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ABSTRACT 

An increasing number of Kingdom of Saudi Arabia (KSA) construction 

organisations are turning to knowledge sharing as a key to leverage their 

distinctive core competencies in their pursuit of competitive advantage. However, 

the construction industry is one of the most challenging environments where 

managing people effectively is vital to ensure that they contribute their knowledge 

to organisational success. Knowledge sharing is part of knowledge management 

process, one of the building blocks for an organisation’s success and acts as a 

survival strategy in this knowledge era. However, knowledge sharing is an under-

researched area in the KSA large construction organisations context, despite 

several policy transformations announced by the KSA government. Thus, the 

main aim of this research was to investigate how KSA large construction 

organisations are knowledge sharing en-route to competitiveness. The findings 

are based on qualitative methodology adopting semi-structured interviews with 

44 professionals. The content analysis revealed five key drivers for knowledge 

sharing. The single most important driver for knowledge sharing is the integration 

of knowledge assets. Furthermore, seven key knowledge sharing strategies are 

implemented in large construction organisations in the KSA. Regular sharing of 

best practices related to project knowledge is the most widely implemented. The 

study revealed eight knowledge sharing techniques and technologies that are 

extensively used in the KSA large construction organisations. The key challenge 

for knowledge sharing is the lack of communication skills whereas knowledge 

sharing strategies contribute to the acceleration of construction processes. A 

framework for knowledge sharing was developed and evaluated for the benefit of 

KSA large construction organisations, which is the main contribution to the 

knowledge. The study concludes that knowledge sharing is an integrated and 

complex process. The results suggest that, for effective implementation of 

knowledge sharing strategies, there is an urgent need for the KSA large 

construction organisations to develop and deploy appropriate knowledge sharing 

related management training programmes. The most estimable contribution of 

this study is to provide valuable insights that would help the KSA construction 

industry’s decision makers to implement knowledge sharing strategies to 

improves the sector’s competitiveness. The findings of this research are limited 

to the KSA construction industry context only; as such, the generalisability of the 

results outside this context may be very limited.  
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CHAPTER 1 : AN INTRODUCTION TO THE STUDY 
 

 

This chapter introduces this investigation by presenting the background and 

justification for this study. Then, the research aim, objectives, and research 

questions of this project are presented. Furthermore, this chapter highlights the 

benefits of this research, as well as the structure of the thesis. 

 

1.1 BACKGROUND TO THE RESEARCH 
 

 

Finkel (2015) stated that the construction industry plays a vital role not only in the 

operational activities of architectural and engineering construction companies but 

also in the development of infrastructure in every country. The construction 

industry in the Kingdom of Saudi Arabia (KSA) has been playing a principal role 

in the one of the world’s biggest National Transformation Project (NTP) plans and 

its execution in the KSA, which is can be considered as the Kingdom’s ‘national 

transformation’ (Renukappa et. al, 2017; The Saudi Gazette, 2017; Renukappa 

et. al, 2019; Renukappa et. al, 2020). Vision 2030 and the NTP provide the 

foundations underpinning the integration of sustainable development goals into 

the national planning process. One of the key programs of Vision 2030 – Life 

Quality – is directly linked to the sustainable development goals. At the heart of 

all this sits Kingdom of Saudi Arabia’s infrastructure and construction industry. 

 

An RnR Market Research report (2014) revealed that the compound annual 

growth rate of the KSA construction industry was approximately 10.06 percent 

during the period 2009-2013 and that the sector would continue to grow by 11 



 

 

 

percent annually by 2018. The reason for this growth rate in the construction 

industry is the considerable increase in the population. According to a Central 

Department of Statistics and Information report (CDSI, 2014), the construction 

industry has made an enormous economic contribution to the KSA’s national 

economy, with 4.3 percent in 2011 and 4.8 percent in 2013, and there was 

consistent growth from US$25.3 billion in 2011 to US$31.6 billion in 2013. The 

contribution made by the construction industry is approximately 13 percent in 

nominal terms. However, according to Deloitte (2021) report construction, 

historically the largest market segment, saw deals fall 29% year-on-year to 

$29.7bn. 

 

GlobalData (2022) reports the construction industry in KSA to expand by 1.5% in 

real terms in 2021 - marginally down from a previous projection of 2.9% growth. 

This downward revision is attributed to the weaker-than-expected performance 

in 2021 and continued weakness in the commercial sector, due to weak investor 

and consumer confidence amid uncertainty over the course of the pandemic.  

 

Fahy (2017) reported that the KSA construction industry shows huge potential for 

the construction sector in the Middle East by holding nearly $250 billion worth of 

projects in the pipeline. In KSA, rapid urbanization and population growth, 

inadequate affordable housing, and low rates of home ownership mean that the 

housing sector faces significant challenges, most especially in providing 

adequate affordable housing for middle and low-income households (Mulliner 

and  Algrnas, 2018). To meet the challenge of affordable housing in Kingdom of 

Saudi Arabia, Saudi Housing Ministry aims to build around 3.3 million new 

housing units by 2025. For instance, in 2020 the demand for housing, according 



 

 

 

to the Saudi Housing National Strategy for the thirteen regions of the kingdom, 

was 1.15 million units (NHS, 2020). This indicates that there is a reduction of 2.15 

million demand for housing units between 2020 and 2017.  

 

According to the Oxford Business Group (2017) the government of Kingdom of 

Saudi Arabia is focusing on building an economic city with the aim of generating 

revenue from the non-oil sector, such as construction, and reducing the 

dependency on the oil sector. The industry is expected to register an annual 

average growth of 4.2% between 2022-2025, supported by the government’s 

efforts to develop transport and energy infrastructure (Global Data, 2022). To 

become a global hub for renewable energy (RE) and RE technologies over the 

next 10 years, in April 2021 the Crown Prince of Kingdom of Saudi Arabia 

launched construction on the Sakaka Solar Photovoltaic (PV) project, which is a 

300MW solar PV project located in the city of Sakaka. Along with this, the Crown 

Prince announced the signing of Power Purchase Agreements (PPAs) for seven 

new solar power projects in various regions across the Kingdom. 

 

However, there are a number of challenges facing Saudi construction 

organisations. For instance, researchers, such as Fass et al. (2017), Jannadi and 

Bu-Khamsin (2002) and Assaf and Hejj (2006), found ‘health and safety’ in the 

construction phase; while Baxter (2014), Alkharashi and Skitmore (2009), and 

Aburas (2011) identified ‘resource constraints’, ‘budge overrun’, ‘rush up 

projects’, and ‘project delay’, and ‘inefficiency’ are some of the common 

characteristics of Saudi construction organisations.  

 



 

 

 

Furthermore, COVID-19 has greatly affected construction projects (Jallow, et al., 

2021), not just in KSA but all over the world. Stakeholders involved in construction 

projects are having difficulties in moving projects forward and in finding solutions 

to claims arising from on-site suspensions, delays, and additional costs. While 

some construction contracts have already been terminated due to the pandemic, 

many others are being renegotiated. In order to minimise the adverse effects of 

COVID-19, stakeholders have begun to seek solutions and find common ground 

by compromising on their legitimate claims (Renukappa et al., 2021). 

 

To respond to these challenges, Fernie et al., (2003) and Jallow et al., (2020) 

stressed that knowledge sharing between different contexts is viewed as an 

essential source of sustainability of the construction sector. According to the 

knowledge-based view of firms, an organisation as a social community 

possesses an efficient mechanism to create, transfer, and share knowledge 

across the organisation (Yoon et al., 2021). Subgroups within the organisation as 

members of the knowledge community exchange information with each other 

through formal and informal interactions, create knowledge, and benefit from 

knowledge sharing created by other subgroups (Jallow et al., 2021).  

 

Suresh, et al. (2018) developed a BIM based knowledge sharing system to 

enable managers and engineers share and manage construction knowledge and 

experience in the BIM environment and obtain feedback provided by jobsite 

engineers for future reference. The main principles of the existing studies 

established that: KM can effectively extract and manage fragmented expert 

based knowledge and experience, and facilitate data stored in a proper structure, 

communicated and reused; BIM is considered as the primary data repository for 



 

 

 

shared knowledge forming a reliable basis for decision making; and the 

visualization capabilities of BIM could help technicians or decision makers to 

implement the concept of “early risk identification and prevention” and refine the 

plan. In order to take full advantages of both BIM and KM, there is a pressing 

need to integrate the two techniques for efficient construction projects delivery. 

 

 Reige (2005) and Yong and Wu (2008) identified some of the factors impacting 

knowledge sharing at three different levels occur at an individual level (lack of 

communication skills, social networks, difference in network culture, an 

overstressed position structures, time constraints, and trust), at an organisational 

level (resources constraints, economic viability, lack of human resources 

management, physical environment) and at a technological level (resistance to 

technological change, unrealistic expectations of IT systems, integrating, 

problems in building IT platform, and updating the IT system regularly). Moreover, 

Arif et al., (2014) studied knowledge sharing in the Jordanian construction 

industry and found that ‘trust’, ‘management’ and ‘communication’ are the three 

most important factors impacting knowledge sharing in the construction sector. 

Furthermore, Leal et al., (2017) categorised the factors impacting knowledge 

sharing into two different categories, and they are inhibiting factors (resources – 

mainly time, male dominated sector, high staff turnover, and low level of training) 

and facilitating factors (financial/social motivations, conformity to corporate 

culture, reciprocity, perceived value and uniqueness of knowledge, peer 

recognition, honouring knowledge sharing commitments, mimicking the 

behaviour of leaders, and culture). Furthermore, researchers, such as Al Hazmi 

(2010), Al Zubi (2011), Yeo and Gold (2014), and Renukappa et al., (2021), 

identified that the national cultural (NC) factor has a significant impact on 



 

 

 

knowledge sharing in Kingdom of Saudi Arabian organisations including the 

construction sector.  

 

The construction sector in the KSA has been facing enormous changes and 

challenges due to the constant demands from the stakeholders, regular variations 

in the technology, and the competitive global marketplace. Renukappa et al., 

(2021) noted that the construction industry is one of the high risk industries that 

operate in an information-rich environment, which relies heavily on knowledge as 

one of the strategic resources to ensure the tasks associated with the domain 

can be performed effectively and efficiently by the project team members. 

 

Baxter (2014) analysed the nature of the challenges facing the construction 

industry in the country and found that there was a huge lack of resources, mainly 

in the high demand for megaprojects, and that projects were rushed and delayed 

significantly. Alkharashi and Skitmore (2009) found that knowledge sharing 

among Saudi civil engineers is one of the major issues in the construction industry 

in the KSA. Due to the lack of knowledge sharing attitudes, projects are delayed 

considerably and suffer from inefficacy (Aburas, 2011). This study, therefore, 

concentrates on knowledge sharing within KSA construction organisations. The 

development of the research started with the literature review. The review of the 

literature involved background study on the KSA construction industry and 

various areas of knowledge sharing. This resulted in the development of the 

research aim and research questions. 

 

1.2 RESEARCH AIM AND OBJECTIVES 
 

 



 

 

 

The aim of this research is to investigate how the Kingdom of Saudi Arabia (KSA) 

construction organisations are knowledge sharing en-route to organisational 

competitiveness. The specific objectives are: 

1. To explore and document the key drivers for knowledge sharing in KSA 

construction organisations 

2. To investigate and document the key knowledge sharing strategies that 

are currently being implemented in KSA construction organisations 

3. To explore and document the current usage of key knowledge sharing 

techniques and technologies in KSA construction organisations  

4. To critically appraise and document the main challenges associated with 

knowledge sharing in KSA construction organisations  

5. To critically appraise and document the perceived benefits of knowledge 

sharing strategies on KSA construction organisations’ competitiveness  

6. To develop and evaluate a framework for knowledge sharing for the 

benefit of KSA construction organisations 

 

1.3 RESEARCH QUESTIONS 
 

In view of the research background, justification, aim and objectives, the following 

are the research questions (see Table 1.1): 

 

1. What are the key drivers that have fuelled the need for knowledge sharing 

in KSA construction organisations? 

2. What are the key knowledge sharing strategies currently being 

implemented in KSA construction organisations? 

3. What are the key knowledge sharing techniques and technologies that are 

currently being used in KSA construction organisations? 



 

 

 

4. What key challenges do KSA construction organisations face in 

knowledge sharing? 

5. What are the perceived benefits of knowledge sharing strategies on KSA 

construction organisations’ competitiveness? 

6. Is there a need for developing and validating a framework for knowledge 

sharing in KSA construction organisations’ benefit? 
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Table 1.1: Traceability matrix of research objectives, research questions and chapter addressed 

Sl. 
No. 

Research Objectives  Research Questions 
Chapter 

addressed 

RO1 
To explore and document the key drivers for knowledge sharing in KSA 

construction organisations 
RQ1 

What are the key drivers that have fuelled the need for 
knowledge sharing in KSA construction organisations? 

Chapter 5 

RO2 
To investigate and document the key knowledge sharing strategies that 
are currently being implemented in KSA construction organisations 

RQ2 
What are the key knowledge sharing strategies currently 
being implemented in KSA construction organisations? 

Chapter 5 

RO3 
To explore and document the current usage of key knowledge sharing 
techniques and technologies in KSA construction organisations 

RQ3 
What are the key knowledge sharing techniques and 
technologies that are currently being used in KSA 
construction organisations? 

Chapter 6 

RO4 
To critically appraise and document the main challenges associated with 
knowledge sharing in KSA construction organisations 

RQ4 
What key challenges do KSA construction organisations 
face in knowledge sharing? 

Chapter 6 

RO5 
To critically appraise and document the perceived benefits of knowledge 
sharing strategies on KSA construction organisations competitiveness 

RQ5 
What are the perceived benefits of knowledge sharing 
strategies on KSA construction organisations’ 
competitiveness? 

Chapter 7 

RO6 
To develop and validate a framework for knowledge sharing for the benefit 
of KSA construction organisations 

RQ6 
Is there a need for developing and validating a 
framework for knowledge sharing for the benefit of KSA 
construction organisations’? 

Chapter 7 

 

Legend:  

RO = Research Objective 
RQ = Research Question 
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1.4 CONTRIBUTION TO KNOWLEDGE 
 

• The study fills a gap in literature on KSA large construction organisations by 

developing new literature on knowledge sharing and establishing knowledge 

sharing strategies and competitiveness.   

 

• This study brings originality in the literature of KSA construction sector and 

establishes the challenges in, and the reasons for deploying knowledge 

sharing strategies for organisational competitiveness.  

 

• There is a significant contribution by this study to the literature in defining 

knowledge problems existing within the KSA construction sector. Moreover, it 

provides a novel understanding of the drivers and benefits of knowledge 

sharing for the KSA large construction organisations. 

 

• There is a lack of frameworks for knowledge sharing within the KSA large 

construction organisations. The development of the framework in this study 

fills this gap in the existing literature.   

 

• The data analysis of the results from the semi-structured interviews also 

reveals new findings; previously there has been a paucity of research in these 

areas. 

 

• The results derived from the study will help KSA construction organisations to 

formulate their knowledge sharing agenda and align that with the organisation 

strategy, identify factors impacting knowledge sharing and successful 

implementation of knowledge sharing in the construction organisations. 

 



 

 

 

• This study will help KSA construction organisiations to comprehend the 

factors affecting knowledge sharing practices in their organisation and 

knowledge sharing challenges that their organisations face and provide a 

guideline to reduce the impacts of these factors, as well as meet the 

challenges associated with  knowledge sharing. 

 

• The findings of this study can be used by construction organisations as 

learning materials to train and develop their employees. This will assist 

employees with understanding the nature of the knowledge sharing 

challenges and how to meet these challenges in construction organisations. 

 

• Some of the outcomes of the current study have already been published in 3 

referred international conferences attended by academics and practitioners. 

This research has therefore contributed both to the industry and to the 

academic community.  

 

• The findings of this research will provide adequate materials to influence the 

KSA government to design public policy for the construction industry. This will 

help the government to understand the factors and challenges in knowledge 

sharing and provide guidelines to seize a leading position in the region. 

 

1.5 SCOPE AND LIMITATIONS OF THE STUDY  

 

The extent of the project is limited to the study of knowledge sharing within KSA 

construction organisations. Firstly, today’s construction organisations are more 

specialised than ever, and they usually segregate a process, which was formerly 

directed from beginning to end by one master builder, while the buildings have 

become more complex. Ken and Becerik-Gerber (2010) identified two different 



 

 

 

project delivery approaches, Integrated Project Delivery (IPD) and Building 

Information Modelling (BIM). The American institute of Architects (AIA) California 

Council (2007) defined IPD as “a project delivery approach that integrates people, 

systems, businesses structures, and practices into a process that collaboratively 

harness the talents and insights of all project participants to optimise project 

results, increase value to the owner, reduce waste, and maximise efficiency 

through all phases of design, fabrication, and construction”. 

 

Bedrick and Rinell (2006) defined BIM as a collaborative construction industry 

because it promises to radically improve collaboration among the wide-ranging 

expertise needed to design and construct a building and to increase efficiency. 

This study will analyse the knowledge sharing in IPD and BIM types of 

construction organisations.  

 

Secondly, according to Timetric Report (2017), the KSA construction sector has 

five different segments: commercial construction, industrial construction, 

infrastructure construction, energy and utilities construction, and institutional 

construction. According to CW Staff (2013), although there are more than 100 

construction companies in Kingdom of Saudi Arabia, there are 25 major 

construction companies leading the construction of the new Kingdom of Saudi 

Arabia. This study includes large construction organisations irrespective of their 

segments.  

 

Thirdly, there are types of stakeholders, such as the owner, project management 

team, architect, engineers, general contractor, subcontractors, 

manufacturers/suppliers, and specialty consultants involved at different stages, 



 

 

 

such as preliminary design, early design, design development, construction, 

closeout, and facility management, of a construction project (Kent and Becerik, 

2010). This study includes directors, managers, and advisors who are 

responsible for implementing knowledge sharing strategies in their organisations. 

 

This study is exploratory in nature. This is due to the nature of the topic being 

researched and the lack of research in this area. The goal of this research is to 

answer the research questions rather than testing hypotheses. Additional 

research with more elaborate and articulated designs is therefore called for, to 

further explore the complex relationships between implementing knowledge 

sharing strategies and improved competitiveness. 

 

The unit of analysis adopted for this study is the ‘construction sector’ and the sub-

unit is ‘individual employee’ who is involved in the implementation of knowledge 

sharing strategies in construction projects. Therefore, this study does not report 

the differences between private and public sector projects or micro enterprises, 

small and medium-sized enterprises’ and large organisations approach to 

knowledge sharing.  

 

The main outcome of this investigation is a framework for knowledge sharing for 

the benefit of KSA large construction organisations. This framework has been 

evaluated with experienced professional. Nevertheless it has not been tested 

within an organisation. 

 

 

 



 

 

 

1.6 STRUCTURE OF THE THESIS 
 

 

The layout of the thesis is in a logical sequence, commencing with the 

introduction to the investigation in chapter 1 to the conclusions and 

recommendations in chapter 8.  

 

The structure is as follows: a review of literature was conducted at each stage to 

enable a better understanding of the research topic of the current study. This 

formed the basis of the study and allowed for developing research questions. 

Furthermore, the methodology employed for this study is discussed. Semi-

structured interviews with directors, advisers and managers responsible for 

implementing knowledge sharing in the KSA construction organisations were 

collected for the study. The results of the qualitative data analysis are reported. 

 

Chapter 1 – explains the background and justification for the study. Then it 

discusses the research aim, objectives and research questions. Also, it highlights 

the potential benefits, scope and limitations of the study and gives a brief 

overview of the other chapters. 

 

Chapter 2 and 3 – review the relevant literature on various areas of knowledge 

sharing issues. A thorough review and analysis of the relevant literature helped 

to identify research gaps.  

 

Chapter 4 – discusses the methodology that is used to empirically investigate 

the research aim and objectives. The chapter also discusses why a qualitative 



 

 

 

methodology was adopted. Furthermore, the sample size chosen for the study is 

explained.  

 

Chapter 5 – discusses the drivers and strategies for knowledge sharing in KSA 

construction organisations. The results discussed in this chapter are based on 

qualitative data. Overall, chapter 5 addresses objective 1 and 2 of this study. 

Finally, chapter 5 concludes with a summary.  

  

Chapter 6 –  primarily reports on knowledge sharing techniques and technologies 

and key challenges for implementing knowledge sharing strategies in  KSA 

construction organisations. The results discussed in this chapter are based on 

qualitative data. Overall, chapter 6 addresses objective 3 and 4 of this study. 

Finally, chapter 6 concludes with a summary.  

 

Chapter 7 – reports on the benefits of knowledge sharing strategies. Also, 

introduces and discusses a framework for successfully implementing knowledge 

sharing strategies in the KSA construction industry. The findings from literature 

and previous chapters were considered in the development of the framework. 

The developed framework provides a better understanding for implementing 

knowledge sharing strategies in the KSA construction industry. Overall, chapter 

7 addresses objective 5 and 6 of the current study. Finally, chapter 7 concludes 

with a summary. 

 

Chapter 8 – reports the conclusions and recommendations obtained from this 

investigation. It summarises the findings of this research and makes inferences 



 

 

 

based on this knowledge. This chapter provides recommendations for future 

research related to knowledge sharing in the KSA construction industry. 

 

 

 



 

 

 

CHAPTER 2 : A REVIEW OF LITERATURE RELATED TO 
KNOWLEDGE MANAGEMENT  
 
 
2.1 INTRODUCTION 
 

 

This chapter presents a thorough review of literature in the area of knowledge 

management and explores the outlook of the KSA construction industry. 

 

2.2 UNDERSTANDING KNOWLEDGE MANAGEMENT PHILOSOPHY 
 

 

According to Dalkir (2005), with the advent of the information or computer age, 

knowledge management (KM) has come to mean the systematic, deliberate 

leveraging of knowledge assets. Nowadays, KM is common practice in all types of 

organisation, especially to achieve competitive advantage in this tough competitive 

global business environment, as knowledge has turned into a principal resource for 

organisations (Probst et al., 2000; Orazbayeva and Baaken, 2017).  However, as per 

Frost (2010), knowledge sharing is the most significant aspect of KM. Knowledge 

sharing is pivotal for today’s organisations, as it is reinforced with diverse goals such 

as acquiring knowledge, reusing knowledge, and developing new knowledge 

(Huysman and Wit, 2002). Like many sectors, knowledge sharing has become a 

pivotal management concept in the construction sector because of competitiveness 

(Idris et al., 2016), an extremely knowledge-intensive sector characterised by a large 

amount of tacit knowledge (Egbu and Robinson, 2005), the industry is being driven 

from capital concentration to knowledge concentration (Tong et al., 2015). 

 



 

 

 

2.3 DIFFERENCE BETWEEN DATA, INFORMATION, AND KNOWLEDGE 

 

 

To understand KM, it is necessary to understand the meaning of data, information, 

and knowledge. “Data” is the discreet facts about any situation or environment. From 

the analysis of the definitions of data, information and knowledge, Desouza and 

Paquette (2011) suggested that “data is raw numbers and facts, information is 

processed data, and knowledge is information made actionable.” Defining knowledge 

in relation to information and data, it can be described as (1) a state of mind (2) an 

object (3) a process (4) a condition of having access to information or (5) a capability 

of conducting. Dul et al. (2011) suggested that “knowledge is “a state or fact of 

knowing” with knowing to be a condition of “understanding gained through experience 

or study; the sum or range of what has been perceived, discovered or learned”. 

Knowledge is gained information about any fact. Epetimehin and Ekundayo (2011) 

stated this view, “claiming that knowledge is understanding mainly what is actually 

about any factor in business environment”.  

 

Knowledge is defined by the Cambridge University Press (2022) as: “Understanding 

of or information about a subject that you get by experience or study, either known by 

one person or by people generally”. This simple definition evidently identifies two 

avenues to knowledge creation, in that it’s both an ‘understanding of’, and ‘information 

received’, either by experience or study. 

 

Several authors describe knowledge as an object or fact about any specific factor. 

Hislop (2013) suggested that knowledge can be viewed as either a thing to be stored 

and manipulated object or a process of simultaneously knowing and acting applying 



 

 

 

experience in the working area. In this regard, organisational knowledge should be 

designed as easy access for the users for decision-making. Easy access to 

information works as the bridge between different parts of the organisation. Bigliardi 

et al. (2010) added another view of’’ knowledge as a capability.” 

 

According to Cooke (2013), the view of knowledge adopted corresponds to a 

researcher’s methodological stance, with functionalists adopting a view of knowledge 

as an object, interpreter. The viewing of knowledge is a process and critical view of 

knowledge and cognitive state and capability to record for the future state. The major 

implication of these various conceptions of knowledge is that each perspective 

suggests a different strategy for managing knowledge and a different perspective for 

conducting any activities according to previous experience and condition of 

knowledge. 

 

The data is collected through the database management process system in the 

internal management process (El-Gohary and El-Diraby, 2010). Organisations try to 

collect the data for analysing the real context and then attempt to transfer this data 

into useful information. The concept of knowledge is not same as information; because 

knowledge is attributable to a practical working environment, whereas information is 

not as the actual realisation of work. 

 

According to Fang and Le (2012), “Knowledge is information that changes something 

or somebody, either by becoming a ground for actions or by making an individual (or 

an institution) capable of different or more effective action.” This makes it clear that 

knowledge originates from the personal experience. On the other hand, information is 



 

 

 

known to all and sometimes it is available to all at any time. Knowledge can be adopted 

and built from arrays of data or experience, whether explicit or tacit, which can then 

be validated and applied for future use (Jallow et al. 2019), though vital to remember 

that tacit knowledge is entirely context dependent, which relies on timely execution for 

effectiveness and sustainability, and intuition (Jallow et al. 2020). 

  

 

2.4 TYPES OF KNOWLEDGE 

 

 

Nichols (2000, p3-4) pointed out the different dimensions of knowledge, such as 

“explicit”, “implicit” and “tacit”. A discussion of each different dimension of knowledge 

follows: 

 

• Explicit Knowledge                                                                                               

 

According to Bennet and Tomblin (2006), “explicit knowledge” is that which can be 

codified or encoded and is represented in certain artefacts”. This type of knowledge is 

available to all. This is easy to identify and recognise or store. According to Gressgård 

and Hansen (2014), this knowledge is expressed or clears to all forms or recorded in 

words or numbers, other mathematical formulae or other notions. The communication 

system through this is understandable and distributable, and is found in books, on the 

web or in other oral means. This way of knowledge management is easily handled or 

stored or there is the opportunity of modification of knowledge, which is effective for 

control.   

 



 

 

 

• Implicit Knowledge 

 

In the definition of implicit knowledge, Nichols (2000) defined that this knowledge 

“cannot be articulated” but now has been discovered. Implicit is the unarticulated 

knowledge “about how” to do something. This also explains the degree of knowledge, 

and this is not explainable to all (Fargnoli et al., 2010). This is also used 

interchangeably for tacit knowledge, which is not clear to all other users. Implicit 

knowledge also works indirectly as it does not focus on the direct method. Embedded 

knowledge refers to the knowledge that is locked in the production process or 

organisational structure or other affiliates also. Knowledge may be embedded in either 

a formal or informal way, such as through the formation of routine or conduction index, 

or other forms of informal instruction that the organisation uses.  

 

• Tacit Knowledge  

 

At first, this type of knowledge, tacit knowledge, was defined by Polanyi in 1966. 

Nonanka (1994) stated that “tacit knowledge has a personal quality, which makes it 

hard to formalise and communicate”. It is referred to as know -how and refers to 

intuitive, hard to define knowledge, as this is mainly experienced-based.  This type of 

knowledge is mainly context dependent. It is not very easy for anyone to use or 

communicate. This is one of the most valuable sources of explicit knowledge and most 

influential factors in the decision-making in the organisation. Guang-dong (2013) 

makes the link between tacit knowledge directly and the reduced capability for 

innovation and sustained competitiveness. This type of knowledge is found in the 

minds of the stakeholders or the employees. It also includes the organisational 



 

 

 

structure, culture, belief, working skills, and physical health. Faust and Schweiz (2010) 

mention all knowledge components are connected to the explicit, implicit and 

knowledge. Table 2.1 summarise characteristics, similarities and differences of 

explicit, implicit and tacit knowledge. 

  

 

 

 

 

Table 2.1: Characteristics, similarity and differences of explicit, implicit and tacit knowledge   

 

Types Characteristics, Similarities and Differences 

Explicit Knowledge 1. Explicit knowledge can be disseminated, reproduced, accessed and re-
applied throughout the organisation 

2. Explicit knowledge enables teaching, to train the employees and workers. 
3. Explicit knowledge has the ability to organise, to systematise, to translate a 

vision into a mission statement, into operational guidelines,  
4. It transfers knowledge via products, services, and documented processes. 

Implicit Knowledge 1. Like explicit knowledge, implicit knowledge may not be able to be explained 
or describe explicitly  

2. It is often tapped into indirectly and unintentionally  
3. Implicit knowledge is locked in processes, products, culture, routines, 

artefacts, or structure.  

Tacit Knowledge 1. Tacit knowledge has the adapting ability to deal with new and exceptional 
situations,  

2. Tacit knowledge describes know-how, know-why, and care-why 
3. It has the ability to collaborate, to share a vision, to transmit a culture, 
4. It relates to coaching and mentoring to transfer experiential knowledge on 

a one-to-one, face-to-face basis  

 
Source:  Desouza (2011) 
 

2.5 DEFINITIONS OF KNOWLEDGE MANAGEMENT 

 

Knowledge is the informational capital of an organisation. The KM process of an 

organisation includes the process of planning, organising, collecting, storing, and 

observing the process for a better result in the future, which may influence the 



 

 

 

development of the organisation (Tserng et al., 2013). The knowledge related assets 

may be in the form of printed documents such as patents, manuals, database store, 

employees working experience, the assigned team for working in the specific area for 

further problem solving with the new assigned method or attained experience for the 

organisational well-being.  

 

 

 

 

 

Table 2.2: A categorization of knowledge management definitions 

 
Reference Definition of Knowledge Management 

KM defined as human capital by researchers such as 

Stuart, 1996 Efforts intended to retain, analyse and organize employee expertise, making it 
easily available anywhere, anytime, ideally and ultimately to improve the bottom 
line.   

Brooking, 1997 Knowledge management is the activity which is concerned with strategy and 
tactics to manage human-centred assets. 

KM defined as Information Technology by the following researchers 

Frappaulo and 
Toms, 1997 

KM is a toolset for the automation of deductive or inherent relationships 
between information objects, users and processes. 

Allee, 1997 Technology and interior structure of a firm which can help people rethink the 
knowledge in the organization and help people communicate.  

KM can be defined as intellectual capital, mentioned by 

Sveiby, 1997 The art of creating value from an organization’s intangible assets. 

Bukowitz and 
Williams, 1999 

KM is the process by which the organization generates wealth from its 
knowledge or intellectual capital… 

Rosemann, 
2000 

KM seeks to deal with the problem of leveraging knowledge resources in an 
organization. 

KM can be defined as processes by authors, such as  

Wiig, 1997 KM focuses on facilitating and managing knowledge related activities such as 
creation, capture, transformation and use. 

Weggeman, 
1997 

KM deals with organizing and controlling the operational processes in the 
knowledge value chain in the most efficient way. 

Smirnov et. Al., 
2004 

Knowledge has to be delivered to the right extent to the right person, in the right 
time for the right purpose. These activities called knowledge logistics.  

Holistic nature of KM 

Taylor et al., 
1997 

Powerful environment forces are reshaping the world of the manager of the 21st 
century. 

Quintas et al., 
1997 

KM is the process of critically managing knowledge to meet existing needs, to 
identify and exploit existing and acquired knowledge assets and to develop new 
opportunities.   

Holsapple and 
Joshi, 2004 

KM is an entity’s systematic and deliberate efforts to expand, cultivate, and 
apply available knowledge in ways that add value to the entity, in the sense of 
positive results in accomplishing its objectives or fulfilling its purpose.  



 

 

 

 

According to Idris et al. (2015), the process of KM is acquisition, creation, storage, 

transfer, sharing and utilisation of the collected data. This function is conducted 

through the development of methodologies and system and motivating people to 

participate in the operation. The goals of the knowledge management process are to 

develop and improve the organisational informational assets to develop organisational 

efficiency and skills. Ponis et al. (2012) analysed KM definitions based on different 

categorisations which are shown in Table 2.  

 

According to Scott (2017), there are five different stages of the knowledge 

management process, and they are: discover – how will it most likely be discovered; 

capture – what will be the best strategy to capture it; process – will it need to be 

prepped before sharing; share – how will it be shared; and benefit – what is the 

envisioned benefit. 

 
Table 2.3: Knowledge creation, knowledge sharing and knowledge acquisition  

 

Knowledge creation and 
capture phase 

Knowledge sharing and 
dissemination steps 

Knowledge acquisition and 
application steps 

Creation of content: 
 
Templates 
Authoring tools 
Annotations 
Data mining 
Expertise 
Blogging 
 
 
 
 
Content Management: 
Personal knowledge 
management 
Archiving facilities 
Classification of data 
Meta data tagging 

Communication technologies: 
Chat rooms 
Video conferencing 
Fax 
Telephone 
Instant messaging 
Internet telephony 
E-mail 
Discussion forums 
Wikis 
Group wear 
 
Networking Technologies: 
Internet 
Extranet 
Web browser 

E-learning technologies: 
CBT 
WBT 
EPSS 
 
Artificial intelligence: 
DSS 
Expert system 
Customization 
Push and Pull technologies 
Visualization 
Knowledge map 
Intelligent agents 
Automated 

 
Source: Venkateswaran and Aundhe (2013) 



 

 

 

 

The KM process is involved with some techniques and tools (see Table 2.3). 

Venkateswaran and Aundhe (2013) provided a classification of KM technologies as 

tools that: increase and enable knowledge generating process with transfer facilities; 

create knowledge (data analysing the existing environment); code knowledge for other 

uses; and transfer knowledge for remote problem solving.  

 

The most common and the most widely used communication mediums are telephone, 

fax, email, teleconferencing, video conferencing, instant chat, short messages, 

internet telephone, discussion forums. Communication is said to be dyadic when it is 

operated by two operators (Kim, 2014). In teleconferencing, more than one person 

can exchange the information in real time. On the other hand, video conferencing is a 

multimedia service and introduces a multimedia system where both parties can see 

each other beside the audio.  

 

Chatrooms are the text-based communication systems where there are more than one 

participant, and they can share and communicate with each other at a time. The web 

server also helps to see the person contacting another person by live chat. Without 

cell phone texting, in this way, they can text through the internet. Email is one of the 

most used communication channels in organisations. Though it is limited to two users, 

it can be used more widely in a group or division.  

 

Kanapeckiene et al. (2010) argued that, although email messaging is dyadic, it can 

also be used in a more broadcast mode (e.g., group mailings), as well as in an 

asynchronous group discussion mode (by forwarding previous discussion threads). 



 

 

 

The networking technologies mainly consist of intranets (Intra organisational 

networks), extranets (outside networks), web address, knowledge portals, and 

database management.  Khalifa and Jamaluddin (2012) defined the term knowledge 

management repositories as an online based computerised storehouse of expertise, 

knowledge, experience, and documentation of a particular domain.  For creating the 

knowledge repository, knowledge is collected, summarised and integrated across the 

sectors. Thus, the formulated repository is known as the corporate memories. The 

collections of the data for the purposes of the formulation of the knowledge repository 

are provided in the final steps or in the primary steps.  The repository can either be 

filled with knowledge through what Lin (2014) called passive collection where the 

workers themselves recognize what knowledge has sufficient value to be stored in the 

repository or active collection where some people in the organisation are scanning 

communication process to detect knowledge.  

 

In the present age, e-learning processes have reduced the cost of acquiring 

knowledge and minimise the spaces for gathering the knowledge in a short time. This 

process also helps for better and quicker understanding of the facts (Zhang and Ng, 

2012). Some tools are being used for learning, such as electronic performance support 

system, expert system; and decision support system.  

  

For visualising any facts, some visualising technologies and some knowledge 

mapping work as the best way of communicating with others for learning and 

implementing the learned fact to the specific sectors.  

 



 

 

 

Other communication technologies are artificial technologies which are being used in 

collecting, capturing the facts, representing and applying the practical knowledge. 

Artificial technologies implementation for the KM process has reduced the cost of the 

manual system, and it has also reduced the time consumption rate. It has brought the 

force of faster working in the organisation.  

 
 
2.6 OUTLOOK OF THE KINGDOM OF SAUDI ARABIA CONSTRUCTION 

INDUSTRY 

 

 

The Kingdom of Saudi Arabia construction industry has been playing a principal role 

in the one of the world’s biggest national infrastructure development plans and its 

execution in the Kingdom of Saudi Arabia which is can be considered as the 

Kingdom’s ‘national transformation’ (The Saudi Gazette, 2017). Fahy (2017) reported 

that the KSA construction industry shows huge potential for the construction sector in 

the Middle East by holding nearly $250 billion worth of project in the pipeline that is 

almost as much as assignment in the pre-execution phase as the Gulf Cooperation 

Council’s (GCC) second and third-biggest markets combined: the UAE has $184 

billion of assignment while Qatar has $69 billion. Most of the projects in Kingdom of 

Saudi Arabia are related to building affordable housing as the country is facing a crisis 

of affordable housing due to urbanization with population growth (CISION, 2017).  

 

To meet the challenges in affordable housing in the KSA, the Saudi Housing Ministry 

aims to build around 3.3 million new housing units by 2025 (prnewswire.com). 

Moreover, according to Oxford Business Group (2017) the government of the KSA is 



 

 

 

focusing on building an economic city with a mission of generating revenue from the 

non-oil sector, such as construction and reduce the dependency on the oil sector.  

 

Berisha-Namani (2009) defined SMEs in KSA as “small-sized enterprises is between 

1 to 49 employees, while the medium-sized enterprises are organisations between 50 

to 200 employees”, a large organisation is with more than 200 employees which is 

adopted for this study. Also, KSA LSME is defined by Al-Yahya and Airey (2013) as 

“small enterprise with less than 50 employees, annual revenue in US$27,000-US $1.3 

million and medium enterprise with 50–200 employees, annual revenue of US$1.3 

million-US$13.3 million. A large organisation employ more than 200 employees with 

an annual revenue more than US$ 13.3 million”. 

 

The KSA construction industry has five different segments: commercial construction, 

industrial construction, infrastructure construction, energy and utility construction, and 

institutional construction (Timetric Report, 2017). According to CW Staff (2013), 

although there are more than 100 construction companies in Kingdom of Saudi Arabia, 

there are 25 major construction companies leading the construction of the new KSA. 

The key 20 large Saudi construction companies are shown in Table 2.4. Among the 

20 leading construction companies, Saudi Binladin Group and Saudi Oger play a 

leading role by securing contracts for the largest projects in the country. From Table 

2.4, it can be seen that the Saudi construction sector has considerable competencies, 

which have grown over the years as Saudi Binladin was established first in 1931 and 

Al Rashid Trading and Contracting Co. was formed in 1957. Throughout the journey 

of the construction sector, the KSA has witnessed its development, including 



 

 

 

expansion of the Haram’s Holy Mosque, King Abdullah Economic City (KAEC), roads 

and highways, building hospitals, universities and villas. 

  



 

 

 

Table 2.4: List of major construction companies in Kingdom of Saudi Arabia 

 
SL 
No. 

Name of 
Company 

Est. the 
Year 

Headquarter Business Summary  Number of 
Employees 

Major Projects 

01 Saudi 
Binladin 
Group 

1931 Jeddah, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy. 
Speciailty Contractors 

500 
Employees 

- Expansion of the Haram’s Holy 
Mosque 

- 1800km North-South Project  
- the $36bn King Abdullah 

Economic City (KAEC) Abraj Al 
Bait and Jabal Omar Schemes in 
Makkah 

- 430bn Jizan Economic City  

02 Al Rashid 
Trading and 
Contracting 
Co. 
 

1957 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy.  
Electro-Mechanical Contractors. 

20,000 
Employees 

- $3 Billion Border Fence 
- $427 Million Contract to Build 

Residences for Staff at King Saud 
University in Riyadh 

03 Al Ayuni 
Investment 
and 
Contracting 
Co. 

1960 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 

750 
Employees 

- 1500km of Roads 
- 473km of Highway  
- 190km Doubling Highway Project 

Tabouk 
- 125km Bisha Tathleeth Highway 
- 158km Jeddah-Jizan Doubling 

Highway 

04 Al Harbi 
Trading & 
Contracting 
Co. Ltd.  

1965 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy.  

7,000 
Employees 

- Taibah University Expansion  
- 24m Contract for the Infrastructure 

Building of Emaar The Economic 
City 

05 Arabian 
Bemco 
Contracting 
Co. Ltd. 

1968 Jeddah, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Electro-Mechanical Contractors 

2700 
Employees 

- $570m Contract with Saudi 
Electricity Company (SEC) 

- $550m Contract to Combine Cycle 
Plant 

- 1.3bn Contract with SEC to Build a 
2,175MW Grass Root Cycle Power 
Plant in Riyadh 



 

 

 

06 Al Shoula 
Group 

1970 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 

250 
Employees 

- 9.4bn Contact for the Haramain 
High-Speed Railway Project 

- Various Projects in Cement 
Manufacturing and Petrochemical 
Industry 

07 Almabani 
General 
Contractors  

1972 Jeddah, KSA Construction and Design – Civil Contractors 
including General and Infrastructure Building. 

-  - $411m Contract for Road Tunnels 
under Riyadh Airbase 

08 Al Fouzan 
Trading and 
General 
Contraction 
Co. 

1974 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
 

200 
Employees 

- $133m Contract for the 
Construction of the University 
Hospital in Dammam 

- $260m Contract to Build 3 Medical 
Tower Project at King Saud 
Medical City, Prince Salman 
Hospital and Al-Imam General 
Hospital 

09 ABV Rock 
Group Ltd. 

1974 Riyadh, KAS Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 

1,000 
Employees 

- Saudi Strategic Storage Program 
(SSSP) includes nationwide 
tunnelling, road construction and 
pipelines. 

10 El Seif 
Engineering 
& 
Contacting  
 

1975 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy. Electro-Mechanical. 

2,000 
Employees 

- Kingdom Tower in Riyadh 
- The Jewels Twin Towers in Dubai 

Marina 
- Silhouette Tower in Qatar 
- $240m Contract to Build a New 

Headquarters for the Samba. 

11 Saudi 
Arabian 
Baytur 
Construction 
& 
Contracting  

2008 Al-Khobar, 
KSA 

Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 

2,500 
Employees 

- $397m Contract to Build Four 
Hotel Tower on Jabal Omar 
Project 

12 International 
Centre for 
Construction 
Company 
(ICC) 

1977 Jeddah, KSA Construction and Design - Civil Contractors for 
Commercial and Residential Building, 
Infrastructure Projects. 

1,700 
Employees 

- 133m Contract for Various 
Projects 



 

 

 

13 Saudi Oger 
Ltd. 

1978 Riyadh, KSA Construction and Design - Civil Contractors for 
Commercial and Residential Building, 
Infrastructure Projects, 
Architectural and Engineering Services - 
Engineering Consultancy.  

3,500 
Employees 

- $5bn for KAEC  
- $2.7bn for Jabal Omar 
- $3.33bn for the Prince Nourah bint 

Abdulrahman University for 
Women 

- $2bn for Police Training Facilities 

14 Freyssinet 
Saudi 
Arabia 
 
 

1978 Jeddah, KSA Civil and Electromechanical Contract for 
Building, Infrastructure Projects, Interior Design 

1,500 
Employees 

- $192m Contract to Build 
Commercial Buildings in King 
Abdullah Economic City 

- $193.3m for Corniche Tower in 
Jeddah 

- $85.3m for Riyadh’s Princess 
Nourah bint Abdulrahman 
University for Women 

15 A.S. 
Alsayed & 
Partners 
Contracting 
Company 
Limited 

1979 Riyadh, KSA Construction and Design - Civil Contractors for 
General Projects.  
Electro-Mechanical Contractors 

4,500 
Employee 

- King Abdulaziz University in 
Jeddah 

- The Faculty of Dentistry at King 
Faisal University in Dammam 

- A Number of Technical Colleges 
Affiliated to the General 
Organisation for Technical 
Education in Dawadmi, Wadi 
Aldwaser and Hafer Albaten.  
 

16. Saudi 
Lebanese 
Tarouk 
Contacting 
Co. Limited 

1979 Riyadh, KSA Construction and Design - Civil Contractors for 
General Primary Industry.  
Electro-Mechanical Contractors 

950 
Employees 

- $32m Contract for the 
Construction and Supply of Radion 
and Television Production Centres 
in Arar, Al Jouf, Najran and Al 
Baha.  

17. Al Arrab 
Contracting 
Company 

1983 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy. Electro-Mechanical 
Contractors. 

12,000 
Employees 

- Aqua Raffles Hotel in Jeddah 
- King Khaled International Airport 

Expansion in Riyadh 
 

18.  Al Latifia 
Trading and 

1987 Riyadh, KSA Construction and Design - Civil Contractors for 
General Primary Industry.  
Electro-Mechanical Contractors 

4000 
Employees 

- $400m Contract for Construction 
of a Business and Residential 
Complex in Riyadh 



 

 

 

Contracting 
Company 

- $316m for King Fahad Medical 
City 

- Riyadh Project includes Two 11 
Story Buildings 

19. Azmeel 
Contracting 
& 
Construction 
Corporation  

1988 Jubail, KSA Construction and Design - Civil Contractors for 
General Primary Industry.  
 

350 
Employees 

- Royal Commission Projects 
- Bechtel  
- SABIC 
- Ministries of Education 

20. Abdul 
Rahman 
Saad Al 
Rashid & 
Sons (Artar) 
 

1957 Riyadh, KSA Construction and Design – Civil Contractors 
including General, Heavy Industries and 
Infrastructure. 
Architectural and Engineering Services - 
Engineering Consultancy. Electro-Mechanical 
Contractors. 

20000 
Employees 

- Al-Tamama Village 
- Villas  

 
Source: Zawya (2017) and CW Staff (2013) 
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With the growth and consistent demands of the local and regional development, 

however, Saudi construction companies have been facing enormous challenges 

of efficiency and productivity, project cost and schedule overruns, and quality 

(Nasser, 2013). This report aims at comprehending the Saudi construction 

industry explicitly by conducting SWOT and PESTLE analysis on the industry. 

The analysis will help us to understand the factors affecting the industry, as well 

as the challenges it has been facing. 

 

2.7 SWOT ANALYSIS OF THE KINGDOM OF SAUDI ARABIA 
CONSTRUCTION INDUSTRY 

 

 

SWOT analysis refers to the analysis of Strengths, Weakness, Opportunities and 

Threats. It is also considered a handy mnemonic (Economists, 2009). In addition, 

it significantly helps business people, especially corporate executives and 

management to know about the condition of the market. It also helps formulate a 

perfect strategy to implement in business. SWOT analysis can also be 

considered as kind of audit. It is the audit process not only for the internal 

environment but also for the external environment. The internal environment 

denotes strengths and weaknesses. On the other hand, the external environment 

denotes opportunities and threats. It is highly true that organizational strengths 

and weaknesses are largely parallel to the industry’s strengths and weaknesses 

in macroeconomics. To analyse these factors, Porter's 5 Forces analysis is 

considered one of the best models for analysing industry. In addition, SWOT 

analysis will help to ensure strategic industry evaluation (Alfawzan and Rashed, 

2012). 

 

 

 



 

 

 

 

Table 2.5: SWOT analysis for KSA construction industry  

 

Strengths Weaknesses 

- Strong Economy of the Country 
- Favourable Government Policy 
- Dramatic Growth in the Construction 

Industry 
- Urbanization 

 
 

- Fluctuation in the Rate of Saudi 
Currency (Saudi Riyal) 

- Increase in the Production Costs 
- Lack of Skilled Manpower 

 

Opportunities  Threats 

- Economic Growth Fosters 
Development of Construction 
Industry 
 

- Political Unrest in the Region 
- Relationships with GCC 
- Global Competitions 

 

 

• Strengths 

 

Strong Economy of the Country 

Sarrakh et. al. (2020) noted that Kingdom of Saudi Arabia is considered the 

second largest oil reserve in the world. It is assumed that there are nearly about 

268 billion barrels of which 2.5 Gbbl are in Kingdom of Saudi Arabia and Kuwait. 

That’s why Kingdom of Saudi Arabia is considered not only a rich oil reserve but 

also dominator in Eastern regions. According to a US Geological Survey (2000), 

the undiscovered area of the KSA might contain 90 Gbbl. These reserves could 

be the significant factor for a stable Saudi economy which is highly needed for 

the development of Saudi construction industry. 

 

Favourable Government Policy  

It is true that the KSA government has a highly positive attitude towards the 

construction industry. In the last few years, the Saudi government faced an 

economic crisis due to a fall in oil prices and some other reasons. In addition, the 

KSA government supported and enhanced its prosperity by investing 80 billion 

USD (Sarrakh et. al. 2020). The main purpose of this huge investment was to 

ensure consistency in its growth rate and diversify it in all regions of Saudi Arabia 



 

 

 

 

(Ventures, 2011). Another strength of the Saudi Construction industry is a tax-

free environment. That’s why the level of development of construction will be 

unchanged in future.  

 

Dramatic Growth of Saudi Construction Industry  

The Governor of Kingdom of Saudi Arabian General Investment Authority 

(SAGIA), H.E. Amr Al Dabbagh, said that the construction sector in Kingdom of 

Saudi Arabia had benefited from the global economic turndown (Reuters, 2009). 

The global economic depression has given some opportunities to Kingdom of 

Saudi Arabia’s construction sector. Surplus capacities of construction 

companies, depressed price of building resources, availability of human capital 

and technical equipment are the main opportunities for the Saudi construction 

industry due to the global economic slowdown (Ofori, 2013). 

 

Urbanization  

The reason for the high-growth in the construction industry is due to urbanization 

which accelerates the demand for institutional, residential and commercial 

housing; there has been a great potential for growth in the construction sector. 

As the Saudi population is growing at 2.5 percent yearly, the housing sector has 

the potential to grow. The National Industrial Cluster Development Program 

(NICDP), as well as the completion of six Economic Cities, has played a role in 

huge industrial expansion, and thus there has been a great demand for 

construction in Kingdom of Saudi Arabia. Besides, the government have shown 

their aggressive position in the construction sector through giving importance to 

the construction sector in the national budget. Therefore, there has been a revival 

in the economy of Kingdom of Saudi Arabia in general and particularly in the 



 

 

 

 

construction sector due to the increasing number of projects, as well as the 

improved financial climate.  

 

Weaknesses: 

 

Fluctuation in the Rate of Saudi Currency (Saudi Riyal) 

According to Alfawzan and Rashed, (2012), the first weakness of the Kingdom of 

Saudi Arabia construction industry is the unstable value of the currency. It is true 

that Kingdom of Saudi Arabia had already faced an economic crisis only for the 

inflation rate. It cannot think that it will never come back since the Saudi economic 

condition and oil reserves are rich enough.  Sadib (2013), in a study examined 

the effect of exchange rate fluctuation in KSA economy. Main data in this study 

was obtained from the World Development Bank and International Financial 

Statistics, for the period of 30 years (1982 to 2011). The study analyzed the long 

run relationship between fluctuation of exchange rate and trade balance in Saudi 

Arab. The results showed that the currency of KSA at most of the time is 

overvalued.  

 

 

Increase in the Production Costs 

Another weakness for the Saudi construction industry is increasing oil production 

costs. There are some reasons for tremendously increasing production costs. 

The high labour costs, lack of skilled people, and inflation rate, are the main 

factors for increased production costs. If the production cost of oil increases, the 

cost of Saudi construction will also increase automatically. One factor is 

responsible for others. The high cost of oil production leads to a high inflation rate 



 

 

 

 

and increment of other costs, such as material costs, and labour costs. On the 

other hand, the governmental saving amount is reduced day by day (Ofori, 2013).  

 

Lack of Skilled Manpower 

Another weakness of the Saudi construction industry is the lack of skilled 

manpower. Thus, the level of efficiency in production is challenged.  

 

Opportunities: 

 

Developing Construction Portfolio 

Today, Kingdom of Saudi Arabia has the tendency to diversify its activities in 

several sectors, such as logistics, ports, tourism, financial activities and 

education. Since Kingdom of Saudi Arabia is the medium of communication for 

many countries, it has significant scope to develop its logistics services, as well 

as ports. On the other hand, Kingdom of Saudi Arabia is famous for the Muslim 

holy occasion, Hajj. That’s why it has another scope for development of Tourism 

sector. By developing the portfolio of all sectors, Saudi construction can get the 

most benefit since construction is needed to develop services and infrastructures 

(Alfawzan and Rashed, 2012).   

 

Economic Growth Fosters Development of Construction Industry 

The main factor of Kingdom of Saudi Arabia economy is oil. That’s why increasing 

oil income will lead to ensure economic growth and make it easier to enhance the 

development of the Kingdom of Saudi Arabia construction industry.  

 



 

 

 

 

Another opportunity for the Kingdom of Saudi Arabia economy is the increment 

of oil consumption, as well as world price. That’s why Kingdom of Saudi Arabia 

will get more opportunities to develop its economic condition. On the other hand, 

globalization of their oil supply chain will be likely to make beneficial to the 

Kingdom of Saudi Arabia construction sector (Alfawzan and Rashed, 2012). 

 

Privatization in the Country Can Help Saudi Construction Industry  

Another opportunity for the Kingdom of Saudi Arbia economy is to expand its 

privatization. It will encourage both national and international investors to invest 

there. There is no limit of enhancement in privatization. This way, there will be 

more opportunity to develop the Saudi construction industry since private 

companies always need infrastructure development to develop their businesses.    

 

Threats: 

 

Political Unrest in the Region 

The restart of Iran’s nuclear programme is considered as the most offensive 

threat for Kingdom of Saudi Arabia (Aibinu A. 2012). It’s a power issue. That’s 

why anytime Iran can attack Kingdom of Saudi Arabia and make things worse not 

only for the Saudi construction sector but also in other sectors. On the other hand, 

Iran is also an oil exporter in the world. That’s why there is a significant chance 

of deteriorating oil sector in Kingdom of Saudi Arabia due to competitive power 

politics.  

  

Relationships with GCC 



 

 

 

 

It is also seen that the relationship of the GCC and Kingdom of Saudi Arabia is 

now becoming worse. It is also considered a threat to the Kingdom of Saudi 

Arabia construction industry. Since the GCC region has similar types of projects 

and business, so it is common to compete with each other (Ofori, G. 2013).  

 

Global Competitions 

Global competition is another threat for the Saudi construction industry. Kingdom 

of Saudi Arabia was the richest country in oil reserves before 2011. In 2011, 

Venezuela announced its reserves amounted to nearly about 297 billion barrels, 

which is more than that of Kingdom of Saudi Arabia (Forbes, 2016). So, it can be 

assumed that the global growth of the construction industry can be a threat for 

the Kingdom of Saudi Arabia construction industry.      

 
2.8 PESTLE ANALYSIS OF THE KINGDOM OF SAUDI ARABIA 

CONSTRUCTION INDUSTRY 

 

 

PESTLE analysis refers to Political, Environmental, Social, Technological, Legal 

and Economic Analysis. In case of the Saudi construction industry, we have to 

conduct a PESTLE analysis to have insights about this industry. The PESTLE 

analysis of the Saudi construction industry is as follows: 

   

Political Analysis 

In the case of political analysis, the movement and commitment of the 

government are highly significant because, most political mechanisms, decrees, 

orders or imposing rules, regulations are dependent on a country’s government. 

 



 

 

 

 

In the case of the Saudi construction industry, the Saudi government’s 

commitment is considered the most vital factor for the growth of this industry. The 

success of this industry is largely dependent on the Saudi government’s 

intentions and commitments. It is true that the Kingdom of Saudi government has 

a highly positive attitude towards the construction industry. 

 

Economic Analysis 

The economic condition is good enough for the Saudi Arabian construction 

industry. The stabilized Kingdom of Saudi Arabian economy can be considered 

a positive sign for the development of the Saudi construction industry (Ofori, 

2013). 

  

Though there was a fiscal crisis in the last few years, it was handled well by the 

Saudi government. The non-oil real GDP fell to 7 percent in 2011. It continued to 

fall to 6 percent in 2012 and 5.5 percent in 2013 (IMF, 2013).  

   

Another positive point for the Saudi construction industry is the low level of the 

inflation rate. Lower inflation rate ensures consistent development, as well as 

growth. Businessmen and policy makers of the Saudi construction industry are 

able to forecast, and that’s why the execution of a plan can be easily achievable. 

Another positive factor is the lower raw material costs for the Saudi construction 

industry. That’s why the cost of construction would not be a big budget. These 

positive factors are only for the stable economy of Kingdom of Saudi Arabia.  

 

According to Asad (2012), it is now difficult to think of the Kingdom of Saudi 

Arabia construction industry without development and growth. This development 



 

 

 

 

is now possible only because of the Kingdom of Saudi Arabia government’s 

positive attitude and financial back up, as well as its good economic condition. 

 

Social Analysis 

Socio-cultural factors significantly affect the Saudi construction industry in terms 

of health and physical comfort, accessibility, integration, economy and 

participation. Population,  gender, a segment of the population by age play 

important roles in formulating strategic decisions for ensuring the development of 

the construction industry in Kingdom of Saudi Arabia. It now seems that the 

younger generation is highly inspired to enter the construction business in 

Kingdom of Saudi Arabia. Another factor of socio-culture is the growth rate of the 

population. Kingdom of Saudi Arabia has a high population growth rate. That’s 

why this business sector has more opportunities to meet the demand of 

increasing population (Ventures, 2011).  

   

Technological Analysis 

Technology is now part and parcel of every business sector. It can be considered 

a advantage for competitive advantages. The latest technologies are now 

available in the Saudi construction industry, and that’s why the development of 

this sector is now inevitable. By using these technologies, Saudi construction 

industrialists can be successful in attracting potential investors who are both 

domestic and foreign. The main reason for this attraction is the competitive 

advantages from using technologies (Ventures, 2011). On the other hand, the 

Saudi construction industry can ensure low-cost production, as well as reduce 

work pressure.   

 



 

 

 

 

Legal Analysis 

Legal infrastructure is also a significant factor for the development of any 

business. Stable and flexible legislation will ensure the rate of development of the 

sector. Over the last few years, it has been seen that the Kingdom of Saudi 

Arabian government have made a flexible and simple legal framework to promote 

the business sector. That’s why the number of foreign investors is increasing daily 

in the Kingdom of Saudi Arabia construction industry. In Kingdom of Saudi 

Arabia, there is no delay due to the complexity of starting and expanding new 

construction business (Ofori, 2013). 

 

Environmental Analysis: 

The environmental issue is a very sensitive issue all over the world. People have 

now become more aware of the environment in terms of using recycled materials, 

reduced energy consumption, buying sustainably sourced materials. The Saudi 

policymakers have to take into account environmental factors, which may affect 

this industry positively or negatively. Recently, the government of Kingdom of 

Saudi Arabia has been considering donating USD 39.9 billion for the 

development of new buildings (Sarrakh et al., 2020). These new buildings can be 

considered as smart buildings. This infrastructure development has not only 

short-term benefits but also long-term benefits. It will ensure long-term 

sustainability and also the reduction of carbon footprint. The Saudi government 

also takes initiatives for reduction of waste in Gulf regions (Ventures, 2011).    

 

 

 



 

 

 

 

2.9 FACTORS AFFECTING THE KINGDOM OF SAUDI ARABIA 
CONSTRUCTION INDUSTRY 

 

 

The rising cost in the housing and construction industry has occurred due to 

certain factors. Complexity in the structure and design of the building causes an 

increase in the cost of construction (Stride et al., 2022). Again, the rise of oil 

prices in the international market can be another reason for the increase of cost 

in the housing and construction industry. Increases in the cost of labour and other 

resources can also cause the increase in the cost of housing and construction. 

That is why scarcity of labour and other resources in the housing and construction 

industry can be responsible for the increase of cost in the industry. Housing and 

construction costs can be influenced by the low supply of housing. Inflation rate 

can add to the increase in the housing and construction cost.  

 

According to Aibinu and Jagboro (2002), housing and construction costs are 

directly affected by the rules and regulations of the government. Besides these, 

housing and construction costs are also directly influenced by the irregularities 

and corruption of suppliers, contractors, as well as government officials related 

to a project, as supported by the findings of Husseini (1991) and Frimpong, 

Oluwoye and Crawford (2003). From the demographic perspective, the increase 

in population causes the increase of demand for housing and thus leads to an 

increase in the cost of housing and construction. Here are some factors that affect 

the cost of housing and construction in Kingdom of Saudi Arabia.  

 

Geographic  



 

 

 

 

Though the housing and construction cost in Kingdom of Saudi Arabia is lower 

than in other countries in the region, like United Arab Emirates (UAE), Kuwait, 

Qatar (Alfouzan, 2013), the increasing in population in Kingdom of Saudi Arabia 

has already created a huge demand for housing and construction. This huge 

demand for housing and construction in Kingdom of Saudi Arabia has affected 

the cost of the labour and other materials for housing and construction as well. 

The cost of housing and construction has increased due to this demographic 

situation.   

  

Poor Financing Control  

Poor financing control is another reason for the increase of cost in the housing 

and construction industry in Kingdom of Saudi Arabia. Due to the lack of skills 

and proper management, financial control of housing and construction in 

Kingdom of Saudi Arabia cannot be managed properly. As housing and 

construction projects in Kingdom of Saudi Arabia cannot be controlled properly, 

the cost of the project can increase by a great amount (Ofori, 2013). 

 

Again, the government of Kingdom of Saudi Arabia has tighter control on 

monetary supply. As a result, companies working for housing and construction in 

Kingdom of Saudi Arabia have to face greater restrictions and are struggling to 

manage the proper funds for these projects, which lead the companies to take a 

loan to finance the projects. That is why; the cost of housing and construction 

industry in Kingdom of Saudi Arabia has increased. This is a major source of cost 

escalation in the housing and construction industry. 

  

Other Factors 



 

 

 

 

Speculation and corruption in the purchase, sale, and assignment of land in 

Riyadh city has contributed a lot to increasing the cost of housing and 

construction in Kingdom of Saudi Arabia, as various studies have found. Al 

Riyadh province, which is located in the central region; is the country’s capital, 

and the central political and financial hub.  The city underwent rapid urban growth 

after the periods that followed the oil discovery.  The province reflects the high 

rate of the country’s population growth, according to the national statistics, the 

city’s population has grown from 19,000 inhabitants in 1920 to 150,000 

inhabitants in 1960, and from 600,000 in the late 1970s to 7 million in 2016, and 

currently only 65% of them are Saudi (Saudi Statistics Authority, 2016). 

Aleqtesadya (2012) stated that the speculative underdeveloped land in the 

Riyadh city has worsened the situation. Corruption in selling and assigning the 

land also encourages the investor to hold the land for many years, instead of 

building on the land, to increase the price of other areas which leads to increase 

in the rent of apartments. As taxes on land are applied by the government of 

Kingdom of Saudi Arabia to prevent the investor from doing such, this problem 

seriously affects the cost of housing and construction in Kingdom of Saudi Arabia, 

especially in Riyadh. 

  

2.10 DISCUSSION OF LITERATURE REVIEW 

 

Delays and cost overruns are the two common concerns in construction 

management (Lowsley and Linnett, 2006; Le-Hoai et al., 2008) and two of the 

major problems in the Saudi construction industry (Banawi and Bilec, 2014; 

Ikediashi et al., 2014; Rahman et al., 2016). A study carried out by Assaf and Al-

Hejji (2006) revealed that 70% of the projects experienced time overruns. The 



 

 

 

 

delays and cost overruns are two of the most concerning issues, not only in the 

Saudi construction sector but also a problem in the Gulf region. For instance, time 

delays and cost overruns are some of the problems in the construction sector in 

Kuwait (Koushki et al., 2005), in the UAE (Faridi and El-sayegh, 2006), and 

Jordan (Odeh and Battanieh, 2002; Sweis et al., 2007). Delays and budget 

overruns are also a problem in the UK. As Glenigan (2016) reported, construction 

firms in the UK managed to keep control of costs, 68 percent of schemes were 

on budget, but failed to produce on time; only 41percent construction schemes 

were completed on time, in 2015.  

 

However, researchers such as Alotaibi et al. (2014) and Sarhan et al. (2017) 

found that lack of project management knowledge is one of the critical 

management factors that causes delays and cost overruns in the Saudi 

construction industry. Martucci et al. (2012) reported knowledge management 

can help an organisation to reduce time-delays and remain in the budget. 

Researchers such as Anumba et al. (2005), Harris et al. (2013), Suresh et al., 

(2017), Renukappa et al., (2017), Renukappa et al., (2019), and Jallow et. al. 

(2021) found that knowledge sharing reduces time-delays and improves financial 

efficiency in the construction sector.  

 

Baxter (2014) analysed the nature of the challenges facing the construction 

industry in the UK and found that there was a huge lack of resources, mainly in 

the high demand for mega projects, and that projects were rushed and delayed 

significantly. Almutairi et al. (2016) found resource inefficiency and lack of quality 

at all stages of the project are some of the challenges facing the Saudi 

construction sector. The UK construction sector also faces the similar challenge 



 

 

 

 

of resource scarcity. For instance, Tovey (2015) reported that resource scarcity - 

mainly a shortage of building workers and engineering professionals - are some 

of the key challenges facing the UK construction industry. Due to these 

challenges, construction projects in the UK face a time-delay. Researchers such 

as Quintas et al. (1997); Oliver (1997) and Sirmon and Hitt (2007) emphasised 

that knowledge sharing can help an organisation to meet the challenges of 

resource scarcity. 

  

Ikediashi et al. (2014) and Baghdadi and Kishk (2015) revealed that poor risk 

management, budget overruns and poor communication are some of the pivotal 

issues in the Saudi construction sector. Algahtany et al. (2016) designed a risk 

management framework for the Saudi construction industry, as the traditional risk 

management practices in the industry fail to mitigate risk and are causing time-

delay, budget overruns and poor quality.  Serpella et al. (2014) stressed that a 

knowledge-based approach can help a construction industry to meet the 

challenges of an effective and efficient risk management.  

 

Harris et al. (2013) mentioned KM is a pivotal element to ensure quality in 

construction projects. Alkharashi and Skitmore (2009) found that KM among 

Saudi civil engineers is one of the major issues in the construction industry in the 

KSA. Due to the lack of KM, projects are delayed considerably and suffer from 

inefficacy (Aburas, 2011). Elaimi and Persaud (2014) explored that knowledge 

sharing is a problem in Saudi organisations due to the national cultural factor. 

 

According to Nawi et al. (2011), the construction industry is a demanding industry 

that requires skills and knowledge but, unfortunately, the KSA construction 



 

 

 

 

industry lacks skills and knowledge and there are huge gaps in design, 

manufacturing knowledge and skills. A construction industry demands 

extraordinary accuracy throughout planning, process and design. Thus, a lack of 

knowledge and skills can make the sector weak. Besides, construction 

contractors do not have adequate academic qualifications to run construction 

projects (Rahman and Omar, 2017). Researchers such as Alshanbri et al. (2015) 

studied the ‘Nitaqat Program’ in the country and revealed that the lack of 

knowledge causes high employee turnover. Therefore, by practising KM, the KSA 

construction sector can seize the opportunity to enable knowledge share, capture 

and reuse project knowledge, and enable and enhance better communication 

among stakeholders (Kamara et al., 2002). Finally, there is a lack of sufficient 

study and development in the KSA construction industry, which can affect the 

progress of the sector. By harnessing and practising knowledge sharing, the KSA 

construction industry also secures organisational resilience (Mafabi et al., 2012; 

Renukappa et. al., 2019), which is a concerning issue and subject of this study.  

  

2.11 SUMMARY  

 
 
This chapter has presented a thorough review of the literature on KM and outlook 

of the KSA construction industry that relates to the current study’s research 

objectives. The next chapter (i.e. Chapter 3) discusses the literature related to 

knowledge sharing.  

 
 
 
 
 
 
 
 



 

 

 

 

 
 
 

CHAPTER 3 : A REVIEW OF LITERATURE RELATED TO 
KNOWLEDGE SHARING  
 

 

3.1 INTRODUCTION 
 

 

This chapter presents a thorough review of literature in the area of knowledge 

sharing. Furthermore, it discusses the importance of national culture on the 

knowledge sharing. This chapter concludes with a summary. 

 

3.2 DEFINITION OF KNOWLEDGE SHARING 
 

 

Knowledge management (KM) is the art of grooming and leveraging the 

knowledge base within an organisation to create a knowledge base infrastructure 

in order to foster the innovation, responsiveness, and credibility of knowledge 

sharing among employees (Becerra-Fernandez and Sabherwal, 2010). 

Knowledge sharing, like creating a shared culture within the organisational 

workforce where sharing of expertise, ideas, experiences is encouraged in order 

to create something that really boosts the productivity and innovativeness of the 

organisation. In this condition of heightened competition, organisations are 

maximising the chances of survival by using KM practices. Knowledge sharing is 

a very important aspect in the process of KM that really facilitates the flow of 

information, expertise and experience transfer among people to achieve the 

overall KM goals (Bontis et al., 2009).  



 

 

 

 

 

Knowledge sharing is a multifaceted concept defined from many perspectives. 

According to De Vries (2004), knowledge sharing can be conceptualised by the 

way in which individuals communicate their tacit and gathered knowledge to 

others in order to create something new. Suresh et al., (2017) defined knowledge 

sharing as a process of supplying intellectual capital in order to meet demand of 

knowledge among individuals for improving the innovativeness and creating a 

shared culture. As Haas and Hansen (2007) elucidated, knowledge sharing 

improves the ways organisations can improve their individual performance and 

creativity. They added that knowledge sharing is vital to generating new thoughts, 

as well as enabling an organisation to maximise the capabilities of human 

resources and better utilising the resources.  

 

In addition, it is a collective action rather than an individual effort, both in a formal 

or informal way. From a broader context, knowledge may be information, 

expertise, skills and exchange of this knowledge among individuals to strengthen 

the performance and improve the expertise of others may be termed as 

knowledge sharing (Dalkir, 2005). From an organisational perspective, 

knowledge sharing must be a formal way of sharing all forms of knowledge as 

institutionalised by the organisation’s management. According to Dalkir (2005), 

knowledge sharing basically defines the way how people can solve their know-

hows from experts both inside and outside and side by side exchange their 

learned lessons with each other, so that they can perform effectively to boost up 

the overall performance of the organisation. 

 



 

 

 

 

Benavides et. al (2012) state that there are four main factors that affect 

knowledge sharing: resources, intrinsic motivation, incentives, and overall social 

motivations. Among them, social motivations generate the greatest impact on 

knowledge sharing. Thus, strategies to promote the motivation of employees and 

increase knowledge sharing are vital within organisations. 

 

 

3.3 SIGNIFICANCE OF KNOWLEDGE SHARING IN CONSTRUCTION 
SECTOR 

 

 

One of the most knowledge intensive industries is the construction industry in 

which rigorous professional knowledge is needed along with huge investments 

of input to devise the desired output as a result. In addition, it is important in the 

case of the construction industry to know the ways of dealing with problems and 

come up with solutions as well (Egbu and Robinson, 2005). The companies that 

are engaged in the construction sectors are greatly dependent on the skills and 

knowledge of their employees to create value and to provide desired services to 

the customers. In order to augment individual ability, devise creative ideas, and 

develop efficiency, it is vital to nurture a culture of knowledge sharing inside the 

organisation that can be beneficial for the company as a whole (Fong and Chu, 

2006). With a view to enhancing business performance, satisfaction of the 

customers, and innovation, companies should inspire their employees to share 

their knowledge (Zhang and Ng, 2012). 

 

The construction business can thrive when the creation and utilisation of ideas 

can take place frequently and therefore, the ideas are shared among the 



 

 

 

 

associates in order to augment the performance of the business. Thus, the 

importance of nurturing a knowledge sharing culture is strongly suggested by 

many researchers. To do so, construction companies need to form a culture 

whereby the employees can engage with each other more closely in order to 

create value for the business. That is how the employees would get closer and 

their productivity level would go to the next phase by knowledge sharing 

(Gurteen, 1999).  

 

Knowledge sharing in business is vital in many instances, like creation of new 

knowledge is important to gain competitive advantage that can take the company 

one step ahead, acceleration in the advancement of their missions, and 

decreasing the cost. In addition, it has been seen in the recent past that people 

with high IQ tend to let others know about their thinking and are likely to provide 

solutions in most cases. Companies should take their input and assist them to 

share their knowledge. If they are not appreciated, they will leave the place with 

their head full of creative knowledge. This can happen only because of being 

unable to share the knowledge that could improve the construction company to 

go further (Yaacob et al., 2011).  

 

Knowledge has a tendency to spread, provided that the recipient is ready to gain 

what is coming at him/her. Knowledge sharing cannot only be a reflection of 

appropriate technology; rather the social context should be taken into account 

(Brown and Duguid, 1998). It has been suggested by many researchers that the 

culture of the organisation in the case of the construction sector is essential; 

hence, the infrastructure should be embraced in order to share the created 

knowledge among associates. Technology has the potential to provide ways for 



 

 

 

 

processing, spreading and apprising the associates with the relevant information 

that is needed for the creation of knowledge. Three folds of KM systems have 

been recommended by Pan and Scarbrough (1998), such as: the Infrastructure- 

It deals with the hardware and the software of the company; Infostructure- It deals 

with the rules and the regulations that a company upholds; and Infoculture- It 

signifies the background knowledge of the company. 

   

In the primary phase, projects can take place with regard to the sophistication of 

the hardware and software. On the other hand, in the second phase, KM needs 

to be accommodated within the process, strategy, behaviour of the employee and 

the culture of the organisation. Lastly, it has been regarded that trust, culture and 

IT can be very vital in case for the knowledge sharing process (Issa and Haddad, 

2008). 

 

Lin and Hwang (2014) indicated that knowledge resources reside in employees’ 

minds and organisations have to utilize this valuable resource for their 

competitive advantage. At the heart of an organisation’s strategy process, it has 

been observed that it is a force, which has been termed as the ‘knowledge force,’ 

which is powered by the knowledge workers (Renukappa et al., 2017).  

 

Allameh, et al., (2011) noted that the presence of a specific culture in an 

organization is necessary for the effective performance of KM processes. The 

authors emphasized that an efficient culture is one that emphasizes knowledge 

exchange, trust in interactions and creativity, and that such knowledge would be 

successful in performing management processes. Furthermore, organizational 

culture is one of KM’s key success factors because culture affects learning, 



 

 

 

 

acquisition, sharing, and other related areas of knowledge (Alavi and Leidner, 

2001; Akhavan, et al., 2014; Renukappa et al., 2020). 

 

3.4 BENEFITS OF KNOWLEDGE SHARING  
 

 

The literature on KM has long suggested that knowledge sharing enables 

organisations to develop competitive advantage and enhances the capacity of 

employees to come up with creative solutions (Monteiro et al., 2008; Carayannis 

et al., 2017; Chaudhary et al., 2021). Thus, organisations should be receptive to 

the development of new partnerships and adaptive to environmental changes, 

especially those arising from technological evolution (Caputo et al., 2019). The 

benefits, in addition, claim the usefulness of nurturing the culture of knowledge 

sharing inside the organisation. Knowledge sharing provides the following 

benefits: 

• Increase in the rate of innovation by inspiring the employees to come up with 

new and different ideas so that the company can execute the ideas in order 

to stay ahead of its competitors (Yaacob et al., 2011). 

• The reduction of cycle time or response time of finding a solution to the 

problem takes place. If knowledge sharing does not occur the response time 

will be higher, thus the customer will be unsatisfied (Yaacob et al., 2011). 

• Knowledge sharing can increase the efficiency of the operation by subtracting 

unnecessary processes from the operation (Yaacob et al., 2011). 

• Knowledge sharing can increase the level of performance of the employees 

thus the operation can experience maximum efficiency in producing output 

(Yaacob et al., 2011). 



 

 

 

 

• It can give feedback so that knowledge can be used again to make the 

process better next time (Yaacob et al., 2011). 

Knowledge sharing has many applications for different activities. The activities 

have been discovered by Sedighi et al., (2016) and the discoveries are stated as 

following: 

• The application of knowledge sharing can increase the potential to find 

loopholes before executing any project (Sedighi et al., 2016).  

• Knowledge sharing can develop new and constructive ideas from the 

employees that reduce significant time to generate new ideas (Sedighi et al., 

2016). 

• Innovation through knowledge sharing encourages the employees. They then 

believe that their ideas are valuable and are motivated by the execution of 

their ideas (Sedighi et al., 2016). 

• Knowledge is the capital of an individual. When knowledge is shared, the 

capital is divided among employees, thus the company can experience 

increase in assets that are not monetary (Sedighi et al., 2016). 

According to the Social Exchange Theory, interpersonal interaction is a process. 

In the process, various parties conduct activities and exchange valuable 

resources with each other. The core of the theory is the principle of reciprocity to 

which the interpersonal relationship adheres. Rewards for the exchange not only 

include material rewards, but also psychological rewards, such as support, trust, 

self-esteem and prestige (Blau, 1964).  

 

In Social Exchange Theory, it has been suggested that knowledge sharing takes 

place only because of quid pro quo like security in the job, power balance, and 



 

 

 

 

status maintenance. This attitude of the employees can be explained by their 

motivation achievement from these particular phenomena. The employees are 

indirectly compensated for what they ask, in spite of the formal structure of the 

rewards system (Wang and Wang, 2012). Despite all that, this can increase the 

performance of the employees to a great extent; hence the business performance 

goes up as a result (Collins and Smith, 2006). Social Capital Theory suggests 

that knowledge sharing serves social benefits, since social capital is a formulated 

system combined with different norms. Hence, it inspires people to avoid being 

an accuser of unexpected behavior (Casimir et al., 2012). 

 

Another study found that the recipients and the sharer of the knowledge both 

benefited from the exchange of information and knowledge. By assisting an 

employee with a certain task, an employee can achieve excellence in that 

particular task by doing things again. On the other hand, another employee can 

learn a new thing by asking for assistance from their peer. By doing so, both of 

the employees can form a deep relationship and can gather a variety of 

knowledge that can lead towards performing better so that the company can 

achieve profit as a result. In addition, the employees can be encouraged to assist 

others with their tasks and make them useful for the company (Zhu et al., 2018).   

  

Sharing of knowledge can be used as a lever in order to ensure excellence in 

operation. The operation of a company can vastly be impacted through the 

knowledge sharing process and that is why it is necessary to adopt a process 

that is well embraced with the technology so that information and knowledge can 

be well organised in one database. Later on, knowledge and information can be 

studied to make informed decisions about the company. On that note, it is 



 

 

 

 

suggested by researchers that the company should possess information 

technology to control the flow of knowledge sharing and keep a record of the 

knowledge so that, in case of any emergency, one can look exactly where the 

information can be found (Johnson, 1997). 

 

Researchers such as Vandewalle et al., (1999), Chen and Mathieu, (2008), 

Shepherd et al., (2011), and Wang et al., (2021)  found that goal-oriented learning 

can be very useful, as well as goal-oriented performance. Goal-oriented learning 

can be attributed with the acquisition of new sets of knowledge and expertise, 

whereas goal-oriented performance can focus on increasing the competence on 

a particular sector with a view to eschewing failure. Learning and performance-

oriented goals are divided into different classifications. Performance goal 

orientation is necessary in order to increase the level of performance of the 

employees to create a sustainable business development. On the other hand, 

learning goal orientation can play a vital role in training the employees on a 

subject matter that is necessary to adopt so that the employees can enrich 

themselves with valuable skills. Both the orientations are vital for bringing and 

establishing business and necessary to adopt for companies to make sure the 

business runs smoothly and can avoid any sorts of stymies at any stage (Swift et 

al., 2010). 

 

According to Haas and Hansen (2007), knowledge sharing can save a lot of time 

for the employees, as well as for the companies. The time spent on finding the 

right file or seeking something for the operation can be eradicated by knowledge 

sharing. If the employees necessarily share knowledge and information, they can 

maintain a tight schedule to work on the right tasks assigned to them. Otherwise, 



 

 

 

 

they might look for something irrelevant. In addition, the employees will be able 

to improve their quality of work that can increase in their competency. Thus, 

knowledge sharing can have an enormous impact on the operation of the 

business. The employees can improve their skills and expertise with which they 

can better serve the company (Haas and Hansen, 2007). 

  

Olomolaiye and Egbu (2005) and Renukappa and Egbu (2005) found the reasons 

and benefits for the employees to share knowledge among themselves. The 

benefits include: Internal knowledge sharing ensures the transparency inside the 

organization; sharing of knowledge ensures the avoidance of duplication; Sharing 

of knowledge increases the chances of organisational visibility in front of peers; 

In order to improve the morale of the employee, it is necessary to promote 

knowledge sharing from which the employees can feel important by contributing 

to the company; Sharing of information and knowledge can change the view point 

of the company after positivity arises from the knowledge sharing; Internal 

knowledge sharing can decrease the chance of miscommunication; By sharing 

information and knowledge, it gets easier to seek a particular thing and find it. 

That is why an employee does not really need to ‘know’ a place or a file if he/she 

shares the knowledge with peers. 

 

Different researchers have suggested there is a relationship between knowledge 

sharing and information technology. The assessment of the relationship is based 

on the output that an employee can provide to the organisation. A knowledge 

management system can increase the potential of putting the information in 

order; hence anyone can find the necessary information from the organised data 

server. Without possessing information technology, it is next to impossible to 



 

 

 

 

organize such huge information and knowledge without which the business can 

run blindly. That is why the use need for information technology is sky-rocketing. 

In addition, it is a must for the company to introduce information technology to 

the employees by providing necessary training to them. Software, like SAP, is 

needed to train by employees so that they can record vital information accordingly 

and find whatever they need, when they need it (Trusson, et al., 2014).  

 

3.5 CHALLENGES TO KNOWLEDGE SHARING  
 

 

A company is a summation of different resources. Knowledge is regarded as one 

of the most essential resources of the organisation. To control and express 

knowledge for the betterment of the company, companies are now investing 

highly in information technology. Knowledge can be both explicit and tacit. It is 

crucial to have a hold of both of these. According to Suppiah and Sandhu (2011), 

barriers for knowledge sharing are: 

• A tacit form of knowledge cannot be controlled by adopting technology 

since this form is human-oriented. Policies and rules are needed to control 

the tacit form of knowledge  

• A tacit form of knowledge can be kept in the repositories. 

• Tacit form resides in the heart of the people, thus cannot be known 

beforehand. 

• Tacit knowledge cannot be shared unless it is told. 

• Without a a willingness to express it, tacit knowledge cannot be known. 



 

 

 

 

The stymies that are rooted inside the organisation are the biggest barrier of all. 

There are many types of organisational barriers, such as negative culture, and 

the absence of proper communication system are the two profound categories. 

• Negative culture means the organisation does not appreciate the method 

of sharing the knowledge. This culture is very strict in terms of 

communicating with peers and follows strict power distribution 

(Lekhawipat, Wei and Lin, 2018). 

 

In small and medium-sized enterprises, knowledge exploitation has been 

severe. The integration of knowledge and turning this knowledge into strategy 

making perspective with which competitive advantage become sustainable 

with learning and innovation from the employees. This is happening due to 

the focus on day-to-day activities. They are not focused on gaining and 

analysing the power of knowledge management; hence, do not make very 

extensive use of information technology due to lack of interest and ignorance 

of what technology can bring about. That is why, though they because they 

lack resources to adopt information technology and KM, they tend to opt out  

of embracing new technology and satisfy themselves with an old management 

system that does not value knowledge and information (Riege, 2015).  

 

Cai et al., (2020) concluded that the relationship between the behaviour and the 

intent of the sharer to share both explicit and tacit knowledge is vital in the case 

for organisational achievement and can be impacted by the competitive 

advantage of the firms. For each and every business, from shoemakers to high-

tech companies, competitive advantage can only be gained through possession 

of skills and expertise in the specific field. Without the skill set, there would be 



 

 

 

 

nothing to share. Though there are supposedly things that need to be shared for 

the betterment of the company, the willingness of the particular employees 

proves to be vital since sometimes not every employee is interested in sharing 

thoughts with others. That creates a significant barrier to knowledge sharing and 

information (Reychev and Weisberg, 2010). 

 

Yaacob et al. (2011) came up with different sets of barriers that are seen in the 

organization among the employees. 

• Time constraint is another very important factor that creates barriers to 

knowledge sharing. The employees are always bound within a tight 

schedule. Within a given amount of time, they are asked to perform a lot 

of things and that is why they are unable to assist their peers, even if they 

want to.  

• Also, employees might feel threatened that they will lose their jobs if they 

help their peers to do their jobs in the meantime.  

• Employees may be afraid of teaching peers to do particular things and 

later on, have the apprentice-employee take the credit for it. 

Employees get things wrong sometimes and it is neither a wrongdoing nor a 

curse. The important part is how fast one can learn from the mistakes one has 

committed. To learn from their mistakes, the employees are often paired seen 

with peers who have abundant experience in the industry or who has a particular 

skill set in the subject matter. It is important to same thing (more or less) so it’s 

best to choose one any peer who seeks assistance. However, the assistance one 

seeks can be manipulated and fabricated by the knowledge sharer, if the sharer 

has ill motive. An assistance-seeking employee will never understand what 

he/she has been told until and unless it is too late to do something about it. This 



 

 

 

 

sort of activity and thinking create a barrier to knowledge sharing (Peralta and 

Saldanha, 2014). 

 

Hooff and Weenen (2004) came up with two terms called ‘knowledge donating’ 

and ‘knowledge collecting’. The term knowledge donating refers to the process 

in which the person is ready to provide knowledge and information willingly and 

the recipient is willing to receive on the other end. The process can be destroyed, 

if firms do not look after the knowledge donor by providing motivation. That is the 

point where firms face barriers to encouraging  knowledge donors since firms are 

reluctant to motivate employees; however, they expect the employees to act like 

knowledge donors. This is where companies make mistakes by thinking that 

employees are working for them voluntarily (Hooff and Weenen, 2004).  

  

Holste and Fields (2010) shown that the barriers can increase due to certain 

phenomena such as: If the company does not permit the transfer of tacit 

knowledge, the company will most likely suffer from barriers to knowledge 

sharing; If the employees are not motivated enough to help their peers, they will 

most likely create a barrier to knowledge sharing; Skilled but non-responsive 

employees can increase the barrier to sharing information; Sometimes, 

employees feel vulnerable after knowledge sharing as they believe they have lost 

their competitive advantage over others and that creates hindrance to knowledge 

sharing; and in addition, risks towards particular individuals persist since the 

source could possess an opaque track record. 

 

According to Kukko (2013), the barriers to knowledge sharing can be classified 

into three kinds. These are organisational, individual, and technological. Dale  



 

 

 

 

(2011) noted that organisational barriers to KM include: the goals and intention 

of knowledge management are generally not aligned with the goals and vision of 

the company; Knowledge management finds barriers where leadership is absent 

and the communication system is multi-layered rather than a flat organisation; 

The absence of rewards can demoralise the employees; Inefficient resources can 

prove a hindrance to knowledge sharing; The flow of knowledge is limited, such 

that only the top-down flow of knowledge is acknowledged and permitted; and 

communication is limited in the workplace. 

 

3.6 HOW TO OVERCOME THE BARRIERS/CHALLENGES TO 
KNOWLEDGE SHARING 

 

 

The culture of a company can be seen in its embedded structures, spaces, and 

stories. The organogram of a company, whether it is flat or multi-layered, can 

signify the value of a company towards its expectations. Numerous stories that 

are circulated around the company can possess different attributes of that 

ongoing culture. McDermott and O’Dell, (2001) study have been revealed four 

important findings: 

• A strong link has been discovered between knowledge sharing and 

coming up with solutions to business problems. 

• The approach of the company should support knowledge sharing  from the 

top to the bottom of the company. 

• A knowledge sharing system can be boosted by providing rewards and 

recognition of good work. 

In order to stabilize knowledge sharing inside the company, the company should 

take action to make sure the knowledge creation is taking place in the right way, 



 

 

 

 

(Gold et al., 2001). The management of knowledge sharing should consider and 

support innovative idea sharing and learning in the meantime that can inspire the 

employees to come up with ideas, which can be beneficial for the company and 

for the customers (Jain and Jeppesen, 2013). It has been argued that barriers to 

KM can be overcome by building a culture within the organisation that values the 

importance of information and knowledge sharing with a view to creating 

knowledge, knowledge sharing, and utilizing knowledge (McManus and 

Loughridge, 2002). Another study has found that the common set of beliefs and 

practices of an organisation relating to knowledge sharing can easily overcome 

the barriers to knowledge sharing (Intezari, et al., 2017). 

 

Suresh et al., (2017) study revealed two important findings that can help to 

overcome the barriers of knowledge sharing. Firstly, it might be a good idea to 

intervene with the knowledge creation and knowledge sharing process with the 

help of a professional skilled in knowledge intervention. The intervention will keep 

employees on their toes and then they will be able to move forward with their 

goal. The intervention will refresh their monotony and boost their efficiency and 

productivity level. Lastly, a very well-designed framework can signify numerous 

perspectives that must be taken into account in order to attain useful information 

from the respondents through a rigorous management system of knowledge 

sharing (Barker, 2015). 

 

For knowledge that has a very low intangibility, such as data, it is very important 

to provide employees with a very targeted scheme of payment that is optimal for 

them. For  a medium level of intangibility, such as the expression of the tacit 

knowledge, the best solution can be provided by the ability of the management 



 

 

 

 

to indicate the effort of the employees from the results of knowledge sharing. For  

intangibility of a high level, such as tacit knowledge that cannot be expressed, no 

scheme of payment can be created in order to inspire the employees of an 

organization to engage in knowledge sharing (Nan, 2008). 

 

Al-Alawi, et al., (2007) study revealed that on knowledge sharing, 88 percent of 

the total respondents agreed that numerous types of tasks are completed through 

embracing teamwork. The employees exchange information and knowledge 

among themselves to come up with a solution to a particular problem. On the 

other hand, when they were asked whether the organization they are working in 

supports knowledge sharing or not, approximately 50 percent respondents 

agreed; while others said that knowledge sharing is not appreciated since the 

management thinks knowledge sharing wastes the time of a particular employee 

providing assistance to another employee to get the job done. Nonetheless, in 

the meantime, the sharing of knowledge takes place between the employees so 

that they can find assistance whenever they need from their peers.  

 

3.7 DETERMINANTS OF KNOWLEDGE SHARING 

 

 

Researchers have come up with four distinctive determinants with regards to 

knowledge sharing by adopting Web 2.0 technologies. The expectation of the 

result, history, support from the management, and trust are the vital four 

determinants of knowledge sharing, (Paroutis and Saleh, 2009). The managers 

agreed with the determinants and further included that it is important to support 

Web 2.0 technologies that can lead the management strategies and can definitely 

point out the benefits by giving important training sessions and providing rewards 



 

 

 

 

for participating. The tools for collaborating online are now regarded as the 

management tool of knowledge for different companies. On the other hand, many 

of the companies do not know about different factors that can lead the 

organization to success or to failure in some cases due to wrong course selection 

(Paroutis and Saleh, 2009).  

Zhang and Ng, (2012) found that both positive and negative determinants of 

knowledge sharing. Knowledge sharing is positively impacted through self-

efficacy and feedback on knowledge, whereas it is negatively impacted by a 

feeling of superiority of an employee. 

• Self-Efficacy: In a company, an employee can be fully skilled in terms of the 

given work and can flourish accordingly. If willingness persists, the employee 

can assist others to let them know certain things that can enrich them. 

• Feedback on Knowledge: An employee can assist his/her peers in different 

ways. After educating them about a certain thing,  the skilled employee can 

ask for feedback about how the apprentice employee executed the teaching. 

• Superiority Complex: This can lead organisations to have both over skilled 

employees and demotivated employees. Those who lack expertise will be 

willing to learn from those who excel in different skills. If the expert personnel 

are unwilling to assist the other employees, the ecosystem of the company 

will break down. 

Wu and Zhu (2012) found three determinants, which are as: 

• Core competence: The primary intention of knowledge sharing is to come up 

with solutions that can solve the problem in an efficient manner. The 

employee should be engaged in complementary sharing of specialized skills 



 

 

 

 

in their specialized areas so that other employees can learn a new 

specialization and enrich themselves. 

• Morality: Different employees can restrict knowledge sharing by believing they 

are superior to others. That can lead to a very unstable situation for the 

company and these types of employees are in acute need of moral 

amelioration. 

• Technology: Knowledge technology signifies the methods of knowledge 

sharing for collecting knowledge, representing knowledge, storing knowledge, 

transferring knowledge, and knowledge sharing. The technology should be 

engaged in making these sections efficient so that the sharing of knowledge 

can take place within the organization in an effective way. 

 

Research is capable of identifying the antecedents of knowledge sharing. 

Witherspoon et al., (2013) have identified the determinants for knowledge sharing 

that can be classified into four elements: 

• The attitudes and intentions of employees can have a great impact on 

knowledge sharing. The employees should embrace the knowledge sharing 

environment and their intent should align with the environment accordingly  

• Culture is one of the most important determinants in order to foster the 

knowledge sharing attitudes in the employee. The organizational culture can 

let employees assist each other towards a common goal 

• Rewards can be very persuasive to encourage employees to assist their 

peers. The rewards can be both intrinsic and extrinsic. They should satisfy 

employees who are valuable to the company 

• Gender is another determinant of knowledge sharing. It has been seen that, 

in the workplace, male employees are more likely to assist the female 



 

 

 

 

employees to show their masculinity. That is why it is necessary to have a 

balanced workforce of both male and female employees. 

 

3.8 KNOWLEDGE SHARING TOOLS AND TECHNIQUES 

 

 

Sharing of knowledge can be leveraged through using technology or lenient 

systems like meeting, mentoring, shadowing. Some very useful options are 

discussed here from the perspective of the construction industry.  

 

Virtual Team: Organisations can from a virtual team where members can share 

their thoughts, ideas, experiences, and opinions with other members. This can 

facilitate organisational team collaboration, build trust between them, and thereby 

contribute to achieving organisational goals effectively. The organisation can 

facilitate this virtual team collaboration through different tools like ProofHub, 

SharePoint, Flock, and Drupal. Through using tools like these, organisations can 

improve their team collaboration and bring innovations into their work.   

 

Mentoring: Mentoring from veteran leaders to future leaders on what they have 

learned throughout their career would be an amazing tool for sharing and 

exchanging knowledge in the construction industry. People who are very 

experienced in construction-related projects can be hired by the organization to 

share what they went through and how employees can better deal with the 

situation they are confronting. 

   

Social Networking: Tools like social networking sites give employees a far-

reaching way to share their thoughts, experiences, and information in real time 



 

 

 

 

across various locations (Bautista and Bayang, 2015). Thus, social networking 

becomes a fruitful tool to share knowledge within a working team. 

 

Training Programme: Knowledge can also be shared through formal training by 

some experienced people either from inside the organisation or outside the 

organization. Specific training on a specific subject will improve the 

understanding of the employees. Therefore, they can perform better in achieving 

the goal of the organization.    

 

3.9 FACTORS IMPACTING KNOWLEDGE SHARING IN CONSTRUCTION 
ORGANISATIONS 

 

 

The cultural shift from hoarding of knowledge of sharing of knowledge: The 

first and most important way of cultivating knowledge sharing practices within an 

organization is shifting the organisational culture from hoarding to sharing. 

However, first, this requires the creation of a work environment that is safe, social, 

and rewarding where employees feel reassured.  

   

Recognition of Contribution in Real Time: Employees have the notion that 

someone else will take the credit for their ideas or work if they shares their ideas 

with others and this distrust hinders the sharing of knowledge with others. 

Therefore, real-time recognition for the contribution to problem-solving or success 

of a project can also boost the knowledge sharing attitude of the employees. 

 

Strengthen relationships and networks: A working culture with trust, respect 

and good working relationships leads to the facilitation of knowledge sharing 



 

 

 

 

attitudes within the workforce. Thus, strengthening the relationships and fostering 

understanding among the employees encourages knowledge sharing practices.   

 

Leadership support: Moreover, leadership support with regards to knowledge 

management is required to boost the process of knowledge sharing within an 

organization (Yang, 2007). 

  

Increase Involvement: An organisation must motivate everyone within the 

workforce to believe that the ideas, opinions, and knowledge of every employee 

are respected (Yaacob, et al., 2011). This can then make people feel their ideas 

and expertise are valued and they will be intrinsically motivated to share their 

knowledge with others. 

  

Change people: The oganisation has to value people who are willing to share 

their experiences (Yaacob, et al., 2011) and change the attitudes of people who 

aren’t by monitoring  their attitude of not willing to share their experiences and 

knowledge with others. In this regard, an organization can recruit behavioural or 

psychological experts in order to make sure the quality of the leadership and 

positivity towards sharing culture. 

 

The practical reasons behind the failure were the large number of  prospective 

sharing obstacles (Reige, 2005). Understanding the factors preventing sharing is 

highly necessary in order to patronize knowledge sharing. There are three 

classifications of these factors, which are: the technological, organisational and 

individual level (Riege, 2005; Yang and Wu, 2008). All of these three levels 



 

 

 

 

contain some particular barrier to the knowledge sharing as mentioned in Riege 

(2005).  

 

Knowledge sharing barriers are very often related to a shortage of communication 

skills along with the social network when they appear at the individual level. 

Besides the shortage of communication skills, other barriers at the individual level 

include a dissimilarity in national culture, over the prominence of position statues, 

and last but not least, the paucity of trust and time. Obstacles tend to be 

connected to economic feasibility, scarcity of resources and infrastructure, 

physical environment, and having access to both formal and casual gathering 

spaces at the organizational level. At the technological level, obstacles tend to 

correspond with, for instance, refusal to use applications, irrational expectations 

of IT systems, and having troubles in creating, combining and redesigning the 

technological systems. 

 

The recognized advantages, similarities, and complexity of knowledge sharing 

are heavily influenced by the organisational environment and climate (Lin and 

Lee, 2006). These discoveries suggest that a socially stimulating organisational 

environment (such as top management appreciation, free and frank 

communication, encouragement to share novelty ideas) tends to acquire 

pragmatic benefits and convenient beliefs to patronise knowledge sharing. 

 

3.10   ROLE OF INDIVIDUALS IN KNOWLEDGE SHARING 

 

 

Implicit knowledge holds more value than direct knowledge and that is the very 

reason behind knowledge sharing becoming a primary responsibility for 



 

 

 

 

organisations (Marouf, 2007). The majority of existing companies emphasizes 

that the implied knowledge appreciated by their current employees represents 

such crucial organizational capital (Riege, 2005). Not only that, Dixon (2000) 

stressed that screening of the proper knowledge sharing process which takes 

place in an organization depends on the category of knowledge (implied or direct 

knowledge), the schedule, sharing process rate, and many more. 

 

Most of the KM literature revealed that very few challenges in knowledge sharing 

are as massive as the allotment of the proper knowledge from the proper person 

to the proper people at the correct time, as mentioned before (Riege, 2005). The 

associated working knowledge cannot be split and implanted into the precise 

people, even if supreme management systems are launched, and efficacious 

information and communication strategies are put into practice (Yang and Wu, 

2008). The very reason behind this fact is knowledge sharing practices follow 

only one pathway. They are people-driven or, if not that, they are technology-

driven. Now the majority of researchers in top management regulation state that 

knowledge sharing is the mixture of the people who adapt themselves to some 

particular social progresses of the workplace but not the technology (Riege, 

2005). However, the interrelation between the significance of knowledge sharing 

for successful KM has not been properly discussed. Conventional KM rotates 

around technology, while the most recent KM requires human interaction with 

people (Al-Alawi et al., 2007). 

 

On the contrary, some organisations connect people through networks to make 

personal contact easier and also live conversations and these are all included in 

a personalised strategy. The interchanging of implied knowledge is one of the 



 

 

 

 

major goals of knowledge sharing. The favourable time  to allocate also occurs 

when people communicate and interact and when it becomes easier for the 

knowledge to proliferate and when a chance exists to develop interpersonal 

relationships (Hartmann and Naaranoja, 2006). “We are required to think all 

together if we want to allocate knowledge”, McDermott (2002) emphasized. It 

makes room for a chance to increase the sharing, provided that people are likely 

to invest more time, work in an efficient way in order to eradicate the problems, 

to relate their personal experiences and enhance their mutual relationship 

(Hartmann and Naaranoja, 2006). Implied knowledge is utilized and transferred. 

At first, it happens through a tangible situation which leads an individual to reflect 

revolve on their experiences, according to McDermott (2002). 

 

Construction companies agree that very often, their main tangible asset is their 

manpower (Carrillo et al., 2000). Many verifiable studies emphasized the 

significance of the human resource factor and its implied knowledge, rather than 

its straightforward knowledge (specifically referring to the construction industry). 

In order to attain a particular organizational goal, experience, expertise and 

aptitude of construction workers as implied knowledge bear more value and the 

inherent features of the industry are the main reasons behind this (Pathirage et 

al., 2007).  

 

Construction organisations do not always deliver good performance on their 

implied knowledge retrieval and allocation, whereas they have been prospectus 

at accumulating and reserving distinct information in their respective databases 

(Woo et al., 2004). Graham and Thomas (2006) described some applications for 

the allocation of such knowledge; for instance: knowledge interchanging 



 

 

 

 

seminars, in-house departmental meetings, coaching and giving mentorship, live 

interactions, award schemes based on different projects, and collaborative  

training. 

 

The stimulation of personal behavior should be taken into account since 

collaborating knowledge falls under the category of individual behavior (Yang and 

Wu, 2008). Different stimuli like contentment, status, position, competition, and 

organizational surroundings encourage to people to share their knowledge with 

others. This is how a person can evaluate the barter between personal and 

organisational interests, while they are about to share knowledge with others 

(Yang and Wu, 2008). There also exists an apathy towards knowledge sharing, 

which happens very often. With a view to creating KM systems and influencing 

knowledge sharing internally, most of the companies manipulate big 

organizational resources. In spite of this fact, there are many examples that the 

KM system approach was in vain with a view to easing the knowledge sharing 

system. These outputs take place while knowledge falls into the category of 

competitive advantage within the particular organization. The particular people 

who own outputs  these have a great source of potential and precedence (Yang 

and Wu, 2008). Following the context, employee focus has been considered one 

of the elements that give more advantages (Michailova and Husted, 2003). 

 

Unfortunately, employees who share their own knowledge with others are likely 

to deprive themselves of their own positions in their workplace (Yang and Wu, 

2008). This very often becomes the reason for employee conflicts, job 

disappointment. In this context, mid and lower mid-level employees don’t share 

their knowledge with others in order to avoid these scenarios since there’s a 



 

 

 

 

possibility that their boss will not willing to be supportive once they get the 

knowledge from them (Riege, 2005). However, that doesn’t prevent employees 

from sharing their self-gained knowledge with their peers and friends. The 

settlement of this sort of knowledge mainly depends on the mutual trust between 

the persons involved due to the risk associated with sharing (For instance, when 

individuals are up for promotion). It is a common fact that people put their faith in 

the people they know closely. So, there is no doubt that a particular person’s KS 

likely to be restricted by their mutual networks and relationships, both formal and 

casual (Yang and Wu, 2008). 

 

Those who frequently share their knowledge with others are asked to share all of 

it, not a particular portion of knowledge, according to Goh (2002). For instance, 

salespeople are likely to share quick selling tips but they hardly want any 

documentation of the solutions to the product, emphasised Ellis (2001). 

Salespeople tend to share their success stories but not the tricks to be successful 

like them, which eventually triggers “social dilemma” which takes place between 

employees and organisations (Yang and Wu, 2008) The interchange of ideas, 

tricks, experiences, and thoughts between individuals largely relies on the 

knowledge sharing behaviour of these individuals; to be precise, their devotion to 

knowledge sharing, as knowledge comes from within them. A receiver and a 

precise source need to have access to a mutual relationship in order to share 

knowledge. This is how knowledge sharing largely relies on individuals’ 

willingness to connect and interact (Hartmann and Naaranoja, 2006).  

 

There’s an argument that only dedicated individuals tend to engage in knowledge 

sharing behaviour. That’s why it has become a responsibility of the management 



 

 

 

 

to put faith in the capacities of their employees in order to resolve problems rather 

than putting pressure on them to look for instant solutions to problems. 

Encouraging them to use knowledge sharing opportunities is likely to be a good 

approach (Hartmann and Naaranoja, 2006). Due to this rationale, before 

cooperative KS can occur, employees must have faith in the knowledge manager 

and also each other. This faith is built through interactive training and the massive 

KM experience of the knowledge manager (Finestone and Snyman, 2005). 

 

Yang (2004) insisted that “knowledge, if shared and collaborated, have its value 

enhanced”. One of the main hindrances of efficacious knowledge sharing is the 

culture (Mezher et al., 2005). That’s why it is required to bring a change in the 

mindset and also in individual culture, particularly when trying to encourage 

individuals to move away from reserving knowledge for themselves toward 

collaborating on ideas (Mezher et al., 2005). The evolution of efficacious 

strategies to inspire individuals to willingly collaborate on their ideas and thoughts 

is still a threating task for KM (Pathirage et al., 2007). This process is likely to be 

influenced by the impacts of cultural contrast. Unless there is any common 

culture, knowledge sharing is likely to be hard and restricted (Torun, 2004). 

Sharing implied knowledge between different people from various backgrounds 

and thoughts becomes a barrier for organisational knowledge formation to occur 

(Nonaka and Takeuchi, 1995). 

 

3.11   KNOWLEDGE SHARING AND NATIONAL CULTURE 

 

 

Culture has been reshaped and redefined many times across many fields over 

the last century (Bossuyt, 2008). Some renowned definitions will be discussed in 



 

 

 

 

this particular section. The anthropological denotation of culture originated from 

Tylor (1871) who wrote: “culture or civilization if considered in a larger sense, 

contains art, morals, principles, convention, law, belief and other related abilities 

and rituals accepted by an individual as a member of a particular society.” United 

Nations Education, Scientific, and Cultural Organization (UNESCO) declared 

that, “Culture consists of particular intellectual, conventional, emotional, material 

and spiritual traits of a particular group who live in the same demographic line.” 

(Magder, 2004). Moreover, the Global Leadership and Organizational Behaviour 

Effectiveness Research Programme (GLOBE) described culture as 

“Collaborated principles, conventions, beliefs, rituals that originate from the 

ordinary observations of the inhabitants of a particular region.” (Dorfman et al., 

2004).  

 

Culture can be of any relative type like national culture, organizational culture, 

religious culture, political culture, professional culture (Torun, 2004). Hofstede 

(1980) remarked that NC, which means National culture is known as, “the 

common nature of the mind which differentiates the members of a particular 

group from another.” In other words, members of a particular culture tend to make 

similar choices and similar ways of viewing the world. The definition of culture by 

Geertz (1993) stated “culture is the way through which people can exchange and 

share their principles and values and develop their knowledge towards the vision 

toward life.” 

 

Neglecting the cultural impact on knowledge sharing is a very crucial cause of 

misunderstanding, which triggers conflict (Finestone and Snyman, 2005). Most 

businesses took organisational culture to be free of national culture before 



 

 

 

 

Hofstede’s (1980) theory. Hofstede disagreed, remarking that organisational 

cultures are not likely to be free of national culture, since an organisation’s culture 

is levied within a national culture. As a result, national culture has much impact 

on human resource practices along with organisational behaviour (Ang and 

Massingham, 2007). Crossler et al. (2013) and Al Nabt et al. (2020) noted that 

national culture likely has a direct impact on various elements of knowledge 

sharing and calls for studies that are adapted to account for cross-cultural 

differences. 

 

An efficacious KM solution puts the majority of its emphasis (around 90 percent) 

on cultural factors and rest, which is very nominal, on technological factors 

(Snowden, 2003). Yet, the success of both KM and knowledge sharing processes 

is dependent on the management process and the willpower and capacity of 

people to interchange “cultural and personal principles” (Torun, 2004). Ang and 

Massingham (2007) supported the view that a culture open to knowledge 

sharing/friendliness has the following traits: Firstly, employees need to be 

creative and acquire a pragmatic attitude towards particular knowledge. Then, 

they are to share knowledge freely rather than being protective. Next, the firm’s 

objectives must be appropriate with the organisation’s particular culture of KM. 

Here, the traits and principles of the functions of the KM systems mainly depend 

on beliefs stemming from the cultural backgrounds of their management 

personnel. These particular traits and principles, when operated by individuals 

from various national cultural backgrounds, obstruct knowledge creation and 

collaboration (Ardichvili et al., 2006). That’s why, knowledge sharing strategies 

which patronize the similarities or the differences that are intrinsic within the 



 

 

 

 

national culture, shown within the organisation, will guarantee a prosperous and 

feasible KM system.  

 

Ardichvili et al. (2006) noted that some studies explored how cultural elements 

have an impact on KM and KS. Human resources issues along with cultural 

issues often get little attention from the majority of KM schemes (Oltra, 2005). 

From the western analytical perspective, it is presumed that KM will apply 

dominance over KM development along with KM research; it is better not to deny 

that national culture has zero effect on KM (Ang and Massingham, 2007).  

 

Cross-cultural studies have found that management procedures are not feasible 

between each and every country or a particular culture, therefore hardly any 

research has been done on the impact of culture on the KM procedure (Ang and 

Massingham, 2007). Furthermore, organisational knowledge formation and 

instruction implied that knowledge sharing, instruction, and communication are 

heavily affected by the cultural values of particular employees.  

 

The rest of the studies cover obstacles that originate from cross-culture, which 

are mainly based on the organisational culture. Yet, there exist a handful of 

studies that look into the effect of national culture on knowledge sharing practices 

(Riege, 2005; Voelpel and Han, 2005). Some studies were also conducted by 

Ford and Chan (2003), Michailova and Husted (2003), and Moller and Svahn 

(2004).  

 

The research was likely to focus on international companies applying KM 

throughout their branches which are globally proliferated; very little is known 



 

 

 

 

about the application of KM in regard to a particular country (Voelpel and Han, 

2005). The research mainly gave importance to the United States, Japan and 

Western Europe It is unexpected that developed and developing countries 

received little attention, (Voelpel et al., 2005) leaving an urgency and obligation 

to have research conducted on the impact of national culture in knowledge 

sharing in developing countries. 

 

3.12  FRAMEWORKS FOR KNOWLEDGE SHARING  
 

 

Conceptual frameworks are significant to depict the focus of the study, both 

visually or analytically; otherwise, in either graphical or written format. In defining 

what a conceptual framework is, Miles and Huberman (1994) clarified that it 

“explains, either graphically or in narrative form, the main things to be studied – 

the key factors, concepts, or variables – and the presumed relationships among 

them.”  

 

Robson and McCartan (2016) identified some of the principal parts of a 

conceptual framework are the system of concepts, assumptions, beliefs, and 

theories that support and provide information about the study. A conceptual 

framework comprises of systematically arranged information which helps the 

researcher find relevant data with respect to the topic of the research study.  

 

Mansour et al. (2011) developed a conceptual framework for the knowledge 

management process focusing on the goal, definition review, validation, and 

knowledge training process. The core components of the framework are 

components needed for knowledge sharing, which is a beginning of knowledge 



 

 

 

 

sharing, and the goal definition review consists of knowledge identification, 

knowledge acquisition and knowledge validation. Knowledge identification in the 

framework commences with the comprehension or exploration that exact 

knowledge is of significance or of coherence to the sector or company, which if 

deployed has an added value.  

 

Knowledge acquisition in the framework is an extensive consistent effort to collect 

data through knowledge generation, exchanging ideas, and knowledge creation. 

Knowledge validation in the framework is on both the individual and 

organisational level and is significant to measure whether the knowledge goals 

have been achieved with the perspective. Knowledge storage is another key part 

in the framework, which puts an emphasis on knowledge distribution, knowledge 

application, knowledge retention and update, and knowledge training. The 

conceptual framework for KM processes discussed is shown in Figure 3.1.  



 

 

 

 

 

Figure 3.1: Conceptual Framework for knowledge management processes 

Source: Mansour et al., (2011) 

 

Ipe (2003) drew a conceptual framework for knowledge sharing by focusing on 

four factors - the nature of knowledge, the motivation to share, the opportunities 

to share, and the culture of the work environment - and revealed that all the 

identified factors are interconnected, which influences the process of knowledge 

sharing between individuals in organisations. The framework shows that the 

factors, such as nature of knowledge, motivation to share, and opportunities to 

share, are surrounded by workplace culture. From the framework, elements such 

as tacit knowledge, explicit knowledge, and value of knowledge are part of the 

nature of knowledge, while opportunities to share comprises components such 

as purposive and relational learning channels. There are two different factors - 



 

 

 

 

internal factors such as power reciprocity, and external factors, like the 

relationship with the recipient and reward for sharing, involved in the motivation 

to share. Figure 3.2 shows the model of knowledge sharing between individuals 

in organisations.  

 

Figure 3.2: A Model of Knowledge Sharing Between Individuals in 
Organisations 
  
Source: Ipe (2003) 
 

Kivrak et al. (2008) provided a framework for organisational knowledge in 

construction projects as they found that managing knowledge effectively is 

significant for organisational resilience; particularly, in the construction sector. 

The framework shows how tacit and explicit knowledge are captured, preserved, 

and shared from both internal (organisational) and external sources and applied 

in upcoming projects; and key KM drivers, such as knowledge-based drivers, 



 

 

 

 

technology drivers, intra-organisational drivers, human resource drivers, process 

drivers and economic drivers, as well as barriers to KM.  

 

Figure 3.3: Conceptual Framework for organisational knowledge  
 
Source: Kivrak et al., (2008) 
 
 

Xu et al., (2022) noted that due to the temporary nature and time pressure of 

projects, teams are usually disbanded after the completion of a project, and then 

the members are either assigned to a new project or leave the organisation. 

Because team members often lack the time and motivation to transfer and share 

the knowledge accumulated during previous projects many companies suffer 

from “organisational amnesia”, failing to learn from past mistakes and being 

unable to make continuous improvements. A major reason for this situation is 

inefficient cross-project knowledge sharing frameworks available to these 

organisations. As a result, project members cannot efficiently and systematically 

transfer their knowledge to other projects (Abdala et al., 2020). Therefore, in the 

changing business environment, construction organisations require flexible and 



 

 

 

 

scientific knowledge sharing frameworks to promote knowledge sharing and 

reuse among projects. Hence, there is a need to develop and evaluate a 

framework for knowledge sharing for the benefit of KSA large construction 

organisations. This is explored and presented in Chapter 7 section 7.3. 

 

Figure 3.4: Conceptual Framework for knowledge sharing  
 
 
Figure 3.4 shows knowledge sharing in organisations is a complex process that 

is valuable and driven by power equations within the organisation. Knowledge 

in organisations is dynamic in nature and is dependent on social relationships 

between individuals for its creation, sharing, and use. More knowledge is 

shared informally than through formal channels, and much of the process is 

dependent on the culture of the work environment. 

 
 
 



 

 

 

 

3.13  SUMMARY 
  

 

This chapter presented a thorough review of the literature on the definitions of 

knowledge sharing. Furthermore, it explored the benefits, challenges and barriers 

to knowledge sharing. In addition, knowledge sharing techniques and 

technologies, the role of national culture, and frameworks for knowledge sharing 

are discussed in this chapter.  Empirical results are discussed in chapters 5, 6, 

and 7. The next chapter discusses the research methodology adopted for this 

study.  

  



 

 

 

 

CHAPTER 4 : RESEARCH METHODOLOGY 

 

 

4.1 INTRODUCTION 
 

This chapter discusses the method used for the data collection and analysis to 

answer the primary research questions of the study. It clarifies the research 

design, sampling and data collection and methods used and describes the 

analysis of the collected data. According to Korrapati (2016), research 

methodology is significant because it deals with the method or technique applied 

to figure out and analyse information used to comprehend research problems. 

Additionally, an unreliable research technique delivers incorrect, unreliable, and 

irrelevant results. This research methodology chapter identifies an appropriate 

research technique and analyses the information required for the results. The 

research design selected is qualitative methodology. Data collection was through 

semi-structured interviews. The views of professionals working in the KSA 

construction industry were explored. This methodology allowed to investigate 

experience, feelings and behaviour of individuals involved to understand the 

reason behind knowledge sharing.  Prior to discussing the details of data 

collection and analysis, the next section dwells on research philosophy.  

 

4.2 RESEARCH PHILOSOPHY 
 

 

According to Saunders et al. (2016), research philosophy ‘is a system of beliefs 

and assumptions about the development of knowledge’ and ‘positivism’, ‘critical 

realism’, ‘interpretivism’, ‘post-modernism’ and ‘pragmatism’ are five different 

philosophical stances to the research. Saunders et al. (2016) further defined 



 

 

 

 

these research philosophies. Positivism is a philosophical stance of the natural 

scientist and entails working with an observable social reality to produce law-like 

generalisations; while critical realism concentrates on explaining what we see 

and experience, in terms of the underlying structures of reality that shape the 

observable events. Interpretivism developed as a critique of positivism but from 

a subjectivist viewpoint, and stresses that humans are different from physical 

phenomena because everyone has a different meaning and represents an 

individual; whereas postmodernism focuses on the role of language and power 

relations, aiming to question accepted ways of thinking and give voice to 

alternative marginalised views (Saunders et al., 2016). On the other hand, 

pragmatism is concerned with concepts that are only coherent where they 

support action (Kelemen and Rumens, 2008).  

 

Interpretivist paradigms is a relevant research philosophy adopted for this study, 

which helped this research to achieve its aims and objectives, as well as 

answering the research questions. Interpretivist research “is guided by the 

researcher’s set of beliefs and feelings about the world and how it should be 

understood and studied” (Denzin and Lincoln, 2005). In the interpretive paradigm, 

“knowledge is relative to particular circumstances—historical, temporal, cultural, 

subjective—and exists in multiple forms as representations of reality 

(interpretations by individuals)” (Benoliel, 1996). Interpretivists accept multiple 

meanings and ways of knowing and acknowledge that objective reality can never 

be captured. The interpretive paradigm focuses primarily on recognising and 

narrating the meaning of human experiences and actions (Fossey et al., 2002). 

 



 

 

 

 

Determining research assumptions is vital for this study. Researchers, such as 

Ackroyd and Fleetwood (2000); Bryman (2016); and Saunders et al. (2016), 

mentioned three types of research assumptions such as (i) ontology, (ii) 

epistemology, and (iii) axiology. It is to justify relevant research philosophical 

stance from five different research philosophies, positivism, critical realism, 

interpretivism, postmodernism and pragmatism.  

 

Bryman (2016) defined the term ontology as ‘a theory of the nature of social 

entities’, applied ‘to identify a focus on, or study of, what things exist is’ (Acroyd 

and Fleetwood, 2000), and ‘refers to assumption about the nature of reality.’ 

(Saunders et al., 2016). Considering the definitions of the ontological 

assumptions, the focus on the study of the KSA construction industry is central 

to this research study considering the social exchange theory that focus on 

people knowledge sharing and Hofstede theory with national culture (See page 

66 section 3.4). In relation to ontology, reality is viewed to be complex, fluid and 

often ambiguous. It undergoes change as well as periods of permanence. This is 

particularly true in relation to the subject area (i.e. knowledge sharing) of this 

research, which is rife with complexities and ambiguities, whilst being highly 

value-laden and context dependent (refer to chapter 3). 

 

The term epistemology is ‘a theory of knowledge’ (Bryman, 2016), ‘an enquiry 

into our knowledge of being’ (Acroyd and Fleetwood, 2000), and constitutes 

acceptable, valid and legitimate knowledge, and how we can communicate 

knowledge to others (Burrell and Morgan, 1979). A theory of knowledge in this 

study is knowledge sharing and analysis of how KSA large construction 

organisations are doing so for the benefit of organisations.  KSA large 



 

 

 

 

construction organisations are involved in a wide array of stakeholders. It is noted 

in literature (Saini et al., 2018; Pathirage et al., 2007; and Olomolaiye and Egbu, 

2005) that these different stakeholders hold a variety of understandings and 

attitudes towards knowledge sharing, which in turn lead to different actions, 

interactions and responses when it comes to implementing knowledge sharing 

strategies at project/organisation/sector level. Considering that construction 

projects are delivered by project teams, interactions arise when project parties 

share perspectives. This alludes to an epistemology based upon symbolic 

interactionism. 

 

According to Saunders et al. (2016), axiology concerns the role of values and 

ethics in the research process. In relation to axiology, it is acknowledged that  in 

this study, the researcher, as well as the respondents/participants of the study, 

have their own values and biases. This study followed ethics guidance developed 

by the University of Wolverhampton (Chapter 4, section 4.10 and appendix E).  

Particular attention was given to ensuring methodological rigour, for instance by 

adhering to a systematic coding practice. Verbatim quotes are used to explicate 

key findings and to bring in the voice of the participants to the research but at the 

same time maintaining anonymity. Validity is explained in section 4.9. 

 

 

4.3 RESEARCH APPROACH 
 

 

Saunders et al. (2016) stated that the approach to theory development is 

significant as it signifies whether the study starts with theory (deductive 

approach); with collecting data (inductive approach); or with collecting data to 



 

 

 

 

explore a phenomenon, identify themes and explain patterns, to generate a new 

or modify existing theory (abductive approach). Bryman (2016) defined the 

deductive approach as ‘an approach to the relationship between theory and 

research in which the latter is conducted with reference to hypotheses and ideas 

inferred from the former’; whereas the inductive approach is ‘an approach to the 

relationship between theory and research in which the former is generated out 

the latter.’   

 

This study adopted an inductive approach.The inductive approach is drawn on in 

the sense of allowing interview participants to largely define ideas around what 

constitutes the phenomena in question, such as ‘drivers for knowledge sharing’ 

and ‘challenges for knowledge shairng’ in the KSA construction industry. This 

then contributes to a bottom-up understanding of concepts during the interview 

process, as well as helping keep focused on theories and ideas.  

 

4.4 SELECTING THE SUITABLE RESEARCH METHOD 
 

 

Naoum (2013) stated that research methodology covers the understanding of the 

research and the strategy adopted to answer the research question. Additionally, 

it implies a system of obvious rules and procedures, which the study is based 

upon and against which claims for knowledge are evaluated. Research 

methodology can be defined as “the principle and procedures of the logical 

thought process which are applied to a specific investigation. On the other hand, 

a research method refers to “specific activities designed to generate data, for 

example questionnaire, interviews, focus groups, and observation” (Greener, 

2008).  



 

 

 

 

 

According to Harwell (2011), it is usually possible to characterize a study’s 

methodology as qualitative; quantitative; or involving both qualitative and 

quantitative methods, in which case it is typically referred to as mixed methods. 

Identifying a study’s research design is important because it communicates 

information about key features of the study, which can differ for qualitative, 

quantitative, and mixed methods.  

 

Walonick (1997) stated that, for successful selection of an appropriate research 

method, some basic factors have to be taken into account.  These factors, 

according to him, includes the objective of the research, funds available for 

conducting the research, position of the research objective, and the language to 

be used, especially for the research participants’ educational background. This 

study adopted a qualitative research method. Qualitative research is based on 

an interpretive paradigm and is exploratory in nature. This enables researchers 

to gain information about an area in which little is known (Liamputtong and Ezzy, 

2005). The qualitative research method provides an appropriate approach to 

dealing with changes in work contexts change and changes in the complexity of 

large-scale organisation (Garcia and Gluesing, 2013). It includes considerations 

of the organisations of the complex multi-stakeholder, the evolution of the 

organisational structures, and the culture, and how to meet new challenges for 

designing and implementing. The aims of qualitative research are discovering 

and understanding the meanings that individuals or a group give to a problem or 

issue (Creswell, 2011). Through observing participants behaviours or taking part 

in their activities, the researchers interpret phenomena in terms of meanings 

people give to them (Denzin and Lincoln, 1994). The researchers’ background, 



 

 

 

 

culture, history, reasoning and experience influence their interpretation (Creswell 

and Creswell, 2018). Therefore, to explore how KSA construction organisations 

are knowledge sharing en-route to organisational competitiveness. 

 

4.5 SAMPLING  
 

 

Sampling is the process in which a pre-determined number of observations are 

selected from a larger population. Sampling is of critical importance in research, 

as in most cases there is a larger population such that, due to numerous 

restrictions, sampling is the only viable option in obtaining reliable responses that 

represent the views of the wider population. Sampling methods include two main 

categories (probability and non-probability-based samples) and in each category, 

there are a number of techniques in order to select the most suitable sample in 

the context of the given research (Wilson, 2011; Bryman and Bell, 2011; 

Saunders et al., 2009; Bryman, 2012). 

 

In this study, a purposive sampling technique was used in order to achieve 

representativeness (Tashakkori and Teddlie, 2003). Purposeful sampling is a 

technique widely used in qualitative research for the identification and selection 

of information-rich cases for the most effective use of limited resources (Patton, 

2002). This involves identifying and selecting individuals or groups of individuals 

that are especially knowledgeable about or experienced with a phenomenon of 

interest (Cresswell and Plano Clark, 2011). In addition to knowledge and 

experience, Bernard (2002) and Spradley (1979) noted the importance of 

availability and the willingness to participate, and the ability to communicate 

experiences and opinions in an articulate, expressive, and reflective manner. By 



 

 

 

 

contrast, probabilistic or random sampling is used to ensure the generalizability 

of findings by minimising the potential for bias in selection and to control for the 

potential influence of known and unknown confounders. The study sample 

included directors, advisers and managers responsible for knowledge sharing in 

large construction organisations in KSA with a minimum of five-year experience 

in the construction industry and a maximum participation of five interviews per 

organisations which provided the strategic and managerial insights in knowledge 

sharing (See Appendix D). 

 

4.6 DATA COLLECTION   
 

 

In this study, qualitative data was collected through semi-structured interviews. 

Semi-structured interviews provide some flexibility and are one of the ways to 

obtain a realistic picture of an individual’s view (McCormack and Hill, 1997). A 

semi-structured interview is a qualitative method of collecting data that inquiries 

a pre-specified set of questions in different ways so that the interviewer can 

investigate a particular area of research (Malhotra and Dash, 2016).  

 

To carry out semi-structured interviews, a topic guide was designed by mapping 

with research objectives and questions (see appendix A). One of the advantages 

of using the semi-structured interview technique is that questions can be pre-

determined which allows researchers to be competent and well prepared in the 

time of interview session. Besides, this technique allows respondents to express 

their opinions freely and honestly in their very own point of view. Therefore, this 

interview technique can generate more reliable qualitative data (Braun and 

Clarke, 2006). Additionally, semi-structured interviews foster two way 



 

 

 

 

communication in more informal environment which motivates participants to 

respond honestly.  Therefore, 44 interviewees were conducted (See Appendix 

D). Finally, interviewers become flexible in asking and interviewing the informants 

and change the direction and adjusting questions, as the situation requires. The 

study also considers the disadvantages of the semi-structured interview 

technique.  

 

For instance, in the semi-structured interview technique, a relatively small 

number of informants can be reached as each interview takes a long time to 

complete. Besides, this interview approach does not allow the opportunity to 

compare outcomes of in-depth interviews because each particular interview is 

exclusive (Alwin, 2007). Also, due to the small sample size, the outcomes of the 

interviews are not that representative of the target population. This interview 

approach also proves time consuming and resource intensive, as collection and 

analysis of data takes a long time.   

 

Robbins (1994) noted that the suitable number of experts for qualitative research 

may range from 5 to 50. Murry and Hammons (1995) suggested that for the 

qualitative decision-making process, the number of experts may range from 10 

to 30. To ensure greater dependability and transferability (Creswell, 2014), a total 

of 44 professionals were interviewed from KSA construction organisations. An 

important sample size issue in qualitative research involves the saturation of 

information (Strauss and Corbin, 1998). Saturation is a term used to describe the 

point when no new insights or range of ideas are generated through adding more 

data. In this study, data was collected until no new aspects of knowledge sharing 

issues were revealed. In this study, actual saturation of data occurred before the 



 

 

 

 

42nd interview. Therefore, only 44 interviews were conducted. The interviews 

lasted between 30 and 80 minutes. The format of these interviews was face-to-

face, and the transcripts were recorded and supplemented with field notes as 

appropriate. 

 

4.7 SEMI-STRUCTURED INTERVIEW TECHNIQUE 
 

To apply the semi-structured interview technique, the study used face-to-face 

interview method. A face-to-face interview method is a form collecting data where 

interviewer communicates directly with the respondents and conducts the 

interview as per the topic guide  prepared ahead of the interview (Campbell and 

Stanley, 2010). It is considered a qualitative research approach and also known 

as the personal interview technique to investigate the response of the target 

population to amass more information.  

 

The rationale for using the face-to-face interview method, rather than other data 

collection methods, is because it is possibly the best method for accurately 

screening information found during the interview process (Campbell and Stanley, 

2010). For example, the study can cross-check for responses to questions like 

the age, gender and race of the interviewee are accurate which is not always 

possible through the online interview process. As this interview method is done 

using a  synchronous communication method, it has the advantage of social cues 

like body language, intonation and voice. In addition, the interviewer can take 

control of the interview and keep the interviewee on the right track to complete 

the overall interview process.  

 



 

 

 

 

The study is also aware of the disadvantages of the face-to-face interview 

method. One of the disadvantages of this method is the high cost associated with 

conducting the overall interview process, as  highly skilled personnel are needed 

to complete a fruitful interview (Malhotra, 2002). Besides this, collection of 

unbiased and useful data depends on the quality of the interviewer in terms of 

skills and natural ability. If the interview is conducted manually, then data will also 

be enter or scan manually which takes a long time and is costly. Moreover, face-

to-face interviews are done within a small sample size that do not actually yield 

results representative of the whole population. Considering the targeted sample 

of directors, managers and advisers of KSA construction organisations, it is 

believed that face-to-face method was beneficial for this study.  

 

4.8 INTERVIEW RECORDING 
 

 

The study considers interview recording as it provides the research with validity 

and reliability. Recording research interviews is a very effective tool to capture 

data and ensure descriptive validity (Malhotra, 2002). While writing down 

observations of an interview, it is possible to miss out some vital details, while 

recording an interview does not  miss any data. Therefore, interview recording is 

gaining popularity in all forms of synchronous interview sessions conducted in 

any research study.   

 

The study used two different techniques, note-taking and recording with an 

iPhone. Note-taking has the advantage of having written contents and 

observations of the interview to refer back to and have a fresh look on the data 

collected through an interview at the time of analysis. It has proven to be a tool 



 

 

 

 

for increasing memory retention and comprehension of the contents being 

interviewed. Saldana (2009) underlined that there is a 34 percent chance of being 

remembered if someone takes note of the interview session, whereas this drops 

to only 5 percent if no notes are taken during an interview session. Moreover, 

taking notes improves attention to details. Lastly, the interviewer can equip 

collected information effectively by taking notes and thereby increase their 

creativity and innovation. 

 

Recording is a very effective tool for capturing all the responses of the interviewee 

and this way, an accurate summary of the interview responses is recorded and 

will be kept as a reference (Bryman, 2016). Using this method, interviewers can 

listen back to the answers of the interviewee repeatedly in order to clearly 

understand the interview. Moreover, verbal and non-verbal cues of the 

interviewee, like body language, tone, voice and enthusiasm can be assessed. 

Thereby, researchers can also use recorded interviews for transcription of the 

responses, which is essential for placing relevant quotes in the report of the 

research.  

   

4.9 DATA ANALYSIS    
 
 
The study used content analysis to analyse qualitative data derived from the field 

study. Hsieh and Shannon (2005) noted that content analysis is a study of textual 

messages of human behaviour in an indirect way. This helps researchers 

generalize findings, predict the future, understand attitudes, values and cultural 

patterns of an organisation or an industry or a country. In the study, coding of the 

transcribed documents involved open coding of meaning units; that is, words, 

phrases, sentences, paragraphs, which essentially involved labelling concepts. 



 

 

 

 

The emerging concepts were mapped into themes. Miles and Huberman (1994) 

referred to validity with terms such as internal validity and external validity. 

Threats to validity were minimized through triangulation of data collection 

methods (interviews, internal and external documents) and verification of the 

initial thematic codes by participants, where they judged the accuracy of data 

collected, though not its conclusions. After the interview, the researcher asked 

participants to review the analysed data. Participant validation involved 

communicating key thematic codes to the original informant and asking them to 

confirm the accuracy of thematic codes. The unit of analysis adopted for this 

study was the KSA construction industry, and the embedded unit of assessment 

was the ‘individual employee’. 

 

4.10 ETHICAL ISSUES 
 

 

Ethics is simply defined as the way of governing the behaviours of people by 

practising moral principles. Rationally, ethics is an area of study that focuses on 

disciplines and standards of conduct (Dich, et al., 2013). It helps people to 

understand the difference between right and wrong, moral and immoral, good 

and evil and so on. Ethics has its hand in each and every area and context of the 

world. In research, ethics also has a broad implication. Simply, ethics in research 

means obeying the moral principles of ethics when planning, analysing and 

reporting research. There are some very common ethics rules to be obeyed in 

conducting a research study like acquiring consent from concerned authorities 

before collecting data, acting without any harm to others, and finally respecting 

confidentiality and privacy (Dich, et al., 2013). Maintaining ethics in research 



 

 

 

 

implies the research is being done on right and true grounds without any deviation 

from moral standards.    

 

Promoting a culture of ethics in research is critical for many reasons. Ethics in 

research paves the way for creating a collaborative work environment as it fosters 

beauty of trust at work, creates a sense of accountability, and mutual respect in 

the field of research (Mazur, 2007). This is critical for them when the issue of 

confidentiality, honesty and accountability is very important to conducting a 

research study. In addition to this, ethics in research minimizes the risks of 

harming others through research and taking unlawful consent from the 

respondents, protects the confidentiality of data, and reduces the risks of 

fabricating or misreporting of data and results, and finally ensures the right of the 

respondents to withdraw (Malhotra and Dash, 2016).   

 

Biggam (2015) stated that there are some basic ethical principles that every good 

study should meet. These principles are transparency, confidentiality, voluntary 

participation, doing no harm, and impartiality. Abdulai and Owusu-Ansah (2014), 

made it clear that for any research that involves human participation, ethical 

approval must be obtained from the researcher’s institution. Therefore, for the 

purpose of this study, an ethical approval form was filled by the researcher and 

then submitted to the ethics committee of the School of Architecture and Built 

Environment, Faculty of Science and Engineering University of Wolverhampton, 

through the supervisor for approval. This was approved (see appendix E). 

  

The participants given information on the ethical guidelines as the relationship 

and intimacy during the research, treated as “private and confidential”. The 



 

 

 

 

participants were informed that the control and ownership of the data belongs to 

the researcher solely for the purpose of study. 

 

In addition to that, the six core principles specified by ESRC (2016) were followed 

throughout this study. ESRC six core principles are as follows:  Research should 

aim to maximize benefit for individuals and society and minimize risk and harm. 

Research needs to be conducted in a manner that cannot harm people in any 

way while research is done in order to benefit people by any way (ESRC, 2016). 

So, the research aims to benefiting people who are related to KSA construction 

organisations and avoids any harm to humankind. 

   

The rights and dignity of individuals and groups should be respected. Research 

should preserve the dignity and rights of respondents i.e., individuals and groups 

in such a manner that they feel they are being respected (ESRC, 2016). The 

study protected the privacy of the respondents and confidentially of the data that 

was gathered throughout the field study. The study informed the participants 

about the details of the study and took consent prior to any data was collected 

(see Appendix B).  

 

In conducting any research, a study must ensure the participation of the 

respondents and research work should be voluntary, and they should be well-

informed about every pro and con of the research (ESRC, 2016). Whatever the 

situation, the study ensures integrity and transparency so that parties to the 

research know every pro and con of research and perform with a sole heart to 

make the research successful (ESRC, 2016).  

 



 

 

 

 

In conducting a study of any kind, the study takes the responsibility and 

accountability of each party associated with it, which must be defined clearly so 

that no conflict of interest arises in future and each task is performed with sincerity 

(ESRC, 2016).  Research work should be independent of its beneficiaries and 

everything should be clarified before the research is conducted so that no conflict 

of interest occurs (ESRC, 2016).  

 

4.11 THE DEVELOPMENT AND EVALUATION OF A 
KNOWLEDGE SHARING FRAMEWORK  

 

 

The empirical findings from previous stages of the research study and aspects 

from critical review of literature were taken into consideration in the development 

of the framework along with the study objective (section 1.2).  In this study, during 

face-to-face interviews, interviewees were asked the need for a framework for 

knowledge sharing in their organisations. 95 percent of the interviewees cited the 

need for a comprehensive framework for knowledge sharing in day-to-day 

business. Therefore, a framework was developed (see chapter 7 for more 

details).  

 

The developed framework was evaluated with four professionals. The 

professionals had over 15 years of work experience in KM. The professionals 

were informed over e-mail about the objectives of the research study and the aim 

of the framework. The framework was also sent to the professionals through 

email, together with a questionnaire to review the developed framework. The 

experts selected were required to provide comments on the developed 

framework (See Appendix C for evaluation questions). The feedback received by 



 

 

 

 

the respondents of the evaluation process was incorporated into the framework, 

presented in chapter 7. The respondents commented that the framework has a 

clear and easy to understand structure.  

 

4.12 SUMMARY 
 

 

This chapter provided an overview of the research methodology and procedures 

used in the collection and analysis of empirical evidence used to determine how 

KSA construction organisations are knowledge sharing en-route to organisational 

competitiveness. The chapter also explained why and how a qualitative 

methodology was adopted for this study. Then data collection methods, like semi-

structured interviews, the face-to-face interview method, and recording, as well 

as note taking, were explained with the respective advantages and 

disadvantages of each method. Content analysis was used to analyse the 

qualitative data. Furthermore, the content analysis technique was discussed 

along with the ethical issues of research. Results from the analysis of qualitative 

data are discussed in Chapter 5, Chapter 6, and Chapter 7. The next chapter (i.e. 

Chapter 5) discusses the key drivers that have fuelled the need for knowledge 

sharing in KSA construction organisations. 

 

  



 

 

 

 

CHAPTER 5 : DRIVERS AND STRATEGIES FOR 
KNOWLEDGE SHARING IN KINGDOM OF SAUDI 
ARABIA CONSTRUCTION ORGANISATIONS 
 

 

5.1 INTRODUCTION 
 

 

This chapter 5 discusses the key drivers and strategies for knowledge sharing in 

KSA construction organisations.  The results are based on the perceptions of 44 

interviewees from KSA construction organisations who participated in this study. 

The findings are also substantiated with the relevant literature. 

 

In this chapter results are presented in two parts. The first part in section 5.2 

presents an analysis of the empirical data in relation to the key drivers that have 

fuelled the need for knowledge sharing in KSA construction organisations. In this 

study, during face-to-face interviews, participants were asked what are the key 

drivers that have fuelled the need for knowledge sharing in your organisation? 

(See appendix A and F). Five key drivers were revealed (see Table 5.1). Each of 

these key drivers is discussed in detail. In doing so, section 5.2 addresses the 

first research question of the current study, “what are the key drivers that have 

fuelled the need for knowledge sharing in KSA construction organisations”.  

 

Furthermore, section 5.3 presents an analysis of the empirical data in relation to 

the key knowledge sharing strategies that have been implemented in KSA 

construction organisations. In this study, interviewees were asked to list and 

describe key knowledge sharing strategies that have been implemented in their 

organisation. This study revealed seven key knowledge sharing strategies that 



 

 

 

 

have been implemented across organisations that have participated in this study 

(see Table 5.2). Each of these initiatives is discussed in detail. In doing so, 

section 5.3 addresses the second research objective, which is “to investigate and 

document the key knowledge sharing strategies that are currently being 

implemented in the KSA construction industry.” and the second research 

question, which is “what are the key knowledge sharing strategies currently being 

implemented in KSA construction organisations?”. 

 

Section 5.4 summaries the findings. Overall, chapter 5 addresses the first and 

second research objectives, which are “to explore and document the key drivers 

for knowledge sharing in KSA construction organisations” and “to investigate and 

document the key knowledge sharing strategies that are currently being 

implemented in the KSA construction industry”.  

 

5.2 THE KEY DRIVERS FOR KNOWLEDGE SHARING IN THE KSA 
CONSTRUCTION ORGANISATIONS 

 

 

Table 5.1 presents the key drivers that have fuelled the need for knowledge 

sharing in KSA construction organisations as revealed by those interviewed in 

this study. From the data in Table 5.1, it is apparent that the single most important 

driver for knowledge sharing was to integrate knowledge assets. This is followed 

by to boost productivity, to capture knowledge assets, to transfer knowledge 

assets, and to retain knowledge assets.   

 

 
 
 
 



 

 

 

 

Table 5.1: The drivers for knowledge sharing in KSA construction organisations 

Sl. 
No 

Driver for knowledge 
sharing 

Total number of interviewees cited 
(N=44) 

1. 1 
To integrate knowledge 
assets 

86% 

2.  To boost productivity 80% 

3.  
To capture knowledge 
assets 

77% 

4.  
To transfer knowledge 
assets 

75% 

5.  To retain knowledge assets 70% 

 

• TO INTEGRATE KNOWLEDGE ASSETS 
 

Integration can be described as the collaboration where people know each other 

very well, which might be the preliminary stage for sharing thoughts and 

ideologies (Walton et al., 1998). In a corporate entity, sometime employees don’t 

know each other; yet, for the sake of organisational operation, they are required 

to share their identity with each other so that collaborative work can be fulfilled 

(Papavassiliou et al., 2002). Face-to-face interaction is also a part of knowledge 

sharing; if two people can integrate mentally, then they will have the proclivity to 

share their views with each other (Coutts et al., 2011). Integration can be 

buttressed through enabling various groups and individuals to identify each other 

in the organisation (Johannessen et al., 1999). This identification includes 

knowing the rights and responsibilities of each individual.  Through these 

procedures, integration of knowledge can be done. 

 

In this study, 86 percent of the interviewees noted that to integrate knowledge 

assets is the key reason for implementing knowledge sharing initiatives in their 



 

 

 

 

organisations. For instance, one of the interviewees noted that: “identify the key 

staff groups within the organisation. These groups deliver the greatest business 

value or are involved in the most important business activities. Conduct 

comprehensive and holistic needs analysis activities with selected staff groups, 

to identify key needs and issues”.  Many interviewees have indicated that 

integrating rules and legislative guidelines would be effective for enhancing 

knowledge sharing in organisational premises.  

 

From the views of the interviewees, it can be seen that the concept of integration 

was mentioned as a key driver. That is to say, issues such as identifying groups 

and then identifying their key needs is an antecedent way for establishing 

integrated knowledge as indicated by various studies (e.g. Jetter et al., 2006; 

Marsh and Stock, 2006; Buono and Poulfelt, 2005). 

 

Furthermore, other interviewees greatly supported this fact as they believe that 

integration of face-to-face discussion can reduce multiple problems, as well as 

adding higher value towards the work process. Through this process, they could 

interact with senior managers and get new knowledge on any specific issue. 

Thus, new knowledge can be integrated with the existing knowledge scheme.  As 

per their feedback, it was observed that they support knowledge sharing 

processes but they specified significant barriers to exchange, so the company 

could not integrate knowledge properly. This issue was highlighted by an 

interviewee who indicated that due to “lack of knowledge sharing and 

coordination. In most of the construction organisation the workers are left in the 

dark”.  

 



 

 

 

 

Construction companies need an integration process so that they can prepare 

appropriate mechanisms for work implementation. A construction firm requires a 

specific process for communication by which every single stakeholder can 

negotiate with each other (Dainty et al., 2001).  

 

Integration of knowledge is a process through which the knowledge between 

different persons and/or groups can be synthesized into a common model (Marsh 

and Stock, 2006). Through this comprehensive model, the design makers within 

the company can fulfil analysing for the needs of the whole company so as to 

bridge the gap in integrated knowledge (Jetter et al., 2006). 

 

• TO BOOST PRODUCTIVITY 
 

 

Habermas (2015) argued that productivity has a sound impact on the knowledge 

management process. Productivity indicates the relationship between all inputs 

on the one hand and the output on the other hand. Companies tend to maximise 

output, while reducing the level of input and a main way of achieving this aim is 

considering knowledge workers (Noe et al., 2006). For this purpose, the physical 

and social environment of the company constitute the place where workers can 

extract useful knowledge for the aim of increasing productivity (Haltiwanger et al., 

1999). At the time of construction, stakeholders must concentrate on physical 

aspects like atmosphere, water supply, and land. On the other hand, social 

understanding would also be needed where staff could work comfortably. 

 

For the sake of knowing the physical environment, stakeholders must interact 

with each other. Ground level staff also negotiate with senior staff at this particular 



 

 

 

 

time. According to Habermas (2015), the social and physical needs of people 

help them interact with each other so as to maximise productivity.  

 

In this study, 80 percent of the interviewees noted that improving productivity 

plays a significant role for knowledge sharing in their organisations. This is the 

reason production managers have stated that knowledge-based staffing would 

be required so that greater business value could be generated in organisational 

premises. Production managers think like this, as they believe that, if some skilled 

manpower could be placed in organisational premises, then effective 

communication would occur and the knowledge sharing process would also 

gather some momentum. By observing this, most of the interviewees 

conceptualised this issue in a positive way. 

 

• TO CAPTURE KNOWLEDGE ASSETS  
 

 

In this study, 77 percent of the interviewees noted that capturing knowledge is a 

key reason for implementing knowledge sharing strategies in their organisations. 

Capturing knowledge is a main tool used by companies so as to achieve 

competitive advantage in the market. One of the interviewees who asserted that 

“capturing knowledge is a foundation to share knowledge so that we can avoid 

reworks”. 

 

The SECI model developed by Nonaka et al. (2000) suggests that creating 

knowledge occurs when there is continuous transfer, combination, and 

conversion of the various kinds of knowledge, as users practise, interact, and 

learn. This is done through establishing a sophisticated level of knowledge 



 

 

 

 

sharing; establishing an appropriate working environment; acquiring systems that 

buttress work process; and providing up-to-date and relevant information and 

data to the staff (Nonaka et al., 2000). For instance, one of the interviewees noted 

that “technology, communication channels, infrastructure and tools used in the 

knowledge sharing process are  critical factors for the implementation of KM 

initiatives”. However, achieving these targets has proven to be a challenging task 

(Yu et al., 2004).  

 

This study found that ,in the past, various problems occurred in the construction 

sector due to poor communication or interaction and great destruction can also 

be seen in recent history. According to another interviewee, “if there is lack of 

trust, it can lead to a failure in coordination and poor outcomes”. 

 

• TO TRANSFER KNOWLEDGE ASSETS 
 

 

In this study, 75 percent of interviewees noted that transferring knowledge assets 

is a key reason for implementing knowledge sharing strategies in their 

organisations. Sharing or transferring knowledge can be stated as the most 

significant aspect for enhancing relational parameters. Through this overall 

activity, people can gain understanding of any significant parameters (Grant, 

2000).  

 

Through analysis, it has been shown that various construction companies are 

using technological tools in this modern age and both performance and 

productivity are benefitting from these tools (Ruggles, 1998). As such, 

organisations can empower their manpower and can teach them new skills.  



 

 

 

 

 

One of the interviewees noted that encouraging knowledge transfer should be 

properly implemented where all the staff or employees must be engaged. A 

foundation needs to be there to operate this knowledge transformation. Vendor 

management systems are also connected to the operations of transferring 

knowledge and they also agreed that knowledge sharing has made their work 

easier. Vendors could easily understand the requirements of the clients. Some 

negative aspects are also present where store managers or logistic managers 

claimed that it was basically a waste of money. Huge costing needs to be taken 

by the organisation for this particular issue. 

 

• TO RETAIN KNOWLEDGE ASSETS  
 

 

In this study, 70 percent of interviewees noted that retaining knowledge assets is 

a key reason for implementing knowledge sharing strategies in their 

organisations. Retention of knowledge is the way that allows knowledge to be 

kept among the staff. An organisation could empower its business process in 

numerous ways (Alavi and Leidner, 2001). Retention of skilled staff also could be 

termed a key driver for an organisation. Indeed, skilled staff are staff that have 

knowledge (Dalkir, 2005).  

 

Retention policy helps an organisation make sound bonding with the staff and 

sometimes, can build a strong backbone for organisational premises. Buono and 

Poulfelt focused on these facts to justify the continuity of the process for the 

skilled workers. As such, skilled employees should be given special attention and 

support so that they can feel free to share their thoughts in front of management. 



 

 

 

 

One way of retaining knowledge is to allow staff to practise their knowledge 

through encouraging them to share their opinions, which would raise their self-

esteem (Davenpor et al., 1998). For example, one of the interviewees stated that: 

“my organisation has a vision for globalisation; the organisation has determined 

the need for knowledge sharing hence the organisation looks for the effective 

tools and means to acquire and share knowledge over structural and cultural 

obstruction”.   

 

5.3 KEY KNOWLEDGE SHARING STRATEGIES IMPLEMENTED IN KSA 
CONSTRUCTION ORGANISATIONS   
 

 

In this study, interviewees were asked to list and describe key knowledge sharing 

strategies that have been implemented in their organisation (See appendix A and 

F). Table 5.2 shows the seven key knowledge sharing strategies as revealed by 

those interviewed in this study. These were: sharing project-related knowledge, 

knowledge sharing with key project stakeholders, sharing risk-related knowledge, 

knowledge sharing related to BIM, knowledge sharing related to waste 

management, knowledge sharing related to health and safety, and knowledge 

sharing related to carbon management.  Each of these key strategies is 

discussed in detail below. 

 

 

 

 

 

 



 

 

 

 

Table 5.2: Implementation of knowledge sharing strategies in KSA construction 
organisations 

 

Sl. 
No 

Knowledge sharing strategies implemented Percentage of 
interviewees cited (N= 44) 

1 Project-related knowledge sharing     91% 

2 Knowledge sharing with key project stakeholders 84% 

3 Risk-related knowledge sharing 75% 

4 Knowledge sharing related to BIM 68% 

5 Knowledge sharing related to waste management  61% 

6 Knowledge sharing related to health and safety  52% 

7 Knowledge sharing related to carbon management   50% 

 

 

• PROJECT-RELATED KNOWLEDGE SHARING  
 

Gaskin (2011) stated that the efficient sharing of knowledge is one of the critical 

prerequisites of reliable and effective project management. With projects, all 

having one thing in common is knowledge (Sankarasubranian, 2009). Knowledge 

sharing in projects can be one of the main factors that affect project success 

(Grover and Froese, 2016), as providing the right information to the right person, 

at the right time and in the required format can be the difference between project 

success and project failure.  

 



 

 

 

 

In this study, 91 percent (40 of the 44) of the interviewees noted that their 

organisations have implemented project-related knowledge sharing. In this study, 

many interviewees emphasized how knowledge can be incorporated into a 

strategic framework for managing project risks. With the production of 

knowledge-based project methodologies, and reputable, governed bodies 

identifying the evident need for more knowledge strategies, sound justification 

can be sought. With this, the project aims to produce a knowledge-based risk 

management strategy that can be deployed in project environments.  

 

With developments in both risk management strategies and knowledge sharing 

strategies, the importance of a knowledge-based strategy can be seen 

throughout academia. Providing a knowledge-based framework will allow project 

managers and risk professionals to not only manage project risks more efficiently 

but also to generate and capture more knowledge, thus gaining a leading edge 

within project environments.  

 

Furthermore, extensive research has been conducted on various types of 

knowledge and how they are managed. Hansen et al. (1999) identified that 

knowledge in organisations consists of two main variants: explicit and tacit. 

Further to this, Virtanen (2013) identified tacit and explicit knowledge to feature 

further classification: cognitive and technical. With many variations of knowledge 

classifications, it is essential for this topic to be explored and enhanced further to 

increase the efficiency of risk management and thus potentially increase the 

success and performance of project management. 

 



 

 

 

 

Project knowledge management (PKM) is the collaboration and synthesis of KM 

with project management principles. Compared to KM, PKM features specific and 

codified terminology, providing a structured process to enhance how knowledge 

is handled throughout project environments (Schacht et al., 2014). It is formed by 

the extraction of KM elements: tacit and explicit and collaborated with project 

management definitions and procedures (Gasik, 2011).  

 

Similar to KM, PKM can be broken down into critical elements for examination. 

Two critical elements to PKM are micro and macro knowledge (Peach et al., 

2014). Micro knowledge is described as a piece of knowledge required by a 

project to conduct a single task or to aid in the resolution of a problem. It is also 

considered to feature the most resistance and limitations to sharing due to often 

being codified to the understanding individual. Macro knowledge, similar to 

explicit knowledge, is the total knowledge that a single individual possesses.  

 

Furthermore, macro knowledge can be further subcategorised into three sub-

values (Gasik, 2011), individual macro knowledge, project team macro 

knowledge and organisational macro knowledge. Following a systematic 

approach, an individual with macro knowledge can inform and share knowledge 

to the project team; this, in turn, creates project team macro knowledge. Building 

on the project team’s macro knowledge, the project team informs the organisation 

of the knowledge creating organisational macro knowledge (Todorović et al., 

2015). By following the macro systematic approach, one source of macro 

knowledge can soon become an organisational macro knowledge database. 

This, in turn, enables lessons learned to be incorporated, as individuals seeking 



 

 

 

 

specific knowledge can source the knowledge from the organisation’s macro 

database.  

 

Although PKM can be broken down into two essential elements, it is often 

managed at four distinct levels: individual, project, organisational and global 

(Project Management Institute, 2017). Gasik (2011) noted that for knowledge 

sharing within a project, organisation and global structure. With this, the aim 

throughout the structure is to identify the knowledge needed, where it is captured, 

when to generate new knowledge, how to capture and share generated 

knowledge.  

 

Through this categorisation, knowledge can be passed systematically from one 

individual to a project team, across an organisation and distributed globally. 

Within a risk environment, this would enable identification of a risk to be 

distributed throughout the project team, enabling further knowledge to be 

acquired and generated. In turn, potentially creating new knowledge to not only 

aid in the risks of the project but also aid in the organisation's risk management 

procedures due to an enhanced knowledge repository.  

 

It is evident from the above results that project-related knowledge sharing 

strategies are well-implemented in KSA construction organisations. It is evident 

that organisations are increasingly recognising the importance of utilising their 

knowledge assets. This recognition manifests through the creation of reward 

systems, training programmes, and appointment of KM specialists to promote 

knowledge sharing culture in their organisations.  

 



 

 

 

 

• KNOWLEDGE SHARING WITH PROJECT STAKEHOLDERS 
 

 

In this study, 84 percent (37 of the 44) of interviewees noted that their 

organisations have implemented knowledge sharing with key project 

stakeholders. In this study, many interviewees emphasized that gaining the right 

information at the right time is essential for all construction project stakeholders. 

Therefore, it is important to share key knowledge with the design team, architect 

team, project team, client and procurement team. During the research 

undertaken by Todorović et al. (2015), identification of how project knowledge 

can be transferred to stakeholders was not observed. Moreover, Naser et al. 

(2016) justifiably identified that measuring how knowledge is transferred is not a 

case of sharing and storytelling but entails an in-depth analysis of an individual’s 

understanding. This could be achieved through the use of assessments and 

knowledge-based exams; however, this in itself may raise several limiting barriers 

due to resistance and denial of an individual’s knowledge understanding.   

 

However, Hislop (2014) identified that many projects use knowledge sharing 

strategies without identifying or documenting the strategy being used. This, in 

turn, can induce failure of successful knowledge sharing and acquisition as no 

formal/baseline documentation exists. Hislop (2013) concluded that projects 

utilising this methodology refer to the principles as PKM. However, without a 

foundation strategy or any form of procedure (Paech et al., 2014), knowledge 

sharing in this way cannot be defined as PKM but more as an understanding of 

how to share and inform members of the project for what is required and when 

this it be required (Spalek, 2014).  With this, Lee and Tseng (2014) explored 

significant detrimental factors to project environments when damaged and 



 

 

 

 

incomplete knowledge was used. The research strongly identified projects 

utilising complete part knowledge are less successful than those currently 

utilising no knowledge strategy.  

 

Wang and Noe (2010) actively explored what knowledge sharing consists of and 

how this can impact a project environment. Wang and Noe (2010) concluded that 

knowledge sharing with stakeholders is the crucial factor for individual and 

organisational learning. It is the process of how an individual or organisation 

distributes contained and stored knowledge (Lawson et al., 2009), enabling 

explicit knowledge to be exploited and enhanced by tacit knowledge. 

Furthermore, on a project level, knowledge sharing enables an individual to 

distribute micro knowledge, enabling conversion of micro to macro. Clvo-Mora et 

al. (2015) explored how performance is affected by macro knowledge. The results 

showed significant increases in project management and risk management with 

an increase of macro knowledge.  

 

Annadatha et al. (2012) further enforced increasing an individual’s knowledge 

base not only increases project performance but promotes satisfaction within the 

project team. The results revealed that knowledge sharing with key stakeholders 

appeared to feature most significantly with vast connections being made between 

all codified categories.  

 

Wang and Noe (2010) suggested project teams will function more efficiently and 

successfully, if the team collaborate efficiently and in the correct way. However, 

the results displayed weak correlations to the efficiency of various collaborative 

platforms but focused more on procedures for collaboration. Moreover, emergent 



 

 

 

 

themes indicated that an increase in collaboration promotes the efficiency and 

effectiveness of knowledge sharing.  

 

• RISK-RELATED KNOWLEDGE SHARING 
 

 

Hopkins (2010), with strong justification, identified that many project managers 

would seek lessons learned before auctioning against risk, to ensure the most 

suitable methods are selected, and previous mistakes do not occur again 

(Mousaei and Gandomani, 2018). In this study, only 75 percent (33 of the 44) of 

the interviewees noted that their organisations have implemented sharing of risk-

related knowledge strategies. The key reasons cited by the interviewees 

included: to improve sustainable competitive advantage, to reduce economic 

risks, to reduce re-work, and to reduce new hires’ learning time.   

 

Koskinen and Ajmal (2008) enforced that, with efficient knowledge sharing, risks 

can be handled more effectively based on the lessons learned by an individual. 

With this, lessons learned arose through collaboration and risk management 

themes. We assume this relationship arose due to an individual seeking what 

happened before and what was undertaken to mitigate the situation, before acting 

to deal with a present risk. Although this assumption lacks justification from the 

results, justification can be sought from previous literature.  

 

A weak justification for seeking knowledge arises within risk implementation, 

within the results seeking knowledge during this stage occurs minimally and 

cannot be deemed as significant. Furthermore, Zheng et al. (2010) claimed that, 

during implementation, knowledge should be captured and shared. Further to 



 

 

 

 

this, knowledge acquisition should be sought during the risk plan to prevent 

further uncertainty while implementing generated plans.  

 

Zwikael and Smyrk (2015) identified that, during risk implementation, knowledge 

is generated in vast quantities, including the performance of the plan, who did 

what, who brought ideas, which plan was the most or least suitable, and the 

benefits included with the mitigation strategy. Zheng et al. (2010) strongly 

contradicted knowledge generation during implementation but advised that 

knowledge should only be generated during a post-implementation review. This 

is further reinforced by the fact that as the knowledge generated during an 

implementation phase can record knowledge that is initially successful with no 

consideration for long-term impacts (Kumaraswary and Chitale, 2012), enabling 

recorded knowledge to be corrupt and potentially misleading. While this displays 

a significant flaw in the potential knowledge generation phase, project managers 

should update the knowledge repository prior to, during, and after 

implementation, to ensure mistakes are recorded, and further knowledge is 

captured.  

 

Ensuring knowledge is captured and shared is essential for further projects and 

project team development (McClory et al., 2017). Burger and Zulch (2018) 

concluded that, to ensure project members remain involved and knowledge 

remains up to date, team members should be advised to seek new knowledge 

regularly and record newly generated knowledge. With this, the strategy enables 

such developments as knowledge is sought initially, with knowledge generation 

processes and knowledge sharing being incorporated into a standardised risk 

management framework. Although simple risk-related knowledge appears to be 



 

 

 

 

an industry-wide knowledge gap, further research into how knowledge can be 

applied has been explored. Brocke and Lippe (2015) further identified that, 

environments which promote and reward knowledge sharing suffer from weighty 

issues due to a lack of knowledge application procedures.  

 

• KNOWLEDGE SHARING RELATED TO BIM    
 

 

The construction industry is always looking for continuous improvements and has 

been implementing various methods which are intended to improve the 

construction process. These methods include providing different procurement 

strategies to further improve their communication processes between the 

different disciplines within the construction organisation (Construction 

Excellence, 2004). The KSA construction industry uses computer technology as 

an electronic data sharing source in addition to using a range of tools and 

concepts to improve collaboration, quality, and efficiency within a project; while 

benefitting construction methods, leading to a sustainable construction process 

(Cherafat, 2010).  

 

There are many reactions to these calls for continual enhancement in productivity 

and output of the construction industry from diverse viewpoints, ranging from new 

contractual/procurement arrangements, like integrated project delivery (Kim and 

Dossic, 2011) to innovative advancements in design and construction 

procedures; for example, 3D CAD and modelling (Isikdag and Underwood, 2010; 

Olatunji et al., 2010). 

 



 

 

 

 

Building information modelling (BIM) is one such advanced technique that is 

bringing about the greatly required continual enhancement and change in the 

construction industry (Silverio et al., 2021). BIM was defined by Lee et al. (2006) 

as the procedure of producing and managing building data throughout its life 

cycle. Normally, it utilizes three-dimensional, actual-time, dynamic building 

modelling software to increase output in building design and construction. The 

procedure delivers the Building Information Model, which comprises building 

geometry, spatial relations, geographic information, and quantities and properties 

of building components. (Nederveen et al., 2010). BIM has additionally been 

defined as the digital representation of the physical and practical features of a 

facility. In this regard, BIM serves as a communal knowledge means for 

information around a facility, generating a dependable basis for verdict 

throughout its life cycle from beginning to conclusion (Building Smart, 2010). 

 

In this study, only 68 percent (30 of the 46) of the interviewees noted that their 

organisations have implemented knowledge sharing related to BIM. The key 

reasons cited by these interviewees included: to improve learning time, to reduce 

re-work, and to improve sharing new digital knowledge. As per Becerik-Gerber 

and Rice (2010), BIM is seen as a driver that may help the building industry to 

enhance its output by ensuring effective communication and collaboration among 

all project stakeholders from the start to end of building projects. Quite a lot of 

BIM related studies have been conducted; particularly those that deal with its 

achievement histories and inherent profits. There are various case studies 

(Eastman et al., 2011) that support the fact that utilisation of BIM makes the 

building process more effective and successful. As per Succar (2005), BIM has 



 

 

 

 

now strengthened its position as a promising method of addressing the AEC's 

various inefficiencies. 

 

Despite all the efforts to improve construction processes, it is well known that the 

construction industry struggles to manage project knowledge which can be 

majorly improved (Design Buildings, 2017). The construction industry is realising 

that knowledge sharing can improve the performance of a business which can be 

beneficial to the industry (Design Buildings, 2017).  

 

BIM has been recognised, globally, as a technology driven process producing a 

digital representation of construction projects that has revolutionized the way 

construction projects are designed, delivered and managed (Almarshoudi et al., 

2018). BIM adoption has been significantly increased in recent years after 

mandatory BIM requirements imposed by the governments and large clients in 

different countries. However, lack of knowledge hindering adoption of BIM 

strategies (Jallow et al., 2020). In construction projects knowledge is scattered 

and the pool of knowledge could be lost if there is no proper channel for the 

knowledge created during the construction phase, for re-use on other projects. 

KM can effectively extract and manage fragmented expert based knowledge and 

experience, and facilitate data stored in a proper structure, communicated and 

reused (Kamunda et al., 2020). Suresh et al., (2018) noted that construction 

industry is heading in the right direction for implementing BIM however it is 

lacking knowledge management strategies. Therefore, managing knowledge a 

BIM context is very critical.  

 

 



 

 

 

 

• KNOWLEDGE SHARING RELATED TO WASTE MANAGEMENT    
 

 

Akhtar and Akmal (2013) noted that the KSA construction industry is known for 

being a big contributor to making permanent changes to the natural environment, 

by abusing the use of natural resources and causing accumulation of pollutants 

in the atmosphere. Other negative impacts to the environment are generation of 

waste, ecological imbalance, sewage and energy usage. The main type of waste 

produced in this industry is chemical and solid waste, which is produced 

throughout the whole process. One of the major causes of waste generation has 

been identified as the surplus of building material. A construction project has 

different stages and the type of waste varies for each one of them. This is the 

reason why it is quite difficult to estimate the total amount of waste produced 

during a construction project. This amount of waste also depends on site 

management efficiency and the work procedures that are taken during the 

execution of the activities. 

 

In this study, 61 percent (27 of the 44) of interviewees noted that their 

organisations have implemented knowledge sharing relating to waste 

management.  For instance, one of the interviewees noted that:  

“Sharing success and failure stories in meetings and discussions 

with employees and key stakeholders are often critical to our 

waste reduction initiative success. We use electronic and paper-

based newsletters as a channel to share success stories related 

to waste reduction strategies”. 

 



 

 

 

 

The aforementioned view clearly suggests that KSA construction organisations 

are sharing success stories associated with waste reduction initiatives with key 

stakeholders. In this study, the most frequently cited topics shared included: best 

practices and lessons learned related to waste reduction initiatives, waste 

minimisation success stories, waste management related policies, and waste 

reduction techniques.  

 

• KNOWLEDGE SHARING RELATED TO HEALTH AND SAFETY     
 

In this study, 52 percent (23 of the 44) of the interviewees noted that their 

organisations have implemented knowledge sharing related to health and safety. 

The KSA construction industry has been seen to expose  both the workers on the 

construction site and other people who may be passing by to increased risk of 

injuries and accidents. This has led to the need for stringent measures to promote 

the health and safety of all the people concerned. In addition, the KSA 

construction industry has also moved towards the use of technology that 

increases productivity and minimises wastage. 

 

The research revealed that the most commonly shared knowledge related to 

health and safety practices in the industry related to the health and safety manual 

at the construction site, personal protection equipment, designated safety 

personnel, routine safety inspection, and provision of sanitation facilities. The 

least used practices included height protection strategies, emergency 

procedures, and site access and boundaries protocols. This finding supports the 

findings of Mosly (2015) who established that emergency procedures, safety 

signage, and protection from heights were the least used methods in promoting 

safety in the construction industry in the Middle East.  



 

 

 

 

 

• KNOWLEDGE SHARING RELATED TO CARBON MANAGEMENT       
 

 

In this study, 50 percent (22 of the 44) of the interviewees noted that their 

organisations have implemented knowledge sharing related to carbon 

management.  Climate change and rapid population growth have become the 

harshest problems over the world. For more than a century, human activities have 

released huge amounts of carbon dioxide and other greenhouse gases into the 

atmosphere, causing changes in temperature, precipitation, or wind patterns, 

among other effects (Environmental Protection Agency, 2017). Central to the 

problem of climate change is the massive production of carbon dioxide from 

contemporary processes of building and infrastructure procurement. This 

requires KSA construction businesses to substantially reduce the carbon 

intensity of their services and requires a sophisticated knowledge-based 

approach. The need for a consolidated concept in the industry is a key element 

for adoption (Reyes-Veras et al., 2021), as the knowledge of the benefits helps 

more companies risk investing in the technology. Furthermore, how carbon 

reduction can positively impact the delivery of construction projects and the 

overall decision-making capability of an organisation represents an advantage 

that can be easily translated to profit and general sustainable improvement. 

 

Performance in various parts of KSA construction organisations can be enhanced 

when people communicate information relating to carbon reduction, effective 

practices, insights, experiences, tastes, lessons learned, as well as common and 

uncommon sense. Therefore, knowledge sharing, when relevant, with asset 

owners/managers, service operators, designers, constructors, shareholders, and 



 

 

 

 

employees will make for an efficient and empowered team and can help to reduce 

confusion and prevent delays. However, for individuals in a highly competitive 

environment, knowledge sharing means that an individual’s knowledge is 

disseminated to others who might be his/her competitors now or in the future. 

Thus, a donor would like to give his/her knowledge with explicit or tacit 

representation and inference. This is a dilemma between individual benefits and 

organisational benefits. Therefore, a knowledge sharing culture needs to be 

created to include an incentive system to motivate others to share their 

knowledge.  

 
 
 
5.4 SUMMARY  
 

 

Knowledge in organisations is dynamic in nature and is dependent on social 

relationships between individuals for its creation, sharing, and use. Managers can 

continue to strive for productivity, innovation, profitability, and other competitive 

goals, but they could do so more effectively by harnessing the key knowledge 

assets. This chapter has highlighted some of the key drivers for knowledge 

sharing in KSA construction organisations. It is critical for KSA construction 

organisations to understand key drivers before implementing knowledge sharing 

programmes. Identifying and understanding the key drivers for knowledge 

sharing is a complex process. As revealed in the current study, there are several 

drivers for knowledge sharing in KSA construction organisations , but five key 

drivers stand out. These are: to integrate knowledge assets, to boost productivity, 

to capture knowledge assets, to transfer knowledge assets, and to retain 

knowledge assets.  



 

 

 

 

 

Most of the time construction organisations evaluate knowledge sharing 

initiatives as “ineffective”. This is because knowledge sharing initiatives have 

been implemented without fully understanding the drivers and the objectives that 

had to be met from the outset. Before embarking on a knowledge sharing journey, 

decision makers have to understand what it is that they would like to achieve with 

knowledge sharing and what value it adds to their organisation in the context of 

sustainability. It is also necessary for decision makers to recognise and use a 

blend of ICT and non-ICT based knowledge sharing techniques and 

technologies. Therefore, understanding the drivers for knowledge sharing is 

important. This understanding could assist decision makers to develop 

knowledge sharing strategies based on these drivers. 

 

This chapter discussed the key knowledge sharing strategies that have been 

implemented in KSA construction organisations. They are: sharing project-

related knowledge, knowledge sharing with key project stakeholders, sharing 

risk-related knowledge, knowledge sharing related to BIM, knowledge sharing 

related to waste management, knowledge sharing related to health and safety, 

and knowledge sharing related to carbon management. Regular sharing of best 

practices related to project-related knowledge was the most widely implemented.  

 

Overall, the following inferences and implications can be drawn: 

• The KSA construction industry contains employees that have been in the 

business for many years who are used to the way they have been doing 

their day-to-day job in the industry. For a knowledge sharing strategy to 

be implemented and adopted, a training strategy can assist in the 



 

 

 

 

implementation of the broader knowledge sharing strategy. Through 

workshops and training sessions, employees can learn how to adopt the 

best practices and it will promote the human interactions, which benefit 

knowledge sharing.  

• The scarcity of knowledge and expertise is, and will continue to be, a huge 

challenge for many KSA construction organisations. Therefore, training 

and education related to the sharing of knowledge will help leaders, 

managers, and change agents to better understand how to craft and 

implement various knowledge sharing strategies for competitive 

advantage.  

• Knowledge sharing in the KSA construction industry means a cultural 

change to the way that people in the industry are used to working. 

Employees are to get on board with the knowledge sharing strategy which 

may change their way of working. A change of the management plan 

would specify to workers how to accept the knowledge sharing processes 

within the organisation. 

• There is a growing realisation that knowledge sharing is critical to 

knowledge creation, organisational learning, and performance 

achievement. Creation of new carbon reduction-related knowledge 

appears to be an emerging process that is related to personal work 

experiences that cannot be easily and precisely reproduced and 

controlled. Specific measures could be used to identify, codify and apply 

new carbon reduction-related knowledge and thereby contribute to its 

dissemination and retention within an organisation. 



 

 

 

 

• The KSA construction industry should liaise with universities to ensure the 

right skill sets are developed and to improve in-house training for 

knowledge sharing.  

• Sharing best practices, lessons learned, and new ideas from internal and 

external sources could provide critical knowledge to ‘knowledge workers’. 

This would engender efficient and effective working to reduce resources, 

cost and time, while improving the quality of performance of business 

infrastructure.  

• The knowledge sharing is not a natural process, hence when 

implementing a knowledge sharing process, a reward system should be 

established. Recognition in the workplace shows appreciation of the 

efforts put in by the employees, encouraging them to further share 

knowledge. This however can become a system that could be gamed by 

employees where the reward would be the end goal. The reward system 

not being a long-term process can assist with the gaming mindset, while 

rewarding employees can create interest and excitement in knowledge 

sharing.  

• Knowledge sharing can benefit from having Information and 

Communication Technology (ICT) involved. ICT tools are a very useful 

asset as the use of technology can enable easier knowledge sharing and 

capturing. Tactic and explicit knowledge can be created and retained 

within a technology database leading to knowledge being easily shared in 

an efficient manner. 

 

 



 

 

 

 

First part of this chapter has addressed the first research objective of the current 

study, “to explore and document the key drivers for knowledge sharing in KSA 

construction organisations”. Therefore, this chapter has answered the first 

research question which is “what are the key drivers that have fuelled the need 

for knowledge sharing in KSA construction organisations?”. 

 

Second part of this chapter has addressed the second research objective of the 

current study, “to investigate and document the key knowledge sharing strategies 

that are currently being implemented in the KSA construction industry”. 

Therefore, this section has answered the second research question, which is 

“what are the key knowledge sharing strategies currently being implemented in 

KSA construction organisations?” The next chapter (i.e., Chapter 6) discusses 

key knowledge sharing techniques and technologies adapted in KSA 

construction organisations and key challenges that KSA construction 

organisations face with knowledge sharing. 

  



 

 

 

 

CHAPTER 6 : CHALLENGES, TECHNIQUES AND 
TECHNOLOGIES FOR KNOWLEDGE SHARING IN  
KINGDOM OF SAUDI ARABIA CONSTRUCTION 
ORGANISATIONS  
 
 
6.1 INTRODUCTION 

 
 

The purpose of this chapter is to present the key challenges, key knowledge 

sharing techniques and technologies adapted in KSA construction organisations. 

The results are based on the perception of the 44 interviewees who participated. 

The findings are also substantiated with the relevant literature.   

 

In this chapter results are presented in two parts. The first part in section 6.2 

presents an analysis of the empirical data in relation to the key knowledge sharing 

techniques and technologies that are currently being used in in KSA construction 

organisations. In this study, during face-to-face interviews,  participants were 

asked to list and describe the key knowledge sharing techniques and 

technologies that are currently being used in their organisations. This study 

revealed eight key techniques and technologies were most widely used for 

knowledge sharing (see Table 6.1). Each of these techniques and technologies 

are discussed in detail. In doing so, section 6.2  addresses the third research 

objective of the current study, which is “to explore and document the current 

usage of key knowledge sharing techniques and technologies in KSA 

construction organisations” and the third research question which is “what are the 

key knowledge sharing techniques and technologies that are currently being used 

in KSA construction organisations”. 



 

 

 

 

 

Furthermore, section 6.3 presents an analysis of the empirical data in relation to 

the key challenges KSA construction organisations face in knowledge sharing. 

This study revealed six key challenges KSA construction organisations face in 

knowledge sharing (see Table 6.2). Each of these challenges are discussed in 

detail. In doing so, Section 6.3 addresses the fourth research objective of the 

current study, which is “to critically appraise and document the main challenges 

associated with knowledge sharing in KSA construction organisations”, and the 

fourth research question - “what key challenges do KSA construction 

organisations face in knowledge sharing? (See appendix A and F). 

 

6.2 USAGE OF KNOWLEDGE SHARING TECHNIQUES AND 
TECHNOLOGIES IN KSA CONSTRUCTION ORGANISATIONS  

 
 
 

In this study, during face-to-face interviews, interviewees were asked about 

knowledge sharing techniques and technologies that are used in KSA 

construction organisations (See appendix A and F). Eight most frequently used 

knowledge sharing techniques and technologies that are widely used in KSA 

construction organisations were revealed by those interviewed in this study (see 

Table 6.1). They are: emails, telephone, WhatsApp, face-to-face meeting, video 

conferencing, web based tools, storytelling and after-action-reviews.   

Table 6.1: Usage of knowledge sharing techniques and technologies in KSA 
construction organisations  

Sl 
No 

Usage of knowledge sharing techniques 
and technologies  

Percentage of 
interviewees 
cited (N=44) 

1 Emails 95% 



 

 

 

 

2 Telephone  91% 

3 WhatsApp  84% 

4 Face-to-face meeting  80% 

5 Video conferencing 75% 

6 Web based tools  68% 

7 Storytelling  57% 

8 After-action-reviews  50% 

 

In this study, 63 percent (29 of the 46) of the interviewees asserted that they had 

training programmes specifically designed for KM implementation.  

 

• EMAILS   
 

In this study, 95 percent (42 of the 44) of the interviewees asserted that their 

organisations are using emails for knowledge sharing. Systematic capture, 

sharing, and storage of knowledge makes it easier to disseminate, create and 

measure knowledge. Improved interaction and iteration between employees, 

augmented by technology, such as emails and teleconferencing, effectively 

increase knowledge from being tacit and individual into a form that is more widely 

used throughout the organisation on an ongoing basis.  

 

Egbu et al. (2005) suggested the role of knowledge management for competitive 

advantage in construction SMEs includes: enhanced organisational innovation 

and knowledge creativity- new service, rapid commercialisation, and renewing 



 

 

 

 

unique knowledge and expertise; immediate results in solving organisation-wide 

problems; improved organisational  productivity in delivering services to clients; 

a formalised knowledge capture system can be established (best practices, 

lessons learned); improved capture and use of knowledge from sources outside 

the firm; knowledge integration within firms; improved on-the-job training of 

employees; enhanced client relations - better client interaction; enhanced 

business development and the creation of opportunities for  organisations; and 

enhanced and streamlined internal administrative processes.  

 

In the 21st century, every single individual uses technological elements for 

accessing services and functionalities. Email is one of the key aspects that could 

be used as the medium of communication. In the construction industry, every 

stakeholder must have one e-mail id, which can be accessed by that specific 

individual, and, through this process, one individual can gather knowledge from 

other people. For example, a senior engineer is negotiating with the project 

manager. In that case, the project manager could share any data through email. 

This is a modern business topology, which is followed by every single 

organisation.  

 

Different vendors working in construction projects might also need some 

information regarding the product supply or distribution. Information sharing 

through this process would be helpful and one of the interviewees noted that: 

“Internet, chatting options and chat windows, e-mails, learning 

repository and brain-storming activities are the key knowledge 

sharing tools used in the organisation”.  

 



 

 

 

 

Through this viewpoint, it is clear that vendors are demanding chat options, email 

facilities and learning facilities. Kanapeckiene et al., (2010) claimed that this 

procedure should be introduced in organisational premises as early as possible. 

Along with the email, various other are also present which could be used as 

knowledge sharing pathways and those could be helpful in delivering good 

outcomes in organisational premises for construction. 

 

It has been seen that email communication is not just effective for two-party 

conversations but also for collaboration among employees in a group or division 

(Valmohammadi and Ahmadi, 2015). Thus, email can be effective for not just 

dyadic communication but also for broadcasting of information, making the 

collaboration employees effective, individually, and in group divisions. In this 

regard, communication technologies have become more widespread and 

diverse, which now enables better collaboration opportunities among employees. 

Such communication channels are thus functioning as collaboration techniques 

for developing collaborative efforts. 

 

• TELEPHONES   
 

 

In this study, 91 percent (40 of the 44) of the interviewees stated that the 

telephone possesses the best set of characteristics that one could wish for in a 

system that supports effective knowledge sharing and flow. As people speak over 

the telephone, they convey context, meaning, attitude and tone along with 

knowledge, information and data.  Egbu (2000) suggested that the telephone is 

an important technology because it can capture and share structured knowledge 

and enable people to share tacit knowledge. Furthermore, Tiwana (2000) 



 

 

 

 

suggested the telephone as a role model for a knowledge sharing and capture 

system.  

 

The telephone is a simple and familiar tool for communicating and knowledge 

sharing. According to Ragab and Arisha (2013), telephones are often considered 

a source for knowledge within organisations as, through them, the exchange of 

knowledge becomes even more convenient for employees. Furthermore, Dey 

(2013) noted that the use of a telephone can help to communicate ideas and 

knowledge with another person in a distant place. Therefore, it is evident that the 

usage of ‘telephones’ to share knowledge significantly fosters externalisation, 

because the tacit knowledge of experts is articulated and often transferred into 

written documents by the formulation of the captured knowledge pieces. 

 

• WHATSAPP   
 

Technology has become an increasingly important factor globally and so has the 

role of knowledge allows more creativity capabilities and encouraging individual 

knowledge to be generated where the generated knowledge provides greater 

opportunities to increase value, skills and influence the management processes 

within an organisation (Jallow et al., 2021). In addition to this, knowledge is 

viewed as a strategic resource within an organisation where their performance 

can depend on the organisations ability to meet the stakeholder’s requirements, 

this motivates most organisations explore new strategies to allow new 

opportunities. The performance of an organisation does not only depend on the 

resources available to be it also intangible resources such as efficient knowledge 

management and the intellect developed through this (Al Nabt et al., 2020). 



 

 

 

 

In this study, 84 percent (37 of the 44) of the interviewees stated that their 

organisations are using WhatsApp for knowledge sharing. WhatsApp is a mobile 

instant messaging platform. Beal (2018) defined mobile instant messaging as a 

mobile phone messaging service which allows the user to use special versions 

of instant messaging clients through their mobile device and not desktop personal 

computer. WhatsApp is considered a source for knowledge sharing within social 

media and it is an instant messaging application for smartphones. It allows users 

to exchange images, videos, audio, or written messages using their Internet 

connection. Therefore, it is a superior alternative to SMS messaging, which can 

be very expensive when used in foreign countries due to roaming charges.  

 

Wankel (2016) noted that WhatsApp has been widely adopted now and is 

appreciated within organisations where knowledge has been efficiently shared 

internally within the organisation. Furthermore, in KSA construction organisations 

younger staff especially preferred to use WhatsApp to share critical knowledge.  

 

 

• FACE-TO-FACE MEETINGS  
 

In this study, 80 percent (35 of the 44) of the interviewees stated that that their 

organisations use face-to-face meetings for knowledge sharing. According to 

Kanapeckiene et al. (2010), meetings are another option for knowledge sharing 

in the organisational procedure. If governing bodies of construction companies 

arrange meetings on the organisational premises and ask every single 

stakeholder to take part in the process, then a good amount of knowledge could 

be shared. Different people have different opinions about any subject and, 

through this process, every single person would be able to share their views and 



 

 

 

 

an effective solution could be evaluated in the respective decision-making 

process. For instance, one of the interviewees noted that:  

“Face-to-face meeting is a good tool with knowledge brokers and 

leaders in knowledge sharing. The knowledge brokers help to 

bridge the gap among the employees to start sharing during the 

meetings. Leaders in knowledge sharing help people in 

processing and applying the shared knowledge in practical use. 

These two help in making sharing slick and easy for the 

employees. Knowledge sharing is tough to initiate but once the 

process starts then it is much easier than we feel as we build a 

platform and we can eventually build trust among colleagues”.  

 

Based on this feedback, it could be stated that interviewees strongly supported 

the issue of knowledge sharing and the statement clearly highlights the usability 

of face-to-face mechanisms as a specific platform or medium for knowledge 

sharing. Telephone conversations or email chatting could be stated as those 

mediums which help to strengthen the relationship between two end-users who 

could share their ideologies through this channel. Telephone conversations have 

also been efficient on organisational premises in construction, where respective 

people could share their views and understanding over telephone and negotiation 

would be effective. 

 

Evidence, however, shows that the KSA construction industry is battling with a 

multitude of issues which include, but is not limited to a housing shortage, a skills 

deficit, government targets to improve industry 4.0 and now a coronavirus 

pandemic (COVID-19). This has led to extensive programme delays, cash flow 



 

 

 

 

issues and health and safety concerns by working remotely, returning to offices 

and on construction sites, where senior managers have had to turn the attention 

to designing and implementing new policies and procedures to protect the welfare 

of employees (Stride, et al., 2022). The measures implemented include a 

combination of limited site visits, phone calls (remote working), and collection of 

visual evidence (photos and video footage). Companies have also been adopting 

and trialing new ways of working and new technologies, including new forms of 

communication, reconfiguration of office spaces, and working from home. This 

necessity has forced employees to adapt and accept these changes, with 

increased use of webinars and video conferencing. Jallow et. al. (2021) work 

based in UK indicated that the during COVID-19, lockdown was proving to be 

difficult to manage projects as staff members were working from home. This led 

to delays on a project activity as many staff could not physically go on 

construction site and conduct works. The managers were finding difficult to 

manage their teams. However, technological tools such as video chat and 

meetings via online platforms proved to be most effective in communications with 

project teams. The Building Information Modelling (BIM)/Design was useful as 

the 3D design models helped to visualise the project within team meetings to 

comply with the COVID-19 rules and follow social distancing guidelines while still 

carrying on works. 

 

• VIDEO CONFERENCING  
 

In this study, 75 percent (33 of the 44) of the interviewees stated that their 

organisations use video conferencing for knowledge sharing. According to Safa 

and Von Solms (2016), video conferencing could be considered one of the key 

aspects for developing knowledge among people. With the help of video 



 

 

 

 

conferencing, significant knowledge evaluations can be done. Video 

conferencing helps one person to negotiate with another person in a more 

comfortable way. With the help of video conferencing, significant understanding 

between two individuals could be established properly. Chat room conversation 

is also beneficial; and, through this chat room conversation, employees of the 

construction sector would be able to gather data related to their operations. In 

chat rooms, employees could share their ideas and principles. There, they could 

point out any sort of problem and difficulty. Here, importance of knowledge 

sharing in construction sector is mainly focused on traditional methods and, in 

this sector, if management creates a chat session among stakeholders then lots 

of new thoughts would come out. If they are not linked to each other, then 

problems might happen. For instance, one of the interviewees noted that: 

“The knowledge sharing tools are designing a roadmap, 

technology to be used to make knowledge implementation faster. 

A properly designed video chat and conferencing helps in many 

ways. It gives an overview about how we are going to work on 

this in coordination. Roadmaps are further improvised, altered in 

order to make it feasible for everyone. Technology helps in many 

ways. It helps us improve the working speed. Technology makes 

it easier to communicate faster. As advancements in technology 

takes place, the writing efficiency improves”. 

 

The above statement strongly supports that effective knowledge sharing tools 

should be present for increasing the efficiency of organisations. Technological 

advancements must be followed by KSA construction organisations to allow 



 

 

 

 

employees to share thoughts or latest construction design or architecture. This 

way overall performance could be improved.  

 

• WEB-BASED TOOLS  
 

In this study, 68 percent (30 of the 44) of the interviewees stated that their 

organisations are using web-based tools for knowledge sharing. Ellison et al. 

(2015) stated that there are various networking methods present which also need 

to be taken into account at the time of communication. These networking 

methods are highly used in different construction projects happening all over the 

world. The KSA also needs to focus on these issues so that it can empower its 

construction sector towards the next level. According to Tiwana (2000), effective 

database management would be the best approach for managing knowledge in 

organisational premises. Databases could be used as the knowledge hub from 

which people gather information. This data gathering helps with knowledge 

building and, if any information is needed, then it can be gathered from the 

database. Tiwana (2000) also highlighted the need to make a repository which 

could preserve knowledge for the betterment of the whole process. For instance, 

one of the interviewees noted that:  

“Knowledge sharing tools come from bespoke software 

developed specifically for the KM for the employees and 

interactive session over the web page of the organisation”.  

 

From the above statement, it is clear that interactive web pages would be 

effective for enhancing performance in organisational premises. Hislop et al. 

(2018) highlighted that a web page session is the process where people can 

check their existing organisational status and can share that web page with 



 

 

 

 

another person. For example, a specific agenda is on an organisation’s website; 

people can get that information by accessing the specific website.  

 

Another interviewee highlighted that:  

“The tools used for knowledge sharing are basically to create a 

platform for the employees, to create a healthy environment for 

them to share their knowledge. It’s easier for the employees who 

have already worked on such a module, rather than those who 

are new to the concept. Sometimes it happens that we have 

some useful knowledge, but we don’t know how to share it with 

others, this helps them to overcome this problem. This takes 

time, but when they learn to speak and share they excel in it by 

practising”.  

 

From the above statement, it is understood that organisations sometimes 

manage to gather key knowledge on specific issues but cannot share that 

information due to lack of medium or knowledge sharing platform.  

 

Another interviewee noted that:  

“The main knowledge sharing tool is communication and 

presentation. The way we communicate is the most important 

part. The way we present anything and how convincing it is, by 

showing our presentation skills. Presentation plays a crucial role, 

how we convey the information to others shows what we have to 

share. These tools help in improving our strategies of knowledge 

sharing”. 



 

 

 

 

 

From the above statement, it is clear that a strong communication process should 

be present, asking people to share their opinions in a decision-making process. 

Cultural aspects also need to be considered. The KSA construction sector is also 

associated with some health and safety related issues and factors. In the past, 

lots of accidents happened due to poor safety procedures. Knowledge sharing 

must be done in this sector also.  

 

For instance, one of the interviewees stated that:  

“Tools like repository, internal web-based trainings and also 

internet which help KM”.  

 

These techniques and tools can be helpful to set precedent in organisational 

premises.  

 

• STORYTELLING 
 

In this study, 57 percent (25 of the 44) of the interviewees stated that their 

organisations are using storytelling for knowledge sharing. Various types of 

knowledge sharing tools are used in KSA construction companies. According to 

one of the interviewees,  

“The key knowledge sharing tools used in my organisations are: 

Peer Assistance, After Action Review, Storytelling, Mentoring, 

and Coaching”.  

 

Another interviewee noted that: 



 

 

 

 

“Our storytelling knowledge sharing tool is 3D visualisation for 

which knowledge sharing is a must. This helps the team build a 

virtual representation of the finished project. Knowledge 

visualisation, this is an interesting dynamic 3D representation of 

the projects which makes knowledge sharing interactive”. 

 

This knowledge visualisation can be done using new technological services such 

as mobiles and 360-degree videos. Storytelling and 3D visualisation constitute 

common tools for knowledge sharing. While storytelling is an old method, 3D 

visualisation has increased with the development of new technologies such as 

Building Information Modelling. This modelling enables knowledge sharing 

between persons and within their teams and groups (Safa and Von Solms, 2016). 

Through this modelling, the team has a clear view of how the work will look after 

completion. This creates a way for checking construction work from early 

planning stages and then making any required changes to ensure optimal 

application of the topic. Thus, knowledge sharing through this way of visualisation 

might be perceived as more convenient than using the trial-and-error method as 

it reduces mistakes to a minimum level (Arif, et al., 2014). 

 

•  AFTER-ACTION REVIEWS 
 

In this study, 50 percent (22 of the 44) of the interviewees stated that their 

organisations use after-action reviews for knowledge sharing. The most 

frequently cited benefit of this practice was the reduction of mistakes. The ‘after-

action reviews’ technique helps organisations to learn immediately from errors 

and successes. ‘After-action reviews’ meetings capture key lessons learned and 

best practices from participants at various levels (Anumba, et al., 2005); for 



 

 

 

 

example, when significant project milestones are achieved or upon completion of 

a project or when an important action has been undertaken. Typical questions 

addressed during these meetings include: What was supposed to happen?  What 

actually happened? What would we do differently in the future?. The key lessons 

learned and best practices are captured and shared so that other teams can plan 

and act more effectively to avoid repeating mistakes.  

 

6.3  THE KEY CHALLENGES FOR KNOWLEDGE SHARING IN THE KSA 
CONSTRUCTION ORGANISATIONS 
 
 

Table 6.2 presents six key challenges KSA construction organisations face in 

knowledge sharing as revealed by those interviewed in the current study. From 

the data in Table 6.2, it is evident that the single most important challenge is lack 

of communication skills. This is followed by lack of resources at the construction 

organisation’s premises, lack of culture for knowledge sharing, lack of leadership 

support for knowledge sharing, lack of strategy for knowledge sharing, and lack 

of awareness about knowledge sharing. Each of these challenges is discussed 

in detail below.  

 

Table 6.2: The key challenges KSA construction organisations face in 
knowledge sharing 

 
 

Sl. 
No 

Challenges for knowledge sharing 
Total number of 

interviewees cited 
(N=44) 

1. 1 Lack of communication skills 73% 

2.  
Lack of resources in the construction organisation 
premises 

66% 

3.  Lack of culture for knowledge sharing 61% 

4.  Lack of leadership support for knowledge sharing 59% 



 

 

 

 

5.  Lack of strategy for knowledge sharing 55% 

6. 3 Lack of awareness of knowledge sharing 50% 

 

 

• LACK OF COMMUNICATION SKILLS 
 

 

In this study, an overwhelming 73 percent (32 of the 44) of interviewees cited that 

lack of communication skills is one of the key challenges for KSA construction 

organisations. The feedback from a senior manager revealed that lack of 

communication and management skills is one of the major challenges, which 

affects the smooth functionalities of construction companies to a significant 

extent. As per his statement, Kingdom of Saudi Arabia is a pool of talent which is 

seen mostly in the labour market of the country. Improper communication 

occurred in his company, which hampered the collaboration and understanding 

between employees, thus affecting the efficacy of organisational activities. This 

is quite evident as the workers in the construction company did not get proper 

information regarding the work they were assigned to and other related details.  

 

As per the literature review, lack of communication and interaction clearly 

indicates that the organisation does not follow a flat organisational structure. 

According to Alotaibi et al., (2014), lots of problems occur due to poor 

communication skills in Kingdom of Saudi Arabia and that has been the major 

drawback for knowledge sharing, as proper communication is required in sharing 

thoughts and ideas. For this reason, another manager stated that:  

“Limited visa quota, being away from family, delays in salary 

payment, cheating of workers’ skills status, safety issues, 

communication barriers and living conditions. Hence, these 



 

 

 

 

issues require quality leadership attributes such as continuous 

empathy with workers, respectful, trustful, sincere, reliable, good 

communication skills and problem-solving skills”.  

 

From the above statement, it is clear how communication skills have impacted 

the overall knowledge sharing procedure of organisations. Ineffective 

communication leads to poor knowledge sharing and thus accurate information 

about some important matters is not transmitted between individuals. With 

relevance to the opinions of the above interviewee, the employees sometimes 

failed to receive appropriate details and information about a particular project, 

which affected its overall execution process. Moreover, knowledge sharing 

among co-workers on a project was also perceived to be improper and inaccurate 

greatly affecting teamwork. Hence it is very clear that the project manager had 

poor team management skills, and, as such, knowledge sharing and 

communication processes were not be managed properly.  

 

In order to make the project work successfully and meet the demands of the 

stakeholders, the communication gap among the employees, as well as between 

the manager and the workers, must be bridged effectively by implementing 

appropriate measures and strategies. One HR director stated that: 

“In the Kingdom of Saudi Arabia, many in the construction 

industry handle projects remotely and this causes 

miscommunication. The teams which are responsible for project 

completion are operating from the main office and the workers 

are given instructions through some media, this causes chaos, 

in some respects the workers don’t understand instructions 



 

 

 

 

clearly and then mistakes are inevitable. This remoteness means 

control over communication and skill management is lost”.  

 

From the above statement, it is clear that Kingdom of Saudi Arabia construction 

organisations don’t allow any suitable communication medium by which 

employees could negotiate with each other during a project. which hampers the 

functionalities of the project and construction management is greatly concerned 

about this issue.  

 

 

• LACK OF RESOURCES AT THE CONSTRUCTION ORGANISATION’S 
PREMISES 
 

 

In this study, 66 percent (29 of the 44) of the interviewees stated that lack of 

resources at the construction organisation premises is the most important 

challenge their organisations face in knowledge sharing. In the construction 

industry, employees or workers play a pivotal role in executing the projects and 

deliver them properly to clients. The hard work and continuous focus of the 

workers make it possible for a company to fulfil the orders of the customers within 

a specific timeframe. However, many interviewees pointed out that the lack of 

human resources was the other prime challenge of knowledge sharing in KSA 

construction organisations.  

 

Barrie and Paulson (1992) remarked that the construction businesses in the KSA 

did not have adequate workers to complete a particular project. According to Le-

Hoai et al., (2008), efficient and effective employees or staff would be required 

for evaluating a successful process. If staff are capable, then they will go to any 



 

 

 

 

extent to execute a process. The KSA construction sector is mainly facing trouble 

regarding the lack of human resources. It is widely accepted that the construction 

sector needs huge manpower for operating all sorts of activities properly. If the 

number of people were greater, then they could share their ideas with each other, 

and, through this knowledge sharing process, new techniques and concepts 

could develop; but as the KSA construction sector has less manpower, space for 

knowledge sharing is much less which this is the major drawback for the 

organisations noted in this study.  

For instance, one human resources director noted that:  

 

“The challenges faced by the construction organisations of the 

KSA are very critical. In many of the cases the companies do not 

have a strong team in every sector. If the architecture team is 

good, then they would lack in some other team. There is not an 

efficient work flow. Many a time companies don’t have proper 

human resource management and that’s why too many projects 

are not possibly handled properly, no time for knowledge 

sharing”.  

 

The above statement reveals that it is obvious that the construction sector of KSA 

has been facing tough challenge related to the lack of resources for knowledge 

sharing. This needs to be sorted out to enhance the performance of the 

organisations.  

 

According to Lowsley and Linnett (2006), the lack of a skilled and efficient 

workforce hinders construction organisations from completing a project 



 

 

 

 

successfully. If there are not enough employees in an organisation, knowledge 

sharing will not be done properly. Minimum knowledge and information will be 

shared or exchanged among the employees, posing a serious threat or challenge 

to the company in case of a project execution.  

 

For instance, one of the interviewees noted that:  

“the organisations need to enhance their knowledge and skills by 

recruiting the best talents across the world and encourage 

effective knowledge sharing among them. This will help the 

companies to get employees from different cultures and 

experiences thus improving their respective knowledge sharing 

process”. 

 

Mafabi et al., (2012) also highlighted that lots of drawbacks are present in the 

KSA construction sector due to poor knowledge. As per their research, a 

knowledge gap is present in each department of the construction sector. From 

manufacturer to designer, every single individual faces serious problems with a 

gap in knowledge. They are not updated with the latest technology or latest 

development. As a consequence, the sector overall is weak with a low level of 

outcomes.   

 

• LACK OF CULTURE FOR KNOWLEDGE SHARING 
 

 

In this study, 61 percent (27 of the 44) of the interviewees noted that lack of 

culture for knowledge sharing is another key challenge their organisations are 

facing. Among the many processes of the KM cycle, knowledge sharing has been 



 

 

 

 

identified as the most significant process, as well as the cornerstone for effective 

KM (Yesil and Dereli, 2013). Knowledge sharing has been associated with 

numerous positive outcomes in the past, such as organisational effectiveness, 

organisational innovation capability, improved productivity and team task 

performance. In their study on knowledge sharing, Wang and Wang (2012) 

identified a direct relationship between knowledge sharing and the level of 

organisational innovation and performance. However, when it comes to KSA 

construction organisations, Al-Adaileh and Al-Atawi (2011) found cultural 

implications that prohibit the process required for the exchange of knowledge 

among employees in the organisation. Also, the importance of national culture in 

knowledge sharing is highlighted by Hofstede (1980) in section 3.11. This is 

despite the fact that effective KM cannot be attained unless knowledge is 

exchanged, distributed, and shared among members of the organisation 

(Massaro et al., 2015).  

 

Construction business operations are hectic and employees are required to pay 

utmost attention and concentration when executing a particular project. Thus, it 

is of immense importance for them to stay motivated and encouraged to perform 

their respective job roles and meet the expectations of their employers. For 

instance, one of the interviewees noted that:  

“the workers at KSA construction companies were demotivated 

and unsatisfied with the resources and benefits being provided 

to them”.  

 

Odeh and Battaineh (2002) found that workers were not given their expected 

wages that they actually deserved against the working hours. The climate of the 



 

 

 

 

KSA is hot and humid and it becomes much tougher for the employees to work 

overtime. However, no recognition is given to them which makes them highly 

unsatisfied at work. Sometimes, wage payment is delayed, which makes the 

employees furious. Similarly, another interviewee noted that:  

“the foreign workers mostly face problems as they had to send 

money to their families and relatives which also get delayed due 

to these payment issues. Therefore no motivation for employees 

to share ideas and knowledge”. 

 

Additionally, unfair distribution of work is another source of employee 

demotivation. Also, no reward or acknowledgment is given to them for their efforts 

and good work for knowledge sharing. This leads to loss of enthusiasm and 

interest and, as such, their commitment to their work is weakened. That is why 

Sarhan et al. (2017) perceived that many organisations face employee turnover 

which ultimately affects the successful of execution projects. Hence, it is 

necessary to treat employees well and appreciate them to ensure long-term 

retention at the companies. Salaries should be directly credited to their bank 

accounts within a proper time period to keep them satisfied. Moreover, 

campaigns and frequent interactive sessions must be held to recognise and 

appreciate their best efforts so that they can remain motivated and enthusiastic 

and committed to the organisation’s KM vision. These steps will automatically 

lead to better results in the future. 

 

Muir (2005) highlighted that employee motivation has always been an influential 

factor for the construction sector. By empowering employees, an industry could 

able to enter to a new region.  If employees are motivated, then they can run all 



 

 

 

 

sorts of activities in an appropriate and efficient manner. The KSA is facing tough 

challenges regarding the motivation of the employees and, for this reason, one 

of the interviewees stated that: 

“The construction industry in the KSA has to work to tight 

deadlines. Many a time workers are forced to work overtime to 

complete the target and are not paid for the overtime. Due to this, 

the workers have lost interest in working. The climatic conditions 

are not favourable to work. These factors are mainly the reason 

for the quality degradation of the project. Though the project 

designs and working roadmap is perfect, this still happens 

because of poor sharing of knowledge”.  

 

From the above, it is clear that workers are losing the interest in the project due 

to lack of communication of lessons learnt and best practices or interaction. 

Workers are sometimes forced to do more work, which violates ethical guidelines 

also. These types of things disturb the moral balance of the workers.  

 

De Long and Fahey (2000) suggested four ways in which culture affects the 

behaviours central to knowledge creation, sharing and use. First, culture shapes 

assumptions about what knowledge is and which knowledge is worth managing. 

Second, culture identifies the relationships between individual and organisational 

knowledge, determining who is expected to control specific knowledge, who must 

share it, and who can store it. Third, culture shapes the processes by which new 

knowledge is created, legitimised and distributed in firms. Fourth, culture creates 

the context for social interaction that determines how knowledge will be used in 

particular situations. 



 

 

 

 

 

 

 

• LACK OF LEADERSHIP SUPPORT FOR KNOWLEDGE SHARING 
 

 

In this study, 59 percent (26 of the 44) of the interviewees stated that leadership 

is a key success factor for knowledge sharing in their organisations. However, a 

lack of awareness of the benefits of KM; lack of vision, mission and strategy; and 

lack of structure for knowledge sharing are hindering the effective sharing of 

knowledge. This draws real and urgent attention to the role of leadership in 

establishing an infrastructure that can actually bring about change and implement 

the organisation’s mission, vision, and strategy with respect to knowledge sharing 

strategies in KSA construction organisations. The importance of expressing the 

vision to the rest of the organisation is paramount. Hansen et al. (1999) discussed 

the importance of having a strategy for managing an organisation’s knowledge 

and identified several cases, where having the wrong strategy or no strategy 

caused organisations to fail to utilise their knowledge.  

 

It can be inferred that without leadership support and commitment, no knowledge 

sharing initiatives will take off in any meaningful way. Leaders in KSA 

construction organisations need to understand knowledge sharing as a key 

business driver rather than as a resource-intensive additional initiative. There is 

an urgent need for improved awareness and understanding of the challenges and 

significance of knowledge. In order to fill this gap, a training tool for leadership 

capability building for implementing knowledge sharing initiatives needs to be 

developed.  



 

 

 

 

 

 

• LACK OF STRATEGY FOR KNOWLEDGE SHARING 
 

 

In this study, 55 percent (24 of the 44) of the interviewees noted that the lack of 

strategy for knowledge sharing is another key challenge for KSA construction 

organisations. Many construction organisations in the KSA suffer from the lack of 

a KM strategy and even those that have one usually end up facing resistance 

from upper-level management to implement it (Al-Hussain et al., 2012). In recent 

years, the concept of strategic management has shifted from the resource-based 

view to the knowledge-based view of the firm, as it enables organisations to 

increase their capacity and competitive advantage (Oluikpe, 2012).  

 

During the analysis, it came out that KSA construction organisations need to have 

strategies for knowledge sharing procedures to improve the industry performance 

but there are various drawbacks or challenges present, which have to be sorted 

out for the betterment of the whole industry. Leaders and managers of the 

construction sector have less knowledge relating to the latest technology strategy 

or designs. For this reason, they are having trouble understanding new methods 

when trying to implement them. Rahman et al. (2016) highlighted that every 

single construction project is being delayed due to the lack of knowledge and 

understanding. Cultural issues are also associated with this problem and have 

been hampering the progress of the works badly. 

 

For example, one of the interviewees noted that: 



 

 

 

 

“The current challenges in the construction industry with respect 

to health and safety of the people are with respect to exposure 

to chemical, machinery, accidents, pollution and dust which may 

cause harm to people and the building. Therefore, managing 

best and worst practices are important. But we don’t have any 

strategy for managing knowledge”.   

 

As per this statement, no current safety related knowledge management strategy 

and understanding is present among KSA construction organisations.  

 

Another interviewee noted that: 

“Remote projects, domestic workforce market, material quality, 

talent pool are some challenges which need keen monitoring and 

proper governance and best control over it. Proper channels of 

communication and through respective means and medium are 

other challenges faced by the organisation. Lack of strategy for 

knowledge management and streamlining of proper processes, 

lack of human resource and proper build in infrastructure are also 

challenges which the organisation is trying to cope with”.  

 

The above statement is clearly saying the lack of KM strategy is causing problems 

for construction organisations. This could be stated as the major drawback for 

organisations, where problems are occurring due to the poor KM strategy. If this 

scenario continues, then the construction sector of KSA will soon face massive 

issues.  

 



 

 

 

 

• LACK OF AWARENESS ABOUT KNOWLEDGE SHARING 
 

 

In this study, 50 percent (22 of the 44) of the interviewees noted that the lack of 

awareness about knowledge sharing is another key challenge for knowledge 

sharing in KSA construction organisations. The “digitized knowledge society”, 

digital transformation strategies take on a different perspective and pursue 

different goals. From a business-centric perspective, they focus on the 

transformation of products, processes, business models and organisational 

aspects owing to new technologies (e.g.  Internet of Things, Artificial Intelligence, 

and Big Data). From a human-centred perspective, KM focuses on capturing and 

sharing tacit and explicit knowledge. This includes connections between people 

and to embrace social relations with their corresponding technology support, also 

called social knowledge environments (North et al., 2018). 

 

Koushki et al., (2005) explained that the situation of construction sector has been 

changing partially and new ideas are being incorporated in the system. Banawi 

and Bilec (2014) highlighted that managers and the government of KSA have 

asked to incorporate new procedures and knowledge in the construction process 

so that all sorts of loopholes could be eradicated. Different digital mediums also 

have been implemented, which could help build strong communication among all 

the entities present in the construction sector and people could easily share their 

views and ideas. This process enhances the potential strength of the construction 

procedure. Interviewees also shared their views on this situation. Their views 

could help to find out the negative and positive issues associated with knowledge 

sharing mechanisms. 

 



 

 

 

 

For instance, one of the interviewees noted that:  

“Yes we are trying to augment the awareness of knowledge 

sharing and services essential for the betterment of the 

organisation, hiring superlative faculty across the globe and a 

human resource team which will instrument the best human 

resource policy to progress the knowledge sharing ability of the 

employees and also link in the gap for communication and 

management for the distant projects by acclimatising best 

infrastructure and information technology to advance the work for 

the remote projects”.  

 

This view clearly denotes a new dimension of KSA construction organisations to 

improve awareness of knowledge sharing strategies. According to the above 

interviewee, it could be stated that the KSA government is trying hard to 

incorporate modern techniques to hire people and train them regarding the 

construction procedure where they would be able to gain various ideas and 

concepts. On the other hand, policies are also associated with reducing the 

knowledge sharing challenges and the communication gap among construction 

stakeholders. Change could be seen in various means as one of the interviewees 

noted that:  

 

“Yes, my organisation is ready to fight with it and can address 

the challenge with the help of combined knowledge of systems 

engineering and of health or safety to make sure that chemicals, 

machinery, software, furniture, and consumer products will not 

cause harm to people or buildings”.  



 

 

 

 

 

This statement clearly indicates that even in safety, new mechanisms or 

instruments are being introduced to enhance the quality of service.  

 

6.4 SUMMARY  
 

 

Knowledge sharing is the process whereby people share their understanding and 

knowledge. It is the sheer duty of the management of KSA construction 

organisations to create situations where people can increase their thinking 

capability, which can be done through different technological advancements like 

email, database systems, or e-newspapers (Kanapeckiene et al., 2010). Before 

implementing knowledge sharing processes in the organisational context, 

management of the organisations must identify appropriate strategies by which 

they could share their thoughts with others. There are different ways and 

procedures which could enhance the knowledge sharing procedure in 

organisational premises. Various ways have been defined to allow access for 

better knowledge sharing. Most of the interviewees shared their strong views on 

these issues and, according to them, technological advancement would be 

greatly needed to share knowledge regarding the construction process.  

 

This study revealed the eight most frequently used knowledge sharing techniques 

and technologies in KSA construction organisations. They are: emails, telephone, 

WhatsApp, face-to-face meeting, video conferencing, web-based tools, 

storytelling and after-action reviews. It is surprising to see that WhatsApp is very 

widely used compared to other modern technologies. Without knowledge 

sharing, knowledge building wouldn’t be possible and that would be very 



 

 

 

 

problematic for every process. It has been found that due to lack of knowledge 

multiple problems occur in the KSA construction sector.  

 

The practical implication of this research is that knowledge sharing should not 

only focus on the specific knowledge to be shared between individuals but should 

also address strategic concerns at group and organisational levels. Therefore, 

construction organisations in the KSA must also hone in on these basic modern 

day truths and implement simple knowledge sharing techniques and 

technologies. To gain a competitive advantage, it is necessary for the KSA 

construction industry to recognise and use a blend of ICT and non-ICT based KM 

tools. It is advisable to use knowledge sharing techniques and technologies that 

are conventional, simple, low cost, and easy-to-use with minimum training needs, 

such as mentoring and after-action-review strategies.   

 

This chapter has addressed the third research objective of the current study, “to 

explore and document the current usage of key knowledge sharing techniques 

and technologies in KSA construction organisations” and the third research 

question, which is “what are the key knowledge sharing techniques and 

technologies that are currently being used in KSA construction organisations”.  

 

The key challenges KSA construction organisations face in knowledge sharing, 

as revealed from the study, are: lack of communication skills, lack of resources 

in the construction organisation premises, lack of culture for knowledge sharing, 

lack of leadership support for knowledge sharing, lack of strategy for knowledge 

sharing, and lack of awareness about knowledge sharing. 

  



 

 

 

 

The study revealed that, although there are a huge number of talented and 

experienced employees in the country, lack of communication and management 

system leads them to underperform, thereby affecting the organisational 

effectiveness in the market. Improper communication hampered mutual 

understanding and collaborative participation between the employees and thus 

their individual, as well as team, performances were greatly affected. Most of the 

respondents claimed that the employees did not receive necessary information 

and details of the work to be performed and hence it led to poor knowledge 

sharing among them.  

 

Many employees thus became demotivated and lost interest in their work, which 

led to the increase in employee turnover. Efficient staff are required to carry out 

a successful construction project and, as a matter of fact, the construction 

organisations of the KSA are facing complexities to a great extent (Assaf and Al-

Hejji, 2006). They were not given knowledge about the latest equipment and 

technologies used for the project execution which decreased their enthusiasm 

and morale at work. Furthermore, construction operations are very hectic and the 

hot and humid climate of KSA makes it difficult for the employees to work 

overtime. Furthermore, despite the long working hours, they are not paid 

according to what they deserve. The study revealed that workers at KSA 

construction companies did not receive appropriate resources and facilities from 

the management. Moreover, unfair distribution of tasks and delays in wage 

payment added to their dissatisfaction and loss of encouragement at work to 

share knowledge. 

 



 

 

 

 

In order to overcome these challenging situations, it is very important for the 

management to tackle them in the best way possible. Different theoretical 

understandings had been portrayed, which had been faced by the construction 

organisations, due to lack of communication and understanding between the 

management and the employees. Poor motivational strategies and low 

interaction levels failed to develop knowledge sharing among the employees (Le-

Hoai et al., 2008). Many new technologies and mechanisms were involved in the 

construction companies of KSA that the employees had little knowledge about. 

As a result, effective communication is needed to explain their features and 

working procedures, so that they can easily conduct their construction operations 

and enhance their quality of service. Moreover, the salary structure, as well as 

the working hours, of the employees should be made feasible and satisfactory so 

that they feel interested and encouraged to deliver their best outputs at work.  

 

The chapter concludes that knowledge sharing is an integrated and complex 

process. This involves social, cultural, financial, and technological 

considerations. Furthermore, KSA construction organisations need to work more 

collaboratively with their stakeholders. More effective knowledge sharing within 

and across construction organisations is also required. Business memory is lost 

as project teams break up at the end of a project, or when people move on from 

short-term contracts.  Opportunities to reflect on lessons which could benefit 

future projects are missed in KSA construction organisations. Therefore, 

professional institutions and construction industry in the KSA should support and 

participate in the work of knowledge-sharing groups to address perceived risks 

from new technologies (e.g. AI, robots, mobile applications) and processes (e.g. 

climate change issues). 



 

 

 

 

 

First part of this chapter has addressed the third research objective of the current 

study, third research objective of the current study, “to explore and document the 

current usage of key knowledge sharing techniques and technologies in KSA 

construction organisations” and the third research question, which is “what are 

the key knowledge sharing techniques and technologies that are currently being 

used in KSA construction organisations”.  

 

Second part of this chapter has addressed the fourth research objective of the 

current study, “to critically appraise and document the main challenges 

associated with knowledge sharing in KSA construction organisations”. 

Therefore, this chapter has answered the fourth research question which is “what 

key challenges do KSA construction organisations face in knowledge sharing?”. 

The next chapter (i.e., Chapter 7) discusses the benefits of knowledge sharing 

for KSA construction organisations. 

 

 

 

 
  



 

 

 

 

CHAPTER 7 : BENEFITS AND A FRAMEWORK FOR 
KNOWLEDGE SHARING IN KSA CONSTRUCTION 
ORGANISATIONS  
 

7.1 INTRODUCTION 
 

This chapter discusses the perceived benefits of knowledge sharing strategies 

for the competitiveness of KSA construction organisations. The findings are 

validated and elaborated using the results from interviews with 44 industry 

professionals. The findings are also substantiated with the relevant literature. 

 

In this chapter results are presented in two parts. The first part in section 7.2 

presents an analysis of the empirical data in relation to benefits of knowledge 

sharing for the competitiveness of KSA construction organisations.  In this study, 

during face-to-face interviews, interviewees were asked about the perceived 

benefits of knowledge sharing for the competitiveness of KSA construction 

organisations (See appendix A and F). Six key benefits were revealed (see Table 

7.1). Each of these key drivers is discussed in detail. In doing so, this chapter 

addresses the sixth research objective of the current study, which is “to critically 

appraise and document the perceived benefits of knowledge sharing strategies 

for KSA construction organisations’ competitiveness”, and the fifth research 

question, “what are the perceived benefits of knowledge sharing strategies for 

KSA construction organisations’ competitiveness”. 

 

Furthermore, section 7.3 presents a framework for knowledge sharing in the KSA 

construction organisations. The findings from the previous stages of this research 

study were taken into consideration in the development of the framework. The 

developed framework provides broad guidance for the integration of knowledge 



 

 

 

 

sharing strategies into day-to-day operational decisions. This framework is 

intended to offer guidance for the successful implementation of knowledge 

sharing strategy.  In doing so, section 7.3 addresses the sixth research objective 

of this current study, which is “to develop and validate knowledge sharing 

framework for the benefit of KSA construction organisations.”  

 
Section 7.4 summaries the findings. Overall, chapter 7 addresses the fifth and 

seventh research objectives, which are “to critically appraise and document the 

perceived benefits of knowledge sharing strategies on KSA construction 

organisations competitiveness” and  “to develop and validate a framework for 

knowledge sharing for the benefit of KSA construction organisations”. 

 

7.2 BENEFITS OF KNOWLEDGE SHARING STRATEGIES FOR 
ORGANISATIONAL COMPETITIVENESS  

 

 

In the current study, during face-to-face interviews, interviewees were asked 

about the perceived benefits of knowledge sharing for the competitiveness of 

KSA construction organisations. This study revealed six key benefits of 

knowledge sharing strategies for the competitiveness of KSA construction 

organisations. These are: acceleration of the construction process; better 

delivery of construction projects; better problem solving; improved resources 

efficiency; improved innovation; and improved performance. 

 

 

 

 

 

Table 7.1: The perceived benefits of knowledge sharing strategies for 
competitiveness  



 

 

 

 

 

 
 

• ACCELERATION OF THE CONSTRUCTION PROCESS 
 

 

In this study, 91 percent (40 of the 44) of the interviewees noted that knowledge 

sharing confers the benefit of acceleration of the construction process. It is very 

important to manage and increase knowledge of the staff regarding all sorts of 

construction business functionalities so that they can achieve the business 

objectives. Appropriate knowledge sharing from the management department to 

the employees helps the business to grow and stay in the market. Al-Adaileh and 

Al-Atawi (2011) embraced their constant understanding over investigating how 

knowledge is managed and preserved in KSA construction businesses.  

 

According to Swift et al., (2010), knowledge sharing of construction organizations 

needs to be managed properly so as to maintain a smooth company culture. The 

beneficial aspects of knowledge sharing helped the employees working in this 

sector. It is of utmost necessity to provide optimum knowledge to the employees 

so that they can to perform all their activities and live up to the expectations of 

Benefits of knowledge sharing No. of Interviewees cited 
(N=44) 

Acceleration of the construction process 91% 

Better delivery of construction projects  86% 

Better problem solving  80% 

Improved resources efficiency   68% 

Improved innovation  59% 

Improved performance  52% 



 

 

 

 

the companies. Knowledge sharing helps in resolving most common business 

problems thereby increasing efficiency and organisational productivity. Abdalla 

et al. (2022) stated that knowledge sharing and experience accelerates learning 

and facilitates more rapid progress. Moreover, agreeing on rules and standards 

supports comparability of information, helps establish good practices and 

underpins shared understanding and mutual trust. 

 

 

• BETTER DELIVERY OF CONSTRUCTION PROJECTS 
 

 

In this study, 86 percent (38 of the 44) of the interviewees noted that knowledge 

sharing have high positive impact on the delivery of construction projects. Yaacob 

et al., (2011) stated that the knowledge sharing process is a systematic approach 

for creating value by using shared expertise of a business. It has been clearly 

identified from the opinions of the interviewees that knowledge sharing enhances 

the overall working process of the organisations. The success and high 

productivity of the organisations depends mainly upon knowledge sharing. With 

the help of such, KSA culture can be nurtured within construction organisations.  

The organisational agility is highly improved by knowledge sharing and 

understanding with each other. A good knowledge sharing system supports the 

growth and development of the employees to a considerable extent. 

 

One of the interviewees noted that: 

“In our organisation, the fact that knowledge sharing had helped 

a lot in inspiring the employees in generating new and creative 

ideas at work. In other words, it can be said that the employees 



 

 

 

 

had been highly motivated and encouraged to stay ahead of our 

competitor companies. In nutshell knowledge sharing had made 

it much easier for the employees to deliver better quality of work 

to all the clients.”. 

 

KSA construction organisations require perfect stimulation of activities and 

processes which is best done through knowledge sharing. When the ideas of the 

employees are acknowledged and valued, they feel motivated to execute their 

activities by applying the same. The urge for betterment grows in their minds, 

which can prove to be beneficial to attaining success in business. According to 

one of the interviewees, knowledge sharing made it much easier for employees 

to deliver better quality of work to all the clients. 

 

Individuals do not need to search through different websites and study the printed 

materials to access information and knowledge about a particular project. It also 

upgrades the employees as they come to know about each other’s expertise 

thereby increasing their potential. The skills and abilities of the workers also 

improve, which directly enhances the quality and quality of production. Hence the 

orders of the clients can be fulfilled on time which tends to satisfy them and keeps 

them committed to the organisations. Therefore, workers in the construction 

organisations can gain valuable information and ideas from their managers, as 

well as other team members, through which they can deliver projects in a better 

way. 

 

• BETTER PROBLEM SOLVING 
 

 



 

 

 

 

In this study, 80 percent (35 of the 44) of the interviewees noted that knowledge 

sharing has a high positive impact on problem solving. According to Casimir et 

al., (2012), employees are able to understand each other’s perceptions and 

knowledge.  

For instance, one of the interviewees noted that: 

“knowledge must be shared via a definite platform so that the 

necessary information about a specific task can be quickly 

broadcasted and transmitted without any interference”.  

 

Such platforms are extensively used in business for achieving cost efficiency, 

driving the revenue margin of the companies, as well as improving business 

processes. Therefore, it is suggested that a sound knowledge sharing strategy 

should be established at KSA construction organisations so as to advance their 

efficiencies and regulate the smooth work process of the workers. For example, 

KSA construction organisations observed effective use of Information 

Technology among the employees which made the communication process 

smoother and convenient. The implementation of information technology helps in 

controlling the flow of knowledge sharing so that a smooth record of information 

can be maintained. 

 

According to Trusson et al., (2014), recorded information or knowledge can be 

used by construction organisations to tackle any kind of emergency. The 

individuals can look into the information easily at anytime from anywhere. In this 

way, the individuals can take proper and prompt decisions for the benefit of the 

companies. Thus, from the feedback of the interviewees, it was concluded that 

the construction companies of Kingdom of Saudi Arabia must adopt Information 



 

 

 

 

Technology in order to keep the overall knowledge in one database in an 

organised manner. In this case, knowledge sharing platforms play a pivotal role.  

 

Another interviewees noted that: 

 “the development and predominance of the knowledge sharing 

platforms like Information technologies had helped in eliminating 

or reducing the communication barriers thereby increasing the 

accuracy and appropriateness of the knowledge that is shared. 

The possible chances of errors and data duplication can be 

avoided and thus the visibility of the companies will increase in 

front of the peers”.  

 

The current study results suggest that many construction organisations in the 

KSA have faced operational difficulties due to lack of proper knowledge sharing. 

The employees and managers thus fail to take prompt decisions to resolve those 

difficulties, which hamper the smooth flow of the organisational activities. It is 

suggested that the best problem-solving experiences of an organisation can be 

made through reusable of appropriate knowledge sharing. 

 

Abdalla et al. (2022) noted that when the pressure of time is overwhelming, and 

there is a significant shortage of information and knowledge about a given 

problem, and yet a decision must be made, managers search unconsciously in 

their experience to find similar situations or common configurations and make 

decisions based on pattern recognition. Therefore, organisations had to 

capitalise on the full spectrum of knowledge (i.e., rational, emotional, and 

spiritual) in order to develop their knowledge capital and the critical knowledge 



 

 

 

 

capabilities for dealing with the new challenges such as of the COVID-19 social 

and economic crises. 

 

• IMPROVED RESOURCES EFFICIENCY 
 

 

In this study, 68 percent (30 of the 44) of the interviewees noted that knowledge 

sharing have high positive impact on resources efficiency. Johnson (1997) 

highlighted when an operational issue is managed or resolved by applying a 

specific solution, it is important for the employees to keep that in mind and 

implement it for managing similar situations in the future. It can thus keep the 

morale of the employees higher which facilitates their work performance. 

Unnecessary processes can be efficiently avoided which will save a lot of time 

and money and help them to complete the demands and orders of the clients 

much faster. According to one of the interviewees that: 

 

 “the saved time and money can be invested on new projects 

leading to the development and growth of the organisations in 

the future. A final monitoring and supervision can be effectively 

done on the designs and small details of the project which 

improvises the overall execution of the concerned project. 

Moreover, it can also help in building a strong foundation for 

collaborative working relations”. 

 

Abdul‐Hadi et al. (2005) explained the importance of knowledge sharing in 

increasing the performance of the employees of the construction sector. This 

directly leads to improving their efficiencies in producing output and accelerate 



 

 

 

 

the level of operations through the removal of redundant procedures. Apart from 

that, knowledge sharing also improves the relationship and interactions among 

the team members. One of the interviewees revealed this clearly that: 

 

“Knowledge sharing facilitates communication process and as a 

result, it connects the fellow employees working for a particular 

construction project. Lack of trust and collaboration was one of 

the major challenges observed in my organisations. While 

working in teams, the workers need to have faith and trust on 

each other in order to maintain a smooth progress in the work. 

Knowledge sharing provides access to a good practice but also 

to the learning that mistakes brought. In a professional 

environment it difficult for anyone to admit their mistake due to 

completion pressures. Knowledge sharing builds an environment 

of trust and collaboration. Teams benefit from the experience and 

“know-how” of each member. This makes the team more efficient 

than the sum of individuals composing it.” 

 

 It is clear from the above statement that proper knowledge sharing helps in 

building a professional environment of trust and collaboration among team 

members. Hence organisations should aim at encouraging effective knowledge 

sharing so that the teams can gain valuable experiences from the “know-how” of 

every member. The strengths and working capabilities of the workers are shared 

which makes the teams more efficient than the total number of employees 

involved within. In the KSA construction sector, the workers sometimes deny their 

mistakes because of the high level of competition and pressure of project 



 

 

 

 

completion. This tends to affect the efficacy of the activities and hinders the 

organisations in achieving their goals. With relevance to the Social Capital 

Theory, the KSA construction enterprises must consider knowledge as the capital 

of an individual and its distribution among the employees can help the companies 

to establish their competitiveness and grow their assets. When accurate and in-

depth knowledge is transmitted among employees, they can easily avoid 

accusations raised against them for an unexpected situation. 

 

For instance, one of the interviewees noted that:  

 

“If standards have been defined, they should be followed. This 

allows the employees to learn how things are done, to have 

predictable and consistent results. A sharing platform allows 

broadcasting the knowledge as soon as possible without any 

interference. Due to this process, employees learn to deal with 

the runtime issues by themselves. It also creates a healthy 

environment for the employees so that they are comfortable 

sharing the knowledge with everyone. This also helps them to 

keep their morale up and keep them going to achieve the goals 

set”. 

 

In view of the above statement, it could be stated that the social capital involves 

different norms and standards, which should be taken into consideration during 

the knowledge sharing process. Maintenance of these standards will make the 

employees come across various new things and learn new aspects regarding a 

particular project. In other words, the employees will be able to understand clearly 



 

 

 

 

how they can execute a project and yield predictable results. Knowledge sharing 

can be regarded as an indirect means of rewarding the employees besides the 

formal reward structure. They are given adequate information and details of the 

work they are supposed to do which helps them to perform their job 

responsibilities effectively. Ismail Al-Alawi et al., (2007) highlighted the concept 

of Social Exchange Theory and stated that knowledge sharing influences job 

security of the employees, and maintaining status, which motivates and inspires 

the employees to a significant level. Exchange of knowledge not only benefits the 

recipients, but also it influences the sharer of knowledge significantly. 

 

• IMPROVED INNOVATION 
 

 

In this study, 59 percent (26 of the 44) of the interviewees noted that knowledge 

sharing has a high positive impact on innovation. Yaacob et al., (2011) explored 

how KM strategy is used in the KSA construction organisations and how it brings 

out creative thoughts from the employees. Le-Hoai et al. (2008) stated that an 

effective KM strategy acts as a bridge for fulfilling the knowledge gaps. 

Continuous exchange of knowledge and information keeps the workers updated. 

They understand when and how their knowledge needs to be applied for a 

specific case. This information or knowledge can be associated with a variety of 

aspects such as market trends, profits, company goals, customer needs, 

shareholders’ and investors’ interests, and market share, as well as project 

related specifications like designs, structure, execution process, deadlines. The 

motto of this knowledge sharing is to upgrade the expertise and mindsets of the 

employees within a short span of time. 

 



 

 

 

 

According to one of the interviewees: 

 

 “it increases the logistics management functions by reducing the 

cost of transportation and excessive resources within the pre-

decided working hours. In simpler words, systematic knowledge 

sharing process allows the workers to work under minimal 

pressure. Thus they do not need to work for more hours to 

complete a particular construction project. Inventory 

management is highly facilitated through knowledge sharing”.  

 

From the above, it is clear that positivity can be spread in the organisational 

environment through this process, which will motivate the employees and make 

them more focused at work. The employees can be satisfied and retained for a 

long time at organisations which will help the companies to survive competitively 

in the market. 

 

Haas and Hansen (2007) highlighted that construction projects involve laborious 

work and high levels of concentration; the workers tend to get demotivated and 

impatient at times. Hence, having a knowledge sharing strategy will automatically 

make them satisfied and thus they will enjoy their work and think twice before 

leaving the company. Therefore, construction organisations need to encourage 

internal knowledge sharing so that the chances of miscommunication and 

misunderstandings can be reduced considerably. Moreover, the existing 

employees can wilfully train and help new recruits regarding the processes and 

systems of their teamwork. According to Clobridge (2017), knowledge sharing 

among the employees with different cultures, religious values, principles and skill 



 

 

 

 

sets helps in rapid growth of the firms. Thus, it can also be said that knowledge 

sharing process entertains the involvement of different cultures and values under 

one roof. 

  

• IMPROVED PERFORMANCE  
 

 

In this study, 52 percent (23 of the 44) of the interviewees noted that knowledge 

sharing has high benefit on performance. According to Mohamed et al., (2008) 

knowledge sharing allows them to assist each other at work and by doing things 

repeatedly; they tend to achieve excellence in those tasks. The prime goal of the 

construction organisations is to fulfil the orders of the clients and satisfy them. 

This study revealed that there is a strong need for organisations to encourage 

goal-oriented learning for increasing the performance of the employees. Apart 

from learning new sets of knowledge, the employees can grow their focus more 

upon the project and its strengths and weaknesses in detail. The competence 

level of the workers will thus be improved. Sustainable business development in 

the construction industry will be possible in the KSA through performance and 

learning goal orientation.  

 

Enriching the employees with valuable skills and capabilities is extremely 

important to accomplish the construction tasks within the decided timeframe 

(Kazi, 2005). Hence, knowledge sharing through proper training programmes in 

the organizations is necessary so that the project manager or the project leader 

can deliver appropriate knowledge to the workers and make them work according 

to the needs of organisations.  

 



 

 

 

 

For instance, one of the interviewees noted that: 

 “After all the hard work and team spirit shown by each and every 

employee to bring knowledge sharing strategies into effect, it 

helps the organisation to climb the ladder of excellence thereby 

achieving a lot of success. For any company to succeed with 

flying colours it is crucial to have a knowledge sharing strategy. 

Knowledge sharing does not only show coordination in the team 

members but also shows the necessary discipline in the 

organisation”.  

 

According to Zhu et al. (2018), construction organisations in the KSA will be 

capable of attaining the medal of excellence after all team members work 

together with the same spirit and dedication. Co-ordination and mutual 

understanding among them display the discipline that is necessary to maintain 

while working on a particular project. Constant intervention and support of the 

project managers towards knowledge sharing grows a strong sense of work 

commitment among the employees. They tend to work hard and enhance 

organisational performance. 

 

7.3 RATIONALE FOR THE KNOWLEDGE SHARING FRAMEWORK 
 

 

Abadie (2014) noted that a framework is an important tool for depicting the focus 

of a particular study on any selected concern theoretically, as well as visually. 

Thus, the knowledge sharing framework shall work as a conceptual, as well as 

visual, framework that can be effective for reflecting on the key components of 

framework, showing its association with the knowledge sharing in the 



 

 

 

 

construction sector. As pointed out by Alashwal and Abdul-Rahman (2014), there 

would also be systematic arrangement of the concepts, beliefs, values, and 

theories that might be relevant to the knowledge sharing in the context of 

knowledge sharing. In this respect, it can thus be noted that this would serve as 

an important tool for reviewing the advantages, disadvantages, drivers, barriers, 

applications, of knowledge sharing system in an integrated manner through the 

help of the framework.  

 

As noted by Algahtany et al. (2016), the framework would thus help to reflect 

upon different aspects of knowledge sharing in an integrated manner so as it can 

be taken as an integrated tool for understanding the overall view of knowledge 

sharing in the construction sector. 

  

In this study, during face-to-face interviews, interviewees were asked the need 

for developing a framework for knowledge sharing to the benefit of KSA 

construction organisations. Overwhelmingly, 95 percent (42 of the 44) of the 

interviewees cited the need for a comprehensive framework for knowledge 

sharing on day-to-day business. For instance, one of the interviewees noted that:  

“It is not only the need of the organisation, but of the construction 

Industry to have a framework for the successful implementation 

of the knowledge sharing strategies as this will ultimately help 

the industry and the KSA by having a better pool of resources to 

enhance the construction projects and improve the ability of the 

employees helping the organisation develop best practices and 

enhance the quality of work with the help of the latest technology 

and tools of KM and by best use of the KM platform”.  



 

 

 

 

The above statement clearly reveals the need for a framework for the execution 

of construction projects in the KSA. This is because the framework shall also be 

beneficial for the employees to use the best practices that would be necessary 

for improving the quality of work in the construction sector.  

 

Another interviewee noted that:  

“Yes, it is crucial to have a framework for successful 

implementation of knowledge sharing strategies. As it has been 

viewed from the past decade that due to a lack of collaboration, 

projects have always had some issues which were not resolved 

quickly. Having a framework enables us to implement the skill of 

each and every employee. This not only helps in development of 

the organisation, but also in the development of the KSA’s 

construction industry”. 

 

Alshanbri, et. al. (2015), noted that a framework for the formulation of the 

knowledge sharing model shall reflect upon the main areas of framework that 

include the nature of the knowledge shared, the motivation for knowledge sharing 

and also opportunities for knowledge sharing. Alshanbri et al. (2015) also 

revealed that the culture in the work environment serves as the anchor that holds 

together the factors that have been stated necessary for knowledge sharing. It 

has also been stated by Arif et al. (2017) that there are different elements 

included in the framework formulation including tactic knowledge, value of 

knowledge, and explicit knowledge that are significant part of the knowledge 

sharing needs.  

 



 

 

 

 

Arif et al. (2017) found that there are certain external factors that determine the 

success or failure of knowledge sharing and that includes rewards for knowledge 

sharing and relation between recipients and providers in knowledge sharing pool. 

It had also been pointed by the product managers in the interviewee that 

knowledge management is needed for enhancement of knowledge gathering and 

to facilitate the employee retention. It stated: “this will ultimately help the industry 

and the Kingdom of Saudi Arabia by having a better pool of resources to enhance 

the construction projects and improve the ability of the employees” This requires 

that there is need for effective relationship between internal and external factors 

in an organization.  

 

As per Alotaibi et al. (2014), knowledge sharing is thus aimed at improving quality 

management and that concerning the fact that the culture in the work 

environment has significant impact on the success of knowledge sharing, it had 

been added by the product manager that there is need for a structured approach 

for managing and sharing information. It had also been added by Arif, et al., 

(2015) that knowledge sharing is important from the viewpoint of effective 

decision making and for improving the productivity to the end users. In this 

respect,  Arif et al., (2015) expressed the view that there is a need to maintain 

effective relationship between the internal receiver and external providers for 

ensuring that information is adequate for product development and effective 

product delivery system.   

Abdalla et al. (2022) observed that, as a consequence of changing dynamics in 

social and business configurations, organisations which are interested in 

surviving over the time must develop frameworks which allow them, conceptually 

and operationally, to integrate smart technologies into knowledge sharing 



 

 

 

 

processes in order to support decision-making and organisational value creation 

activities. For example, digital technology offers opportunities for creating 

experiences, processes and organisational forms that reshape organisations. 

Hence, it facilitates the accumulation of both internal and environmental change 

information, while exploiting insights that emerge as a result of the transformation 

of data into knowledge with strategic value. Such knowledge integrates the 

technology variable into the productive and business system, allowing proper 

cooperation and allowing advance decision-making processes to be established 

– especially those connected with the development of innovative processes. 

 

• PROPOSED FRAMEWORK FOR KNOWLEDGE SHARING 
 

Analysis of field data and review of current literature, a number of improvement 

opportunities were identified with the intent to help KSA construction 

organisations to improve knowledge sharing strategies.  The proposed 

framework as shown in Figure 7.1 consists of eight key steps namely: understand 

the key drivers for knowledge sharing; define the vision and mission of the 

organisation vision and mission for knowledge sharing; select key knowledge 

sharing strategies; identify key knowledge assets to share; define knowledge 

sharing techniques and technologies; identify factors critical to success; 

measure; and report organisational performance with respect to knowledge 

sharing vision.  

 

The key drivers for knowledge sharing in the KSA construction organisations are 

broad, but five key drivers stand out. They are: to integrate knowledge assets, to 

boost productivity, to capture knowledge assets, to transfer knowledge assets, 

and to retain knowledge assets (see Chapter 5, section 5.2). It should be noted 



 

 

 

 

that for some organisations the key drivers may be all or a combination of some 

of these drivers. Based on the key drivers, organisations could choose knowledge 

sharing strategies. Understanding the drivers could help construction business 

leaders to identify the resulting knowledge sharing strategies in their industry and 

organisation. Furthermore, this could act as a much-needed catalyst for 

stimulating internal discussion and debate about knowledge sharing issues 

threats and opportunities. Understanding drivers should also assist decision 

makers to develop knowledge sharing strategy based on the drivers so as to 

improve its knowledge sharing agenda. After evaluating the key drivers and its 

likely effects on organisational benefits, managers can develop the appropriate 

strategies for knowledge sharing. Without a clear knowledge sharing strategy, 

the KSA construction sector is not taking full advantage of its knowledge assets.  

Teams are left without clear direction of how to manage and share knowledge to 

increase value for the organisation. This can lead to inefficiencies within 

workgroups in place, as well as critical programmes, such as KSA vision 2030. 

Also, included in the framework are continual feedback loops that decision 

makers can use to evaluate and improve organisational knowledge sharing 

strategy. 

 

This study revealed seven key knowledge sharing strategies that have been 

implemented. They are: sharing project-related knowledge, knowledge sharing 

with key project stakeholders, sharing risk-related knowledge, knowledge sharing 

related to BIM, knowledge sharing related to waste management, knowledge 

sharing related to health and safety, and knowledge sharing related to carbon 

management. Regular sharing of best practices related to project related 

knowledge is the most widely implemented. However, it is evident from the 



 

 

 

 

current study results that knowledge sharing related to carbon management is 

under-implemented in the KSA construction organisations (See Chapter 5, 

section 5.3). 
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Figure 7.1: A framework for knowledge sharing in the KSA construction organisations 
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KM is the process of creating value from an organisation’s intangible assets. 

Knowledge is a critical component of an organisation’s assets and KM is 

increasingly seen as a necessary component of asset management. It deals with 

how best to leverage knowledge internally (e.g. best practices) in the organisation 

and externally to the customers, suppliers, society and shareholders (e.g. 

government reports).  

 

Eight most frequently used knowledge sharing techniques and technologies are 

widely used in KSA construction organisations. They are: emails, telephone, 

WhatsApp, face-to-face meeting, video conferencing, web based tools, 

storytelling and after-action-reviews. The study revealed that conventional, 

simple and cost-effective KM techniques and technologies such as emails, 

telephone, WhatsApp and face-to-face meetings are extensively used (see 

Chapter 6, section 6.2). It is surprising to see that WhatsApp is a very widely used 

technology compared to other modern technologies. Tools are usually required 

to facilitate knowledge sharing. Egbu et al. (2005) noted that non-IT tools are 

termed as KM techniques and the IT tools termed as KM technologies. 

  

For an organisation to fully utilise knowledge assets, management must promote 

and support the creation, sharing and use of knowledge among employees and 

discourage knowledge hoarding. Successful organisations have employees who 

consistently collaborate, cooperate and communicate both formally and 

informally. The organisation must take the initiative to change their environment 

to one that is conducive to knowledge sharing. The key challenges KSA 

construction organisations face in knowledge sharing, as revealed from the study, 
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are: lack of communication skills, lack of resources in the construction 

organisation premises, lack of culture for knowledge sharing, lack of leadership 

support for knowledge sharing, lack of strategy for knowledge sharing, and lack 

of awareness of knowledge sharing (See Chapter 6, Section 6.3). 

 

Knowledge sharing could often improve innovation and enhance competitiveness 

in several ways. For most organisations, the ultimate focus of KM strategies and 

programmes must be long-term profitability, improved cost savings, improved 

efficiency and productivity. In this study, knowledge sharing strategies contribute 

to KSA construction organisations competitiveness in six main areas. They are: 

acceleration of the construction process, better delivery of construction projects, 

better problem solving, improved resources efficiency, improved innovation, and 

improved performance. The organisation path to doing well by doing good has 

become the smart way to do business – only if organisations have the right 

knowledge and competencies required for it. Therefore, knowledge sharing 

assets is essential to improve sustainable competitiveness of KSA construction 

organisations. The sharing of knowledge carries several benefits, which influence 

the execution of construction projects, and knowledge transmission between the 

management and the employees is essential for growing and sustaining the 

overall performance of the KSA construction industry (See Chapter 7, Section 

7.2). 

 

• EVALUATION OF THE FRAMEWORK  
 

The framework evaluation criteria were adopted from Silverio-Fernandez et. al 

(2021) work. The developed framework (See Figure 7.1) was evaluated with four 

senior professionals from four large KSA construction organisations who were 
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part of the main study. The professionals had over 15 years of work experience 

in KM area. Two were KM advisors from organisations B and E. Director of KM 

from organisation A and knowledge sharing advisor from I (See Appendix D).  In 

this study, during face-to-face interview, the interviewees were asked about the 

comprehensiveness of the developed framework. The framework was sent to the 

professionals through email, together a set of question to review it. The 

participants selected were required to provide constructive feedback on the 

developed framework (See Appendix C). The evaluation process was held 

between January 2020 and February 2020. The feedback received by the 

respondents of the evaluation process was incorporated into the framework 

presented in this chapter. The respondents commented that the framework has 

a clear and easy to understand structure. They stated the high level of 

understanding of the framework. Respondents considered that all the terminology 

and structure of the framework are explained properly. One of the respondents 

noted that: 

“Yes I feel this framework will help us to successful 

implementation of knowledge sharing strategies in my 

organisation as the current legacy one is not appropriate and will 

not sustainable longer term”. 

 

Respondents found the logic flow appropriate and reasonable. All the 

respondents considered this framework useful, especially for an initial 

implementation of knowledge sharing agenda. In addition, one of the respondents 

highlighted that this framework can also be applied outside the construction 

industry. The feedback received during the validation process has been 

incorporated into the final framework. The framework can be further tested and 
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revised in both academic and business context. Overall, framework and its 

validation attempted to address objective sixth of this research study. 

 

 
7.4 SUMMARY  
 

In this study, knowledge sharing strategies contribute to the competitiveness of 

KSA construction organisations in six main areas. These are: acceleration of the 

construction process. better delivery of construction projects, better problem 

solving, improved resources efficiency, improved innovation, and improved 

performance. The organisation path to doing well by doing good has become the 

smart way to do business – only if organisations have the right knowledge and 

competencies required. Therefore, knowledge sharing assets is essential to 

improving sustainable competitiveness of KSA construction organisations. 

 

This study suggests that knowledge sharing is of utmost importance in the 

construction enterprises. Increase of knowledge is necessary among the 

employees in order to carry out all types of activities in an effective manner 

thereby achieving organisational objectives (Yaacob et al., 2011).  

 

Furthermore, the study revealed that proper sharing of knowledge carries several 

benefits, which influence the execution of the construction projects, and 

knowledge transmission between the management and the employees is 

essential for growing and sustaining the overall performance of the KSA 

construction industry. 
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Moreover, proper communication among the employees also helps in exchanging 

ideas and expertise between them thereby improving their teamwork and 

collaboration at work (Haas and Hansen, 2007). Employees are able to 

understand each other’s viewpoints and perspectives thus embracing their 

concentration and efforts in all their tasks. Hence, the employees will be 

motivated and dedicated to give their best and stay competitive in the market. A 

sound knowledge sharing strategy needs to be developed and followed in the 

KSA construction organisations to ensure smooth execution of the projects. 

 

Furthermore, the study revealed that how the rate of errors and misinterpretation 

of data had been reduced due to the knowledge sharing. Also, if knowledge 

sharing is done efficiently, then the organisational management will be capable 

of gaining effective problem-solving skills and reusing them for solving similar 

issues in the future. 

 

Furthermore, using a specific solution for resolving an operational issue helps the 

employees gain experience and courage to handle challenges properly (Casimir 

et al., 2012). Thus, their morale and confidence level will be boosted and they 

can achieve the objectives of the organisations by fulfilling the demands of the 

clients. Monitoring and close supervision is essential to make sure that 

appropriate information and knowledge is shared among the employees 

regarding a particular project. In this way, a strong collaboration and trust will be 

developed among the project team members.  

 

The above discussions have addressed the sixth objective of this current study 

which is “to critically appraise and document the perceived  benefits of knowledge 
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sharing strategies on KSA construction organisations’ competitiveness”, and the 

fifth research question “what are the perceived benefits of knowledge sharing 

strategies on KSA construction organisations’ competitiveness”. The next 

chapter (i.e., Chapter 10) discusses the framework for knowledge sharing for the 

benefit of KSA construction. 

 

This chapter has discussed the development of a framework for knowledge 

sharing for the benefit of KSA construction organisations. It can aid managers in 

operationalising a knowledge sharing agenda and tying it to the specific actions 

that will improve competitiveness. The findings from the previous stages of the 

research study and aspects from critical review of literature were taken into 

consideration in the development of the framework. The developed and validated 

framework provides broader idea for the integration of knowledge sharing 

strategies into day-to-day management decisions. This framework is intended to 

offer guidance for the successful implementation of knowledge sharing 

programmes. In doing so, this chapter addressed objective 6 of the current study, 

which is “to develop and validate a framework for knowledge sharing for the 

benefit of KSA construction organisations benefit” and the sixth research question 

“is there a need for developing and validating a framework for knowledge sharing 

in the KSA construction organisations’ benefit?”. The next chapter (i.e. Chapter 

11) presents the conclusions and recommendations of this investigation. 
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CHAPTER 8 : CONCLUSIONS AND 
RECOMMENDATIONS 
 

 

8.1 INTRODUCTION 
 

This chapter presents the research aim and objectives. To do so, the research 

process is described, and the conclusions and recommendations are provided. 

8.2 RESEARCH PROCESS 
Aim The aim of this research is to investigate how the Kingdom of Saudi Arabia (KSA) large 

construction organisations are knowledge sharing en-route to organisational competitiveness. 

Research Objectives • To explore and document the key drivers for knowledge sharing in the KSA construction 

organisations 

• To investigate and document the key knowledge sharing strategies that are currently 

being implemented in KSA construction organisations  

• To explore and document the current usage of key knowledge sharing techniques and 

technologies in KSA construction organisations  

• To critically appraise and document the main challenges associated with knowledge 

sharing in the KSA construction organisations  

• To critically appraise and document the perceived benefits of knowledge sharing 

strategies on KSA construction organisations competitiveness  

• To develop and evaluate a framework for knowledge sharing in the KSA construction 

organisations benefit  

Research questions 1. What are the key drivers that have fuelled the need for knowledge sharing in KSA 

construction organisations? 

2. What are the key knowledge sharing strategies currently being implemented in the 

construction organisations? 

3. What are the key knowledge sharing techniques and technologies that are currently being 

used in the KSA construction organisations? 

4. What key challenges do KSA construction organisations face in knowledge sharing? 

5. What are the perceived positive benefits of knowledge sharing strategies on KSA 

construction organisations competitiveness? 

6. Is there a need for developing and evaluating a framework for knowledge sharing for the 

benefit of the KSA construction organisations? 

Research Qualitative research 

Sample technique Purposive sample 

Sample size 44 

Sample diversity Directors, advisers, and managers responsible for implementing knowledge sharing strategies 

in KSA construction organisations  

Data collection method Semi-structure interviews 

Unit of analysis Construction organisations  

Embedded unit of analysis Individual employees 

Method of analysis Content analysis  

Outcome of analysis A framework for knowledge sharing in the KSA construction organisations   

Contribution to knowledge This study contributes to raising substantive awareness in terms of the articulation of 

knowledge sharing. There are several major contributions made by this research, some of 

them are for policy and framework makers in the construction sector and some are Knowledge 

Management Practitioners in the construction sector (See section 1.4 of chapter 1). Findings 

would also contribute to academia in modifying, and being reflected in, the curriculum for 

higher education in the field of knowledge sharing. 
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8.3 CONCLUSIONS 
 

Through this work, all the initial objectives conceived for this work have been 

satisfied, and the following conclusions are drawn from this study. 

• Knowledge in organisations is dynamic in nature and is dependent on 

social relationships between individuals for its creation, sharing, and use. 

The key drivers for knowledge sharing in the KSA construction 

organisations are broad, but five key drivers stand out. They are: to 

integrate knowledge assets, to boost productivity, to capture knowledge 

assets, to transfer knowledge assets, and to retain knowledge assets. 

Therefore, understanding the drivers for knowledge sharing is important. 

This understanding could assist decision makers to develop knowledge 

sharing strategies based on the drivers. 

• Seven key knowledge sharing strategies as revealed by this study. They 

are: sharing project related knowledge, knowledge sharing with key 

project stakeholders, sharing risk related knowledge, knowledge sharing 

related to BIM, knowledge sharing related to waste management, 

knowledge sharing related to health and safety, and knowledge sharing 

related to carbon management. Regular sharing of best practices related 

to project related knowledge is the most widely implemented. However, it 

is evident from the current study results that knowledge sharing related to 

carbon management is under implemented in the KSA construction 

organisations. 
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• Eight most frequently used knowledge sharing techniques and 

technologies that are widely used in the KSA construction organisations. 

They are: emails, telephone, WhatsApp, face-to-face meeting, video 

conferencing, web based tools, storytelling and after-action reviews. The 

study revealed that conventional, simple and cost effective knowledge 

sharing techniques and technologies such as emails, telephone, 

WhatsApp and face-to-face meetings extensively used. It is surprising to 

see that WhatsApp is very widely used technology compared to other 

modern technologies. Without knowledge sharing, knowledge building 

wouldn’t be possible and that would be very problematic for every process. 

It has been found that due to lack of knowledge multiple problems occur 

in the KSA construction sector.  

• The key challenges KSA construction organisations face in knowledge 

sharing, as revealed from the study, are: lack of communication skills, lack 

of resources in the construction organisation premises, lack of culture for 

knowledge sharing, lack of leadership support for knowledge sharing, lack 

of strategy for knowledge sharing, and lack of awareness of knowledge 

sharing.  

• In this study knowledge sharing strategies contribute to KSA construction 

organisations’ competitiveness in six main areas. They are: acceleration 

of the construction process, better delivery of construction projects, better 

problem solving, improved resources efficiency, improved innovation, and 

improved performance. The organisation path to doing well by doing good 

has become the smart way to do business – only if organisations have the 

right knowledge and competencies required for it. Therefore, knowledge 
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sharing assets is essential to improve sustainable competitiveness of KSA 

construction organisations. The study revealed that proper sharing of 

knowledge carries several benefits, which influence the execution of the 

construction projects, and knowledge transmission between the 

management and the employees is essential for growing and sustaining 

the overall performance of the KSA construction industry. 

• A knowledge sharing framework for the benefit of KSA construction 

organisations was developed and evaluate. The findings from the previous 

stages of this research study were taken into consideration in the 

development of the framework. The developed framework provides broad 

guidance for the integration of knowledge sharing initiatives into day-to-

day operational decisions. This framework is intended to offer guidance 

for the successful implementation of knowledge sharing programmes. The 

framework can be further tested and revised in both business and 

academic environment. 

 

 

8.4 RECOMMENDATIONS   
 

 

• The study revealed that although there are a huge number of talented and 

experienced employees in the country, lack of communication and 

management system led them to underperform thereby affecting the 

organisational effectiveness in the market. Improper communication 

hampered the mutual understanding and collaborative participation among 

the employees and thus their individual as well as team performances had 
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been greatly affected. Therefore, effective communication is needed to 

narrate their features and working procedures so that they can easily operate 

their construction operations and enhance their quality of service.  

 

• The nature of knowledge in organisations is complex and varies across 

different levels and functions in the organisation. For an organisation to be 

• successful in managing its knowledge, there needs to be a common 

understanding of what constitutes knowledge across the organisation. 

• This study recommends that knowledge sharing is of utmost importance in 

the construction business enterprises. Increase in knowledge is necessary 

among the employees in order to carry out all types of activities in an effective 

manner thereby achieving the organisational objectives. 

 

• The study recommends that proper sharing of knowledge carries several 

benefits, which influence the execution of construction projects, and 

knowledge transmission between the management and the employees is 

essential for growing and sustaining the overall performance of the KSA 

construction industry. 

 

• Knowledge sharing is an integrated and complex process. This involves 

social, cultural, financial, and technological considerations. Furthermore, the 

KSA construction organisations needs to work more collaboratively with its 

stakeholders. More effective knowledge-sharing within and across 

construction organisations is also required. Business memory is lost as 

project teams break up toward the end of a project, or when people move on 
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from short term contracts.  Opportunities to reflect on lessons which could 

benefit future projects are missed in the KSA construction organisations. 

Therefore, the KSA professional institutions and construction industry should 

support and participate in the work of knowledge-sharing groups to address 

perceived risks from new technologies (e.g. AI, robots, mobile applications) 

and processes (e.g. climate change issues). 

 

• The study suggests that the knowledge sharing should not only focus on 

the specific knowledge to be shared between individuals but should also 

address strategic concerns at group and organisational levels. Therefore, 

construction organisations in the KSA must also hone in on these basic 

modern day truths and implement simple knowledge sharing techniques 

and technologies. Furthermore, it is suggested that for effective 

implementation of knowledge sharing strategies, there is an urgent need 

for KSA construction industry to develop and deploy appropriate 

knowledge sharing related management training programmes. 

 

• Before embarking on a knowledge sharing journey, decision makers have to 

understand what it is that they would like to achieve with knowledge sharing 

and what value it needs to add to their organisation in the context of 

sustainability. It is also necessary for decision makers to recognise and use a 

blend of ICT and non-ICT based knowledge sharing techniques and 

technologies. Therefore, understanding the drivers for knowledge sharing is 

important. This understanding could assist decision makers with developing 

knowledge sharing strategies based on the drivers. 
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• The KSA construction industry contains employees that have been in the 

business for many years who are used to the way they have been practicing 

their day-to-day job in the industry. For a knowledge sharing strategy to be 

implemented and adopted, a training strategy can assist in the implementation 

of the broader knowledge sharing strategy. Through workshops and training 

sessions, employees can learn how to adopt best practices and it will promote 

the human interactions, which benefit knowledge sharing.  

 

• The scarcity of knowledge and expertise is, and will continue to be, a huge 

challenge for many KSA construction organisations. Therefore, training and 

education related to the sharing of knowledge will help leaders, managers, 

and change agents to better understand on how to craft and implement 

various knowledge sharing strategies for competitive advantage. 

 

• Knowledge sharing in the KSA construction industry means a cultural change 

in the way that people in the industry are used to working. Employees are to 

get on board with the knowledge sharing strategy which may change their 

way of working. A change of the management plan would specify to workers 

how to accept the knowledge sharing processes within the organisation. 

 

• There is a growing realisation that knowledge sharing is critical to knowledge 

creation, organisational learning, and performance achievement. Creation of 

new carbon reduction-related knowledge appears to be an emerging process 

that is related to personal work experiences that cannot be easily and 



 

210 

 

 

 

 

precisely reproduced and controlled. Specific measures could be used to 

identify, codify and apply new carbon reduction related knowledge and 

thereby contribute to its dissemination and retention within an organisation. 

 

• The KSA construction industry should liaise with universities to ensure the 

right skill sets are developed and to improve in-house training for knowledge 

sharing.  

 

• Through sharing best practices, lessons learned, and new ideas from the 

internal and external sources could provide critical knowledge to ‘knowledge 

workers’. This would engender efficient and effective working to reduce 

resources, cost and time while improving the quality of performance of 

infrastructure business.  

 

• The sharing of knowledge is not a natural process, hence when implementing 

a knowledge sharing process, a reward system put in place should be 

established. Recognition in the workplace shows appreciation of the efforts 

put in by the employees, encouraging them to further share knowledge. This 

however can become a system gamed by employees where the reward would 

be the end goal. The reward system not being a long-term process can assist 

with the gaming mindset, rewarding employees can create interest and 

excitement in knowledge sharing.  
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• The four factors critical to knowledge sharing between individuals in 

organisations are the nature of knowledge, the motivation to share, 

opportunities for sharing, and the culture of the work environment. 

 

8.5 FUTURE WORK  
 

 

This study has revealed a number of areas for further research and development, 

including the following: 

 

• Given that the research reported in this study is largely exploratory by nature 

and participants were managers, advisers, and directors only, the results 

presented are only tentative and of limited value for the purpose of 

generalisability.  

 

• Furthermore, the findings of this research are limited to KSA construction 

organisations only; as such, the level of generalisability outside this context 

may be very limited. However, we argue that the results obtained are useful 

to similar developing countries. 

 

• The framework has been evaluated henceforth there is potential for 

implementation in KSA large construction organisations. 
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• Extending this study using a larger sample with more balanced representation 

across construction sector organisations will provide the relevance of these 

findings to other countries’ construction organisations. 

 

• It would be worthwhile to explore the differences between micro enterprises 

(organisation employee size less than 10), small and medium-sized 

enterprises’ (organisation employee size less than 250) and large 

organisations (organisation employee size more than 250) approach to 

knowledge sharing in the KSA construction organisation.  
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APPENDIX A: PROTOCOL FOR SEMI-STRUCTURED INTERVIEWS 
 

 
 

KNOWLEDGE SHARING WITHIN THE KINGDOM OF SAUDI ARABIA 
LARGE CONSTRUCTION ORGANISATIONS  

 
Dear Potential Participant, 

 

My name is Hani Alamil and I am a research student at the University of Wolverhampton. As a 

part of my programme I am carrying out a study into how the Kingdom of Saudi Arabia (KSA) 

construction organisations are knowledge sharing en-route to organisational competitiveness. I 

would like to invite you to participate in the above research project, as you are possibly influential 

for the implementation of knowledge sharing strategies in your organisation. 

 

If you agree to participate you will be asked to: 

 

• Participate in an interview (of maximum 30 minute’s duration) with me to answer questions 

regarding how your organisation embeds knowledge sharing strategies for improved 

competitiveness and what influences your organisation to do so. Questions will be topic 

specific and not of a personal nature, and you will not be asked to reveal any information 

which your organisation would regard as sensitive and not for public disclosure. You can 

choose not to answer questions. 

• Complete the attached consent form and return it to me. 

 

With your agreement, interviews will be tape recorded then transcribed onto a computer system.  

You may review, edit or erase the transcripts and tape recordings of your interview if you wish to 

do so.  Recordings will then be destroyed. Your responses will be treated as confidential and 

computer transcripts will not contain references to any persons (including yourself) or 

organisations.  Such references will be replaced by codes known only to me, and all data will be 

stored securely.  

 

Once completed a summary of results will be available at the conclusion of this research study. 

If you wish to obtain a copy of these results, please provide your contact details. Please note 

that all data gathered for this research will be stored securely and destroyed after the report has 

been submitted. Supervision team and I will be the only people who will have access to this data. 

 

Thank you for taking time to consider this invitation and if you choose to participate in this 

research. I would like to extend my personal gratitude; your contribution is greatly appreciated.  

       

   

 
Hani Alamil       

University of Wolverhampton 

Wulfruna Street, City Campus 

WV1 1LY 
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INTERVIEW QUESTIONS 
 

Date  

Time of interview  

Name of organisation  
 

 Name of Interviewee  

 Position of Interviewee  

 Organisation’s total employee size  

 • Please kindly tell me a little about what your current job role is in the organisation? 

 • What does knowledge sharing mean to your organisation? 

 • Can you describe the key drivers that have fuelled the need for knowledge sharing in your 
organisation? 

 • From the job role and responsibilities that you perform in this organisation, please, describe key 
knowledge sharing strategies that are currently being implemented in your organisation? 

 • From the job role and responsibilities that you perform in this organisation, please, enlighten me 
on the key knowledge sharing techniques and technologies that are currently being adopted in 
your organisation?  

 • From the job role and responsibilities that you perform in this organisation, please, enlighten me 
on key challenges your organisation face in knowledge sharing? 

 • In your view, kindly explain how knowledge sharing strategies have contributed to your 
organisation’s benefits? 

 
• In your view is there a need for developing “a framework for knowledge sharing”? 

 
 

 
Thank you for your views on the above questions. I would also like to thank you for the time you 
have dedicated to this research. If you are interested to know the outcome of this research, it 
would be my pleasure to share it with you. 
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APPENDIX B: CONSENT FORM 
 
 

 
 

Consent form 
 

KNOWLEDGE SHARING WITHIN THE KINGDOM OF SAUDI ARABIA 
LARGE CONSTRUCTION ORGANISATIONS 

 
Consent Statement 
 

• I agree to participate in the above research project and give my consent freely. 

 

• I understand that the project will be conducted as described in the “Information Sheet”, 

a copy of which I have retained. 

 

• I understand that I can withdraw from the project at any time and do not have to give a 

reason for withdrawing. 

 

• I consent to participate in an interview with the researcher. 

 

• I understand that my personal information will remain confidential to the researcher. 

 

• I understand that my organization will not be identified either directly or indirectly. 

 

• I have had the opportunity to have questions answered to my satisfaction. 

 

Print Name: _________________________________  

 
 
Signature: ___________________________  Date: __________________ 
 
 
Email Address: ____________________________ 
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APPENDIX C: PROTOCOL FOR EVALUATION OF A FRAMEWORK  
 
 
 
 

 
 
Protocol for evaluation of a framework for knowledge sharing 

 

A framework for knowledge sharing within the KSA large construction 

organisations  

 
  

Introduction 

The aim of this evaluation is to refine the proposed framework in terms of clarity, 

information flow and contents in terms of generic and detailed components. The 

proposed framework is a part of doctoral research study that sought to develop 

a framework for knowledge sharing in the KSA large construction organisations. 

This aligns with objective 6, “To develop and evaluate a framework for knowledge 

sharing in the KSA construction organisations benefit”. The proposed framework 

is based on the findings of literature review and 44 semi-structured interviews.  

 

This survey aims to gather your responses which will help the researcher to 

evaluate the framework that will subsequently be applied for the effective 

implementation of knowledge sharing agenda in the KSA large construction 

organisations. This cannot be effectively developed without your participation; 

therefore, you are requested to participate in this survey. This survey is estimated 

to take about 15 minutes. 
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In order to protect your confidentiality, privacy, dignity and anonymity, your 

answers will be attached with a unique code that will only be understood and 

accessed by the researcher. This will be stored in a password-protected 

computer that only the researcher has access to. Finally, any data provided by 

you will be destroyed once the degree is achieved. The project has ethical 

approval for the study protocol from the University of Wolverhampton, which 

provides further assurance. 

 

Questions: 

• What is your opinion on the level of understanding of the proposed 

framework? 

• What is your opinion regarding the overall level of completeness of the 

proposed framework? 

• What is your opinion regarding the logic flow of the proposed framework? 

• Do you have further comments/suggestions regarding any areas that 

need to be improved/included/deleted within the proposed framework? 

• How would you describe the usefulness of this framework for companies 

in the KSA construction industry? 

• Would you recommend the framework for use in the KSA construction 

organisations?  
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APPENDIX D: DETAILS OF ORGANISATIONS THAT PARTICIPATED IN 
THE SEMI-STRUCTURED INTERVIEWS 

 
A break-down of professionals who were interviewed for the study 

Organisation 

Size (approx. no. 
of employees & 
approx. turnover 
in £) 

Organisations’ 
Operation 
Nature 

Operation 
Scope 

Responsibility of interviewee in the 
organisation 

No. of 
Interviews 

A 
• 20,000 

employees  

• £1810 million  

Engineering 
Contractor 

International 

• Director of knowledge management   1 

• Director for project  1 

• Human Resources Manager 1 

• Construction project manager 1 

B 
• 20,000 

employees 

• £1950 million 

Construction, 
Design and 
Development 

International 

• Director for project 1 

• Director for sustainable cities   1 

• Human Resources Manager 1 

• Knowledge management advisors   1 

• Construction project advisors 1 

C 
• 500 

employees 

• £183 million 

Construction and 
Design 

Regional 
• Construction project manager 1 

• Procurement manager 1 

D 
• 750 

employees 

• £290 million 

Engineering 
Contractor Regional 

• Procurement manager 1 

• Human Resources Manager 1 

E 

 

• 7000 
employees 

• £800 million 

 
Construction and 
Design 

 
International 

• Construction project advisors 1 

• Knowledge management advisors   1 

• Quality, environment and safety 
manager 

1 

F 

• 2700 
employees 

• £608 million 

Architectural, 
Construction and 
Engineering  

International • Construction project manager 1 

• Director for project 1 

• Director for human resources 
management 

1 

G 

 

• 1000 
employees 

• £383 million 

 
Civil 
Construction and 
Design  

 
 
International 

• Director for human resources 
management 

1 

• Construction project advisors 1 

• Knowledge management advisors   1 

H 

 

• 2000 
employees 

• £723 million 

Civil Engineering 
Contractor 

 
 
International 

• Director for human resources 
management 

1 

• Construction project manager 1 

I 

• 2500 
employees 

• £823 million 

Civil Engineering 
Contractor 

 
 
International 

• Director for human resources 
management 

1 

• Knowledge sharing advisors 1 

J 
• 1700 

employees 

• £683 million 

Civil Engineering 
Contractor 

 
International 

• Construction project advisors 1 

• Knowledge management advisors   1 

K 

• 1500 
employees 

• £587 million 

Construction and 
Design 

Regional • Construction project advisors 1 

• Quality, environment and safety 
manager 

1 

L 

• 3500 
employees 

• £1133 million 

Engineering 
Contractor 

International • Director for project 1 

• Director for human resources 
management 

1 

M 

• 4500 
employees 

• £1369 million 

Engineering 
Contractor 

International • Director of knowledge management    1 

• Housing project development policy 
advisors 

1 

N 
• 950 

employees 

• £375 million 

Engineering 
Contractor 

Regional • Director for transport, water and energy 1 

• Human Resources Manager 1 

O 

• 12000 
employees 

• £1167 million 

Architectural, 
Construction and 
Engineering 

International • Director for project 1 

• Housing project development policy 
advisors 

1 

• Director for sustainable cities   1 

P 
• 4000 

employees 

• £1511 million 

Engineering 
Contractor 

International • Director for project 1 

• Director for transport, water and energy 1 
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Q 

• 20000 
employees 

• £1911 million 

Engineering 
Contractor 

International • Director for project 1 

• Housing project development policy 
advisors 

1 

• Director for sustainable cities   1 

    Total 44 
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APPENDIX E: ETHICS APPROVAL FORM 
 

 
ETHICS AND SAFETY APPROVAL FORM 

UNIVERSITY OF WOLVERHAMPTON 
FACULTY OF SCIENCE & ENGINEERING 

 
ETHICAL CONSIDERATION FOR STUDENTS STUDYING 
TAUGHT/RESEARCH PROGRAMMES 
Please tick (✓) aspects relevant to you and your investigation 

Section 1: Your details 

First Name & Surname: HANI ALAMIL Student No: 1119470 

Course: PhD 

Project Title KNOWLEDGE SHARING WITHIN THE KINGDOM OF SAUDI ARABIA 
LARGE CONSTRUCTION ORGANISATIONS 

 
Section 2: Your Project Topic 

2.1 What problem/issue is this project addressing? (100 
words or less) 

The construction sector in the KSA has been 
facing enormous changes and challenges 
due to the consistent demands from the 
stakeholders, regular variations in the 
technology, and the competitive global 
marketplace. Alkharashi and Skitmore 
(2009) found that knowledge sharing among 
Saudi civil, architecture, and construction 
engineers is one of the major issues in the 
construction industry in the KSA. Due to the 
lack of knowledge sharing attitudes, projects 
are delayed considerably and suffer from 
inefficacy (Aburas, 2011). This study, 
therefore, concentrates on knowledge 
sharing within KSA large construction 
organisations.  
 

2.2 Will information or artefact resulting from your project 
be available externally to the University?  

No 

2.2.1  
If you answered ‘yes’ to 2.2,  
Will any such information place anyone at risk or possibly 
result in any action that might be detrimental to their 
wellbeing? (See guidelines) 

N/A 

2.2.2 
In what format will the information or artefact be made 
available? 

N/A 

 
Section 3: Method of Data Collection 

3.1 Does any part of your proposed project involve human 
participants?   
If No go to Section 4. 

Yes 

3.1.1 
If you answered ‘yes’ to 3.1,  
Is the sole involvement of human participants in order to 
provide opinions to support the specification or testing of an 
artefact to be produced as an outcome of the project? 

Yes, human participants to obtain opinions. 

3.1.2  
If you answered ‘yes’ to 3.1.1, 

No 
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Does this artefact/information have any characteristics 
which might be detrimental to the wellbeing of any human 
participants in your project? If so, explain. 

3.2 
If you answered ‘yes’ to 3.1,  
Are there other ways you might meet your project aims 
without involving human participants? If not, why? 
If yes discuss with your Supervisor how you will achieve 
this and go to section 4. 

No, this research involved conducting 
interviews with professionals in 
construction organisations 

3.2.1 
How will you select your participants? 

Large construction organisations in 
Kingdom of Saudi Arabia 

3.2.2 
How many participants will you contact? 

100 participants 

3.2.3 
How will you approach potential participants? E.g. email, 
letter, face to face, telephone? 

Telephone, face-to-face and email. 

3.2.4 
Are your participants adults? (over 18 and competent to 
give consent) If no, answer 3.2.5  

Yes 

3.2.5 
Are your participant’s children or adults over 18 and not 
competent to give consent? If yes, why is it necessary to 
involve these participants? (See guidelines) 
Explain how you will ensure parental/guardian consent. 

No 

3.2.6 
Are you offering any incentives to any of your participants, 
financial or otherwise? (See guidelines) 

No 

3.2.7 
How much time do you estimate will be needed from any 
participants? (See guidelines) 

Approximately 20-30 minutes. 

3.2.8 
Please list the method of data collection and analysis 
intended to be used 

Semi-structured interviews 

3.2.9 
Will all of the data collected contribute towards your 
results? 

Yes. 

Section 4: Confidentiality and data handling 

Please read methods of ensuring confidentiality in the guidelines. 

4.1 Will you ensure the anonymity of data collected from/and about 
participants?  

Yes 

4.2 Will you store/protect data collected from individuals e.g. 
password protected files?  

Yes 

4.3 Once your project is complete and information is no longer 
needed, will you destroy your data?  

Yes 

4.4 Will anyone else have access to the data collected? Yes 

If so, 
(i) please name the individuals and/or groups that will have access;
(ii) why is access being given to those listed in (i)?

My supervisor Professor Sabah. He  
will have access to this data in 
order to evaluate the PhD work.  

Section 5: Working with other parties and companies 

5.1 Will you be using data on subjects held by another party or 
organisation?  

No 

If Yes, 
 How will you gain access to this information? 

NB: If working with another organisation or company please familiarise yourself with their Health 
& Safety procedures. 
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Things you must be aware of: 

Data Protection Act: http://www.ico.gov.uk/what_we_cover/data_protection.aspx  
Freedom of Information Act: http://www.opsi.gov.uk/Acts/acts2000/ukpga_20000036_en_1 
University of Wolverhampton Ethical Approval Procedural Guidelines  

Note: 
1. Final version of questionnaires and interview questions to be submitted to supervisor for

confirmation of ‘fitness for purpose’ BEFORE any data is collected.

Student’s Declaration 
Sign and date against one declaration only 

Category 0. I have answered 
‘No’ to questions 2.2 and 3.1.  

My project involves no human participation except for myself and I 
agree to ensure that any information or artefact produced will not be 
available outside the University. 

Category A1. I have answered (delete one from each block) 

‘Yes’ to questions 2.2, 4.1, 4.2 and 4.3 and ‘No’ to 
questions 2.2.1 and 4.4. 

‘No’ to question 2.2 

and 

‘Yes’ to questions 3.1, 3.1.1 and 3.2.4 and ‘No’ to 
question 3.1.2  

‘No’ to question 3.1 

My project involves limited human participation and I agree to 
ensure that  

(i) any such participation is not detrimental in any way to
the interests of the participants;

(ii) all information collected as a part of the project will be
handled in accordance with the answers that I gave to
question 4;

(iii) No information or artefacts which may place anyone at
risk or be detrimental to their wellbeing will be made
available outside the University.

Hani Alamil 

19-06-2018

Category A2. I have answered 
‘Yes’ to question 3.1 

or I have answered  
‘Yes’ to question 2.2  

and my answers to subsequent questions prevent the project being 
classified as A1. 
My project involves human participation and may present some risk 
to participants. I have considered alternative means of pursuing the 
project which do not entail this risk but believe that there is no 
practicable alternative. I agree to ensure that I take all necessary 
steps to minimise risks to participants and third parties. I agree not 
to proceed with any activities involving human participation until I 
have received approval from the Department Ethics Panel. 

Category B-E. My project does not conform to Category 0, A1 or 
A2. I have considered alternative means of pursuing the project 
which do not entail risk to human participants but believe that there 
is no practicable alternative to the proposal made. I agree to ensure 
that I take all necessary steps to minimise risks to participants. I 
agree not to proceed with any activities involving human 

http://www.ico.gov.uk/what_we_cover/data_protection.aspx
http://www.opsi.gov.uk/Acts/acts2000/ukpga_20000036_en_1
http://www.wlv.ac.uk/PDF/aca-pols-ethics-scrutiny.pdf
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participation until I have received approval from the School or 
University Ethics Committee, as appropriate. 

Supervisor’s Declaration 
Sign and date against one declaration only 

Category 0 or A1. I concur with the classification of this project as 
0 or A1 and authorise continuation of the project. I have forwarded 
a copy of this form to the Department Ethics Panel for monitoring 
purposes.  

 A1 

Prof. Sabah Mushatat 
20/6/2018 

Other. I believe that this project should be classified other than 0 or 
A1. I do not authorise continuation of the project until approval has 
been received from the appropriate Ethics Panel or Committee. I 
have forwarded a copy of this form to the Department Ethics Panel 
for consideration. 

From: [e-mail address redacted] 
Sent: 16 July 2018 16:28 
To: Alamil, Hani [e-mail address redacted]
Cc: Mushatat, Sabah [e-mail address redacted]
Subject: Ethics form - Hani Alamil  

Dear Hani Alamil, 
Please take this email as an official notification that your ethics form has been 

approved as of 04/07/2018. 

Kind regards, 
[name redacted] 
Research Administrator 
Faculty of Science & Engineering (MI310) 
University of Wolverhampton, City Campus (Wulfruna), Wulfruna Street, Wolverhampton, WV1 1LY 
Tel: (UK) [number redacted]
Email: [e-mail redacted] or for research application queries: fseresearch@wlv.ac.uk 

mailto:Pierre.Parson@wlv.ac.uk
mailto:fseresearch@wlv.ac.uk
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APPENDIX F: SAMPLE TRANSCRIPTS 
 
Below is the sample transcript 
 
Transcript 1: 
About Organisation 

Name of your 
organisation 

XXXXXXXXXXXXX 

Number of 
employees in your 
organisation  

Aprox. 20,000 

Annual turnover £1810 million 

Your position in the 
company 

Human Resources Manager 

 

Research Question  

What does knowledge 
sharing mean to your 
organisation? 

My organisation believe that knowledge sharing is 
the use and improvement of knowledge based 
assets to facilitate the firm to tackle the issues in 
operations and enhance the employees skills, hence 
in brief for my organisation is managing the shared 
organisation knowledge systematically and with 
specified process for better productivity and to 
increase profit margin of the organisation.  

Can you describe the 
key drivers that have 
fuelled the need for 
knowledge sharing in 
your organisation? 

According to my organisation organisational 
effectiveness that means to deliver better business 
outcomes, operational efficiency that means to 
reduce cost and time of the organisation, then better 
customer service delivered focusing on the needs of 
the customers as the primary business driver, 
retaining knowledge at the risk of loss that means 
the loss of knowledge through staff retirement as the 
key driver hence to retain and transfer of knowledge 
to the new employees, enhanced innovation which 
means developing and deploying innovation, 
improved company growth and last driver is to have 
safe and healthy environment to work safer and 
cleaner. Identify the key staff groups within the 
organization. These groups deliver the greatest 
business value or are involved in the most important 
business activities. Conduct comprehensive and 
holistic needs analysis activities with selected staff 
groups, to identify key needs and issues.   
 
The need for the business, upcoming technological 
changes and industry demands, stakeholder’s 
requirement, customer satisfaction, demand of high 
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quality products and services, the organisational 
brand with unique product which becomes the 
trademark of the organisation are the key drivers 
that have fuelled the need for knowledge sharing 
within my organisation. 

From the job role and 
responsibilities that you 
perform in this 
organisation, please, 
describe key 
knowledge sharing 
strategies that are 
currently being 
implemented in your 
organisation? 

I believe that customary selection and recruitment 
techniques must be modified in a highly efficient and 
effective manner.  These critical factors are related 
to succession planning and management. These 
traits can help in ensuring that employees who are 
able to express an interest in having effective 
potential can help in filling critical business areas 
and positions that are directly involved with 
appropriate business opportunities for acquiring the 
essential skills and competencies for competing for 
such positions whenever they are available. 
 
The biggest difficulty that I encountered was 
maintaining the level of confidence and coordination 
among employees. For me, it was initially difficult to 
encourage employees and communicate my ideas 
but with the passage of time, all main objectives 
were achieved.  
 
I believe that customary selection and recruitment 
techniques must be modified in a highly efficient and 
effective manner.  These critical factors are related 
to Succession planning and management. These 
traits can help in ensuring that employees who are 
able to express an interest in having effective 
potential can help in filling critical business areas 
and positions that are directly involved with 
appropriate business opportunities for acquiring the 
essential skills and competencies for competing for 
such positions whenever they are available. 
 
We regularly do employee assessments and 
performance management of our employees. It 
helps us to evaluate the performance from a wide 
perspective.  
 
We have created a culture of honesty and trust 
within the company. It should be noted there is a 
consistent level of complexity for visualising 
relationship between KM and the potential for higher 
team performance and it ultimately moves 
throughout the organisation.  
 
We have different types of reward systems within 
our company for encouraging and recognizing 
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employee performance within our company. They 
include bonuses, profit sharing, stock options, 
variable pay etc. 
 
I think non-monetary incentives such as recognition 
and employee appreciation are more rewarding and 
valued by employees rather than mere monetary 
rewards. Promotion and job enrichment are the real 
incentives which motivate employees. 
  
We do not have any specific approach for retaining 
employees within our company. Our core emphasis 
is on employee motivation and happiness. 
 
They can expand their horizons and can also 
broaden their personal experience if they participate 
in organizational activities on a regular basis. 
 
My organisation has started training for the senior 
management with strategic objectives, there are 
other initiatives like cost cutting, improve efficiency, 
improve quality, improve sales, improve customer 
satisfaction and improve employee retention to 
retain knowledge and increase innovation are few 
initiative implemented by the organisation for 
managing knowledge.  

From the job role and 
responsibilities that you 
perform in this 
organisation, please, 
enlighten me on the 
key knowledge sharing 
techniques and 
technologies that are 
currently being 
adopted in your 
organisation? 

Yes. Our company does encourage job rotation to a 
huge extent. One of the biggest advantages of job-
rotation in a company is that it results in a huge 
reduction in employee burnout. Whenever 
employees have to perform monotonous and 
clichéd tasks on a regular basis, they will 
experience unhappiness, fatigue, boredom and 
won’t be encouraged to contribute to the business 
activities of the company. Employees will certainly 
experience a high level of satisfaction if they can 
identify their strengths and weaknesses with great 
effectiveness.  
 

Participation in critical company matters is 
encouraged not widely but to a certain extent. All 
organizational members within our company are 
often encouraged for making decisions for them that 
are aligned with company guidelines and 
frameworks that can be established with self 
managing teams. Employee participation is pivotal 
for maintaining and improving the quality within a 
company.  
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I personally believe in the fact that management 
training for employees do fall within a wide variety 
of categories. In our company, we believe in the fact 
that well-planned as well as properly implemented 
training programs in a management training 
program can help in creating a curriculum that can 
help in harnessing their skills, building confidence 
and creating well-developed managers. The training 
and development programs that we have within our 
company are time management and planning, 
ethics and governance, customer service, 
leadership training, on the Job training and 
mentoring. 

From the job role and 
responsibilities that you 
perform in this 
organisation, please, 
enlighten me on key 
challenges your 
organisation face in 
knowledge sharing? 

The biggest difficulty that I encountered was 
maintaining the level of confidence and coordination 
among employees. For me, it was initially difficult to 
encourage employees and communicate my ideas 
but with the passage of time, all main objectives 
were achieved.  
 
 
Validation of data generated by a group in the 
organisation is a challenge, to have relevant 
information and making sure it is accurate is also 
one of the key challenges the organisation face. 
This means that it needs to be avoided with 
overloading of data on the users. Moreover it is 
important to determine whether the KM should 
reside in the organisation this means it needs to be 
decided what drives the knowledge input proposal 
and who will be accountable for keep up the 
community. 

In your view, kindly 
explain how knowledge 
sharing strategies have 
contributed to your 
organisation’s 
benefits? 

By acquiring resources organisations acquire 
sustainable competitiveness. Moreover the principle 
reserve for competitive advantage is organisation 
knowledge. Therefore it is very difficult to imitate 
and hence the organisation have a good resource 
pool with better developed skills and can be 
transferred to other resources by imparting trainings 
which helps in good quality of work delivered.  
I personally believe that employees that have good 
knowledge sharing practices can help an 
organisation to deliver unique product and services. 

In your view is there a 
need for developing “a 
framework for 
knowledge sharing”? 

Yes, we need it very badly. I do believe in the fact 
that firms do invest heavily in various critical 
ventures like knowledge management, information 
warehousing, intranets and information mining etc. 
This system certainly builds viability, efficiency, 
effectiveness and expansion within a company.  For 
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this reason, I emphasize on the fact that it is not 
knowledge sharing in itself but the manner in which 
it has been connected for achieving tactical targets 
and also in achieving the critical element of 
maintaining a competitive advantage. They can help 
in joining knowledge sharing as well as strategic 
department for achieving the spirited strategy of an 
organisation. Within our company, we emphasize 
on achieving the need for having the best fit 
between knowledge sharing practices and reward 
frameworks within an organisation for overseeing 
the knowledge work. 

 
 


