
Economist (US)
Ministry of Culture, Tourism and Civil | Engineer 1
Aviation Section Officer 8
Undersecretary 1
Ministry of Defense Section Officer 9
Undersecretary 5
Ministry of Education, Science and Information Officer 2
Technology Joint Secretary 1
Section Officer 3
Senior Division 2
Engineer
Undersecretary 5
Ministry of Energy, Water Source and | Legal Officer 1
Irrigation Account Officer 2
Section Officer 4
Undersecretary 4
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Ministries and Department Job Level AL
Respondents
Ministry of Federal Affairs and Joint Secretary 1
General Administration Section Officer 6
Undersecretary 3
Ministry of Finance Economist 1
Joint Secretary 1
Account Officer 1
Section Officer 14
Undersecretary 2
Ministry of Foreign Affairs Joint Secretary 2
Section Officer 8
Undersecretary 6
Ministry of Forest and Environment Section Officer 2
Undersecretary 2
Ministry of Health ad Population Division Chief 2
Public Health Officer 1
Section Officer 1
Senior Hospital Nursing 1

Administrator
Undersecretary 1
Ministry of Home Affairs Joint Secretary 1
Legal Officer 1
Section Officer 11
Undersecretary 2
Ministry of Industry, Commerce and | Monitoring Officer 1
Supplies Section Officer 2
Ministry of Labour, Employment and | Agriculture Officer 1
Social Security Section Officer 9
Undersecretary 3
Ministry of Land Management, Section Officer 5
Cooperatives and Poverty Alleviation | Undersecretary 3
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Ministries and Department

Job Level

Number of
Respondents

Ministry of Law, Justice and
Parliamentary Affairs

Section Officer

Undersecretary

Ministry of Physical Infrastructure and
Transport

Engineer

Section Officer

Undersecretary

Ministry of Urban Development

Architect

Computer Engineer

Deputy Director

Engineer

Legal Ofticer

Account Officer

Section Officer

Section Officer

Senior Division
Engineer

A== === |=|= W= WL |W

Undersecretary

Ministry of Water Supply

Economist

Engineer

Section Officer

Section Officer (Lekha)

Undersecretary

Ministry of Women, Children and
Senior Citizen

Director

Undersecretary

Ministry of Youth and Sports

Engineer

Secretary

Section Officer

Undersecretary

Ministry of Foreign Affairs

Undersecretary

National planning commission

Planning Officer

N = O DN = | = [ DN [t | | = [ [ DN | = | W




PRI Research Report: Reflection on the Culture of Knowledge Transfer...

Ministries and Department Job Level LI 1
Respondents
National Planning Commission Assistant Director 1
Computer Operator 2
Planning Officer 3
Program Director 1
Section Officer 1
Nepal Bureau of Standards and Section Officer 1
Metrology Statistics Officer 1
Office of the Chief Minister and Senior Section Officer 1
Ministry of Council, Rapti valley,
Dang
Office of Prime Minister and Council | Statistics Officer 1
of Ministers
Regional Urban Development Project | Engineer 1
Section Officer 1
Regional Urban Development Project | Engineer 1
Teacher Service Commission Administrative Head 1
Section Officer 9
Undersecretary 5
Tribhuvan University Associate Administrator 1
University Grant Commission Assistant Director 7
Deputy Director 1
Section Officer 1
Senior assistant 1
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PRI is a think tank of the Government of Nepal established on 26 September 2018 in
accordance with the Policy Research Institute Board (Formation) Ordinance with a
vision to contribute to effective and responsive public policy for national prosperity.
PRI’s mission is to establish itself as a credible institution that offers informed public
policy and its goal is to generate reliable, evidence-based and transformative
knowledge for public policy. Its seven core values — quality, objectivity, integrity,
diversity, transparency, accountability and engagement — define its workings.

PRI carries out policy research on all issues and sectors of public policy concerns and
recommends to the Government of Nepal what reforms it has to undertake in each of
these policy areas. All researches are conducted in accordance with PRI’s public
policy research process and standard, which form part of a broad policy cycle.

Knowledge management is an important component of PRI. It operates a public
policy dialogue forum as a regular mechanism for learning, sharing and debating
policy issues. In PRI’s belief, public policy formation requires the combination of
three types of knowledge: (a) scientific knowledge generated through research and
analysis, (b) administrative knowledge gathered through bureaucratic experiences
and (c) societal knowledge developed through social and political processes, such as

political debates, media advocacy as well as people’s experiences.
9 H“U‘JQ 0‘5 9‘9!!‘7”3“
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