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IntrodUctIon

The emergence of the global information-rich 
economy, termed the knowledge economy, can now 
be considered essentially complete. The ability to 
create, disseminate, and apply knowledge efficiently 
is deemed essential to competitiveness at both firm 
and national levels (Roberts, 2001). Seminal work 
by Machlup (1962), Bell (1973), and Porat (1977) 

in identifying the various sectors of the knowledge 
economy led to the next four decades of scholarly 
attention to its different aspects, and economists 
are well aware that this aggregated knowledge has 
immediate and long-term global impact, both posi-
tive and negative (Andersen, Bollerslev, Diebold, 
& Vega, 2007). As information has become the key 
driver in the world economy, the creation and man-
agement of knowledge remains the new frontier of 
corporate endeavor (Nonaka & Takeuchi, 1995).
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The Professionalization of Knowledge Management

The borders of organizations in today’s global 
economy have become porous as a result of dis-
solving hierarchical structures and the adoption 
of open systems of horizontal communication 
(Montgomery & Oliver, 2007). Open systems 
permit people to communicate both inside and 
outside the organization, share their knowledge, 
and expand their knowledge into a variety of 
fields (Mack, Ravin, & Byrd, 2001). Open system 
organizations encourage people to increase their 
overall expertise and to specialize in innovative 
areas. They also provoke important new ethical 
questions regarding privacy and property rights 
in this sharing of knowledge within organizations 
(Baskerville & Dulipovics, 2006). Thomas, Kel-
logg & Erikson (2001) refer to this as the “knowl-
edge community” in which people can discover, 
use, and manipulate knowledge. This chapter will 
explore the ongoing development of knowledge 
professionals within the corporate sector of the 
global knowledge community. It is intended to be 
useful both to the aspiring knowledge management 
professional and to those hiring firms planning to 
make use of knowledge management competen-
cies to help achieve their organizational goals.

the InforMatIon and 
Knowledge doMaIn

The importance of knowledge for the perfor-
mance of professional work, decision making, 
and maintaining competitiveness has long been 
recognized and documented in the literature. This 
acknowledgement, however, has come well ahead 
of any recognition of formalized ground rules 
to establish how one can define, or become, a 
knowledge professional (Cortada, 1998). Despite 
the considerable academic and professional atten-
tion that has been given to knowledge, the term 
appears to be used differently across domains 
with each claiming that its partial understanding 
represents a definitive articulation of the concept. 
Baskerville and Dulipovici (2006b) provide an 

excellent overview of the wide variety of theories 
from different domains that are forming the theo-
retical foundations of knowledge management. 
This continues to be the case as we struggle to 
find consensus on how knowledge roles should 
be assigned and classified.

A simple delineation would be to view knowl-
edge management as being cross-disciplinary: 
comprising the IT Track and the People Track of 
KM as proposed by Sveiby (1996). The first ap-
proach focuses on the management of information. 
Proponents of this view tend to be researchers 
and practitioners who come from computer and/
or information science backgrounds. In this case 
knowledge management activities comprise the 
construction of information management systems, 
artificial intelligence, data mining and other 
enabling technologies. Accordingly, knowledge 
can be treated as objects that can be identified 
and handled in information systems. This is in 
line with the understanding that information is 
an explicit form of knowledge. In the second 
approach, proponents adopt a people-centered 
knowledge management perspective, maintain-
ing that knowledge management is about people. 
These researchers and practitioners tend to come 
from domains such as philosophy, psychology, 
sociology, business, and management. They do 
not believe that knowledge can be captured, codi-
fied and separated from the people who possess 
such knowledge. The core knowledge manage-
ment activities encompass assessing, changing 
and improving human individual skills and/or 
behaviour. It is a complex set of dynamic skills 
and know-how that is constantly changing. The 
assumption that information and knowledge can be 
treated as separate entities and evolve as a distinct 
profession is viewed as highly problematic.

This differentiation between the two perspec-
tives is largely due to the confusion surrounding 
the definition and understanding of these terms. 
Wiig (1999) defines information as facts and data 
organized to characterize a particular situation, and 
knowledge as a set of truths and beliefs, perspec-



 

 

16 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/professionalization-knowledge-

management/41298

Related Content

Innovation Strategies in SME: Global Perspective
Neeta Baporikar (2014). Effective Human Resources Management in Small and Medium Enterprises:

Global Perspectives  (pp. 315-341).

www.irma-international.org/chapter/innovation-strategies-in-sme/93214

The Role of National Culture on E-Recruitment in India and Mexico
Pramilla Rao (2009). Handbook of Research on E-Transformation and Human Resources Management

Technologies: Organizational Outcomes and Challenges  (pp. 218-230).

www.irma-international.org/chapter/role-national-culture-recruitment-india/20063

Human Resources Development Practices and Employees’ Job Satisfaction
Choi Sang Longand Sia Shi Xuan (2014). Strategic Approaches for Human Capital Management and

Development in a Turbulent Economy (pp. 117-128).

www.irma-international.org/chapter/human-resources-development-practices-and-employees-job-satisfaction/80743

Application of Statistics in Human Resource Management
Roma Puriand Pooja Sengupta (2018). Statistical Tools and Analysis in Human Resources Management

(pp. 15-37).

www.irma-international.org/chapter/application-of-statistics-in-human-resource-management/196109

Trust Multidimensionality
Alfonso Miguel Márquez-García (2009). Encyclopedia of Human Resources Information Systems:

Challenges in e-HRM  (pp. 883-890).

www.irma-international.org/chapter/trust-multidimensionality/13330

http://www.igi-global.com/chapter/professionalization-knowledge-management/41298
http://www.igi-global.com/chapter/professionalization-knowledge-management/41298
http://www.irma-international.org/chapter/innovation-strategies-in-sme/93214
http://www.irma-international.org/chapter/role-national-culture-recruitment-india/20063
http://www.irma-international.org/chapter/human-resources-development-practices-and-employees-job-satisfaction/80743
http://www.irma-international.org/chapter/application-of-statistics-in-human-resource-management/196109
http://www.irma-international.org/chapter/trust-multidimensionality/13330

