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Abstract

Purpose - This study seeks to examine the relationships between corporate strategy, human
resource management (HRM) strategy, and knowledge management (KM) strategy, as well as their
interactive influence on KM effectiveness.

Design/methodology/approach — Samples studied are 147 Taiwanese large companies in
banking, services, and manufacturing industries; responses from multiple informants are collected
from each firm.

Findings — Results indicate that firms pursuing cost leadership strategy and buy-bureaucratic HRM
strategy are more likely to adopt codification KM strategy. Firms adopting differentiation strategy and
make-organic HRM strategy are associated with frequent use of personalization KM strategy.

Originality/value — This study finds that fit between KM strategy and both corporate as well as
HRM strategy are significantly related to better KM effectiveness in terms of process outcome,
learning capability, and organizational outcomes.

Keywords Human resource strategies, Knowledge management, Corporate strategy, Taiwan
Paper type Research paper

Introduction
Knowledge management (KM) refers to the process of capturing the collective expertise
and intelligence in an organization and using them to foster innovations through
continued organizational learning (Nonaka, 1991; Quinn ef al, 1996; Davenport and
Prusak, 1998). In the past 20 years, KM has led to new technological improvements as
well as developments of new concepts. If used properly, KM can help organizations
become more flexible as well as become better learning places (Yahya and Goh, 2002).
KM is expected to improve and create competitive advantages for business enterprises.
The aspect of viewing knowledge as a means to improve company’s competitive
ability inevitably endows KM with a “strategic” attribute; KM is posited to help firms
Emerald remain viable in turbulent environments (Winter, 1987). This sounds quite similar to a
long-familiar concept of “strategy”, which has attracted the attentions of managers as
well as scholars for several decades on how to align company’s available resources to
5’;,&‘;‘;“15:‘1‘; Jg&gal of Manpower  ensure corporate survival and success (Hofer and Davoust, 1977). Yet, we have not seen
pp. 582.603 many studies link KM with the existing literature on company strategy. Based on the
© Emerald Group Publishing Limited  ahove literature, we argue KM is a strategic tool that strengthens competitive ability.

0143-7720
DOI 10.1108/01437720510625476  However, we are not sure how KM can be properly used to complement these other
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corporate actions to best enhance a company’s competitive advantage? How can we Strategy
take our present knowledge of KM and build on what we have already known about alignment
company strategies to help us better manage a firm? This research tries to propose a
relationship between company strategy and KM strategy.

On the other hand, scholars of KM have noticed that KM involves not only a set of
software and hardware infrastructures but also corresponding organizational
arrangements such as culture and people (Meso and Smith, 2000). Knowledge is 583
created by and rests in individual employees. Equally well, it is created through social
interactions and is embedded in the social structure of organizational members
(Narasimha, 2000). Hence, how a company organizes its employees through company’s
human resource management (HRM) systems significantly facilitates or hinders the
development and exploitation of organizational knowledge. However, we have found
few studies exploring how organizational factors, such as HRM strategy and practices,
affect the outcome of KM. There exist even fewer empirical studies that try to verify
the relationship between company HRM strategy and KM effectiveness.

In this paper, we try to explore the relationship between corporate strategy, KM
strategy, and HRM strategy. From a contingency aspect, we tend to demonstrate that
fit between corporate strategy and HRM strategy with KM strategy are significantly
related to better KM effectiveness.

Literature review and hypotheses

Knowledge management and KM strategy

Knowledge management is a set of activities that helps a firm to acquire knowledge
from both inside and outside of the company. Organizations expect to utilize the
information provided through KM to help them accomplish their missions (Wiig, 1995).
The process of creation, acquirement, and utilization of knowledge is posited to
improve organizational performance (Laurie, 1997). In order to achieve the desired
outcome, organizations not only have to build appropriate IT infrastructures but also
have to integrate human, computer systems, network technologies, and other
corresponding organizational arrangements to effectively obtain, store, and utilize
knowledge (Meso and Smith 2000).

The above perspectives endow KM with a strategic attribute, i.e. KM is a set of
organizational arrangements aimed at achieving specific organizational purposes.
Through multiple case studies, Drew (1999) discovered that companies interviewed
combine KM with organizational objectives and form a set of operating arrangements
to implement KM activities. Zack (1999) also found that when conducting KM,
companies adopt different administrative procedures according to their different
strategic missions. These findings indicate that it is appropriate to view KM as a
company strategic tool. Although we have not yet seen many scholars explicitly
classify KM strategy and link KM strategy with the existing literature of corporate
strategies, we think it is fair to infer KM strategy from observing the KM activities a
company conducts (Mintzberg, 1973).

Among the presently available literature, KM strategy is often classified by the
nature of knowledge itself, i.e. whether knowledge is explicit or implicit (Hansen ef al,
1999; Schulz and Jobe, 2001). Explicit knowledge refers to the information that can be
transferred in a systematized and standardized manner. Therefore, the management of
explicit knowledge is also called “codification knowledge management strategy”
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IJM (Hansen et al., 1999). Companies adopting such strategy document useful information

2.6 in large-scaled database. The knowledge stored is standardized and can be easily

’ accessed and be reused by corresponding personnel. The products or services of such

firms tend to be standardized and firms emphasize the reuse of knowledge. They try to

expand their standardized operations to achieve economy of scale and charge lower

fees for their products or services to expand market share. Since operating knowledge

584 is mainly stored in database and transferred by interactions between employees and IT

infrastructure, firms adopting codification KM strategy provide fewer chances for
interpersonal connections between workers.

Implicit knowledge exists within individuals. It is comparatively more difficult to
formalize and cannot be expressed in a standardized and systematic manner. The
management of implicit knowledge is also called “personalization knowledge
management strategy” (Hansen et al, 1999). Companies adopting such strategy offer
specialized products or services to satisfy specific customer needs. A large part of their
operating knowledge is implicit and cannot be codified and stored in database to be
easily reutilized. Employees in such firms, in order to successfully carry out their
missions, have to interact extensively with their colleagues to obtain such implicit
knowledge. In order to facilitate this process, companies adopting personalized KM
strategy have to extensively use task force groups, emphasize organizational learning
mechanisms, and encourage employee interactions through appraisal and
compensation systems concerning knowledge sharing, accumulation, and creation.

The concept of fit from a contingent aspect

Scholars of the long-established school of “contingent theories” assert that a company
performs better when its organizational characteristics comply with its environmental
conditions (Chandler, 1962; Woodward, 1965; Lawrence and Lorsch, 1967; Galbraith,
1977). The concept of “fitness” is one among the key notions advocated by contingent
theorists (Pennings, 1987; Donaldson, 2001). “Fitness” refers to the coordination
between the demand, objectives, and structures of one part of an organization with the
demand, objectives, and structures of another part of an organization (Nadler and
Tushman, 1988). The better the degree of coordination, the better the organization’s
performance (Schoonhoven, 1981; Tushman, 1979; Miller, 1981).

The concept of fit has often been applied in the realm of strategic management,
exploring how a company should align its strategy with organization’s structure,
technology, market conditions, and various environmental factors (Miller, 1986; Tichy,
1983; Prescott, 1986). Proper alignment between strategy and related contingent
factors can help to enhance company’s performance (Woo and Cooper, 1981; Hambrick,
1984). If various related contingent factors are not aligned with strategy, the company
cannot effectively organize available resources toward the planned direction, and its
performance will, consequently, suffer (Lawless, 1987). Since various kinds of
functional strategies interact with each other, company must maintain a status of
coordination among various related contingent factors to facilitate the attainment of its
strategic objectives (Porter, 1980; Galbraith and Schendel, 1983).

Corporate strategy and KM strategy
Based on the above argument, it is reasonable to expect that, in order to facilitate the
implementation of KM and achieve corporate objectives, KM strategy should comply
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with company strategy (Nonaka and Takeuchi, 1995; Nahapiet and Goshal, 1998: Strategy
Ulrich, 1998). While KM is regarded as useful tool in implementing company strategy, alignment
we have not found many theoretical studies linking KM strategy with our present
understandings concerning company strategies.

From the concept of “fit” and the classification of KM strategy as “personalization”
versus “codification” (Hansen et al, 1999), as discussed in the previous section, we
think such classification corresponds well with a well-known business strategy 585
category purported by Porter (1980). Under Porter’s famous taxonomy as “cost
leadership” and “differentiation” strategies, the former refers to an organization
pursuing production efficiency and economy of scale. Companies adopting such
strategy tend to manufacture standardized products to lower unit production cost. In
terms of KM strategy, such company will emphasize the re-utilization of knowledge to
lower the cost of providing per item of information. Such company will invest heavily
in installing large-scaled database and will attract clients with lower charged fees to
obtain a larger market share. Under a cost leadership strategy, the KM strategy of such
firms will look more similar to a “codification KM strategy”.

On the other hand, if a company adopts differentiation strategy, it will tend to
produce differentiated or customized products to satisfy particular customer needs.
KM strategy in such firms will emphasize interactions among organizational members
as well as the creation of new knowledge. Instead of investing heavily on standardized
database infrastructure, such companies will put more emphasis on establishing
interpersonal connections, they will also encourage communication as well as
brainstorming among organizational members. Such practices resemble
“personalization KM strategy”. We summarize the characteristics of corporate
strategy, KM strategy, and HRM strategy in Table I.

Based on the above discussions, we would like to make the following proposals:

HI. Corporate strategy is connected to KM strategy.

H1.1. If a company adopts cost leadership strategy, it is KM strategic arrangements
will tend to be closer to that of codification strategy

H1.2.1f a company adopts differentiation strategy, it is KM strategic arrangements
will tend to be similar to that of personalization strategy.

Human resource management strategy and KM strategy

Scholars of strategic human resource management (SHRM) assert that various
company HRM practices should complement each other (Baird and Meshoulam, 1988).
A fit among HRM practices can improve employee performance and enhance
company’s core competitive advantage (Huselid, 1995; Huselid et al, 1997).

While knowledge is basically created by and resides in people, the successful
implementation of KM is inseparably related to corporate HRM strategy and practices.
HRM practices significantly affect organizational members’ attitude, belief, and value
systems (Marshall et al, 1996). They play an important role in facilitating employees’
absorption, transfer, sharing, and creation of knowledge (Soliman and Spooner, 2000).
Compensation, education and training, and performance management programs are
significantly affect employees’ motives and behaviors in participating KM activities
(Greengard, 1998). Adopting proper HRM strategy and practices significantly
facilitates the successful implementation of KM strategy.

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



Juswrdo[aAap 9340[dws 10] siseq

SB Posn UOIBN[BAd S0UBULIOLIRd PIJUILIO-SS3001]
SpIepue)s

[eoTuyoa) Y3y yim Se0A0[dUs SALRAOUUT UMDY
sSururen; pue justidoeasp Iey1om Sunydysy

JusuLIemoduy

SHOJJa-Ures) y3noay) SuIA[0s We[qoid
SUOIJBIIUNTUIOD

[euonIUNJ-sso1d SuIABY U)o ‘A1089)ed qOf SpIp
A591041S JH IMUDSL0-24DIA

SuoISIap Justageueul ur syedionred 10U OP SISHIOM
Sururen) payury

WSTUBYISUI [01JU0D

B SB Psn UONBN[BAS 90UBULIOLIRd PIIUSLIO-NSay

uonIuIp 1om Jy10ads pue Ies|)

10119 JO }S0D 3} SZIWIUTM 0} UOISIAIANS IS0

JSUUBW PIZIPIBPUR]S ‘PIZIIelalSAS

uo papuadap AJurew jou ST J9Jsuer) 93pa[mousy
93pamouy e,

UOTIBaID PUE ‘UoljeMuUMIde ‘SuLleys

93pa[mou| 0} Paje[al SWAISAS uoresuadwiod pue
Testexdde y3noxy) suondrIIul s9£0[duwe 93e.modusy
SIaquisw

[euonjeziuedio Suowre suondeul Jurziseydursy
SPIJU JOWO)SNO JY1ads

£Jsnyes 0} Se01AI8S 10 syonpoid paziferoads 18J0
(5210418 Y] wOUDZYDUOSAI]

amponnsequl 1] pue seafojdwa

U39MJ3(] SUONORISUI AQ POLISJSURI) ST 93pa[mouy]
aseqejep 23Te[ Ul UOHBULIOJUI [NJISN JUSUMIO(]
I9Jsuen)

93pa[mouy Jo Aem DIZIJBUISISAS pUR PazZIpIepuelg

agpapmon] JoTdxy

s9afoduwe usamiaq uonoaUU0d [euosiadisiur

JO SIOUBYY M3 ‘93pa[mouy Jo asnal oy aziseqdwry
uonjeuwiojur Jo we)t 1od Surpraoid

JO 1500 3y} J9MO] 0} 3P3[MOUY JO UOLIeZIIN-3Y

SpIepuels
[eoruyoa) Y31y yimm seoA0]dius SALRAOUUL SUNINIIIY
SPUBWIP SISWO0ISND 0} SSauaAIsuodsal Suny3ysiy

S901A19s pue syonpoud Jo Ajjenb ayy Suiziseydury
ugisep pue juowdo[aAdp
jonpoud se [jom se Aiqe Suneyrew Juiziseyduwyg

SSauaAIsuodsal pue uoneAouur Je unury
(Bo3p415 uorwyuaLIffy7T

SenIIqISuodsal Jo uonesuIap Ies))
uononpoid Suneyoe; Juiziseyduwe udisep 3onpoid

ssa001d Junesado Jziptepuels pue AJdung
uonjerado Jo Aem Juenyge Suiziseyduy
1500 JO [01U0D LIS

AKousnyge Sunjowoid pue S0 SULIBMO] Je Surry

(5210438 JH IUDAINDIANG-ANng Sapous 3] woyvafipo) {39108 qrys4apva] 1509
A391ens \RNH A33rens AT £3a1ens ajeiodio)
3
58 10 25588

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



Among SHRM literature, scholars try to classify HRM strategies based on different Strategy
corporate HRM arrangements (Huselid, 1995). By observing how companies acquire alignment
and manage their workforce, Delery and Doty (1996) identified different organizational
employment systems as “market system” and “internal system”. Such classification is
similar to Bae ef al (1998), who differentiated corporate HRM practices as
“buy-bureaucratic” or “make-organic” strategies. The former stresses cost control
and is similar in nature to cost leadership strategy (Arthur, 1992; MacDuffie, 1995). 587
Companies adopting “buy-bureaucratic” HRM strategy tend to recruit managers from
outside of the firm, provide limited trainings, define job contents specifically,
emphasize seniority in calculating compensation, and limit employee participation in
decision-making. On the other hand, companies adopting “make-organic” HRM
strategy tend to promote middle-level managers from within, provide extensive
trainings, adopt job enrichment and define jobs in a much broader aspect, emphasize
performance-based pay, and allow more employee participation in decision-making.

According to Lepak (1999), companies adopting “make-organic” HRM strategy can
nurture a set of more stabilized work force. Their employees are more committed to the
company and interact more extensively among themselves. Conversely, companies
adopting “buy-bureaucratic” HRM strategy will have a work force with lower level of
cooperation and trust. It will be more difficult to accomplish knowledge transfer
through people in such companies.

From the above discussions, we assert that “make-organic” HRM strategy is
compatible with “personalization KM strategy”. Under “make-organic” HRM scheme,
company tends to promote from within, enhance employee abilities through extensive
training, and adopt compensation systems that encourage employees’ sharing of their
tacit knowledge. In another respect, a “personalization KM strategy” will stress
employee trainings that nurture their analytical ability and creativity. Such strategy
also encourages employees’ sharing of knowledge (Delery and Doty, 1996). From this
angle, the “make-organic” HRM strategy is more compatible with “personalization KM
strategy”.

The “buy-bureaucratic” HRM strategy is compatible with “codification KM
strategy”. Companies adopting “buy-bureaucratic” HRM strategy tend to recruit
management talents from outside. They will have specific job descriptions;
work-related skill and knowledge is also transferred mainly through written
documents. Employees have comparatively less opportunities to receive extensive
training. On the other hand, a “codification KM strategy” also stresses knowledge
transfer through documented records. Companies adopting codification KM strategy
will invest heavily in system infrastructure and provide less training to employees.
Such firms will provide fewer opportunities for interpersonal connections among
employees (Hansen et al, 1999). From this aspect, the “buy-bureaucratic’ HRM
strategy is compatible and more similar to “codification KM strategy”.

Based on the above, we would like to make the following hypotheses:

H2. Corporate human resource management strategy relates to KM strategy.

HZ2.1. If a company adopts make-organic HRM strategy, its KM strategy will tend to
be closer to personalization KM strategy

H2.21f a company adopts buy-bureaucratic HRM strategy, its KM strategy will
tend to be similar to codification KM strategy.
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IJM Strategic fit and knowledge management effectiveness
2%.6 The concept of fit is a prevalent topic in strategy literature (Venkatraman, 1989). If
’ various organizational arrangements are not integrated or congruent with the overall
strategy, companies shall have unclear strategic direction that leads to suboptimal or
dysfunctional outcomes (Lawless, 1987). On the other hand, many scholars of
knowledge management assert that KM practices should complement corporate
588 strategic arrangements to achieve best results (Nonaka and Takeuchi, 1995; Nahapiet
and Goshal, 1998; Ulrich, 1998). Managers are urged to explicitly connect their
company’s competitive strategy with other related organizational arrangements to
facilitate the attainment of company goals (Hansen ef al, 1999). When managers
actively choose a KM approach that supports a clear competitive strategy, both the
company and its customers benefit.

Some organizational HRM practices, such as job security and profit sharing, are
found to be key contributor to the accomplishment of corporate strategic objectives
(Delery and Doty, 1996). Lawler (1981) found that, unless pay strategies reinforce
organization’s overall strategy, the return on compensation dollars would suffer. With
the advent of resource-based theory (Barney, 1991), intellectual capital that resides
within individual workers is gaining increasing recognition as the only true strategic
asset. More companies come to realize that their most-valuable knowledge exists
within people’s head, augmented or shared via interpersonal interaction and social
relationship (Zack, 1999). Many companies are experimenting with new organizational
culture, forms, and reward systems to enhance such “social” mechanism. The
normative implication in doing so is that many organizational arrangements,
especially when they concern the management of people, should be aligned and
integrated with company strategic objectives to provide a comprehensive
infrastructure to support knowledge management.

Therefore, it is reasonable to expect that a fit between corporate strategy, KM
strategy, and HRM strategy will enhance KM effectiveness:

H3. Fit between corporate strategy and KM strategy is related to better
knowledge management effectiveness.

H4. Fit between corporate HRM strategy and KM strategy is related to higher KM
effectiveness.

Methods
Sample and procedures
Companies involved in this study come from the Commonwealth survey in Taiwan,
2002. This survey is a well-known database in Taiwan containing established large
Taiwanese firms and is considered representative of Taiwan’s industrial status.
Commonwealth survey involves companies in three major industry categories:
manufacturing, banking, and services. Within each industry category, firms are first
ranked according to asset scale into several groups. Then, stratified sampling is
applied to obtain random samples. Thousand firms are selected, including 620 in
manufacturing, 65 in banking, and 315 in service industry.

Questionnaires were mailed to these firms asking four groups of information
concerning corporate strategy, HRM strategy, KM strategy, and KM effectiveness.
Based on the classification proposed by Nonaka (1991) and Alavi and Leidner (1999),
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we further divide KM effectiveness into three dimensions: “process efficiency”, Strategy
“learning capability”, and “organizational performance”. A first set of questionnaires alignment
were sent to the general managers asking company general information, corporate
strategy, HRM strategy, and items of KM effectiveness that relate to organizational
performance. After two weeks, an identical questionnaire was mailed to the general
managers who had not yet responded. We finally collected 187 effective responses.

Each general manager was then asked to provide the names of manager in charge of 589
KM in their institution. Of the 187 participating general managers, 165 provided the
names of KM managers. Another set of questionnaires was sent to these KM managers
asking questions concerning KM strategy and KM effectiveness that relate to process
efficiency and learning capability. The same procedure of mailing questionnaires, as
stated above, was adopted. Finally, we had 156 KM managers to participate in the
study; they came from four different functional departments: human resource (75),
information (39), general management (12) and KM (30).

Criterion for a valid observation is that usable questionnaires from both
respondents are collected. Our final sample size becomes 147. They include 92 firms
in the manufacturing industry, 11 firms in the banking industry, and 44 firms in the
service industry. Average response rate comes to approximately 14 percent. Every
company represents one single business, i.e. if a conglomerate has multiple business
units, these businesses will be represented as another firm. These companies have an
average 18.54 years of history and 263 employees. 76.9 percent of them are unionized.
Within the manufacturing sector, 92 observations come from computer and electronics,
machinery, chemical and petrochemical, textile, steel manufacturing, and food
processing. In the service sector, 44 firms come from ocean and airfreight, hotel and
tourism, as well as retailing. Within the banking sector, 11 firms come from
commercial banks, investment banks, insurance companies, and security companies. A
check of these samples across different business nature, company size, and company
age reveals no special response bias. This sample, we believe, can be considered as
representative of Taiwan’s present general industry status. Non-response bias is also
checked through a time trend extrapolation test (Armstrong and Overton, 1997).
Multivariate general linear model is employed to examine the difference between late
respondents (those whose questionnaires are received after the second mailing) and
their earlier counterparts in firm size, age, union status, and market competition. We
find no significant difference exist between these two groups.

As to the respondents, general mangers filling the questionnaires have an average
of 5.9 years of service history with the company while KM managers have an average
of 3.2 years of service history with their firms. We think such time span is sufficient to
familiar them with their company’s situations and makes them effective respondents to
provide us with the information we need.

Measurements

Questionnaire items concerning corporate strategy, HRM strategy, KM strategy, and
KM effectiveness are based on comprehensive review of previous research. A panel of
experts, including senior scholars and professional managers in the respective fields
help us to ascertain the adequacy of the wordings in our questionnaire. Full texts of
these questionnaire items are listed in the Appendix — Table Al The following
sections discuss each measurement in detail.
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IJM Corporate strategy
2.6 Eight items adapted from Porter (1980), Dess and Davis (1984) and Segev (1989) are
’ used to measure corporate strategy. To test the relationship between corporate
strategy and KM strategy, cluster analysis is used following the works of Porter (1980)
and Dess and Davis (1984). Two clusters are found from this analysis and are coded as
dichotomous variable for further examination. Then, we try to obtain a single measure
590 of corporate strategy to examine the impact of contingent effect of corporate strategy
and KM strategy (interaction term) on KM effectiveness. We use principal components
factor analysis with varimax rotation to obtain one factor representing the firm’s
intention in its business strategy. Higher value on this factor indicates that the firm
prefers to adopt differentiation strategy. This variable has a Cronbach’s « of 0.90.

Human resource management strategy. Eleven different HR policies adapted from
Huselid (1995), Delery and Doty (1996) and Bae ef al. (1998) are conceptualized to
measure firm’s strategic intention in HRM. Following conventional concepts on SHRM,
we regard firm’s HRM strategy as a set of interrelated systems of policies and practices
for implementing business strategy (Arthur, 1992; MacDuffie, 1995; Youndt et al,
1996). Therefore, a single index of HRM strategy is created from the mean of those 11
questions. Higher value on this index means that the firm inclines to adopt
make-organic HRM strategy. This variable has a Cronbach’s & of 0.89.

In this study, the informants for HRM strategy are company’s general managers.
However, as stated before, since 75 of our respondents are HR managers in charge of
KM activities in their firms, these 75 HR/KM managers also are asked to provide
responses on HR strategy. Hence, we have multiple respondents on HRM strategy.
Mean value on their responses are calculated and used in our subsequent analyses.
Interrater agreement, suggested by James et al. (1993) is calculated and regarded as
appropriate (» = 0.82).

Knowledge management strategy. As discussed above, a firm’s KM strategy relates
to its strategic arrangements in building and managing knowledge stock through the
effective process of creating, transferring and distributing knowledge (Alavi and
Leidner, 1999). Based on Hansen et al. (1999), Schulz and Jobe (2001) and Zack (1999),
we developed 12 questions of five point scale to measure firm’s nature of business
knowledge and strategic intention in managing its business knowledge. Principal
components factor analysis with varimax rotation is used to detect the nature of these
variables. All 12 items related to one factor with a Cronbach’s « 0.90. To test
contingency hypothesis, a single index is produced through the mean of those 12
variables. Higher value on this variable represents firm’s intention in adopting
personalization KM strategy.

Knowledge management effectiveness
The benefits of implementing KM should be multi-dimensional (Nonaka, 1991,
Davenport and Prusak, 1998). KM effectiveness was operationalized in terms of:

(1) process efficiency;
(2) learning capability; and
(3) organizational performance (Nonaka, 1991; Alavi and Leidner, 1999).

Process efficiency includes four items used to measure employee’s communication,
staff participation, problem solving time, and the speed of decision-making. Learning
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capability includes three items used to measure employee’s ability in learning, Strategy
acquiring knowledge, and innovation. Organizational performance includes four items alignment
used to measure firm's service quality, ability to satisfy target clientele, sales and
profitability figures. The items in both process efficiency and learning capability ask
respondents to indicate how satisfied they are with the results following the
implementation of KM. The questions of organizational performance are used to assess
each firm’s performance relative to other firms’ in its industry. All these questions are 591
answered by KM managers or general managers, respectively. The Cronbach’s « for
these three dimensions are all greater than 0.80.

The information on KM effectiveness is collected by the respondent’s subjective
judgment. As an additional validity check, we compare sales and profitability items
with their corresponding objective measures from Taiwan Economic Journal (TE])
database. The outcomes show that both bivariate correlation figures attain significant
level (r = 82, p < 0.001).

Control variables. To capture other organizational and environmental factors that
may affect our research finding, we include seven additional variables in our
regression to eliminate any extraneous effects prior to testing our hypotheses. Firm age
is the number of years a firm had been in existence (2002 minus year of founding). Firm
size is calculated by the natural logarithm of the number of full-time employees, since
this figure may relate to the adoption of certain type of HRM strategy (Huselid et al,
1997; Youndt et al, 1996). Union status is also expected to be related to HRM strategy
and organizational performance (Huselid and Rau, 1997). Information for this variable
was gathered from general managers and double-checked by that obtained from HR
managers. Firm is coded 1 if unionized, 0 if not. Since scholars on strategy and HRM
argue that condition of market competition affects organizational performance
(Delaney and Huselid, 1996), we therefore, ask general managers about the degree of
competition their firms face in their corresponding product or service market
(1 = none, 5 = a great deal). The industry environment in which the firms reside may
have close relationship with their organizational performance. Munificence, dynamism,
and complexity are then measured to capture environmental effects. Following Keats
and Hitt (1988), munificence is assessed as the five-year growth in industry sales by
regressing the natural logarithm of sales against time. Dynamism is measured by the
antilogarithm for the standard error of the regression coefficient in the equation to
reflect the degree of change in industry sales. For complexity, Duncan (1972) defines it
as the heterogeneity of an organization’s environment. Therefore, we follow Osterman
(1994) and use one item to ask general manager to evaluate his perceived industry’s
complexity (1 =none, 5=a great deal). The data used for calculating both
munificence and dynamism are gathered from the TEJ database.

Results

Table II shows the means, standard deviations, correlations, and reliabilities figures
(where appropriate) of our data. All correlation coefficients between KM strategy, HRM
strategy, and corporate strategy reach significance level of 0.01. This provides
preliminary evidence to support HI and H2.

HI. Corporate strategy is connected to KM strategy
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One-way ANOVA is used to test the relationships between KM strategy with corporate Strategy
strategy and HRM strategy. As mentioned above, cluster analysis was used to divide alignrnent
corporate strategy into two groups (i.e. cost leadership and differentiation strategy).
KM strategy was calculated by the mean of individual KM items weighted by the
corresponding factor loadings coming from factor analysis, as stated in the previous
paragraph. Table III shows that the relationships between corporate strategy and KM
strategy attain statistical significance (F = 27.148, p < 0.001). The above findings 593
indicate that companies pursuing cost leadership corporate strategy tend to adopt
codification KM strategy[1]. We also find inverse relationship in companies who adopt
differentiation corporate strategy with personalization KM strategy. These findings
support our hypothesis that corporate strategy is related to company’s KM strategy:

HZ2. Human resource management strategy relates to KM strategy.

Similar procedures applied in examining HI were used here to test the connection
between HRM and KM strategy. HRM strategy was divided into buy-bureaucratic and
make-organic groups. The outcome of one-way ANOVA displayed at Table III shows
that relationships between HRM and KM strategy attain statistical significance (F =
24.959, p <0.001). The above findings indicate that companies pursuing
make-organic HRM strategy tend to adopt personalized KM strategy. On the other
hand, we find inverse relationships exist among companies who adopt
buy-bureaucratic HRM strategy with codification KM strategy. Such findings
support our hypothesis that company’s HRM strategy is related to its KM strategy:

H3. Fit between corporate strategy and KM strategy is related to better
knowledge management effectiveness.

H4. Fit between corporate HRM strategy and KM strategy is related to higher
knowledge management effectiveness.

To examine the contingency hypotheses, hierarchical regression is adopted in the
analysis to independently assess the impact of interaction items of KM strategy and
two main research variables on KM effectiveness. In business strategy and SHRM
literature, scholars argued that fit is most commonly measured in terms of interaction
between two variables (Venkatraman, 1989; Huselid, 1995; Delery and Doty, 1996).
Based on the theoretical discussion stated above, we assume that a predominantly
differentiation strategy and make-organic HRM strategy would require more adoption
of personalization KM strategy than would a cost leadership and buy-bureaucratic
HRM strategy. Therefore, to test those fit hypotheses, we interact KM strategy variable
with both corporate and HRM strategy variables, respectively. Since the direction of

Corporate strategy HRM strategy
Cost leadership, Differentiation, Buy-bureaucratic, Make-Organic,
n=64 n=283 n="70 n="77

® » Y oY Table III.

KM L ) 99*** (), ; ; 99*** () Results of one-way
- . 89 (0.42) 2.29 (0.49) 1.91 (0.42) 229 0.50) ARNOVIA o copporte
-~ - . strategy, HRM strategy

Notes: """p < 0.001; “"p < 0.01; and *p < 0.05 (F-test, one-way ANOVA) and KM strategy
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IJM the figures in those three variables was arranged to follow the theoretical expectation,
2%.6 the interaction outcomes should represent sample firm’s status of fit among those

’ variables.

Our overall procedure for each dependent variable (ie. process efficiency,
learning capability, and organizational performance) was the same. In step 1, the
seven control variables are put in the regression model to control for possible

594 extraneous effects across industries and organizations. In step 2, KM strategy and
its counterparts, corporate strategy or HRM strategy, are entered respectively. In
step 3, the interaction terms (i.e. corporate strategy by KM strategy, and HRM
strategy by KM strategy) are entered. We can find support for those contingency
hypotheses if the individual interaction term accounts for significant residual
variance in KM effectiveness.

Tables IV and V show the connections between KM strategy, corporate strategy,
and HRM strategy. Furthermore, the interaction terms were created from interval
scales. We, therefore, replace those original variables by centered KM, corporate, and
HRM strategy variables (i.e. transformed into deviation score form with means equal to
zero) in the regression to remedy the possible risk of multicollinearity (Cronbach, 1987).

Hypothesis 3 posits that fit between corporate and KM strategy relates to better KM
effectiveness. As shown in Table IV, the interaction item of corporate and KM strategy
is significantly related to process efficiency (AR?=0.08, F =5.91, p < 0.001),
learning capability (AR? = 0.08, F = 3.23, p < 0.01), and organizational performance
(AR%? =0.03, F =273, p <0.05) while controlling for demographic, industry,
corporate and KM strategy variables. Specifically, we find that the interaction item has
a significant effect on process efficiency (b = 2.30, p < 0.001), learning capability
(b =2.29, p <0.01), and organizational performance (b = 1.48, p < 0.05), thereby
providing consistent support for Hypothesis 3. This shows that better KM
effectiveness appears to depend on properly aligned corporate strategy and KM
strategy.

Hypothesis 4 states that match between HRM and KM strategy contributes to
better KM effectiveness. The results in Table V shows that the interaction item
accounts for significant incremental variance in process efficiency (AR? = 0.10,
F =17.55, p < 0.001), learning capability (AR? = 0.12, F = 3.97, p < 0.001), and
organizational performance (AR? = 0.05, F = 3.34, p < 0.01) while controlling for
demographic, industry, HRM and KM strategy variables. We also find that the
interaction of HRM strategy with KM strategy significantly relates to process
efficiency (b = 2.38, p < 0.001), learning capability (b =2.53, p < 0.001), and
organizational performance (b= 1.68, p < 0.01). Such results provide strong
evidence to support positive relationships between fit of HRM and KM strategy
with KM effectiveness.

Discussion and conclusions

In this paper, we examine a sample of 147 large Taiwanese firms that can be regarded
as representative of Taiwan’s general industry status. We try to prove that company’s
strategic objectives and HRM strategy have close relationships with KM strategy.
Furthermore, the alignment between KM strategy and both corporate and HRM
strategy can effectively improve KM effectiveness. The major findings and
implications are discussed in the following paragraphs.
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First, the results indicate that both corporate and HRM strategy are closely related to Strategy
KM strategy. Firms that focused on cost leadership strategy and maintain calculative alignment
relationship with employees are more likely to adopt codification KM strategy in
arranging their KM activities. On the other hand, personalized KM strategy is much
easily found in those companies who pursue differentiation strategy and keep
long-term as well as committed connections with their workforce. Further, both
corporate and HRM strategy play key roles in moderating the relationships between 597
KM strategy and KM effectiveness. Our findings suggest that match between
corporate and KM strategy significantly contributes to better KM effectiveness in
terms of process efficiency, learning capability, and organizational performance.
Similar outcomes are also discovered in the connection between KM effectiveness and
fit between HRM and KM strategy. These findings may be interpreted to support a
contingency approach to firm’s KM. The design and implementation of KM is not in
isolated mode. Both corporate and HRM strategy appears to be crucial factors
contributing to better KM outcomes.

Theoretical implications of our findings are three folds. First, although KM has been
alleged as an important means to enhance company competitiveness (Soliman and
Spooner 2000), and that the management of people is inseparably related to KM results
(Meso and Smith, 2000; Narasimha, 2000), few empirical studies have validated such
assertions. Our research tentatively proves that a fit between corporate strategy and
HRM strategy with KM strategy is related to better KM effectiveness. Hence, our
findings expanded the realm of SHRM research by indicating a whole new set of
variables to pay attention to, i.e. how a company matches its KM strategy with HRM
strategy. The contingency perspective has been advocated widely by SHRM scholars
who stress the match between human resource practices with strategic initiatives of
the firm (Huselid, 1995; Delery and Doty, 1996). Our findings demonstrate that we
should expand our conceptual model of SHRM to involve KM factors. Following the
configurational perspective of SHRM scholars (Delery and Doty, 1996), HR system
works simultaneously with other organizational variables. Future research is
recommended to evaluate the effect of the concurrent interactions among HRM, KM,
corporate strategy, and even other contextual variables, such as organization culture.
Only then can we have a comprehensive understanding of the potentials of HR
practices in better helping a firm attain its strategic objectives.

Secondly, since match of HRM practices with KM strategy is related to better
performance, exactly what kind of employee competencies do HRM practices help
nurture, which can bring about such benefits? How can HRM practices nurture such
capabilities? What are the mechanisms involved in such process? Up to now, we find
no research devoted to this direction. Our findings point out a new research direction
that deserves future scholars’ attentions.

Thirdly, compared to the well-developed measures of corporate and HRM strategy,
the measurement of KM strategy and effectiveness is not mature. In this study, we
have demonstrated that the result of KM implementation is multidimensional and we
have established a preliminary tool for measuring such multidimensional KM
effectiveness. We come out with a set of measurement indices according to research
purpose and theoretical literature, and have obtained reasonably satisfactory
outcomes. However, we urge future researcher to develop more valid variables to
accurately assess firm’s strategic intentions in managing KM and consequent benefits.
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M For instance, our study measures KM outcome with “perceived KM effectiveness”
2.6 rather than with objective financial figures. Although this approach is employed in
’ relevant SHRM research (Delaney and Huselid, 1996), and the high correlation between
objective and perceived measures was found in selected variables, we recommend
future researcher to identify the accurate financial indicators measuring KM outcomes.
Contribution of our research to practical managers is that we indicate what
598 managers can do in coping their KM practices and HRM practices with their firm’s
competitive strategy. Companies with cost leadership strategy need standardized,
mass produced, and re-utilized information to facilitate the attainment of corporate
objectives in pursuing operation efficiency. They, therefore, should adopt codification
KM strategy to support strategy implementation. Companies pursuing differentiation
strategy should focus on customized products and services and adopt personalization
KM strategy to produce tailor-made commodities through intensive communications
and to nurture knowledge exchange mechanisms among employees.

Our findings also show to the managers that HRM strategy is another key factor in
the process of KM. Codification KM strategy mandates employees to repeatedly
communicate their knowledge through information systems by inputting and
re-utilizing their operational knowledge. These required employee’s behaviors are
compatible with the spirit of buy-bureaucratic HRM strategy, which emphasizes
inducing specific employee behaviors, providing limited trainings, and limited
participation in the process of decision-making. On the other hand, make-organic HRM
strategy, which emphasizes intensive employee communication, long-term trainings,
and high involvement in decision-making are suitable to develop steady partnerships
among employees to exchange unique experiences.

Several limitations suggest that our results be viewed with caution. First, our
conclusions are based on examination of Taiwanese large firms. Concentrating
observations to companies in a single country with single culture ruled out other
confounding factors, such as possible influences that may be brought forward by
multinational corporations with complex cultural backgrounds. In the methodology
section, we have explained how we consider our sample as representative of Taiwan’s
general industry status. Hence, we think we have tentatively shown that, among
Taiwanese companies, KM strategy is related to HRM strategy and company
competitive strategy, and that a match of KM strategy with HRM strategy is related to
better KM effectiveness. However, should we want to generalize our findings to involve
other countries and cultures, further studies await future researchers’ endeavors.

Moreover, this study adopts cross-sectional research design. Such design cannot
rule out the possibility of successful firms own richer resources so that they can better
align KM strategy with other contextual variables. We suggest future researchers to
adopt longitudinal research design to deal with such causality issue.

Note

1. The relationships between corporate strategy and individual items of KM strategy were also
tested by one-way ANOVA. They all attain statistical significance and results are shown in
the Appendix — Table All Similar examination of KM and HRM strategy was also reported
in the Appendix — Table AIL

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



References Strategy

Alavi, M. and Leidner, D.E. (1999), “Knowledge management systems: issues, challenges, and a]ignment
benefits”, Communications of AIS, Vol. 1 No. 7, pp. 1-37.

Armstrong, J.S. and Overton, T.S. (1997), “Estimating non-response bias in mail surveys”,
Journal of Marketing Research, Vol. 14 No. 3, pp. 396-402.

Arthur, J.B. (1992), “The link between business strategy and industrial relations systems in 99
America still minimills”, Industrial and Labor Review, Vol. 45 No. 3, pp. 488-506. S

Bae, J.,, Chen, SJ. and Lawler, ].J. (1998), “Variations in human resource management in Asian
countries: MNC home-country and host-country effect”, The International Journal of
Human Resource Management, Vol. 9 No. 4, pp. 653-69.

Baird, L. and Meshoulam, I (1988), “Managing two fits of strategic human resource
management”, Academy of Management Review, Vol. 13 No. 1, pp. 116-28.

Barney, J. (1991), “Firm resources and sustained competitive advantage”, Journal of
Management, Vol. 17 No. 1, pp. 99-120.

Chandler, A.D. (1962), Strategy and Structure: Chapters in the History of America Industrial
Enterprise, MIT Press, Cambridge, MA.

Cronbach, L. (1987), “Statistical tests for moderator variables: flaws in analysis recently
proposed”, Psychological Bulletin, Vol. 102, pp. 414-7.

Davenport, T.H. and Prusak, L. (1998), Working Knowledge: How Organizations Manage What
They Know, Harvard Business School Press, Boston, MA.

Delery, JE. and Doty, DH. (1996), “Modes of theorizing in strategic human resource
management: tests of universalistic, contingency and configurational performance
predictions”, Academy of Management Journal, Vol. 39 No. 4, pp. 802-35.

Delaney, J.T. and Huselid, M.A. (1996), “The impact of human resource management practices on
perceptions of organizational performance”, Academy of Management Journal, Vol. 39
No. 4, pp. 949-69.

Dess, G.G. and Davis, P.S. (1984), “Porter’s (1980) generic strategies as determinants of strategic
group membership and organizational performance”, Academy of Management Journal,
Vol. 27, pp. 467-88.

Donaldson, L. (2001), The Contingency Theory of Organizations, Sage Publications, Thousand
Oaks, CA.

Drew, S. (1999), “Building knowledge management into strategy: making sense of a new
perspective”, Long Range Planning, Vol. 32 No. 1, pp. 130-6.

Duncan, R.B. (1972), “Characteristics of organizational environments and perceived
environmental uncertainty”, Administrative Science Quarterly, Vol. 17, pp. 313-27.

Galbraith, J.R. (1977), Organization Design, Addison-Wesley, Reading, MA.

Galbraith, C. and Schendel, D. (1983), “An empirical analysis of strategy types”, Strategic
Management Journal, Vol. 4, pp. 153-73.

Greengard, S. (1998), “Storing shaping and sharing collective wisdom”, Workforce, Vol. 77 No. 10,
pp. 82-8.

Hambrick, D. (1984), “Taxonomic approaches to studying strategy: some conceptual and
methodological issues”, Journal of Management, Vol. 10, pp. 27-41.

Hansen, M.T,, Nohria, N. and Tiermey, T. (1999), “What's your strategy for managing
knowledge?”, Harvard Business Review, March-April, pp. 106-16.

Hofer, C.W. and Davoust, M.J. (1977), Successful Strategic Management, Kearney, Chicago, IL.

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



IJM Huselid, M.A. (1995), “The impact of human resource management practices on turnover
2%.6 productivity, and corporate financial performance”, Academy of Management Journal,
’ Vol. 38 No. 3, pp. 635-72.

Huselid, M.A. and Rau, B.L. (1997), “The determinants of high performance work systems:
cross-sectional and longitudinal analyses”, Academy of Management Annual Meeting.
Huselid, M.A., Jackson, S.E. and Schuler, R.S. (1997), “Technical and strategic human resource

600 management effectiveness as determinants of firm performance”, Academy of
Management Journal, Vol. 40 No. 1, pp. 171-88.

James, LR, Demaree, R.G. and Wolf, G. (1993), “r,,;: An assessment of within-group interrater
agreement”, Journal of Applied Psychology, Vol. 78, pp. 306-9.

Keats, BW. and Hitt, M.A. (1988), “A causal model of linkages among environmental
dimensions, macro organizational characteristics, and performance”, Academy of
Management Journal, Vol. 31 No. 3, pp. 570-98.

Laurie, J. (1997), “Harnessing the power of intellectual capital training & development”,
Management Accounting, June, pp. 49-53.

Lawler, E.E. (1981), Pay and Orgamization Development, Addison-Wesley, Reading, MA.

Lawless, M.W. (1987), The Structure of Strategy: A Taxonomic Study of Competitive Strategy and
Technology Sub-strategy, unpublished technical report, University of Colorado, Boulder,
Co.

Lawrence and Lorsch (1967), Organization and Environment, Diversion of Research, Graduate
School of Business Administration, Harvard University Press, Boston, MA.

Lepak, D.P. (1999), “The human resource architecture: toward a theory of human capital
allocation and development”, Academy of Management Review, Vol. 24 No. 1, pp. 31-49.

MacDuffie, J.P. (1995), “Human resource bundles and manufacturing performance:
organizational logic and flexible production systems in the world auto industry”,
Industrial and Labor Relations Review, Vol. 48, pp. 197-221.

Marshall, C,, Prusak, L. and Shpilberg, D. (1996), “Financial risk and the need for superior
knowledge management”, California Management Review, Vol. 38 No. 3, pp. 77-101.

Meso, P. and Smith, R. (2000), “A resource-based view of organizational knowledge management
systems”, Journal of Knowledge Management, Vol. 4 No. 3, pp. 224-34.

Miller, D. (1981), “Toward a new contingency approach: the search for organizational gestalts”,
Journal of Management Studies, Vol. 18 No. 1, pp. 1-26.

Miller, D. (1986), “Configurations of strategy and structure: towards a synthesis”, Strategic
Management Journal, Vol. 7 No. 3, pp. 233-49.

Mintzberg, T. (1973), The Nature of Managerial Work, Harper & Row, New York, NY.

Nadler, D. and Tushman, M. (1988), Strategic Organization Design: Concepts, Tools, and Process,
Scott, Foresman, Glenview, IL.

Narasimha, S. (2000), “Organizational knowledge, human resource management, and sustained
competitive advantage: toward a framework”, Competitiveness Review, Vol. 10 No. 1,
pp. 123-35.

Nahapiet, J. and Goshal, S. (1998), “Social capital, intellectual capital and the organizational
advance”, Academy of Management Review, Vol. 23, pp. 242-66.

Nonaka, I. (1991), “The Knowledge creating company”, Harvard Business Review,
November-December, pp. 96-104.

Nonaka, L. and Takeuchi, H. (1995), The Knowledge-creating Company, Oxford University Press,
New York, NY.

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



Osterman, P. (1994), “How common is workplace transformation and who adopts it?”", Industrial Strategy
and Labor Relations Review, Vol. 47 No. 2, pp. 173-88. ali gnment

Pennings, JM. (1987), “Structural contingency theory: a multivariate test”, Organization Studies,
Vol. 8 No. 3, pp. 223-40.

Porter, M.E. (1980), Competitive Strategy: Techniques for Analyzing Industries and Competitors,
The Free Press, New York, NY.

Prescott, J. (1986), “Environments as moderators of the relationship between strategy and 601
performance”, Academy of Management Journal, Vol. 29, pp. 329-46.

Quinn, ].B,, Anderson, P. and Finkelstein, S. (1996), “Managing professional intellect: making the
most of the best”, Harvard Business Review, March-April, pp. 71-80.

Schoonhoven, CB. (1981), “Problems with contingency theory: testing assumptions hidden
within the language of contingency theory”, Administrative Science Quarterly, Vol. 26
No. 3, pp. 349-77.

Schulz, M. and Jobe, L.A. (2001), “Codification and tacitness as knowledge management
strategies: an empirical exploration”, Journal of High Technology Management Research,
Vol. 12, pp. 139-65.

Segev, E. (1989), “A systematic comparative analysis and synthesis of two business-level
strategic types”, Strategic Management Journal, Vol. 10, pp. 487-505.

Soliman, F. and Spooner, K. (2000), “Strategies for knowledge management: role of
human resources management”, Journal of Knowledge Management, Vol. 4 No. 4,
pp. 33745.

Tichy, N. (1983), Managing Strategic Change, Wiley, New York, NY.

Tushman, M.L. (1979), “Work characteristics and subunit communication structure: a
contingency analysis”, Administrative Science Quarterly, Vol. 24 No. 1, pp. 82-98.

Ulrich, D. (1998), “Intellectual capital = competence X commitment”, Sloan Management
Review, Vol. 39 No. 2, pp. 15-27.

Venkatraman, N. (1989), “The concept of fit in strategy research: toward verbal and statistical
correspondence”, Academy of Management Review, Vol. 14, pp. 423-44.

Wiig, KM. (1995), Knowledge Management Methods: Practical Approaches to Managing
Knowledge, Arlington, TX.

Winter, S.G. (1987), “Knowledge and competence as strategic assets”, in Teece, KJ. (Ed.), The
Competitive Challenge, Ballinger, Cambridge, MA, pp. 159-84.

Woo, C. and Cooper, A. (1981), “Strategies for effective low share business”, Strategic
Management Journal, Vol. 2, pp. 301-18.

Woodward, ]. (1965), Industrial Organization: Theory and Practice, Oxford University Press,
London.

Yahya, S. and Goh, W. (2002), “Managing human resources toward achieving knowledge
management”, Journal of Knowledge Management, Vol. 6 No. 5, pp. 457-68.

Youndt, M.A,, Snell, S.A., Dean, J.W. and Lepak, D.P. (1996), “Human resource management,
manufacturing strategy, and firm performance”, Academy of Management Journal, Vol. 39
No. 4, pp. 836-66.

Zack, M.H. (1999), “Developing a knowledge strategy”, California Management Review, Vol. 41
No. 3, pp. 125-45.

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



M Appendix
26,6

Eight questions related to corporate strategy using Likert Scale from 1 (highly disagree) to 5
(highly agree)

We put out goods or services with low cost

We tailor-make goods or services to fit the needs of particular clientele

We put out innovated products or services frequently

We put out full range of products or services to satisfy broad range of customers

Our products or services enjoy technological lead compared to that of our competitors’
Our products or services are to satisfy the needs of specialized market niches

Our customers compose only a small portion of the broad clientele

Our customers are small in number compared to the potential clientele on the whole market
Eleven questions related to HRM strategy

We recruit innovative employees with high technical standards

We seldom lay off employees

We have clear and definite job definitions

We provide extensive trainings to workers

Our promotion decisions are mainly based on performance and not on seniority

We rotate jobs among employees to familiar them with their colleagues’ works

Our performance appraisal is mainly used as a developmental tool

Workers are encouraged to participate in decision-making

Employees’ compensation relate primarily to their rank in the company

Compensation is tightly connected to employee’s performance

We have plans to let workers become owners of our company

Twelve questions related to KM strategy

We use computer as the major mode of knowledge transfer

Much of our operating knowledge can be codified and stored in database

We deal with similar problems in our daily operations

Our operating knowledge is highly linked with person

We invest heavily on IT infrastructure

We have a company directory of experts, so that workers can access the right person for
needed information

We transfer workers among departments often

Our company has a culture encouraging interactions among employees

Our company’s reward system encourages knowledge transfer among workers

A considerable portion of our training programs involves interactions among employees
We have many chances to reuse operating information frequently
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Corporate strategy HRM strategy Strategy

Cost leadership, Differentiation, Buy-bureaucratic, Make-organic, alignment
n=64 n=283 n="170 n="77
() ) (%) (%)

1. Computer as major mode of 2.80 (0.91) 330" (L11) 2.77 (1.00) 336" (1.04)
knowledge transfer
2. Degree of codification 269 (092)  3.33%** (0.81) 2.77 (0.94) 3.30™** (0.83) 603
3. Deal with similar problems 2.88 (1.05) 3.53** (1.00) 2.99 (0.97) 348 (1.11)
repetitively
4. Knowledge linked to person 261 (0.88) 305™* (LO7) 260 (0.91) 309** (1.05)
5. Infrastructure investment 275 (091) 319* (1.11) 2.77 (0.97) 321% (1.08)
6. Company directory of experts  2.80 (0.86) 318* (1.14) 277 (092) 323** (1.10)
7. Personnel transfer 272093  337***(L07) 277 (0.94) 3.38*** (1.09)
8. Interactive culture 266 (082)  324™** (1.03) 2.70 (0.91) 325* (0.99)
9. Incentive systems reward 275(089)  3.37*** (1L04) 281 (0.95) 336™* (1.02)
worker interactions
10. Training mode 2.70 (0.87) 3.}§: 1.07) 266 (0.92) 3.2£:: (1.02) Table Al
1};lsllrequency of information 263 (0.92) 3.64 0.91) 2.79 (0.93) 3.38 0.99) Mean§ an d etangkard
12. Information reused on 252(091)  317***(106) 251088  322***(107) deviations for KM

strategy per item broken
down by corporate
Notes: ***p < 0.001; **p < 0.01; *p < 0.05; Tp < 0.10 (F-test, one-way ANOVA) strategy and HR strategy

different problems
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