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Knowledge Management
[bookmark: _Hlk84522056][bookmark: _Hlk84522082][bookmark: _Hlk84500890][bookmark: _GoBack]Knowledge management is a structured procedure that the management team of a company or an organization uses to govern information or knowledge.  The approach that is commonly referred to as KM encompasses the collection, sharing, development, and administration of all the relevant data of an organization so that the information or knowledge can benefit the organization (Webb, 2017). Examples of the stored knowledge include information that can be traced in databases, procedures, reports, organizational policies, financial statements, company documents, and uncaptured experience and expertise in individual employees. The information can be accessed via an organization's portal, dashboards, and through the utilization of content management systems. Knowledge management is a vital concept that helps organizations spearhead change, technological advancement, performance improvement, sharing skills and knowledge learned via the workforce and enhancing an organization's competitive advantage over business rivals. The paper seeks to explore various factors to recommended that can make employees share and access knowledge. Also, essential factors that influence the choice of design for a training program will be examined in more detail.
[bookmark: _Hlk84522156]Factors to recommend to make sure that employees shared and accessed Knowledge
[bookmark: _Hlk84522205]It is apparent that the sharing of knowledge improves employee productivity and empowers them to carry out their tasks more efficiently and effectively. Employees can work smarter and faster if they have easy access to resources, insights, and expertise. One of the factors that stimulate employees to share and access knowledge is embedding the practice in the organization's culture (Torres et al., 2018). An organizational culture entails beliefs, values, and systems that encourage creating and sharing knowledge within organizations. Every organization has a distinctive culture that reflects its identity along with the invisible and visible perspectives. The invisible component encompasses values and norms that guide their actions and behavior. The visible culture touches on the philosophy and mission of the organization.  Organizations need to support and inculcate knowledge sharing amongst employees (Muqadas et al., 2017). A friendly culture that facilitates teamwork and career growth (for instance, via training and workshops) encourage sharing knowledge in any given organization. 
A system that rewards its employees also encourages employees to share knowledge and expertise. An organization can develop a structured guideline for knowledge contributions by a responsible person to lead others. If a new knowledge management system is implemented, an organization needs to foster an organizational change to make the transition swift and effective. A culture with a well-defined strategy and clear business objectives that also define the benefits of knowledge sharing encourages employees to share what they have. Core organizational values formulated by the top management and the founders of the organization form shared beliefs and assumptions that bound employees and instilled in every employee including new ones.
Organizational leadership that allows free-flow information helps infiltrate and penetrate information within departments and between individuals within offices. Apart from providing opportunities for sharing knowledge, leaders need to act as role models by leading the pack in dispensing expertise and skills. This can be done via holding internal workshops and seminars and talking transparently about their successes and failures. Samsung is an excellent example of an organization whose culture and strategies encourage the sharing of information. Samsung aids its internal innovators to spread their wings via the Samsung C-Lab (Creative Lab) (Hwang & Shin, 2018). The lab was created to enable employees to nurture their ideas and share them with others.
[bookmark: _Hlk84522240]Technological advancement is also another factor that can enable employees to share and access knowledge.  Innovations would allow organizations to manage, store easily, and share knowledge. The elements to be underlined include usability, functionality, and the platform's structure (Nyabwinyo, 2020). It is vital to use appropriate interface design and the various needs of the users to make the system more beneficial to both the organization and employees. Most societies utilize the power of social media platforms, such as company websites, Twitter, Instagram, and Facebook, to make sharing knowledge and information via digital means easier. Users can be trained on how to use such platforms to share and access, and retrieve the information required at any given time. Linking knowledge to organizational databases and other digital media is a significant step that an organization needs to execute. The data silos need to have relevant knowledge and solutions possessed by employees. Such databases enable others to quickly find out an employee who is well-versed in specific areas. Under the same broad umbrella is the knowledge directory that helps employees find out experts of particular subjects within the organization to share what they have and even propose possible remedies to situations. Mayo Clinic has a database containing relevant information about diseases and their intervention strategies. To add, knowledge sharing can be made more accessible if content management is put into the equation. The factor of content management is a vital component of the management system, for it directly links employees and the existing knowledge (Zhang et al., 2020). A company can use the current managers or hire external ones to collect information, edit, update, and make sure that the data is accurate and with higher validity.
The utilization of the technological aspect demands the use of practical tools.  The chosen tools need to integrate well with the available workplace tools. The use of messaging apps and video conferencing can be used in the sharing of information.  AI-powered knowledge platforms register more positive results by identifying experts and also retaining knowledge that is crowd-sourced while at the same time making the acquired knowledge available all the time.
[bookmark: _Hlk84522324][bookmark: _Hlk84513998]Factors that influence the choice of evaluation design for a training program 
[bookmark: _Hlk84522390]There exist many factors that influence the choice of evaluation design for a training program. However, those factors have the most significant influence on the company's choice of an evaluation design.  In this case, design means the overall structure to be used in the evaluation process.  It refers to how the identified indicators for the training will be examined. Examples of the designs to pick from are non-experimental design, experimental design, and quasi-experimental design. Organizations need to choose a design that strikes an equilibrium between feasibility and the anticipated outcome of the training program. One of the most vital influencers in the overall cost of the evaluation design (Lacerenza et al., 2017). Both financial and human resources are required at all levels of design development and implementation.  The number of resources channeled towards the evaluation of the design can determine the quality and the success rate of the training session.  The injection of the required resources enables the staff and the trainees to benefit fully from the chosen design due to a lack of shortfalls.
On the contrary, an expensive evaluation design has its share of limitations. A costly method will limit the number of participants. Fewer eligible trainees will be chosen, limiting others from benefiting from the training program (Lacerenza et al., 2017). This can lead to the need to redefine the design or make arrangements for other related future training sessions. A training program is resource-intensive. An excellent example is a need for traditionally large auditoriums, multipurpose instruction rooms, rooms with audio and visual equipment, and computer-training facilities.  An excellent training facility requires advanced technological innovations to foster safety, comfort, and accessible too. 
[bookmark: _Hlk84522415]Another critical factor to be relied upon is the purpose of the training.  Every training has a set objective to be achieved at the end of the session.  The training can be conducted, for example, to enable employees to learn new concepts of strategies (Burhan et al., 2021). Such a program allows the trainees to gain more knowledge and expertise by putting the skills into practice. Also, an organization can come up with a training program to improve productivity via solving specific business problems.  Other organizations organize a training program to improve productivity and dispense knowledge in its labor force to enhance its creativity and career advancement. This dictates that the choice of the evaluation design should fit the goals and objectives of the evaluation. It will also determine the choice between the many qualitative and quantitative methods available. Examples of evaluation designs include randomized controlled trials (commonly referred to as RCT), such as the post design with a randomized control group. Such an experimental design makes a close comparison between intervention and non-intervention measures. The method can infer causality, although it demands a lot of resources and less extraneous factors.
It is crucial to determine whether the training will affect the overall customer service or product development when choosing a design. Suppose the objective is to improve the quality of a product. In that case, it implies that an organization is likely to select a design that embraces technological advancement to produce a refined product that can give the organization a competitive advantage. On the same, the expected influence of the design on the relationship among employees needs to be considered.
Also, it is essential to consider the given time frame.  Every training program has a time element starting from the beginning of the program to its end.  In the world of business, time is equated to money— in this case, profits (Al Karim, 2019). Employees should not spend a lot of time on the evaluation program. This will affect the organization's general productivity and lead to the under-utilization of the labor force.  The chosen design should enhance the spending of less time but at the same time achieve the desired goals.
[bookmark: _Hlk84522469]To add, it is essential to consider the available expertise that determines how an organization will analyze complex studies and other issues. An organization that has high levels of expertise can choose a suitable design even if it is complicated. On the same, it is always important to involve other experts to help in the evaluation of the design and also instill more advanced training in the use of research designs and methods. Even an experienced evaluator deserves the input of other experts in finalizing the training evaluation design and the chosen plans (Burhan et al., 2021). A colleague can also be handy during planning, the development of the necessary tools, evaluation implementation, and the planning of the final program analysis and the writing of the report.
Conclusion
To conclude, knowledge management is a structured procedure that encompasses the collection, sharing, development, and administration of all the relevant data of an organization so that the information or knowledge can benefit the organization. The significant factors that can make employees share and access knowledge include embedding the practice in the organization's culture, technological advancement, and the use of effective tools.  The significant factors that influence the choice of evaluation design for a training program include the overall cost of the evaluation design, the purpose of the training, time frame, and the available expertise.
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