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APPENDIX 1. Knowledge related issues and trends (by Asrar-ul-Haq and Anwar, 2016). 

Year and authors Issues Trends 
2010: 
McNichols; Halse and 
Fields; Ajmal, Helo, and 
Kekäle; Gururajam and Fink; 
Niu, Li; Chen, Sun and 
McQueen; Zhou, Siu and 
Wang 

Barriers in knowledge transfer 
due to the generation; impact of 
trust for willingness to share tacit 
knowledge; barriers related to 
familiarity, incentives, 
coordination, culture, authority 
and system; intense workload, 
different work functions; lack or 
recourses, rapid technological 
progress; cross-cultural 
knowledge sharing online; 
different geographies and 
cultures; different attitudes  

Sensitivity to age diversity, 
multi-generational workforce; 
investment to trust building; 
incentives to engage 
employees in knowledge 
management activities; ICT 
and social interaction 
contribution to knowledge 
transfer; focus on industrial 
cluster for knowledge 
obtaining activities; online 
tools for knowledge sharing; 
attention to cultural diversity 

2011: 
Lilleore and Holme Hansen; 
Teng and Song; Al-Adaileh 
and Al-Atawi; Jeon, Kim and 
Kah, Xue, Bradley and 
Liang; Suppiah and Singh 
Sandhu; Miao, Choe and 
Song 

Voluntary knowledge sharing; 
organisation culture; impact of 
team climate and empowering 
leadership; organisational factors 
impact on knowledge sharing 
from subsidiary to parent 
company 

Focus on internal culture 
encouraging knowledge 
sharing; culture of teamwork, 
involvement, information 
flows and rewards; focus on 
intrinsic motivation to share 
knowledge; nurturing team 
environment, training 

2012: 
Seba, Rawley and Delbridge; 
van den Hoof, Schouten and 
Simonovski; Martin- Pérez, 
Martin-Cruz and Estrada-
Vaquero; Mueller; Casimir, 
Ngee Keith Ng and Liou 
Paul Cheng; Kim, Newby-
Bennet and Song; Vuori and 
Okkonen; Casimir, Lee and 
Loon; Jones and Mahan; 
Husted, Michailova, 
Minbaeva and Pedersen; 
Blomkvist; Ghabadi and 
D’Ambra; McDam, Mofferr 
and Peng 

Influence of emotions to 
knowledge sharing intentions; 
cross-boundary knowledge 
sharing, cultural values, 
manifestation influence to 
knowledge sharing among teams; 
impact and role of IT usage; 
external institutional pressure; 
turbulent environment; 
accumulation of knowledge, 
refusing external knowledge; 
formal mechanisms of control, 
intention of subsidiary’s to chare 
the knowledge; competitions 
versus cooperation among teams 

Research of positive and 
negative emotions influence on 
knowledge sharing; 
organisational memory inter-
organisation platform to share 
knowledge, development of 
mechanism to convert tacit 
knowledge to explicit; 
knowledge absorption and 
internal use among 
subsidiaries; factors that 
influence competitive and co-
operational behaviours in 
organisation;   

2013: 
Fond Bah, Nguyen and Xu; 
Fullwood, Rowley and 
Delbridge; Nakano, Muniz 
and Dias Batista; Huang, 
Chiu and Lu; Mura, Lettieri, 
Radaeilli and Spiller; Kang 
and Kim; Fang, Yang and 
Hsu; Peng 

Impact of perceptions towards 
headquarters; impact of 
unstructured work environment; 
lack of motivation to share 
knowledge; amount of 
engagement to share knowledge 
and accept innovations; resources 
of social capital; territoriality and 
knowledge hiding 

Task-level, firm-level and 
external characteristics that 
impact knowledge sharing; 
tacit and explicit knowledge 
hiding research;  



 

 
 

 

2014: 
Pangil and Moi Chan; Filieri 
and Alguazaui; Rusly, Yih-
Tong Sun and Corner; 
Durmusoglu, Jacobs, 
Zamantili Nayir, Khilji and 
Wang; Jasimuddin, Connell 
and Klein; Ma, Huang, Wu, 
Dong and Qi; Rathi, Given 
and Forcier; Li, Chang, Lin 
and Ma; Peralta and 
Saldanha; Yoo; Ranjbarfard, 
Aghdasi, López- Sáez and 
Navas López 

Impact of structured social 
capital; lack of preparation for 
employees to share knowledge, 
change readiness; knowledge 
sharing mechanism selection; lack 
of diversity in cultural 
characteristics; relationship 
between the quality of perceived 
knowledge and its sharing  

Influence of external factors, 
relationship of agent and 
change readiness to knowledge 
sharing; influence of reward 
system and culture to 
knowledge sharing; intra- and 
inter- organisational 
knowledge sharing practises; 
cultural dimension factors that 
influence knowledge sharing; 
knowledge quality 

2015: 
Del Giudice, Della Peruta 
and Maggioni; Caraliere and 
Lombardi; Zhang and Liang; 
Lin and Lo; Coradi, Heinzen 
and Boutellier; Ronucci and 
Souder; Qureshi and Evans 

Usage and diffusion of knowledge 
sharing technologies; behaviour 
of knowledge sharing and the role 
of recipient; multi-space 
environment, co-location of R&D 
units; tacit knowledge in process 
of mergers in acquisitions; 
deterrents of sharing the 
knowledge and ripple effects 

Factors influencing diffusion 
of technologies meant to share 
knowledge; organisation 
design and flow of knowledge; 
quantity and quality of 
communication; ripple effect 
of knowledge sharing 

  



 

 
 

 

APPENDINX 2. Pre-coded questionnaire for experts form KIBS. 
No. Question Answer options (if any) 
Q1 Please, identify the agency you are 

currently working in. 
 

Q2 In your opinion, how important is 
knowledge as a resource in your 
organisation? 

Not important at all. 
Rather important. 
Highly important. 

Q3 In your opinion, how strongly 
organisational knowledge is related to 
the value created by organisation? 
 

Knowledge is not related to the value created by organisation. 
Knowledge is related to the value created by organisation. 
Knowledge is extremely related to the value created by 
organisation.  

Q4 How would you describe the amount 
of existing knowledge in your 
organisation, in comparison with the 
industry average? 

Organisation has less knowledge than the industry average. 
Organisation has a similar amount of knowledge like another 
organisation in the industry. 
Organisation has more knowledge than the industry average;  

Q5 How important is new knowledge in 
your organisation? 

Not important at all. 
Rather important. 
Highly important.  

Q6 In your opinion, how the need for new 
knowledge has changed in your 
organisation within the last 5 year? 

Increased. 
Decreased. 
Remain the same. 
Hard to tell. 

Q7 In your opinion existing (“old”) or 
new knowledge is more important in 
your organisation? 

Both existing and new knowledge are equally important. 
New knowledge is more important than existing one. 
Existing knowledge is more important than new knowledge. 

Q8 What indicators, if any, of the need for 
new knowledge are present in your 
organisation? 

Employees’ proactive need for new skills. 
Pressure from the industry and hyper-competition. 
Fear of lacking behind. 
Clients from unfamiliar industries. 
Other (please specify). 
None. 

Q9 Do all employees in your organisation 
are equally interested in getting new 
knowledge? Please try to evaluate the 
level of interest: not interested at all – 
1, sometimes interested – 2, rather 
interested – 3, interested – 4, 
extremely interested – 5. 

Organisation top-level management. 
Senior-level employees. 
Employees of middle level. 
Junior-level employees. 

Inter 
 

Q10 Are there any settled rules or routines 
in your organisations regarding the 
receiving of new knowledge for 
employees? For example, regular 
training, seminars, courses, 
subscriptions of databases, etc. 

No, there are no settled routines to receive new knowledge. 
There are some new knowledge related routines in 
organisation. 
There are a lot of new knowledge related routines in my 
organisation. 

Q11 Are there any routines or practices to 
evaluate how much of new knowledge 
is being absorbed by employees? 

Workshops meant for employees to present their new 
knowledge. 
Encouragement to transform new knowledge into physical or 
digital formats (presentations, posters, emails to colleagues). 
Observations and tracking on new knowledge presented in 
daily work. 
Questionnaires for employees to evaluate the amount of 
gained new knowledge after new knowledge related activities. 
Other (please specify). 
There are no such rules or practices. 



 

 
 

 

Q12 At what level, in your opinion, new 
knowledge is being absorbed in your 
organisation? 

0-20 % of new knowledge is absorbed. 
21-40 % of new knowledge is absorbed. 
41-60 % of new knowledge is absorbed. 
61-80 % of new knowledge is absorbed. 
81-100 % of new knowledge is absorbed.  

Q13 How do you think the level of 
knowledge absorption could be 
improved in your organisation? 

 

Q14 Do you measure the value (return on 
investment) gained from new 
international knowledge in your 
organisation? 

Yes. 
No. 
Sometimes. 
Hard to tell. 

Q15 In your opinion, does new knowledge 
is necessary to increase the value 
created by your organisation? 

No, new knowledge is not necessary to increase the value 
created by organisation: 
Sometimes new knowledge can help to increase the value 
created by organisation, but it’s not the only factor affecting it: 
Yes, new knowledge is crucial for increased amount of value. 

Q16 Are there any practices to motivate 
and encourage employees to transfer 
their existing knowledge to 
colleagues? 

Existing knowledge is usually transferred informally. 
There are formalised meetings and workshops for employees 
to transfer their knowledge to colleagues. 
Existing knowledge is transformed into digital of physical 
formats (i.e., presentations). 
Employees get incentives for transferring their knowledge to 
colleagues 
There is dedicated time in a schedule for employees to transfer 
their knowledge to colleagues. 
Other (please specify). 
There are no motivational practices for knowledge transfer.   

Q17 In your opinion, how much of existing 
knowledge is being transferred to 
colleagues, other departments, or 
subsidiaries of organisation? 

0-20 % of knowledge is being transferred. 
21-40 % of knowledge is being transferred. 
41-60 % of knowledge is being transferred. 
61-80 % of knowledge is being transferred. 
81-100 % of knowledge is being transferred.  

Q18 In your opinion, are there any 
knowledge transfer 
efficiency differences between specific 
organisational units? Please try to 
evaluate. 

0-20 % of knowledge is being transferred. 
21-40 % of knowledge is being transferred. 
41-60 % of knowledge is being transferred. 
61-80 % of knowledge is being transferred. 
81-100 % of knowledge is being transferred. 

Q19 How do you think the level of 
knowledge absorption could be 
improved in your organisation? 

 

Q20 How would you interpret the term 
“knowledge waste”? 

 

Q21 What international knowledge related 
challenges are present in your 
organisation? Please try to evaluate 
the relevance of each challenge: 
organisation never face this challenge 
– 1, organisation have faced this 
challenge – 2, organisation sometimes 
face this challenge – 3, Organisation 
often face this challenge – 4, 
organisation always face this 
challenge – 5.  

Knowledge overload. 
A constant need for new knowledge. 
Overlap of knowledge (hard to get truly new knowledge). 
The knowledge getting out-dated too fast. 
Organisational culture does not support new knowledge 
related initiatives 
Expensive high-quality knowledge sources (databases, 
training, seminars, workshops, conferences, etc.). 
There are no tools/measurement system to evaluate value 
gained from new knowledge. 
Other. 



 

 
 

 

APPENDIX 3. Scientific article “Evaluation of Knowledge Transfer 

Internationalisation Level”. Published in 11th International Scientific Conference “Business and 

Management 2020”.  



 

 
 

 

 
 
  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

  



 

 
 

 

 
 

 


