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Abstract
Objectives: The main objectives of this paper are to determine the conditions of the transfer of knowledge in municipal
enterprises, to identify the subprocesses of knowledge transfer along with the methods used in their implementation,
and to determine the rules for knowledge transfer recommended for use in municipal enterprises.
Research Design & Methods: The literature studies method, the critical analysis method and a case study was used
with the support of surveys and in-depth interviews.
Findings: It was found that in the studied organisation – Cracow Waterworks – there are favourable conditions for
knowledge transfer. One takes actions aiming at shaping organisational culture based on mutual trust, focused on
promotion and support of transfers, including knowledge sharing. It seems that the management, in its daily organisational
behaviour and actual attitudes, meets standards and values focused on team forms of work organisation, the creation
of a supportive atmosphere, respect for the rule of reciprocity, promoting altruistic attitude in sharing knowledge, and
building positive the reputation of a given employee. Indisputably, these phenomena are catalysed by a sense of safety
of employment and average job seniority.
Implications / Recommendations: Main recommendations for the surveyed organisation (Cracow Waterworks) are to
focus on acquiring knowledge from outside the organisation and sharing, especially tacit knowledge. It was noticed that
in the studied municipal company knowledge is shared only through direct interactions, most often through individual
and direct contact, often in the form of tacit knowledge. More efforts are needed to expand the organisational level of
knowledge sharing - here support can be sought via technical solutions, preserving the context of motivational system
and the organisational culture. A reliable social and technical infrastructure of the knowledge environment should also
be built. Another important challenge should be to construct a system of knowledge transfer that takes into account its
inter-organisational dimension. It is recommended to shape an appropriate organisational culture – culture promoting
knowledge – and create an appropriate context for the implementation of this process with the participation of knowledge.
Contribution / Value Added: Taking into account the conditions of operation of municipal enterprises, general principles
and detailed guidelines have been formulated to support the effective implementation of the knowledge transfer process
in these specific organisations operating in the special context of municipal management.
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Introduction
At present, the way business activities are run
is determined by, inter alia, the focus on intangible
resources. A prominent place of the pantheon there
of has been taken by knowledge (Liyanage et al.,
2009, p. 118), treated as a catalyst for learning or
innovation (Al-Busaidi & Olfman, 2017, p. 110).
The new economy, with its new rules, is defined
as a knowledge-based economy, and practical and
effective knowledge management has become
a challenge.
So far one can identify at least three generations
of knowledge management. The current one draws
attention to distribution of knowledge, which
fosters evolutionary development. Interdependence,
context, content and level of abstraction are treated
as the keys to knowledge transfer and sharing (Fic,
2012, pp. 371–383).
A company operating in the knowledge-based
economy is more and more often treated as a system
processing and using knowledge rather than
the one transforming raw materials into finished
products. Thus nowadays access to information
and knowledge is key for a company to succeed
in operating in the knowledge society (Skrzypek,
2013, p. 1). It must obtain new knowledge, stimulate
the diffusion thereof and, ultimately, transform it
into new solutions. For this reason, it is assumed that
among the most beneficial strategies of knowledge
management are those based on creating new
knowledge and the transfer thereof.
A problem with knowledge transfer in municipal
organisations fits into each generation of knowledge
management. Within the third one it focuses on
transferring knowledge between agents of this
process in the form of municipal organisations
and wider society, different aspects of learning
using tacit knowledge sharing, as well as on
conditions and instruments for the effective implementation of knowledge transfer anchored in the
idea of democratisation of knowledge in municipal
economy.
As available studies dedicated to knowledge
diffusion do not include practical verification

of key issues in the implementation of knowledge
transfer in the example of municipal organisations,
it was decided to focus on this process by analysing
knowledge in the context of operation of these
particular companies.
Therefore the purpose of the study is to review
the literature with regard to knowledge transfer as
a subprocess of knowledge management, as well as
to verify its course in the example of a municipal
organisation. In addition, the following detailed
objectives were set:
– determination of conditions of knowledge
transfer in municipal organisations in Miejskie
Przedsiębiorstwo Wodociągów i Kanalizacji
S.A. (The Municipal Water Supply and Sewage
Company – Cracow Waterworks);
– identification of knowledge transfer subprocesses and methods used during their implementation;
– selection of principles of knowledge transfer recommended for use in municipal organisations.
It was assumed that studies conducted in
municipal organisations will make possible the
specifying of conditions related to operations
of companies of that type as knowledge-oriented
companies. Analyses of performed explorations
were to contribute to the real image of social and
technical context of knowledge transfer in municipal
organisations.

The essence and conditions of knowledge
transfer in organisations
Transfer of knowledge, as a process with its
participation, is most often perceived as a catalyst
of effective management of an organisation, (Sinell
et al., 2017, p. 1460), a canvas for organisational
learning (Dziadkiewicz et al., 2017, p. 49) and
a factor that determines the level of innovation
of the given company (Tworek et al., 2016, p. 352;
Luo et al. 2017, p. 2). Theory of organisational
knowledge makes it possible to understand that an
organisation should be perceived as a knowledge
distribution system (Nogalski et al., 2014, p. 168)
and that knowledge diffusion is treated as a driving
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force of the contemporary economy (Michalak
& Zagórowski, 2017, p. 300).
The literature on the subject analyses distribution
of knowledge in the form of knowledge transfer
processes in a multi-faceted way. In the first
place, knowledge transfer is studied as one of the
key processes involving knowledge compliant
with operational functions of knowledge management (Intezari et al., 2017, pp. 492–515;
Kumar, Ganesh, 2009, pp. 161–174). One successively considers its specific nature with regard to levels of its implementation: inter-organisational (individual and joint) (Nakauchi et
al., 2017, pp. 766–782; Bendkowski, 2016,
p. 11–23) and inter-organisational (bi-lateral
and in an inter-organisational network) (Wang et
al., 2017). Additionally, factors and barriers for
the implementation of knowledge transfer are
analysed (Ishihara & Zolkiewski, 2017, pp. 813–
824; Mariano & Awazu, 2017, pp. 779–795; Joia
& Lemos, 2010, pp. 410–427), model presentations
of the process of its distribution are verified
in practice (Štrach & Everett, 2006, pp. 55–
68; Narteh, 2008, pp. 78–91; Hutzschenreuter
& Horstkotte, 2010, pp. 428–448), and a focus is
also put on tools supporting knowledge transfer
(Kuciapski, 2017, pp. 1053–1076).
While initial discourses were dominated by
theoretical deliberations, with time practical
explorations of analysed problems began, applying

them to relevant economies (Dziadkiewicz et al.,
2017, pp. 49–61), regions (Sagan et al., 2011,
pp. 85–98), sectors (Kania et al., 2010, pp. 22–
28; Dee & Leisyte, 2017, pp. 355–365), types
of companies (Ratajczak, 2006, pp. 113–120) and
even organisational units of certain companies
(Midor et al., 2015, pp. 135–144).
Finally, it is assumed that knowledge transfer is a dynamic process which is the basis for
gathering of knowledge, and its combination
and use in practice. That is an important element
of numerous strategies used as part of knowledge
management (Skrzypek, 2013, p. 2). Nonetheless,
its definition varies (tab. 1). It is frequently wrongly
identified with knowledge sharing (Intezari et al.,
2017, p. 502), which is its subprocess (Liyanage
et al., 2009, p. 122). Diffusion, as a process
based on knowledge, is a platform between those
who produce knowledge and information and
those who need it (Janczewska, 2016, p. 166).
It may proceed beyond formal structures, as
well as without any significant participation
of managers, it is a continuous process, an inherent
part of the organisation’s life (Jędrych, 2016, p. 18).
Assuming that information is a tool for building knowledge, knowledge transfer can be treated
as a multi-dimensional process consisting of
four subprocesses: acquisition of knowledge
(acquisition of knowledge from diverse sources,
both external and internal), knowledge disclosure

Table 1. Review of knowledge transfer deﬁnitions
Liyanage et al.
(2009, p. 122)

Transfer of knowledge from one place, person or form of ownership to another.
Proof of the effectiveness of transfer of knowledge is its creation and application in the organisation.

Kumar & Ganesh
(2009, p. 163)

The process of exchanging tacit or explicit knowledge between two agents, during which one agent
intentionally receives and makes use of knowledge delivered by the other. Additionally, the role
of the agent may be performed by an individual, team, organisational unit, organisation
or an inter-organisational network.

Al-Salti & Hackney
(2011, pp. 455-456)

All the individual or organisational actions undertaken by the recipient in order to identify
and acquire potentially useful knowledge generated by the sender thereof.

Kim et al.
(2016, p. 960)

Flow of knowledge by specific channels between units or departments, the main challenge
of which is transferring knowledge of proper content, is a relevant context.

Kuciapski
(2017, p. 1054)

A process in which the recipient or the addressee of knowledge, being a person, group
or a department, acquires experience of the sender.

Source: Own study on the basis of literature as indicated in the table.
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(knowledge transfer directed to particular persons),
knowledge distribution (advanced forms of sharing
of knowledge characterised by a broader sharing
range aimed at the creation of generally available
resources from this knowledge), as well as knowledge sharing (mutual transfer of knowledge by
people in the process of communication) (Mikuła,
2011, pp. 64–65).
Additionally, under implementation of the
knowledge transfer process, knowledge sharing
is treated as the main ingredient thereof, which
is of paramount importance insofar as other
subprocesses are concerned (Arif et al., 2017,
p. 171). It is assumed that it is a process based on
mutual transfer of personalised tacit and explicit
knowledge. It may proceed through the process
of communication or during mutual co-operation
through dialogue, observation or acquisition
of common experiences. It includes at least twosided action in which units mutually exchange
their knowledge and, at the same time, jointly
generate new knowledge. It is necessary for
the transformation of individual knowledge into
organisational knowledge (Kożuch & Lenart-Gansiniec, 2016, p. 306).
In theory there are many types of knowledge
transfer, depending on the criteria adopted. For
instance, taking into account the type of distributed knowledge, one indicates tacit and explicit
knowledge. When focusing on the range of knowledge flows transfer may relate to knowledge within
a company and knowledge obtained from the outside.
When analysing agents of knowledge one identifies
transfers at the individual, group, organisational and
intra-organisational levels (see Kumar & Ganesh,
2009, p. 165). There is also active and passive
knowledge transfer (Bendkowski, 2016, p. 19).
When focusing on the nature of knowledge,
the method of its transfer, the repeatability of
circumstances in which knowledge is required
and the degree of similarity of tasks for which
it is required, one may identify serial, faithful
(intuitive), distant (imitating), strategic and expert
knowledge transfer (Kania et al., 2011, p. 23).

The major groups of factors determining
the effectiveness of the transfer of knowledge in an
organisation include (Luo et al., 2017, pp. 3–4;
Dee & Leisyte, 2017, pp. 357): the organisation’s
capacity with regard to organisational learning;
the level of dependence between the sender
and the addressee of knowledge; knowledge
as a special resource (viscosity, ambiguity);
as well as the level of development of social
and technological infrastructure of the given
knowledge environment. Knowledge diffusion
is thus conditional in the given organisation
upon (Skrzypek, 2013, p. 3): greater awareness
of the need for development, co-participation
and participation; continuous learning; creativity;
mutual trust; mutual goals and interests; the need
for thinking; the desire to explore and discover; as
well as awareness that one’s place in the market
is defined today by intellectual richness.
Knowledge transfer is, therefore, a dynamic
process requiring time, and readiness for cooperation, which is conditional upon people,
the quality of their knowledge and their openness
and flexibility (Leszczyńska & Pruchnicki, 2017,
p. 1199). It allows an organisation to develop
competence, increase the company’s value, and
maintain its competitive advantage (Al-Salti
& Hackney, 2011, p. 457). Its purpose is to provide
knowledge to places where it is most needed
(Jędrych, 2016, p. 18). It requires “Knowledge
about how to transfer knowledge” (Liyanage et al.,
2009, p. 124), thus it also focuses on instruments
improving its transfer.
Taking into account the special nature of specific
types of knowledge, tools supporting the transfer
of tacit and explicit knowledge should be different.
With regard to improvements in the transfer
of tacit knowledge it is recommended to use:
managerial, relaxing, interpersonal and decisionmaking training sessions; as well as psychological
workshops and techniques of creative thinking;
creation of intellectual potential; and development
of emotional intelligence. With regard to stimulating
diffusion of explicit knowledge recommended
instruments take the form of: a formal and in-
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formal network of relationships; instruction;
documentation; training; and sharing experiences
during meetings (Nogalski et al., 2014, p. 164).
When focusing on subprocesses of knowledge
transfer one may use different methods and techniques supporting the effective implementation
of each of them (see Mikuła, 2011, p. 66), as a result
of which the organisation has an opportunity to
retain at least a part of knowledge possessed by
employees who leave it.

Bases of functioning of municipal
companies
Municipal organisations are peculiar economic
organisms with typical characteristics resulting
from the combination of social interests with
economic effectiveness and function in the context
of the municipal economy. This economy is
characterised by specific qualities in the form
of: commonness and availability of services; coincidence of production, supply and consumption;
a high degree of non-flexibility of demand in respect
of price; high maintenance costs; organisationalmanagerial complexity and diversity; focus on
satisfaction of the collective needs of residents;
significant diversity of demand over time; as well
as high capital intensity of the investment cycle
(Kozłowski, 2015, p. 11).
A characteristic feature of municipal organisations is also the fact that they operate on the free
market, competing with the private sector or creating
natural monopolies. Their formation results from
the lack of physical possibilities to create parallel
technical infrastructural systems (e.g. water or
sewage works). For this reason, due to the technical
and economic conditions in which municipal
companies operate it is economically unjustified
to compete with them (Kołos-Trębaczkiewicz
& Osuch-Pajdzińska, 2015, p. 12). At the same
time, these units, due to their subjection to public
procurement law, have a limited choice of entities
with which they can co-operate.
Conditions for natural monopoly are fulfilled to
the greatest extent by water and sewage management
82

companies, heat distribution companies and some
of public transport companies, since they have
both attributes related to economies of scale (one
manufacturer produces a given production at total
costs lower than most competitors can), economies
of scope (consumption of services generated at
a distance from the place of consumption) and
economies of rationalisation (copying of devices
is irrational) (Grzymała, 2010, pp. 39–40).
Due to the presented characteristics of the
municipal economy, as well as the conditions for
organisations operating in it, one of challenges that
faces managers of these entities is the application
of modern technologies, as well as innovative
organisation and management methods. Another
task is the development and modernisation of
a subjective area, which requires high capital
outlays with simultaneous social pressure on
maintaining high quality services and lowering
the prices of municipal services.
Requirements with regard to survival and
development rooted in the economic dimension
of the functioning of these organisations force
them to focus on knowledge, especially the transfer
thereof, for example in the form of technology
transfer or good management practices. After all,
municipal companies must care about increasing
value, improving competitiveness, providing
services of the highest quality and constructing key
competences. Knowledge transfer focuses on such
actions, both in the inter- and intra-organisational
dimensions.

The Municipal Water and Sewage
Company – Cracow Waterworks
as an object of the study
Empirical explorations were conducted in the
autumn 2017 in The Municipal Water and Sewage
Company – Cracow Waterworks, a municipal
company which is part of Krakowski Holding
Komunalny S.A. Enquiries were based on a survey
questionnaire consisting of 31 questions concerning
both the organisation as well as the attitudes and
actions of employees and their superiors focused
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on knowledge transfer. The questionnaire was
subsequently supplemented with in-depth interviews.
The respondents in the studies conducted
at The Municipal Water Supply and Sewage
Company were persons performing managerial
functions at middle management level. The selection
of the sample was purposeful and the chosen
persons were employees who have experience
(job seniority), have risen in rank by a few levels or positions on their career path and are
intermediaries in the transfer of knowledge and
information between employees at the strategic
level of management and the operational level.
On the basis of answers supplied via the
questionnaire by 76 persons meeting all of the
above-mentioned criteria the profile of the studied
group was developed. The profile consists of
elements such as age, job seniority, gender, type
of position, and education. The most numerous
group are persons aged 41 to 60 years (66% of those
surveyed); with 18% being no older than 40 and
16% being at least 61 years old. The length
of service (job seniority) of the examined persons
in the organisation is, on average, 19 years, while
the average job seniority taking into account
the course of the entire professional career is
27 years. For 30% of the examined persons
the organisation in which they work is their first
job, for the remaining 70% it is a second or further
job. 24% of the studied group are women and
76% are men. 60% of those surveyed are persons
holding managerial positions, while 40% are
specialists with managerial competences. Almost
half the group (49%) have a Magister degree and
all of those persons were employed under contracts
of employment.
At the initial stage of the study an attempt was
made to diagnose how the organisation is perceived
by the employees and what the managers’ attitude
towards knowledge transfer is.
The main part of empirical exploration was
devoted to identification of the scope of the
implemented process of knowledge transfer,
with a breakdown into its subprocesses and
tools supporting their progress. According to

the proposed treatment of knowledge transfer as one
of operational functions of knowledge management,
namely one of processes involving knowledge which
may assume the form of knowledge acquisition,
distribution of knowledge and knowledge sharing,
a separate analysis covered the instruments used
when implementing each of these subprocesses.
Focus was also put on verification of the conditions
of the implementation of their course.

Knowledge transfer in The Municipal
Water and Sewage Company –
Cracow Waterworks
30% of those surveyed felt that the organisation
is focused on results and reliable performance of
tasks. The second position with regard to the number
of answers (26%) is occupied by an indication that
the organisation is a place to exchange knowledge,
learn and improve. The next most frequent answer
was given by 24% of the respondents and indicated
the validity of hierarchy, control and dominant
formal dependencies. 21% of answers stated
that the organisation is a place of co-operation
and creativity. 36% of respondents felt that the
management supports and encourages staff to
share knowledge, 32% stated that the management
gives freedom in organising the work, 29% said
that managers prefer independent execution of
tasks and clear scope of responsibilities and only
3% indicated rivalry as a method supported by
the management. At the same time, 33% of those
surveyed said that managers play an active part
in the processes of sharing knowledge; 28% said
managers create conditions to share knowledge;
and 19% said managers encourage staff and inspire
then to act. 20% of the respondents felt that their
managers are focused on results rather than on
how those results are achieved (Figure 1).
The image of the examined organisation is
completed by the conclusion of 5% of the respondents that the primary goal of the organisation is
to create good working conditions. According
to 21% of the respondents the most important
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They encourage and inspire to action

19

They focused on results and not
on how they are achieved

20

They take an active part
in the processes of sharing knowledge

33

They create the conditions for sharing knowledge

28
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Figure 1. Managers and knowledge transfer
Source: prepared by the authors.
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Figure 2. Advantages of the organisation in the opinion of its employees
Source: prepared by the authors.
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advantages of the organisation are good atmosphere
in work and friendly relations (Figure 2).
In the opinion of the respondents most often
applied method of knowledge acquisition is
instruction at work, receiving 30% of the responses
(Figure 3), whereas the least frequently used instruments are: marketing research, 1%; coaching,
1%; e-learning, 1%; analysis of complaints, 2%;
analysis of the register of transactions, 2%; and
benchmarking, 2%.
In the case of knowledge sharing methods
respondents indicated only: instruction at work
(40% of answers); meetings and briefings (30%);
operation manuals of products (18% of selections);
and sharing of technical documentation (8%). Only
4% of answers indicated training.
Dissemination of knowledge in The Municipal
Water and Sewage Company – Cracow Waterworks

is conducted with the use of the instruments shown
in Figure 4.
In the case of the examined municipal company
knowledge is shared primarily by way of meetings
and briefings (46% of responses), as well as on
seminars, symposiums and conferences (23%).
Indications of other knowledge sharing methods
do not exceed 10% (see Figure 5).
The most popular solution facilitating knowledge transfer is training (58% of selections),
followed by bases of information and knowledge
(16%), and e-mail (11%). Other solutions did
not receive more than 10% of responses, they
include common problem solving, direct contact
of employees with an authority in the field, contact,
thematic publications and the Internet.
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Figure 3. Methods/techniques of knowledge acquisition in the examined municipal company
Source: prepared by the authors.
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Other, e.g. trade fairs
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Figure 4. Methods of knowledge dissemination used in The Municipal Water and Sewage Company – Cracow Waterworks
Source: prepared by the authors.
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Figure 5. Knowledge sharing methods identiﬁed in the examined municipal company
Source: prepared by the authors.

Conclusions from conducted empirical
studies: restrictions, practical guidelines,
challenges
The general conclusion from answers received
describing the special nature of the examined
86

organisation is that the management supports
team working or gives freedom in this respect and
encourages the sharing of knowledge. The most
highly evaluated factors (i.e. good relationships
with managers; good atmosphere at work; friendly
relations; and sharing possessed information and
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knowledge by employees offering assistance)
are a good foundation on which to build an
organisation based on knowledge, especially tacit
knowledge, that is developed in its sharing subprocess, which is particularly important owing to
the retirement of employees and the requirement
for the management to focus on acquiring this
knowledge and keeping it within the organisation.
With respect to conditions for the implementation of knowledge transfer in the examined organisation it may be concluded that circumstances are
favourable. One takes actions aiming at shaping
organisational culture based on mutual trust, focused
on promotion and support of transfers, including
knowledge sharing. It seems that the management,
in its daily organisational behaviour and actual
attitudes, meets standards and values focused on
team forms of work organisation, the creation
of a supportive atmosphere, respect for the rule of
reciprocity, promoting altruistic attitude in sharing
knowledge, and building positive the reputation
of a given employee. Indisputably, these phenomena
are catalysed by a sense of safety of employment
and average job seniority.
The answers suggest a limited focus on acquisition of knowledge, including tacit knowledge, and
a small determination in searching for it, especially
beyond the organisation. They present the company
as hermetic, strongly embedded in the specific
nature of its own operations, limited solely to
the organisation’s interior, which is contradictory
to the idea of knowledge democratisation and close
co-operation with local communities. It is worth
considering whether intensification of application
of specified methods could be justified in some
areas of knowledge acquisition. For instance,
analysis of complaints may constitute an important
source of information about errors and may help to
eliminate them, thereby increasing effectiveness,
obtaining instructions concerning the preferences
of customers and tightening co-operation with
the local community. Another example is seeking
benchmarks or sharing experiences with others.
It was noticed that in the studied municipal
company knowledge is shared only through direct

interactions, which seems to be understandable,
due to a greater resource knowledge which may
be provided, but is confusing as well. Nonetheless, the respondents clearly confirmed the
intensive implementation of this knowledge
transfer sub-process, emphasising the frequent use
of different methods. On the other hand, the sharing
of knowledge, especially tacit knowledge, using
technological support is less than satisfactory.
During in-depth interviews respondents confirmed that there is an explicit difficulty regarding
access to knowledge concerning, for example,
interpretation of dynamically changing legal acts
and their executive detailed regulations. Most often
such knowledge is shared through individual and
direct contacts, often in the form of tacit knowledge.
The dominant medium used for knowledge
dissemination is the Internet. The places below
that are occupied by specialist publications,
advertisements of products and speeches during
seminars, symposiums or conferences. Trade fairs,
mutual contacts, discussions, corporate journal
are answers classified into the category of “other
instruments”.
In the case of knowledge sharing the results
received suggest a need for taking new decisive
actions to support the implementation of the examined sub-process, especially as conditions are
favourable and determination to acquire the tacit
knowledge of retiring employees is high, which
is proven by a practice used in the organisation
consisting of the establishing of what is called
a “shadow cabinet”. A few months before an
employee leaves another employee is appointed
who is supposed to take his/her place and prepares
to do so by observing and participation in his/
her work. An additional method used in order
to maintain the biggest resource of knowledge
possessed by retiring employees is their part-time
employment for the purpose of helping their successors become familiar with new responsibilities.
What is characteristic is that, in accordance with
the theory of knowledge sharing, it is a process
embedded in direct, often informal, contacts,
essentially focused on tacit knowledge. It may
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be concluded that the individual level deserves
additional development: the greater the planned
scope of tacit knowledge sharing the more extensive
it should be. Therefore efforts should be focused
on building trust and altruistic attitudes, setting
actions in a properly designed motivational system.
More efforts are required to expand the organisational level of knowledge sharing; here support
can be sought via technical solutions, of course
preserving the context of motivational system
and the organisational culture. It was noticed that
knowledge sharing is often not formalised. This
may result in valuable and more stimulating sharing
of tacit knowledge. On the other hand, a need is
clearly emerging for greater use of IT support for
knowledge sharing. In addition, the organisation,
in order to support knowledge transfer among
employees, may use in its organisational conditions
methods and techniques supporting knowledge
transfer indicated and preferred by participants
of the study.
With respect to the results of the conducted
studies and suggested directions for improvement,
it should be emphasised that one of the fundamental
goals of knowledge management in the studied units
should be development of a knowledge sharing
system. Managers should be aware that in order to
effectively share knowledge at the organisational
level the effects which are to be achieved should
be determined, which will be a starting point for
the selection of desired strategies of knowledge
management and appropriate attitudes and behaviours with respect to knowledge sharing. One should
successively, depending on preferred actions, create
conditions stimulating units to share knowledge.
A reliable social and technical infrastructure
of the knowledge environment should also be
built. Additionally, technological conditions stimulating knowledge sharing should be secondary
to social conditions (see Prahalad & Ramaswamy,
2005, pp. 185–186).
Another important challenge should be to
construct a system of transfer that takes into
account its inter-organisational dimension. One
should also stimulate the acquisition, sharing and
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disseminations of knowledge between companies
forming Krakowski Holding Komunalny, because
the linkages between them suggest features of
structures and dependencies typical of a network.
The companies should therefore endeavour
to create and provide to employees an operating
environment that stimulates knowledge diffusion.
It is recommended to shape an appropriate organisational culture and create a proper context
for the implementation of this process with the
participation of knowledge. It is desirable that
the existing organisational culture should evolve
towards a culture promoting knowledge including,
inter alia, continuous training and education
of employees, informal ways of communication,
evenly shared responsibility, expert power, and
multi-functional teams (see Latusek, 2008, p. 180;
Intezari et al., 2017, p. 504) using relevant means
of exerting pressure on appropriate elements
of the knowledge culture (see Glińska-Neweś,
2007, p. 256).
To sum up, when indicating directions for
improvement of the knowledge transfer process
in municipal organisations, one should develop
a complex system for knowledge transfer as
a subsystem of the knowledge management system,
taking into account both the social and technological
dimensions of such process that:
– allows for an analysis and diagnosis of the
implementation scope of the knowledge transfer
process, including examination of the degree
of openness to sharing knowledge at the level
of unit, group, organisation and sector;
– intensifies acquisition of knowledge, especially
from outside the organisation;
– allows for tightening of co-operation with
external stakeholders of an enterprise (especially
wider society) and other companies forming
the holding;
– allows for displaying environmentally and
socially friendly operations, and shaping of
the positive image of organisations as nonprofit institutions;
– identifies barriers to sharing knowledge and
balances them;
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– shapes optimal conditions of the knowledge
sharing sub-process;
– includes creation of an atmosphere fostering
transfer of knowledge, especially sharing it, and,
as a target, shaping of the knowledge culture.
Then it can constitute a model solution for
most municipal organisations, taking into account the main values as well as general and
detailed principles referring to knowledge transfer
in municipal companies (tab. 2).
The analysed results should be treated only
demonstratively, as they take into account clear
limitations due to the size of the research sample

and levels of management represented by most
respondents, as well as due to objectivity (in several
questions managers assessed themselves). Studies
should be perceived only as pilot considerations
and can qualify for conducting proper, multidimensional scientific explorations concerning,
for example:
– directions of the course of particular subprocesses of knowledge transfer, with identification of which subprocesses are based on
internal knowledge and which on that coming
from outside the organisation;

Table 2. Proposed main values, overriding and detailed principles for knowledge transfer in municipal
organisations
OVERRIDING/GENERAL PRINCIPLES
•
•
•
•
•
•
•
•
•
•
•
•

knowledge as a dominant resource
permanent learning at the level of individual, team, organisation and network
shaping of full confidence
creation of an organisational culture focused on knowledge
necessary diversity
preferred redundancy, especially redundancy of intangible resources
pursuit of negative entropy
clear vision of a knowledge strategy
system thinking1
natural selection of leaders
knowledge sharing
seeking and releasing of constructive criticism

•
•
•
•
•
•
•
•
•
•
•

pursuit of an open system2
preferred equifinality
knowledge sharing as a feature of a committed employee
development of common thinking models
openness
targeted knowledge protection3
communication and mutual interactions
high level of positive personal commitment
leaving space for events, activities and behaviours spontaneous and informal
intensification of direct contacts
restriction of the degree of formalisation

Core VALUES
knowledge
trust
initiative
innovations

Detailed principles concerning knowledge transfer

Source: prepared by the authors.
1

See: P. Senge, 2000, pp. 20-25.
Open system, homeostasis, negative entropy, necessary diversity and equifinality are principles of analysis
of organisations understood as systems proposed by G. Morgan, 1999, pp. 48-49.
3
It is recognised that despite the policy of full openness, some resources of knowledge, in particular those
strategically valuable, should be protected.
2
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– roles, functions and tasks of the co-ordinator
of knowledge transfer as a knowledge broker;
– indication of dimensions of the organisational knowledge culture typical of municipal
companies;
– analyses of knowledge transfer in the context
of exerting pressure of all stakeholders of municipal companies;
– functioning in network structures in the form
of existing municipal holdings;
– preparation of a set of operating guidelines
according to good practices of management
of municipal organisations.

References
Al-Busaidi, K.A. & Olfman L. (2017). Knowledge
sharing through inter-organizational knowledge
sharing systems. VINE Journal of Information and
Knowledge Management Systems, 47(1), 110–136.
Al-Salti, Z. & Hackney R. (2011). Factors impacting
knowledge transfer success in information systems
outsourcing. Journal of Enterprise Information
Management, 24(5), 455–468.
Arif, M., Al Zubi, M., Gupta, A.D., Egbu, Ch., Walton,
R.O. & Islam, R. (2017). Knowledge sharing
maturity model for Jordanian construction sector. Engineering Construction and Architectural
Management, 24(1), 170–188.
Bendkowski, J. (2016). Jednostkowe korzyści z uczestnictwa w nieformalnych sieciach wiedzy. Zeszyty
Naukowe Politechniki Śląskiej, Seria: Organizacja
i Zarządzanie, 89(1949), 11–23.
Dee, J. & Leisyte, L. (2017). Knowledge sharing and
organizational change in higher education. The
Learning Organization, 24(5), 355–365.
Dziadkiewicz, A., Nieżurawska-Zając, J., Duarte,
N., Dryl, W., Dryl, T., Nieżurawski, L., Sofia, C.,
Pereira, G., Santos, V. & Ferreira Lopes, T. (2017).
Knowledge transfer in Poland and Portugal (closing phase) – summary of COTRANS project. Torun
Business Review, 16(1), 49–61.
Fic, M. (2012). Rozwój zarządzania wiedzą – od
pierwszej do trzeciej generacji. In A. Czech (Ed.),
Nauki o zarządzaniu – u początków i współcześnie
(pp. 363–389). Katowice: Wydawnictwo Uniwersytetu Ekonomicznego w Katowicach.

90

Glińska-Neweś, A. (2007). Kulturowe uwarunkowania
zarządzania wiedzą w przedsiębiorstwie. Toruń:
Wydawnictwo „Dom Organizatora”.
Grzymała Z., (2010). Restrukturyzacja sektora komunalnego Polsce. Warszawa: Oficyna Wydawnicza
Szkoła Główna Handlowa.
Hutzschenreuter, T., Horstkotte, J. (2010). Knowledge
transfer to partners: a firm level perspective. Journal
of Knowledge Management, 14(3), 428–448.
Intezari, A., Taskin, N. & Pauleen, D.J. (2017). Looking
beyond knowledge sharing: an integrative approach to knowledge management culture. Journal
of Knowledge Management, 21(2), 492–515.
Ishihara, H. & Zolkiewski, J. (2017). Effective knowledge
transfer between the headquarters and a subsidiary
in a MNC: the need for heeding capacity. Journal
of Business & Industrial Marketing, 32(6), 813–824.
Janczewska, D. (2016). Proces zarządzania wiedzą
w mikroprzedsiębiorstwie w aspekcie przekształcania w firmę inteligentną. Przedsiębiorczość –
Edukacja, 12, 164–175.
Jędrych, E. (2016). Zarządzanie wiedzą pracowników
65 plus w organizacji. Zeszyty Naukowe Uczelni
Vistula, 46(1), 12–27.
Joia, L.A. & Lemos, B. (2010). Relevant factors for tacit
knowledge transfer within organisations. Journal
of Knowledge Management, 14(3), 410–427.
Kania, J., Drygas, M., Kutkowska, B. & Kalinowski, J.
(2011). System transferu wiedzy dla sektora rolno-spożywczego – oczekiwane kierunki rozwoju.
Polish Journal of Agronomy, 7, 22–28.
Kim, Ch, Kang, M. & Wang, T. (2016). Influence
of knowledge trnasfer on SNS community cohesiveness. Online Information Review, 40(7), 959–978.
Kołos-Trębaczkiewicz, H. & Osuch-Pajdzińska, E.
(2015). Ekonomika przedsiębiorstwa komunalnego. Warszawa: Oficyna Wydawnicza Politechniki
Warszawskiej.
Kozłowski W. (2015). Zarządzanie gospodarką komunalną. Olsztyn: New Europe Firma Szkoleniowa.
Kożuch, B. & Lenart-Gansiniec, R. (2016). Uwarunkowania skutecznego dzielenia się wiedzą na
uczelni. Zarządzanie Publiczne, 4(36), 303–320.
Kuciapski, M. (2017). A model of mobile technologies
acceptance for knowledge transfer by employees. Journal of Knowledge Management, 21(5),
1053–1076.
Kumar, J.A. & Ganesh, L.S. (2009). Research on
knowledge transfer in organizations: a morphology.
Journal of Knowledge Management, 13(4), 161–174.

Zarządzanie Publiczne / Public Governance 4(46)/2018

The specific nature of knowledge transfer in municipal organisations

Latusek, D. (2008). Rola kultury organizacyjnej w zarządzaniu wiedzą. W: D. Jemielniak, A.K. Koźmiński
(red.), Zarządzanie wiedzą. Podręcznik akademicki
(s. 147–175). Warszawa: Wydawnictwa Akademickie
I Profesjonalne.
Leszczyńska, D. & Pruchnicki, E. (2017). Optimal
location of a multinational corporation resulting
from knowledge transfer. The general mathematical
formulation. Journal of Management Development,
36(9), 1191–1202.
Liyanage, Ch., Elhag, T., Ballal, T. & Li Q. (2009).
Knowledge communication and translation – a knowledge transfer model. Journal of Knowledge Management, 13(3), 118–131.
Luo, B.N., Lui, S.S. & Kim Y. (2017). Revisiting the relationship between knowledge search breadth and
firm innovation. A knowledge transfer perspective.
Management Decision, 55(1), 2–14.
Mariano, S. & Awazu, Y. (2017). The role of collaborative knowledge building in the co-creation
of artifacts: Influencing factors and propositions.
Journal of Knowledge Management, 21(4), 779–795.
Michalak, A. & Zagórowski, J. (2017). Uwarunkowania
transferu zasobów wiedzy w przedsiębiorstwie.
Zeszyty Naukowe Politechniki Śląskiej, Seria:
Organizacja i Zarządzanie, 100(1972), 291–301.
Midor, K., Zasadzień, M. & Szczęśniak, B. (2015).
Transfer wiedzy wśród pracowników działu utrzymania ruchu. Zeszyty Naukowe Politechniki Śląskiej,
Seria: Organizacja i Zarządzanie, 77(1927), 135–
144.
Mikuła, B. (2011). Transfer wiedzy w organizacji.
W: A. Potocki (red.), Komunikacja w procesach
zarządzania wiedzą (s. 59–76). Kraków: Fundacja
Uniwersytetu Ekonomicznego w Krakowie.
Morgan, G. (1999). Obrazy organizacji. Warszawa:
Wydawnictwo Naukowe PWN.
Nakauchi, M., Washburn, M. & Klein, K. (2017).
Differences between inter- and intra-group dynamics in knowledge transfer processes. Management
Decision, 55(4), 766–782.
Narteh, B. (2008). Knowledge transfer in developeddeveloping country interfirm collaborations: a con-

ceptual framework. Journal of Knowledge Management, 12(1), 78–91.
Nogalski, B., Karpacz, J. & Wójcik-Karpacz, A. (2014).
Organizacyjne uczenie się w perspektywie relacji międzyorganizacyjnych. In A.K. Koźmiński
& D. Latusek-Jurczak (Eds.), Relacje międzyorganizacyjne w naukach o zarządzaniu (s. 149–185).
Warszawa: Oficyna Wolters Kluwer business.
Prahalad, C.K. & Ramaswamy, V. (2005). Przyszłość
konkurencji. Współtworzenie wyjątkowej wartości
wraz z klientami. Warszawa: PWE.
Ratajczak, M (2006). Transfer wiedzy i technologii
do sektora małych i średnich przedsiębiorstw
w Polsce. Ekonomika i Organizacja Gospodarki
Żywnościowej, 59, 113–120.
Sagan, M., Zalewa, P., Gorbaniuk, O. & Jóźwik, B.
(2011). Transfer technologii i wiedzy do przedsiębiorstw województwa lubelskiego. Gospodarka
Narodowa, 4, 85–98.
Senge, P. (2000). Piąta dyscyplina. Teoria i praktyka organizacji uczących się. Warszawa: Dom
Wydawniczy ABC.
Sinell, A., Iffländer, V. & Muschner, A. (2017). Uncovering transfer – a cross-national comparative analysis. European Journal of Innovation
Management, 21(1), 70–95.
Skrzypek E. (2013). Uwarunkowania i konsekwencje
transferu wiedzy do przedsiębiorstw. IX Kongres
Ekonomistów Polskich, http://www.pte.pl/kongres/
referaty/Skrzypek.pdf.
Štrach, P., Everett, A.M. (2006). Knowledge transfer
within Japanese multinationals: Building a theory.
Journal of Knowledge Management, 10(1), 55–68.
Tworek, K., Walecka-Jankowska, K. & Martan, J. (2016).
Komplementarny wpływ technologii informacyjnych
i zarządzania wiedzą na innowacyjność organizacji. Zeszyty Naukowe Politechniki Śląskiej, Seria:
Organizacja i Zarządzanie, 88(1948), 351–360.
Wang, X., Xi, Y., Xie, J. & Zhao, Y. (2017). Organizational
unlearning and knowledge transfer in cross-border
M&A: The roles of routine and knowledge compatibility. Journal of Knowledge Management, 21(6),
1580–1595.

Zarządzanie Publiczne / Public Governance 4(46)/2018

91

