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Abstract
This qualitative case study investigated Army senior leader perceptions of knowledge
transfer at a single Southwestern United States military installation. The study identified
challenges senior leaders experienced when conducting knowledge transfer. In addition
to identifying challenges, the study also examined how best practices were implemented
to support the decision-making process. Ten Army senior leaders served as the
participants in this study. Data was collected from participants through semi-structured
interviews. Data obtained from the interviews was analyzed using qualitative software.
The computer assisted, qualitative software assisted in coding, sorting, and organizing
data into themes. Four major themes emerged from the data. The four major themes were:
senior leaders provided a macro view of knowledge transfer, senior leaders hoard
knowledge, organizational culture does not support knowledge transfer, and junior leader
contributions were overlooked or omitted. The findings contributed to the development of
an evidence-based knowledge transfer model. The findings have implications for senior
leaders, junior leaders, and Knowledge Management Officers in a military setting.

Keywords: Army senior leaders, junior leaders, knowledge management, knowledge
transfer, United States Army.
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Running head: KNOWLEDGE TRANSFER CHALLENGES
CHAPTER ONE: INTRODUCTION
Introduction
This dissertation in practice examined the challenges United States Army leaders
experienced when conducting knowledge transfer at a single Southwestern United States
military installation. Knowledge transfer engagements are heavily dependent on personal
relationships and social interactions. Effective knowledge transfer requires the
willingness of both the transfer agent and the transfer recipient (Susanty, Handayani &
Henrawan, 2012). Knowledge transfer is one of the most common knowledge
management challenges leaders face in organizations (Yang & Farn, 2008). Identifying
and understanding the human characteristics and traits that influence knowledge transfer
was essential to this study.
Background of the Problem
The US Army is a mobile, agile organization that employs over 1.3 million
soldiers and transacts an enormous amount of information daily (Lausin, Desouza &
Kraft, 2003). Leaders are continually seeking ways to increase efficiency levels when
conducting knowledge transfer. Effective knowledge transfer in military operations
facilitates decision making at the individual and organizational level. Challenges arise in
the organization when knowledge is not adequately transferred (Carey, 2015). Leaders
are charged with overcoming knowledge transfer challenges to establish and maintain a
sustainable, competitive advantage during combat operations. The leaders represent a
flexible and responsive organization that uses knowledge transfer to cope with the
complexity of the organizational environment (Fry & Griswold, 2003).
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Social interactions create shared experiences and common perspectives amongst
organizational members (Nonaka, 1994). The social interactions facilitate knowledge
transfer to achieve long-term, sustainable operational, and organizational advancements.
The social interactions could potentially create challenges between knowledge senders
and receivers when conducting knowledge transfer. This study identified knowledge
transfer challenges from the perspective of Army leaders. The findings contributed to
enhanced processes and procedures while improving organizational efficiency levels
when conducting knowledge transfer.
Knowledge transfer is essential to establishing and maintaining a competitive
advantage in organizations. Many organizations do not necessarily realize the positive
impact of knowledge transfer, resulting in inefficiency (Kane, 2010). Once the positive
effect of knowledge transfer is identified and understood, organizational learning begins
to occur (Argote, 1999). This study contributed to scholarly literature regarding
knowledge transfer in the Army. Further, this study demonstrated how knowledge
transfer allowed leaders to use lessons learned to train and educate future leaders.
Researchers have different definitions of knowledge transfer. One widely
accepted definition from Argote and Ingram (2000) described knowledge transfer as “the
process through which one unit is affected by the experience of another” (p. 151).
According to Szulanski (2000), “knowledge transfer is seen as a process in which an
organization recreates and maintains a complex, causally ambiguous set of routines in a
new setting” (p. 10). Kalling (2003) described knowledge transfer as “a common
phenomenon that can be an effective way for organizations to extend knowledge bases
and leverage unique skills in a relatively cost-effective manner” (p. 115). I incorporated
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elements of each definition of knowledge transfer in this study to gain a deeper
understanding in a military setting.
Statement of the Problem
Knowledge transfer is an essential mechanism for improving individual and
organizational performance levels (Argote & Fahrenkopf, 2016). Krok (2012) contends
knowledge transfer often involves one’s emotions, attitudes, and actions. Challenges arise
when knowledge-transfer behaviors do not meet the expectations of knowledge senders
and receivers. Further, the expectations are based on assumptions of others treating us the
same way we treat them. The Army has addressed the challenges and is focused on
providing sustainable, long-term solutions to knowledge transfer.
The Army uses manuals and publications to manage day-to-day operations and
activities such as knowledge management. However, Army manuals do not adequately
address the knowledge transfer process (Argote & Ingram, 2000). Knowledge often lives
in the minds of individuals with challenges arising when attempting to transfer
knowledge to others. The problem partially resides in the organization’s inability to
transform data into information and information into knowledge (Davenport & Prusak,
2000). Army leaders are continually seeking ways to enhance performance and efficiency
levels when conducting knowledge transfer. Knowledge transfer challenges became more
prevalent during the Army's recent shift from paper manuals to digital manuals.
The Center for Army Lessons Learned uses a formal After Action Review (AAR)
to improve future performances based on past experiences. The AAR is heavily reliant on
knowledge transfer. Furthermore, effective knowledge management is critical due to the
life-or-death situations soldiers encounter in the combat zone (Davenport & Prusak,
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2000). The AAR serves as a tool for knowledge management and knowledge transfer to
ensure valuable knowledge is passed on to leaders.
The Center for Army Lessons Learned (2011) identified challenges with
knowledge flow and knowledge transfer across the Army. The challenges have negative
implications on the organization, unit training, and leaders — further, personnel turnover,
level of training, and the changing operational environment compound knowledge
transfer challenges. The Army is a learning organization focused on overcoming
challenges to gain a competitive advantage. The Center for Army Lessons Learned
addresses organizational and knowledge transfer challenges by identifying, collecting,
analyzing, disseminating, and archiving lessons learned and best practices (Center for
Army Lessons Learned, 2018). This case study identified "why" Army leaders
experienced the challenges.
The US Army addressed knowledge transfer challenges by formalizing processes
and procedures. The formal processes and procedures focused on the transfer of
knowledge between authorized people and systems (Department of the Army, 2015).
Digitizing knowledge contributed to the Army officially embracing knowledge
management as a discipline in 2003 (Department of the Army, 2012). For years Army
leaders have conducted knowledge transfer and disseminated knowledge down to
subordinate leaders (Lausin, Desouza & Kraft, 2003). Effective knowledge transfer in
military operations facilitates decision making at the individual and organizational level.
This study provided critical information about the unnatural act of knowledge
transfer (Koulikov, 2011). Not only is it essential to understand knowledge sharing
behaviors, but it is also necessary to identify and understand challenges with knowledge
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transfer from the perspective of Army leaders. This understanding includes the
viewpoints of both knowledge senders and knowledge recipients. To create a shared
understanding of the challenges Army leaders experience when conducting knowledge
transfer, it was necessary to collect data about Army leaders' perceptions for this case
study.
Purpose of the Study
The purpose of this case study was to identify why Army leaders experienced
challenges

when conducting knowledge transfer at a Southwestern United States military

installation. Army leaders transfer knowledge daily. Knowledge transfer enabled the
exploitation of existing knowledge for the organization's purpose (Kumar & Ganesh,
2009). The purpose was driven by the Army’s desire to increase organizational efficiency
levels and ultimately become a learning organization. Successful organizations
manifested knowledge transfer through increased meaningful engagements. In Army
units, leaders provided leadership and guidance for day-to-day military operations.
Knowledge transfer facilitated the dissemination of knowledge to the appropriate
personnel. This study used a qualitative case study to address the research question.
Research Question
This dissertation in practice was guided by the following single research question:
Why do Army senior leaders at a Southwestern United States military installation
experience challenges when conducting knowledge transfer? There was an emphasis on
identifying the psychological and sociological contributors to knowledge transfer at the
research site. The findings contributed to an evidence-based knowledge transfer model.

KNOWLEDGE TRANSFER CHALLENGES

6

Significance of the Study
This study was designed to contribute empirical research regarding challenges
with knowledge transfer at a single military installation in the Southwestern United
States. More specifically, this study focused on Army leaders' perceptions of experienced
challenges when conducting knowledge transfer engagements. A joint study focused on
assessing knowledge and practical leadership determined tacit knowledge could be
measured and used to predict performance levels of Army leaders (Hedlund et al., 1999).
Army leaders are continually conducting knowledge transfer to improve the organization,
with each transfer presenting a different and distinct challenge. Knowledge is a tool and
resource that could increase organizational learning and team building. Understanding the
challenges served as the foundation for this study and contributed to developing an
evidence-based knowledge transfer model.
Aim of the Study
The aim of this study was to create an evidence-based knowledge transfer model
that enhanced current knowledge transfer policies and procedures in a military setting.
Methodology Overview
This study design utilized a qualitative case study. Creswell (2014) described case
studies as, "a design of inquiry found in many fields, especially evaluation, in which the
researcher develops an in-depth analysis of a case, often a program, event, activity,
process, or one or more individuals" (p. 14). Time and activity typically bind case studies
with a variety of data collection methods over a sustained period. The case study design
focused on the participants’ perceptions about knowledge transfer challenges.
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Data was collected through an extensive literature review and semi-structured
interviews. The reflections of the participants contributed to thick, rich data that
supported the aim of the study. Ten experienced mid to senior career Army leaders
served as the participants in this study. The participants were purposefully selected based
on their rank, years of experience, and leadership. Data was collected from the
participants through face-to-face, semi-structured interviews until saturation was
achieved.
Definition of Relevant Terms
The relevant terms were used operationally in this study. The following terms
apply to this dissertation and are intended to provide clarity of meaning:
Army senior leader – An experienced mid to senior career officer with 15 to 25 years of
service.
Explicit knowledge – Codified knowledge that could be easily expressed by words or
documents (Yang & Wu, 2008).
Junior leader – Any official or unofficial leader that is subordinate to an Army senior
leader either by rank or position.
Knowledge – A fluid mix of framed experience, values, contextual information, and
expert insight that provides a framework for evaluating and incorporating new
experiences and information (Davenport & Prusak, 1998).
Knowledge management – The process of capturing, distributing, and effectively using
knowledge (Davenport, 1994).
Knowledge transfer – A process of exchange of explicit or tacit knowledge between a
knowledge sender and knowledge receiver. During this process, the knowledge receiver
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receives and uses the knowledge provided by the knowledge sender (Kumar & Ganesh,
2009).
Tacit knowledge – What individuals know; a kind of knowledge that human beings only
develop through the experience gained over the years and which cannot be passed on by a
set of manuals or instructions (Ribeiro, 2013).
Assumptions
There are three significant assumptions throughout this case study. First, the
participants answered honestly during their semi-structured interview sessions. Second,
the participants contributed thick, rich data for this qualitative case study. Last, the
participants shared recent experiences they could easily recollect with little or no
difficulty. The assumptions provided the foundation for unbiased research and inquiry
into the personal thoughts of the participants.
Limitations
There were limitations to this case study. First, this case study was conducted at a
single military installation located in the Southwestern United States. Data collected from
the participants may or may not reflect the attitudes or behaviors of senior leaders at other
military installations. Therefore, the findings of this study cannot be applied to other units
without further inquiry. Second, data was collected from experienced mid to senior career
officers. Experienced mid to career officers at a different military installation would have
different experiences. Additional research is required to verify the findings before making
generalizations about Army leaders and knowledge transfer. However, the results of this
study could serve as an initial study to establish knowledge transfer benchmarking to
streamline processes in Army units. Third, professional and social norms within the
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organization may affect the relationship between the participants and I. As a Certified
Knowledge Management Officer, I used a purposeful selection of participants of an equal
or higher rank. The purposeful selection of participants of an equal or higher rank
eliminated the possibility of undue influence and allowed the participants to answer
openly and honestly.
Delimitations
The delimitations for this study were derived from the limitations and are based
on my conscious decisions. The scope of the study also contributed to the delimitations.
The purpose of this qualitative case study was to identify why Army leaders experience
challenges when conducting knowledge transfer. The first delimitation was the selection
of only experienced mid to senior career officers as participants. Expanding the
participant pool would provide a different perspective by collecting data from all soldiers.
The findings of this case study cannot reasonably be applied to multiple installations
without further inquiry before Army-wide implementation. Another delimitation was the
selection of a case study as the method of investigation. The data collected from the
participants do not represent the entire Army leader population. However, this case study
provides an initial glimpse into the thoughts of an Army leader that requires more indepth analysis and investigation.
Personal Bias
I utilized a constructivist approach to this dissertation in practice. Social
constructivists operate under the ideology that individuals seek to understand the
environment in which they live or work. According to Creswell (2014), "constructivist
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researchers often address the processes of interaction among individuals" (p. 8).
Constructivism is a conventional approach to qualitative studies.
Constructivism guided the qualitative data collection process through open-ended
questions. The thick, rich data was analyzed and organized into emerging themes. The
constructivism worldview potentially influenced my approach to the dissertation. I
mitigated existing personal biases through bracketing, member checks, and data
integration. Overcoming personal biases was essential to ensure the validity and
reliability of this study.
Lien et al. (2014) defined reflection as “the process a researcher undertakes to
effectively and unbiasedly understand a research participant's life experience and be able
to communicate this in a way that a reader can subsequently understand" (p. 190). I
followed the process of reflection and also used bracketing to increase the rationality and
objectivity of this case study.
Carpenter (2007) described bracketing as a methodological device in inquiry
requiring researchers to put aside their personal beliefs and existing knowledge regarding
the investigative subject. Chan, Fung, & Chien (2013) suggested bracketing during the
entire research process, and not strictly during the data collection and data analysis
portion. Bracketing was essential in overcoming and negating preconceived notions
involving personal values, self-interests, emotions, and theories as they pertain to
research (Tufford & Newman, 2010). Bracketing was used to increase the rigors of the
study by mitigating potential adverse effects associated with preconceived notions in
research.
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Creswell (2014) suggested using member checking to determine the accuracy of
qualitative findings by providing the final report or themes back to the participants for
review and to ensure the report is accurate. I utilized member checking to ensure the
accuracy of the findings and to convince readers of the dissertation’s accuracy. I provided
the transcribed interviews to the participants to ensure the findings were portrayed in the
desired manner. The participants reviewed their transcribed interviews to ensure accuracy
and verified there were no discrepancies.
Data integration was a critical element of data analysis in this qualitative case
study (Fielding, 2012). Data integration also uses qualitative software to analyze data and
assist in categorizing themes. I used Nvivo 12 to establish themes based on participant
contributions. Collectively, I incorporated bracketing, member checks, and data
integration to increase the validity of the study. Validity is the strength of qualitative
research and depends on accurate findings from researchers and participants (Creswell &
Miller, 2000).
Leader’s Role and Responsibility in Relation to the Problem
Meaningful leader development is the foundation of leadership in the military
setting, with an edge gained when leadership influences behaviors (Veechio, Bullis &
Brazil, 2006). Leadership is considered to be the glue that enables the Army to achieve
success (Fallesen, Keller-Glaze & Curnow, 2011). A more in-depth exploration of Army
leadership contributed to me seeking methods and techniques to streamline knowledge
transfer while increasing organizational learning.
Leader engagement was critical when dealing with organizational issues. Leader
engagement led to the development of a study incorporating both leadership and
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knowledge transfer. This study incorporated a leader's ability to motivate and influence
others by utilizing various leadership styles and theories. Army leaders knowing the
strengths and weaknesses of their team members on an individual level enhanced the art
of leadership. This study was deeply rooted in social interactions and personal
relationships that influenced knowledge transfer behaviors.
Engaged Army leaders influenced organizational change through directed
initiatives and leadership. Direct engagements with subordinate leaders contributed to
effective knowledge transfer within the organization. The findings of this study will
provide Army knowledge practitioners key literature regarding knowledge transfer to
further develop policies.
Summary
A case study design provided the best opportunity to determine the challenges
Army leaders experienced when conducting knowledge transfer. Case studies are a
method of inquiry in which researchers perform an in-depth analysis of a case or
individuals (Creswell, 2014). Current and newly identified themes contributed to an
evidence-based knowledge transfer model designed to enhance current knowledge
transfer policies and procedures in a military setting. The evidence-based knowledge
transfer model provides an opportunity for a pilot test at a single Army unit, refined, and
ultimately implemented Army-wide. Furthermore, the evidence-based knowledge transfer
model focused on improving individual and organizational knowledge transfer gaps
identified during the study.
This case study inquiry used face-to-face, semi-structured interviews to collect
data from Army leaders. The study allowed participants to share past experiences

KNOWLEDGE TRANSFER CHALLENGES

13

involving knowledge transfer. The participants’ candid responses focused on selfperceived challenges Army leaders experience in their professional organization.
Chapter One of this dissertation in practice served as an overview of the study.
The introduction and the background of the problem were utilized to demonstrate the
importance of the study and why I selected this particular topic to address. The
motivation and inspiration for this research were discussed in the statement of the
problem, the purpose of the study, research question, significance of the study, aim of the
study, and the methodology overview. The research processes were also addressed in the
definition of relevant terms, assumptions, delimitations, limitations, the leader's role and
responsibility concerning the problem, and the summary.
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CHAPTER TWO: LITERATURE REVIEW
Introduction
Army leaders are tasked with transferring knowledge from experts who possess it
to the novices who need to know (Hinds, Patterson & Pfeffer, 2001). Expert and novice
leaders can use knowledge as an asset to gain an enduring, sustainable competitive
advantage (Davenport & Prusak, 1998). The proper utilization of knowledge could result
in more informed leaders capable of creating a learning organization.
I used self-identified challenges from the Army leaders' perspective to create an
evidence-based knowledge transfer model to enhance current knowledge transfer policies
and procedures. The literature review explored the sociological and organizational
aspects of Army leaders regarding knowledge transfer. The literature review started with
the selection of relevant topics in the non-military context. Next, the literature review
included military-focused topics that supported knowledge transfer behaviors. The
articles' main contents were analyzed and divided into sub-sections to support the scope
of this dissertation. Further, the literature review contributed to the formulation of semistructured interview questions used for data collection.
The social aspects of this case study focused on human interactions involving
knowledge senders and receivers. Successful knowledge transfer required positive
communication between two or more people (Yang & Wu, 2008). The phenomenon of
knowledge transfer challenges amongst Army leaders is a widely unexplored topic. The
Army has existing knowledge management practices and procedures but failed to address
knowledge transfer adequately. This study contributed significant findings to the current
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body of literature. This study also provided relevant, meaningful, and scholarly
contributions regarding knowledge transfer in a military setting.
Purpose of the Study
The purpose of this case study was to identify why Army leaders experienced
challenges when conducting knowledge transfer at a Southwestern United States military
installation.
Aim of the Study
The aim of this study was to create an evidence-based knowledge transfer model
that enhanced current knowledge transfer policies and procedures in a military setting.
Literature on Knowledge and Knowledge Transfer
Organizational leaders have perceived the competitive advantages resulting from
knowledge transfer for decades (Yang & Wu, 2008). Individuals transferred knowledge
to others when they genuinely believed the action would be reciprocated at some point in
time (Van der Vegt & Janssen, 2003). Knowledge is an asset the Army uses to increase
individual situational awareness and organizational learning. As previously noted, this
study adopts Kumar and Ganesh’s (2009) definition of knowledge transfer as a process of
exchange of explicit or tacit knowledge between a knowledge sender and knowledge
receiver. This study makes a distinction between knowledge sharing and knowledge
transfer in a military setting.
Richards (2014) defined knowledge-sharing events as "any interaction between
two or more people in which a person who possesses knowledge makes his or her tacit
knowledge available and communicates it to another person" (p. 14). Further, knowledge
sharing refers to providing task information and know-how to help others and collaborate
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with others to solve problems, develop new ideas, or implement policies or procedures
(Cummings, 2004; Pulakos, Dorsey, & Borman, 2003). Knowledge sharing events result
in the distribution of knowledge immediately available for use by the knowledge
receiver. On the contrary, knowledge transfer focuses on long-term, sustainable
knowledge distribution throughout the organization. The knowledge can be distributed
through publications in journals, conferences, sharing research facilities, patents,
professional networks, and boards (Ganah, Pye & Hall, 2008).
Knowledge
The proper utilization of knowledge acquired through knowledge transfer is often
challenging and difficult to achieve. There are multiple definitions of knowledge, which
inherently makes it difficult to define. In one study, Nonaka (1994) described knowledge
as a "multifaceted concept with multilayered meanings" and a "justified true belief" (p.
15). Zack (1999) described knowledge as "that which we come to believe and value
based on the meaningful, organized accumulation of information through experience,
communication, or inference." Davenport and Prusak (1998) defined knowledge as “a
fluid mix of framed experience, values, contextual information, and expert insight that
provides a framework for evaluating and incorporating new experiences and
information.” Their working definition of knowledge is widely accepted and adopted in
many of the published studies to date.
Tacit and Explicit Knowledge
Polyani was a leading chemist who became increasingly disappointed in
socialists’ views on knowledge (Grant, 2007). Polyani’s (1966) disappointment led to the
assertion, “we can know more than we can tell” (p. 4). He also classified human
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knowledge into two categories. “Tacit” knowledge is more personal, making it difficult to
formalize and communicate. “Explicit” knowledge is codified knowledge and can be
formally transmitted. He believed all knowledge had a tacit component and that it could
be transferred to become more explicit. His thoughts and ideas have contributed to
knowledge literature for over 50 years, with many scholars expanding on his work.
Nonaka (1994) described tacit knowledge as "deeply rooted in action,
commitment, and involvement in a specific action" (p. 16). The study focused on the
"cognitive" and "technical" aspects of tacit knowledge to identify "know-how" in
practical application (p. 16). This study takes a practical approach to tacit knowledge and
expands on Polyani’s (1966) philosophical context. Matthew and Sternberg (2009)
described tacit knowledge as "deeply rooted in action and context" and "can be acquired
without awareness and is typically not articulated or communicated" (p. 530). They also
described explicit knowledge as articulated and transmittable knowledge through formal,
systematic language. Ribeiro (2013) defined tacit knowledge as knowledge "that human
beings only develop through the experience gained over the years and which cannot be
passed on by a set of instructions, manuals, and so forth" (p. 338). Once the tacit
knowledge has been analyzed and socialized, it is transferred to explicit knowledge
where it can be used later.
Knowledge Transfer
Kumar and Ganesh (2009) defined knowledge transfer as "a process of exchange
of explicit or tacit knowledge between two agents, during which one agent purposefully
receives and uses the knowledge provided by another" (p. 163). Argote and Ingram
(2000) described knowledge transfer in organizations as “the process through which one
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unit is affected by the experience of another” (p. 151). Knowledge transfer is critical in
assessing changes in the recipients' knowledge performance. Singley and Anderson
(1989) defined knowledge transfer as "how knowledge acquired in one situation applies
(or fails to apply) to another" (p. 1). Transferred knowledge must be understood and
absorbed by the knowledge receiver to achieve positive results (Davenport & Prusak,
1998). Successful knowledge transfer is a form of communication requiring a shared
understanding between knowledge senders and receivers. This dissertation examined how
knowledge transfer challenges impacted Army leaders.
Several studies have addressed knowledge transfer in a military setting. Hasnain
(2016) conducted a study and identified knowledge acquisition, knowledge storage,
knowledge transfer, and knowledge sharing as the main elements of the knowledge
management process. The study was aimed at creating a smooth transfer of knowledge
between knowledge senders and receivers. Knowledge transfer mechanisms were formal
and informal mediums through which knowledge was transferred between senders and
receivers. One knowledge transfer mechanism the study identified were face-to-face
meetings. Davenport and Prusak’s (2000) empirical findings reported that face-to-face
conversations were commonly used knowledge transfer tools. Face-to-face meetings
include brown bag lunches. Brown bag lunches are conducted when unit members
informally meet with senior leaders to discuss individual and unit issues. The
conversations are codified ad transferred to other unit members. Another knowledge
transfer mechanism was military exercises and training. Military exercises and training
with friendly countries facilitated knowledge transfer on a greater scale. Joint exercises
allowed countries to conduct knowledge transfer through the organization, planned social
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activities, providing documents, sharing hardware, and sharing information about day-today operations. There are debriefing sessions once the military exercise has concluded.
Exercise debriefings are knowledge transfer mechanisms used to provide a factual review
of the exercise events and allow individual reactions to the training event.
Hasnain (2017) also conducted a study to identify unaddressed knowledge
transfer mechanisms in the military setting. The study identified why overcoming
knowledge transfer barriers in a military setting was essential to sustaining military
operations. First, the study revealed how intelligence sections served as knowledge
transfer mechanisms. Intelligence sections were responsible for collecting data,
conducting analysis, interpreting the information, and providing detailed reports to
leaders. Once leaders received detailed reports, they were able to make informed
decisions. Second, the study described why military training schools and institutions were
excellent knowledge transfer mechanisms. Military training institutions utilized
knowledge transfer to provide specialized training to senior and junior leaders.
Baxter (2015) conducted a case study to identify why capturing the knowledge of
departing experts and transferring that knowledge effectively to designated successors
was an organizational challenge. Without adequate knowledge transfer, valuable
experience and lessons learned were not passed on to designated successors. The US
military is continuously losing senior leaders to retirement and down-sizing. This case
study was designed to find an effective way to capture and transfer tacit knowledge
before it leaves the organization. The transferred knowledge was then used to accelerate
the development of expertise in designated successors. This study aimed to discover if
non-procedural knowledge, such as strategic thinking, situational awareness, and the
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decision-making process, could be captured and transferred effectively. The researcher
conducted interviews with more than 100 military members, top executives, scientists,
engineers, government leaders, and specialists. The participant's interviews contributed to
an accelerated expertise development cycle. The steps of the cycle were:
•

Identify the expertise and goal;

•

capture key knowledge;

•

analysis and documentation;

•

review and adjust;

•

design and develop training approach; and

•

deliberate practice to enhance knowledge transfer.

The study revealed taking the time to capture expertise was essential but learning the best
way to transfer knowledge was even more critical.
Other studies have addressed knowledge transfer in a non-military context (Wang
& Noe, 2010; Bellini et al., 2016; Nokes, 2004; Lin, Geng & Whinston, 2005). Inkpen
and Tsang (2005) conducted a study to explore the theoretical gap in research where the
concepts of networks, social capital, and organizational knowledge overlap. They found
that organizations capable of transferring knowledge effectively from one unit to another
are more productive than organizations less capable of knowledge transfer. Susanty,
Handayani, and Henrawan (2012) conducted a study and found several factors that
influence knowledge transfer effectiveness. These factors include organizational culture,
leadership, various frameworks, models, and analytical tools to measure effective
knowledge transfer.
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Wang and Noe (2010) examined a narrative literature review rather than a metaanalysis because of the wide variety of disciplines contributing to knowledge transfer.
The study found key areas of emphasis for knowledge transfer involved organizational
context, management support, rewards, incentives, and organizational structure. This
work's strengths included the review of 76 qualitative and quantitative studies published
between 1999 and early 2008. Key limitations were the majority of the studies mentioned
knowledge sharing, the willingness to share, or self-reported knowledge sharing
behaviors. The empirical research and references utilized in this article contributed to the
identification of individual knowledge transfer characteristics. This study had significant
implications and influence on this dissertation from a knowledge transfer perspective.
Bellini, Aarseth, and Hosseini (2016) conducted a study to determine if there was
a link between knowledge transfer and partnering projects. They predicted the adoption
of collaborative relationships and the implementation of effective knowledge transfer
could contribute to successful projects. Previous academic studies on partnering and
knowledge transfer were done separately, but limited studies investigated the link
between the two. This study narrowed the knowledge gap by analyzing how knowledge
transfer and partnering influence each other. The researchers conducted a comprehensive
analysis of the literature to briefly introduce the topics, highlighting the key elements
respectively of partnering and knowledge transfer. Next, the researchers conducted 10
qualitative interviews with experts in the field of project management. The majority of
the participants worked with the concept of partnering for more than 10 years. The study
identified the required collaborations of knowledge senders and receivers to ensure
successful knowledge transfer and partnering projects. Nine of the 10 participants
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perceived an existing link between effective knowledge transfer and successful partnering
projects. Eight of the 10 participants identified partnering elements such as cooperation,
open communication, workshops, common goals, trust, and co-location effects the
knowledge transfer process in projects.
Nokes (2004) conducted a study to test three theories of knowledge transfer. The
three theories were analogy, knowledge compilation, and constraint violation. Each
theory predicted a different human performance in identifiable ways on a variety of
transfer tasks. The first mechanism of interest was an analogical transfer. The analogical
transfer was composed of three sub-processes: retrieving a previously existing knowledge
structure, creating a mapping between it and a current problem, and then using that
mapping to generate new knowledge structures. The second transfer mechanism
investigated was knowledge compilation. In this study, the knowledge compilation was
viewed as a translation device to interpret declarative knowledge. Knowledge
compilation has a tradeoff between applicability and efficiency when practically applying
across vast areas of contexts. The third transfer mechanism analyzed was a constraint
violation. This mechanism proposes the role of declarative knowledge is primarily to
assist learners in identifying and correcting their errors. When incomplete, constraint
violation generates undesirable knowledge transfer outcomes. One hundred and twentyfive undergraduate students at the University of Illinois at Chicago's subject pool served
as the study participants. The researcher implemented a between-groups training study to
test the three theories. Results from this study provided support for the hypothesis that
there are multiple mechanisms of knowledge transfer. Each of the tools of transfer was
distinct and identifiable.
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Lin, Geng, and Whinston (2005) proposed a sender-receiver framework for
studying knowledge transfer. The sender-receiver framework outlined four types of
information structures for knowledge transfer. Organizational members seeking
knowledge may not identify qualified knowledge practitioners, resulting in leaders failing
to engage in knowledge transfer. This case study examined the impact of incomplete
information between senders and receivers on knowledge transfer effectiveness. The
researchers identified four information structures in knowledge transfers in this study.
The four information structures were:
•

symmetric complete information;

•

sender-advantage asymmetric information;

•

symmetric incomplete information; and

•

receiver-advantage asymmetric information.

This study focused on identifying how and why information structures affect the
effectiveness of knowledge transfer. The study revealed when incomplete or asymmetric
information exists between knowledge senders and receivers. The sender has an incentive
to influence the receiver's expectations of the knowledge transfer effectiveness levels.
The researchers determined that first, an organization involved in knowledge transfer
must decide which type of information structure the transfer belongs to. Second, the
effectiveness of knowledge signals in markets depends on information structures. Third,
leaders should know the information structure of a knowledge market changes
dynamically, depending on the participants.
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Knowledge Management Studies
One of the main goals of knowledge management is to improve knowledge
transfer across organizations (Bouthiller & Shearer, 2002). Past literature addressed the
relationship between knowledge management, knowledge sharing, and knowledge
transfer behaviors (Scarbrough, 1995; Nonaka & Takeuchi, 1995; Jasimuddin, 2007).
Nonaka (1991) described knowledge management as a system to transfer tacit knowledge
to explicit knowledge. Successful knowledge management plays an intricate role in an
organization’s ability to implement change (Hallencreutz, 2009). Effective knowledge
management also consists of getting the right knowledge to the right people at the right
time, which contributes to becoming a learning organization (Ljunblom, Hallencreutz &
Isaksson, 2010).
Davenport, De Long, and Beers (1998) discussed how successful knowledge
management projects could effectively create, share, and transfer knowledge. The
researchers contended successful knowledge management projects could accomplish
organizational objectives through the structuring of people, technology, and knowledge
content. The researcher conducted a study of 31 knowledge management projects in 24
companies. Additionally, the researchers collected data from nine projects in one
company. The participants were typically managers of the knowledge projects or the
knowledge management function within the organization. The study revealed four broad
types of objectives:
•

create knowledge repositories;

•

improve knowledge access;

•

enhance the knowledge environment; and
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manage knowledge as an asset (Davenport et al., 1998).

Further, the study identified eight significant factors that contributed to effective
knowledge management projects. The eight factors were:
•

link to economic performance or industry value;

•

technical and organizational infrastructure;

•

standard, flexible knowledge structure;

•

knowledge-friendly culture;

•

clear purpose and language;

•

change in motivational practices;

•

multiple channels for knowledge transfer; and

•

senior management support (p. 50).

This study identified successful knowledge management as a sign of good management.
Leaders were responsible for managing assets and resources to ensure knowledge transfer
contributed to a competitive environment.
Knowledge management has long been an essential topic in organizations (He &
Wei, 2009). Knowledge management has enabled mission planning, operations,
knowledge generation, information delivery, and technological advances. For years Army
leaders have conducted knowledge transfer and disseminated knowledge through the
chain of command. For most of the US Army’s history, knowledge management has been
a paper-based process that was difficult to share. During the Gulf War, US Army leaders
realized it was time to digitize knowledge to keep up with the "Information Age.”
Digitizing knowledge contributed to the US Army officially embracing knowledge
management as a discipline in 2003 (Department of the Army, 2012). Digitizing
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knowledge management has provided a positive influence on the Army with thousands of
publications easily accessible from single points on the Internet (Lausin, Desouza &
Kraft, 2003).
Knowledge management is critical to the mission command and ensures
synchronization across the operational environment (Kitchens, 2011). A vast amount of
individual and organizational information exists, and leaders are challenged to facilitate
information and knowledge flow. Efficient knowledge flow requires communication,
timing, and engaged participants. This study seeks to identify best practices involving
knowledge transfer from the perspective of Army leaders.
Several studies discussed knowledge management in a military setting (Bartczak,
2002; McIntyre, Gauvin & Waruszynski, 2003). Browning (2002) defined knowledge
management as "the process of organizing, accessing, improving, sharing, and
benchmarking explicit and tacit information for mission results" (p. 4). This study also
described the conceptual roots of Army knowledge management. The conceptual roots
were based on transformation, the global e-business model, and the electronic
government's imperatives. In August 2001, the Army Knowledge Management Strategic
Plan was endorsed by both the Secretary of the Army and the Army Chief of Staff. The
strategic plan delineated five goals to guide knowledge management:
•

adopt governance and cultural changes to become a knowledge-based
organization;

•

integrate knowledge management concepts and best-business practices into Army
processes to improve performance;

•

manage the info structure as an enterprise to enhance capabilities and efficiencies;
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•

scale the enterprise portal to provide universal, secure access for the entire Army;

•

harness human capital for the knowledge organization (p. 3).

This dissertation continued to build upon the established goals identified in Browning’s
(2002) article to create an evidence-based knowledge transfer model.
Bartczak (2002) conducted a case study to identify barriers to knowledge
management in military settings. This study identified challenges with the evolution of
computing technology transitioning from an Industrial Age to a Knowledge Age. This
study utilized Holsapple and Joshi's (2000; 2002) factors that influence knowledge
management implementation to guide this study. The factors included culture, leadership,
technology, organizational adjustments, evaluation, and administration of knowledge
management activities and resources, employee motivation, and external factors. Initial
interviews were conducted with six experts involved with knowledge management in the
US military. Preliminary findings in this study showed the "influences" framework was
most appropriate for collecting and organizing data. Further, the study found that many
influences specific to the military acted as barriers to knowledge management
implementation.
McIntyre et al. (2003) wrote a peer-reviewed article about how knowledge
management principles could be applied to situational awareness, sense-making, and
decision-making in military settings. The researchers revealed knowledge management
principles and techniques in the military context could affect how new military
technologies are employed and how they will evolve. Knowledge superiority in military
operations provided a competitive advantage through battlespace awareness and
visualization. The tempo on the battlefield increases rapidly, and so does the pace of
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information creation and decision-making processes. Knowledge management in the
military requires an emphasis on managing content and efficiency of knowledge transfer.
Knowledge management in the military also requires:
•

knowledge processes that are robust and reliable within operational contexts;

•

knowledge content and intellectual assets that are focused, precise, reliable, with
suitable recall levels; and

•

knowledge creation and conversion processes that match the pace of operations
(p. 38).
Literature on Social Theories
Three significant theories contributed to a deeper understanding of knowledge

transfer. These are the social exchange theory, the expectancy theory, and the theory of
planned behavior. Although these three theories address knowledge sharing behaviors,
they also address knowledge transfer behaviors. There are various influencers of
knowledge transfer behaviors, making it challenging to select one universal theory to
tackle such a complex phenomenon. The complexity of the previously mentioned
research question led to selecting theories addressing psychological, organizational,
social, political, and technical influencers of knowledge transfer behaviors (Krok, 2012).
Each theory offers a different and distinct approach to the factors influencing knowledge
transfer.
Social Exchange Theory
Homans' (1958) seminal work described the social exchange as exchanging
activity between two or more people. The social exchange theory is relationship-based
and emphasizes interactions involving mutual trust and long-term feedback (Kelley &
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Thibaut, 1978; Thibaut & Kelley, 1959; Lin, 2008). Individuals tend to regulate their
interactions with others based on self-interests (Liang et al., 2008). Individuals will only
transfer knowledge if there is a benefit (King & Marks, 2006; Lawler & Thye, 1999).
King and Marks (2008) examined how supervisor attitudes influenced knowledge
sharing and knowledge transfer behaviors. This study was conducted at a large US
federal agency responsible for procuring and maintaining communication systems in the
Department of the Army. The participants consisted of a diverse mix of military
personnel, civilians working for the government, and civilian contractors. The researchers
randomly sent out 600 requests for participation using the system administrator. There
were 208 hits to the site survey website resulting in 169 usable responses. The
researchers found supervisory control positively related to the frequency of knowledge
contributions. The study also revealed organizational support was positively associated
with the effort to contribute efficacious knowledge.
Liang et al. (2008) conducted a meta-analysis of 29 empirical studies and
identified three facets of social exchange motivators. The aspects were personal
cognition, relationships among members, and organizational effort. Past studies found
that the social exchange theory could successfully explain knowledge contributors'
behaviors, but existing research had certain drawbacks. For example, the constructs used
in some previous studies were diverse, and some provided contradictory results. The
researchers selected 29 empirical studies published between 1994 and 2008. The
literature for this meta-analysis consisted of studies only reported in scholarly/peerreviewed journals and conference proceedings. The results indicate most social exchange
theory constructs had a significant effect on individual knowledge sharing or knowledge
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transfer behaviors. The findings of this study may be limited by the coding procedures
utilized.
Lin (2008) conducted a comparative study and found the effort to add productive
knowledge is driven by the organizational culture, organizational structure
characteristics, and inter-unit interaction. The study further described the importance of
creating an organizational structure that encourages knowledge transfer based on
functionality, accomplishment, and flexibility. Interactive and responsive organizations
encouraged employees to transfer knowledge when it was beneficial to them willingly.
The strengths of this study included an exploration of theories other than the social
exchange theory. The other theories examined included the knowledge spiral theory,
theory of altruism, transaction cost theory, and resource dependence theory. Each theory
offered a different perspective on reasons for knowledge transfer with each one compared
to the social exchange theory.
Lawler and Thye (1999) researched how emotion and emotional phenomena can
elaborate and improve the social exchange theory. An examination of many common
exchange relations suggests that emotions enter and permeate the social exchange
process. The researchers argued emotional dynamics have a more central role in social
exchange than initially assumed. The study offers a selective review and analysis of
emotion theories and exchange theories. The purpose was to identify how emotions and
emotional processes can improve exchange theory and research. The study found that the
sociology of emotions and the sociology of exchange were highly distinct traditions with
different human behaviors assumptions. The researchers illustrated the potential to build
emotions into exchange theorizing by surveying a wide range of sociological and
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psychological works on emotions. The researchers identified six traditions in emotion
literature containing aspects of social exchange. Collectively, theoretical junctures in
which emotional phenomena can broaden or complement social exchange theory. The six
approaches were:
•

cultural-normative perspective;

•

structural-relational approaches;

•

sensory-information approaches;

•

cognitive theory;

•

attribution theory; and

•

social -formations approaches.

The six approaches implied emotional underpinnings for various forms of social
exchange. Bringing emotion into social exchange theory potentially deepens social order
and solidarity.
Expectancy Theory
The second theory in the literature review was the expectancy theory. Vroom
(1964) conducted seminal work and predicted the more employees valued collective
gains, the more likely that they were to contribute. Further, this theory states that an
individual’s behavior is a function of the perceived expectancy that their behavior will
result in a valued outcome (Cabrera & Cabrera, 2002). This dissertation incorporated the
expectancy theory with knowledge transfer to determine how it influenced employee
motivational levels. A critical element of the expectancy theory involves self-efficacy.
Cabrera and Cabrera (2002) examined the process of sharing knowledge amongst
organizational members to identify concrete interventions that can help resolve

KNOWLEDGE TRANSFER CHALLENGES

32

knowledge sharing dilemmas. Their findings focused on how expectancy theory predicts
the person's willingness to act is directly affected by their expectations about their
actions' potential effects. Providing positive feedback for knowledge transfer is one way
to increase self-efficacy. The simple act of receiving feedback should increase
perceptions of efficacy. The strengths of this study included the information technology
systems that enhanced knowledge sharing. However, the limitations are that while this
study does mention self-efficacy, the majority of the study focused on information
technology.
Cabrera et al. (2006) conducted a study based on Vroom’s (1964) ideas regarding
the correlation between self-efficacy and knowledge transfer levels. The researchers
examined variables that explored the existing relationship between an individual’s
likelihood to engage in knowledge sharing behaviors. The researchers found
organizational commitment served as a predictor of knowledge sharing. Additionally, the
study identified a strong relationship between self-efficacy and self-reports of knowledge
sharing behaviors. The strengths of this work included suggestions for further research to
be conducted on creativity and organizational learning. This study's limitations included
the definition of a true "dilemma" and the explanation of a knowledge-hoarding event.
Krok (2012) thought it was essential to analyze the factors that motivated
employees to transfer knowledge. This study on the expectancy theory identified the
different needs of people, their desires and goals, and how they then make choices to
achieve desired results. Furthermore, this study asserts that individual behavior is a
function of their true intentions, their competencies, and the limitations of their
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environment. Key findings to the interpretation of the willingness to share knowledge
include:
•

education in the process of the genetic development of the reciprocity standard
that makes us share our knowledge, counting on a return;

•

knowledge sharing is a manifestation of taking care of oneself;

•

in certain circumstances, we are urged to share our knowledge by empathy
towards a given person; and

•

workers’ willingness to share knowledge depends on its being influenced by three
social processes: subordination, identification, and internalization (p. 107).

This study found that workers’ willingness to share knowledge is based on factors such as
their individuality, their age, sex, position in the organization, education, internal
conditions that influence interpersonal relationships, and the organizational culture.
Theory of Planned Behavior
Conner and Armitage (1998) described Ajzen’s (1991) theory of planned behavior
as a widely applied expectancy-value model that focuses on attitude-behavior
relationships that have met some degree of success in predicting behaviors. The theory of
planned behavior states that a person's actual behavior is directly influenced by their
behavioral intention and is jointly determined by his or her attitude, subjective norms,
and perceived behavioral controls towards performing the behavior. This theory
emphasizes personal attitudes that play a significant role in determining when and how
knowledge was transferred.
Madden, Ellen, and Ajzen (1992) compared the theory of planned behavior and
the theory of reasoned action concerning the prediction of behavioral intention and target
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behavior and found that, on average, the theory of planned behavior explained more
variation in behavioral intentions than the theory of reasoned action. They based the
predictions on the two theories assessed across a set of 10 behaviors selected to represent
a range of control over behaviors' intended performance. In this study, the theory of
planned behavior predicts perceived behavioral control reflects motivational factors that
indirectly affect behavior through intentions. The study also identified how perceived
behavioral control reflects actual control and has a direct link to action.
Yoon (2011) examined an integrated model that combines the theory of planned
behavior and the ethics theory and found that moral obligation directly impacts intention
to commit digital piracy, and perceived behavioral control is a more influential factor in
pirating digital materials. This study focused on intention instead of actual behavior, and
that the data was collected from university students. This study also discussed attitudes
towards behavior as a person’s favorable or unfavorable assessment regarding the
behavior in question. This dissertation could benefit knowledge practitioners by
providing a theoretical foundation on anticipated behaviors. By effectively anticipating
behaviors, one could predict actions about knowledge transfer. I incorporated predictive
behaviors in the interview questions with the participants.
Literature about the Professional Practice Setting
Knowledge management and knowledge transfer in the Army has evolved over
the years. Not only does knowledge management govern knowledge transfer at the
selected research site, but it also regulates knowledge management in the entire Army.
The first attempt to codify knowledge management was in 2005 with the release of Army
Regulation 25-1 (Department of the Army, 2005). The regulation was the Army's first
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attempt to develop a forward-thinking strategy to transform the organization into a netcentric, knowledge-based armed force. Initially, this regulation governed information
access, knowledge transfer, and knowledge sharing through improved infostructure
capabilities. The regulation was designed to connect people, knowledge, and technologies
to support the decision-making process.
Leadership is often regarded as the glue that binds leaders and organizations
together (Fallensen, Keller-Glaze & Curnow, 2011). Leadership involves motivating and
inspiring others to work towards a common goal or mission. Army Regulation 25-1 failed
to incorporate leadership into the knowledge management process. Field Manual 6-22,
Leadership (Department of the Army, 2006), included leadership into the knowledge
management process. Field Manual 6-22 viewed knowledge management as a
transformative strategy to change the Army’s organizational culture about how leaders
think and conduct business. The manual directs leader development through education,
training, and past experiences.
The next attempt to address knowledge transfer was at the operational level. Field
Manual 3-0, Operations (Department of the Army, 2008a) defined knowledge
management as the art of creating, organizing, practically applying, and transferring
knowledge to increase situational understanding and decision-making. Knowledge
management supports improving individual and organizational learning, innovation, and
performance levels. The manual governs digital and analog knowledge products and
services. The manual also focused on providing relevant, accurate, timely, and useable
information to senior leaders.
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Later in 2008, the Army released the Army Knowledge Management Principles
(Department of the Army, 2008b). Twelve principles guided Army commanders and
senior leaders to govern knowledge management. The manual described knowledge
management as a discipline to promote an integrated approach to identifying, retrieving,
evaluating, and sharing tacit and explicit knowledge through an enterprise network. The
manual emphasized connecting those who need to know with those who need to know
promptly.
In August 2008, the Army encapsulated their knowledge management policies
with the release of Field Manual 6-0.01 (Department of the Army, 2008c). The manual
addressed how to share knowledge amongst Army units but failed to address knowledge
sharing with fellow services or international partners. Deficiencies in the manuals have
led to continuous revisions since the manuals’ inception. Just as knowledge evolves, so
does the knowledge transfer process. The Army seeks to gain and maintain a competitive
advantage over adversaries through superior knowledge management and knowledge
transfer procedures.
Military Leadership
Military leadership was an essential element in enabling missions in various
operational environments (Kacala, 2015). Leadership is critical in military missions and
day-to-day operations. Several studies have addressed leadership in a military setting
(Vecchio et al., 2006; Earnhardt, 2008; Fallesen et al., 2011). The military leadership was
a deeply rooted, intricate part of this dissertation in practice.
Vecchio et al. (2006) conducted a constructive replication of previous
comprehensive tests of the situational leadership theory in a military setting. The
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participants consisted of 860 cadets at the US Military Academy. The participants
provided data on leader consideration, leader structuring, follower readiness levels,
follower satisfaction, follower performance, and leader-follower exchange. This study
revealed that leader effectiveness is not merely a function of leader behavior but also a
joint function of leader behavior and situational requirements. Further, the situational
leadership theory recommends that leader behavior transition from directive orders to the
delegation as followers gain self-regulation or self-direction. The findings indicated that
subordinates' leader performance ratings were considerably and positively correlated with
subordinate reports of leader-member exchange, leader consideration, and leader
structuring. The performance was significantly associated with assessments of
subordinate readiness levels. This study's findings cast doubt on the prescriptions of the
situational leadership theory for how leaders should behave towards their subordinates.
Leadership appeared to be mostly irrelevant to followers who were high on the
dimensions of readiness.
Kacala (2015) conducted a study to present a military leader's role when engaging
the challenges and threats existing in the information environment. The information
environment was described as space where information was produced, acquired,
processed, and transferred from senders to designated receivers. The information
environment was characterized by three dimensions: physical, informational, and
cognitive. The characteristics included the occurrence of several challenges and threats.
Challenges identified in this study included: an overabundance of information,
unstructured information, problematic value of information, and low information-related
competencies of users. Risks in the information environment were disinformation and
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propaganda. Influential leaders were able to prevent and alleviate the consequences of the
challenges and threats that prevented the achievement of organizational objectives. This
study revealed military leadership was based on the principle of voluntary commitment.
Military leadership involved the ability to inspire followers, influence people, and
creating a vision that motivates others to take decisive actions.
Earnhardt (2008) conducted a study to test Patterson’s (2003) theory of servant
leadership in a military context by investigating the relationship between the seven
constructs. The seven constructs were: (a) agapao love, (b) humility, (c) altruism, (d)
vision, (e) trust, (f) empowerment, and (g) service. Patterson's servant leadership theory
builds on Greenleaf's (1970) emergent leadership theory postulating a leader must serve
first. The quantitative study contributed to the existing body of knowledge on servant
leadership by testing and validating servant leadership constructs in the military context.
The research participants were selected from a single military installation and comprised
of all five military branches. A total of 200 military personnel served as the participants.
The sample size reflected the military's composition and was proportionate to the number
of service personnel in the facility. The study found casual relationships proposed in
Patterson's servant leadership model were supported. The study also revealed gender and
military affiliation was not found to determine differences in servant leadership
characteristics. The military rank of the participants did not have a significant difference
in the vision construct.
Fallesen et al. (2011) provided an overview of leadership studies in a military
setting. The overview highlighted the past, present, and future direction of military
leadership studies. The researchers focused on the conceptualization and measurement of

KNOWLEDGE TRANSFER CHALLENGES

39

military leadership, leader development, and situational leadership. Leadership studies in
the Army have evolved from job-analytic approaches towards more contemporary-based
approaches. Job-analytic approaches focused on identifying knowledge, skills, and the
ability to lead individuals and teams. On the contrary, competency-based approaches
examined the Army's strategic plans and goals while identifying competencies required to
implement the strategy. The study also identified a growing interest in the situational
aspects of leadership in the Army. There was an emphasis on how leadership varied in
response to specific situations. Distinctive situations required unique skills or
competencies from leaders to be more effective. The researchers suggested future studies
develop rigorous and valid measures of leadership. Cultural changes are needed to make
measuring leadership more acceptable.
Reflections of the Researcher
This case study inquiry explored knowledge transfer challenges from the
perspective of senior leaders in a military setting. I utilized existing literature about
knowledge transfer and the collected data from senior leaders to contribute new scholarly
literature. The literature review contributed to the case study and informed the semistructured data collection questions. I attempted to identify psychological and
sociological indicators that contributed to knowledge transfer challenges.
Summary
The topic of knowledge transfer from the perspective of Army leaders is widely
unexplored and requires more in-depth analysis. Communication is crucial for successful
knowledge transfer and is essential to accomplish all assigned missions. Previous

KNOWLEDGE TRANSFER CHALLENGES

40

sociological studies contributed to developing the literature review that encompasses
theories, leadership, and communication.
This study identified why Army leaders experienced challenges when conducting
knowledge transfer from the perspective of knowledge senders and receivers.
Unsuccessful knowledge transfer resulted in performance gaps within the selected Army
unit. To better understand the performance gaps, I utilized the social exchange theory,
expectancy theory, and the theory of planned behavior to identify Army leaders' social
aspects and behaviors that contribute to their knowledge transfer behaviors within their
organization. This study also used previous literature involving knowledge, knowledge
transfer, and knowledge management to further enrich the study.

KNOWLEDGE TRANSFER CHALLENGES

41

CHAPTER THREE: METHODOLOGY
Introduction
This chapter was designed to describe the methodology used in this qualitative,
case study in greater detail. The purpose of this case study was to identify why Army
leaders experience challenges when conducting knowledge transfer at a Southwestern
United States military installation. The findings will contribute to a field of study where
limited research currently exists. The aim of this study was to create an evidence-based
knowledge transfer model that enhances current knowledge transfer policies and
procedures in a military setting. This chapter focused explicitly on the methodology and
the participants. The chapter also includes data collection, coding methods, and an
analysis of the data. Finally, this chapter concludes with the quality of the findings and
ethical considerations.
Research Question
This dissertation in practice was guided by the following single research question:
Why do Army senior leaders at a Southwestern United States military installation
experience challenges when conducting knowledge transfer? There was an emphasis on
identifying the psychological and sociological contributors to knowledge transfer at the
research site.
Methodology
Creswell (2014) described qualitative research as a methodology to explore and
understand the meanings individuals or groups ascribe to social or human problems.
Roberts (2010) described qualitative research as a method of inquiry that takes a holistic
approach by seeking a comprehensive and complete understanding of the phenomena. I
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selected a qualitative approach to identify why Army leaders experienced challenges
when conducting knowledge transfer.
There were several reasons to conduct qualitative research for this study. First,
Strauss and Corbin (1990) suggested conducting qualitative research to explore widely
unexplored phenomenon in which little is yet known. Moustakas (1994) recommended
focusing on the analysis of statements, the generation of meaningful units, and the
development of description. Qualitative research culminates in a written report that
describes the shared experiences of several individuals as it pertains to the phenomenon
(Creswell, 2014). Qualitative research is an effective method to learn about the
participants’ interpretations and thoughts with respect to their behavior, their motives,
emotions, and past experiences (Heyink & Tymstra, 1993). For this study, I emphasized
the rich descriptions of the participants’ lived experiences involving knowledge transfer.
Second, qualitative research is suitable for analyzing processes. Qualitative
research is designed to clarify, interpret, and explain a phenomenon (Heyink & Tymstra,
1993). This study investigated the knowledge transfer process from the perspective of
Army leaders. The key findings of this study contributed to the scholarly literature of a
widely unexplored topic.
Third, qualitative techniques are often used to explore the subject of the research
to gain insight on their perspective (Heyink & Tymstra, 1993). More specifically, I used a
case study to answer the "why" research question. I also utilized semi-structured
interviews to collect data. The case study method of inquiry typically involves interviews,
with the questions being flexible enough to allow elaboration on personal experiences
about the phenomenon (Creswell, 2014).
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The justification for selecting a case study was based on a naturalistic approach
resulting in participant observation in their professional setting (Patton, 2001).
Qualitative research is any kind of research that produces findings by means other than
statistical procedures or means of quantification (Strauss & Corbin, 1990). A qualitative
approach allowed the participants to elaborate on their personal experiences involving
knowledge transfer in a military setting. Through immersion in the study and the research
site, I developed a deeper understanding of knowledge transfer from the perspective of
Army leaders.
As previously mentioned, a qualitative approach was the best method to address
the research question in this study. Further, a qualitative approach was the most
appropriate way to give a collective voice to organizational leaders on the evolving topic
of knowledge transfer. The participants were provided the opportunity to share their
thoughts and ideas as thick, rich data that contributed to the findings of this study.
Constructivist Worldview
A constructivist worldview framed this qualitative dissertation in practice.
Constructivism is a worldview typically associated with qualitative research (Creswell,
2014). Constructivists use discussions or interactions with participants to seek
understanding of the world in which they live and work (Creswell, 2014). Crotty (1998)
identified several assumptions involving constructivism, with three constructivist
assumptions guiding this study:
•

I used open-ended questions so that the participates could fully express their
views;
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I sought to understand the context and setting of the participants by gathering
information in a face-to-face setting; and

•

The basic generation of meaning is social in nature and requires me to identify
themes or patterns from the data collected.

I was able to decipher the participants' ideas by inductively identifying patterns in the
collected data (Creswell, 2014).
Constructivist view knowledge as constructed rather than created (Andrews,
2012). According to Stake (1995), qualitative researchers believe that knowledge is
constructed rather than discovered. Further, case study research clarifies descriptions and
interpretations, with constructivism justifying the narrative description in the final report.
The constructivist worldview guided this dissertation in practice and my interactions with
the participants.
Army senior leaders served as the participants in this study and contributed to the
final report. The participants constructed realistic interpretations of their lived and shared
experiences about Army leadership and knowledge transfer. I served as an interpreter that
gathered interpretations from the participants (Stake, 1995). The aggregate data was
analyzed and described in greater detail in the next chapter.
I used the constructivist paradigm to understand the Army leaders' perceptions of
knowledge transfer in their organization. Constructivist researchers focus on
understanding the constructive environment so they can better evaluate the nature and
validity in which it is used (Andrews, 2012). Researchers recognize their backgrounds
shape their interpretation and position themselves in the study to acknowledge how their
interpretation is based on personal, cultural, and past experiences (Creswell, 2014). I
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placed an emphasis on the rich descriptions of the participants' lived experiences and set
aside personal opinions and judgments about the topic (Finlay, 2009). I conducted semistructured interviews with Army leaders, reviewed relevant military publications,
conducted an extensive literature review, and analyzed collected data to construct the
meaning of the participants' responses.
Research Design
I used a descriptive case study as the research design for this study. Stake (1995)
and Yin (2018) documented recommended practices and procedures for organizing and
conducting a case study successfully. I followed the recommendations for the duration of
this case study to ensure consistency in the final report. The research design was the most
appropriate method to tell the narratives of the participants. This section further describes
the components and characteristics of case study research.
Creswell (2014) defined case study research as "a design of inquiry found in
many fields, especially evaluation, in which the researcher develops an in-depth analysis
of a case, often a program, event, activity, process, or one or more individuals" (p. 14).
This method of inquiry typically involves interviews, with the questions being flexible
enough to allow elaboration on personal experiences about the phenomenon. Roberts
(2010) further described case study research as a method of inquiry that takes a holistic
approach by seeking a comprehensive and complete understanding of the phenomenon.
The phenomenon under investigation was the challenges Army leaders experienced when
conducting knowledge transfer. The participants for this case study were experienced mid
to senior career officers at a Southwestern United States military installation.
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Yin (2018) discussed five important components of a case study research design:
•

research question;

•

propositions of the study;

•

the cases;

•

logic that links data to the propositions; and

•

criteria for interpreting findings.

For this study, I used a “why” question to clarify the nature of the study and to learn
about the experiences of Army leaders. I designed interview questions that allowed
participants to elaborate on their experiences by contributing data to the written
dissertation.
The second component involved the proposition of directing attention to
something that should be examined within the scope of the study. I presented this
proposition in the form of the purpose statement. The purpose of this case study was to
identify why Army leaders experienced challenges when conducting knowledge transfer
at a Southwestern United States military installation.
The third component of the case study research design was the actual cases being
studied. Stake (1995) described the cases as the object or group being studied. The cases
are directly tied to the research question for this study. The cases in this study were mid
to career Army leaders at a single, Southwestern United States military installation.
The fourth component of the case study research design was the logic linking the
data to the proposition. The proposition, or purpose of this study, foreshadows the data
analysis steps of this study. I linked the data to the purpose through “pattern matching,
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explanation building, time-series analysis, logic models, and cross-case analysis” (Yin,
2018, p. 33). I also identified emerging themes from the data.
The fifth component of the case study design was the criteria for interpreting the
findings. Interpreting the data involved coding and the development of themes. Corbin
and Strauss (2015) recommended using memos and field notes when collecting data. I
analyzed the memos and data for hints, clues, and suggestions on how to interpret the
data (Lempert, 2011). Through the data analysis process, themes began to emerge.
Participants
Purposeful sampling was used to select participants who could best inform the
research question and increase understanding of the phenomenon under study (Sargeant,
2012). Purposeful sampling led to the selection of Army senior leaders as participants. I
selected Army senior leaders with an equal or greater rank than myself as participants.
The participants were selected based on their years of experience and their understanding
of the knowledge transfer process in a military setting. The participants provided thick,
rich descriptive data for this case study based on their lived and shared experiences.
Purposeful sampling was also used in conjunction with data collection to offer a thorough
data review.
The participants of this case study included six males and four females. Their time
in the Army ranged from 16 to 22 years. The purposeful selection of participants was
focused on representing the demographics of the organization and incorporating various
experiences. The race and rank of the participants were omitted to protect the privacy of
the participants and to ensure they could not be identified. The aggregate data was
included in the final report in a method that protected the identity of the participants.
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Name

Gender

Years of Service

John Carter

Male

18

Melissa Wilson

Female

20

Sheryl Thompson

Female

19

Grant Thurman

Male

22

Christopher Taylor

Male

21

Tina Lewis

Female

16

Kimberly Johnson

Female

21

Shawn Jackson

Male

18

Tony Goodman

Male

19

Lewis White

Male

17

Table 1. Participant pseudo-personas
Data Collection Tools
Case study data collection required me to be embedded in the field of study being
examined. My strategic placement at the research site allowed me to make observations,
conduct in-depth interviews, and look at written documents while interacting with the
participants (Roberts, 2010). For this study, I used semi-structured interview questions to
collect data. The interview questions focused on the participants’ perceptions of
knowledge transfer challenges. The interview questions for data collection can be found
in Appendix D.
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The purpose of the qualitative research interview was to contribute to a
conceptual body of knowledge based on the experiences of the participants. I was able to
build rapport with the participants through shared professional experiences. Rapport
involved trust and respect for the interviewee and the information they shared. Building
rapport was also the means of establishing a safe and comfortable environment for
sharing personal experiences about the phenomenon (DiCicco-Bloom & Crabtree, 2006).
Semi-structured interviews were the most important sources of data collection in
this case study (DiCicco-Bloom & Crabtree, 2006). Interviews are commonly found in
case studies, and often resemble a guided conversation rather than structured queries
(Yin, 2018). During the semi-structured interviews, the participants and I had open
discussions about the research topic with the participants speaking freely (Bellini,
Aarseth & Hosseini, 2016).
Validity and Reliability
Researchers that conduct qualitative inquiries must ensure that their studies are
credible (Creswell & Miller, 2000). Patton (2001) stated validity and reliability are two
factors that any qualitative researcher must consider when designing, conducting, and
analyzing their study. To increase reliability, Yin (2018) suggests researchers “make as
many procedures as explicit as possible and to conduct research as if someone were
looking over your shoulder” (p. 46). Lincoln and Guba (1985) asked the question, “how
can an inquirer persuade his or her audiences that the research findings of an inquiry are
worth paying attention to?” (p. 290). To ensure the findings of this study were reliable
and valid, I used member checking, data integration, and bracketing.
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The goal of reliability was to minimize biases in a study (Yin, 2018). The first
approach to increase reliability involved member checking. Member checking was used
to ensure the qualitative findings were an accurate representation of the participants’ data
(Creswell, 2014). I conducted member checking to involve the participants and verify
that the written interpretations accurately represented their ideas (Creswell & Miller,
2000). The final transcribed report of each interview was sent to the participant for
review. All of the participants agreed with the transcription and had no issues with the
data being consolidated into the findings of the dissertation.
I used data integration to review the literature, review Army manuals and
publications, and review the collected data from the participants. Data integration served
as an effective approach to controlling bias and establishing propositions. I used
Computer Assisted Qualitative Data Analysis Software (CAQDAS) Nvivo12 to assist in
the coding and formulation of emerging themes. The consolidated data was used to
generate the final report.
Finally, I used bracketing to increase validity, reliability, and to overcome
personal biases. Bracketing was used to overcome existing preconceived notions and to
mitigate the potential deleterious effects (Tufford & Newman, 2010). I made every effort
to put aside past knowledge, understanding, and preconceived notions about the
phenomenon to accurately convey the thoughts of the participants. I incorporated
bracketing into every phase of the study, including research topic selection criteria, target
audience, participant selection, semi-structured interview design, data collection, data
analysis, and the report of findings.
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The Researcher’s Role
I served as a critical instrument for data analysis across all phases of this case
study (Starks & Trinidad, 2007). My strategic positioning during data collection was
essential to the overall success of the dissertation in practice. I served as the primary data
collection tool for this case study. Through self-reflection, I identified biases based on
past experiences before beginning their study. As a knowledge practitioner, I focused
efforts on identifying personal and professional biases to ensure validity and reliability.
As previously mentioned, I used member checks, data integration, and bracketing to
eliminate personal bias.
I have served over 18 years on active duty in the Army. I served the past 14 years
as an Infantry Officer while concurrently serving the last seven years as a Certified
Knowledge Management Officer. I am one of only approximately 300 Certified
Knowledge Management Officers in the entire Army. I have attended over 250 hours of
rigorous training to earn the certification and become a qualified Knowledge
Management Instructor. Due to the extensive training and certifications, the Army
considers me a subject matter expert on all things involving knowledge management. My
responsibilities included ensuring knowledge is shared and transferred on a greater scale
to improve organizational learning. I purposefully selected participants that are an equal
or higher rank to avoid any potential influence over the participants’ responses. I
distributed the Participation Request Form (see Appendix A) via email until a baseline of
20 participants agreed to assist in the study. Of the 20 senior leaders that initially agreed
to participate, only 10 served as participants in this study.
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Data Collection Procedures
Jamshed (2014) described semi-structured interviews as the most common form
of data collection in qualitative research. In this case study, I conducted in-depth, face-toface interviews in a military setting. The semi-structured interviews provided the
framework for knowledge transfer practices to become organizational standards and
norms (Oakley, 1998). The interview questions presented to the participants were openended and designed to collect thick, rich data (Creswell, 2014; Stake, 1995; Yin, 2018).
Data collection occurred in April 2019. Ten Army senior leaders served as the
participants in this case study. The participants selected the time, date, and location of
their interview. All interviews were conducted in the privacy of the participants’ office.
The interviews ranged in duration from 32-54 minutes.
Before beginning the interview, I provided the participants a copy of the
Participation Consent Form (see Appendix B). The document provided the participants
with the purpose of the study, course of action, benefits of participating in the study, risks
of participating in the study, confidentiality expectations, and the participant bill of
rights. I provided the participants time to ask questions, share comments, or identify any
concerns before the interview beginning.
Following the Interview Protocol (see Appendix D), I began each interview by
receiving verbal consent from the participant to record the interview. I took copious
handwritten field notes during each interview. During the interviews, I used probing
questions to encourage participants to elaborate on or clarify ambiguous responses
(Denzin & Lincoln, 2000). Each interview continued until the participant had no new
information to contribute to the interview.
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Data Analysis
Case study reports present both coded data and direct interpretations of collected
data. Coding was used to classify whole episodes, interviews, or documents, and make
them retrievable at a later time (Yin, 2018). Computer Assisted Qualitative Data Analysis
Software (CAQDAS) helps researchers organize, sort, and search for information
(Creswell, 2014). The software can define and organize information, coding, and themes
in data. I used CAQDAS to code the 10 transcribed interviews and to save time by not
performing activities and clerical tasks such as transcription, data importation, and hand
coding (Cope, 2014).
I followed Creswell’s (2014) six steps for data analysis in this case study.
Creswell described the data analysis steps as interactive in practice, with the various
stages being interrelated and not always visited in order. However, the steps were utilized
in a manner that best facilitated logical data analysis for this dissertation in practice.
Step 1: Organize and prepare the data for analysis. During this step, I reviewed
the notes from the interviews. I also examined the audiotapes from interviews and took
additional notes to assist when describing the findings. I then sent the interviews to
Rev.com for professional transcription. Rev.com provided the verbatim written reports
within 24 hours. Upon receipt of the written reports, I printed a hard copy to read and
continue the data analysis process.
Step 2: Read or look at data. I became familiar with the data by reading the hard
copies and placing notes in the margins of transcripts. I read the transcripts multiple times
to develop a deeper understanding of the data provided by the participants. Once familiar
with the transcripts, I transitioned to coding.
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Step 3: Start coding the data. Coding in qualitative studies provides credibility
when presenting the analyzed data (Yin, 2018). NVivo 12 qualitative software was the
CAQDAS used to facilitate data analysis for this case study. NVivo 12 was used to assist
in the analysis of the data, including observations, field notes, and transcriptions. I
summarized the first interview to assist in the development of the preliminary codes. As
the data analysis continued, new codes emerged. The coding process involved organizing
the text data into categories. The categories were labeled according to the actual language
used by the participants. I established a list of preliminary codes that were developed
from the excerpts of the 10 interviews.
Step 4: Use the coding process to generate a description of the setting or people as
well as categories or themes for analysis. For this step, I developed codes of description
based on the interviews. Description involves detailed information about people, places,
or events. Initially, there were 270 unique excerpts from 10 interviews. The excerpts were
reviewed and divided to form a group of 45 initial codes. I then focused on narrowing the
scope of the codes based on similarities and commonalities to generate nine focused
codes.
Step 5: Advance how the description and themes will be represented in the
qualitative narrative. The nine focused codes were further categorized to form themes.
The more significant categories formed the four major overarching themes (Yin, 2018).
The smaller sub-categories formed the supporting themes for this case study. Emergent
themes were represented in the qualitative narrative. Narrative passages were used to
convey the findings from the participants’ responses. The narrative passages were derived
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from the descriptive information about the participants. Next, the themes were used to tell
detailed, descriptive narratives based on the participant’s responses.
Step 6: Interpret the meaning of the data. During this step, I interpreted the data
based on the participant's personal experiences, culture, and history. Creswell (2014)
described this interpretation as an important part of the final written report as viewed
from my theoretical lens. My experience as a Certified Knowledge Management Officer
informed the interpretation of the data. I only focused on what the participants said, the
descriptions they provided, and their recommendations for change. Further, the elaborate
use of bracketing, member checks, and data integration eliminated my personal biases.
Ethical Considerations
The research topic was proposed and approved by the dissertation committee on
February 27, 2019. Once the dissertation committee approved the topic, I submitted an
application to the Creighton University Institutional Review Board (IRB) for approval.
On April 9, 2019, the IRB approved the topic as "exempt," which indicates the research
project is exempt from federal policies involving human subjects.
Ethical issues will arise when conducting research involving "human rights, data
collection, data analysis and interpretation, respect for the research site, writing, and
disseminating your research" (Roberts, 2010, p. 31). Ethical considerations were
incorporated during the proposal, design, and data collection phase of the dissertation.
One common ethical concern for this study involved participant confidentiality. The
transcribed interviews do not include any information that could potentially identify a
participant. All collected data, transcriptions, documents, and personal journals were
saved as Microsoft Word files. I stored all files on an Apple MacBook Air that is
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password protected. I was the only person to have access to the Apple MacBook Air.
Data will be stored for two years after the completion of the dissertation and then
destroyed.
Leadership Roles
The leadership of the participants were instrumental to the data collection plan.
The success of the data collection relied heavily on participants contributing relevant
knowledge transfer experiences. The data collected was based on years of experience and
expertise from the participants. The data also contributed to the development of an
evidence-based knowledge transfer model designed to enhance existing policies and
procedures. Once the evidence-based leadership model is established, leaders are
responsible for implementing and enforcing policies and procedures.
I was responsible for clearly articulating how the research would assist senior
leaders conduct knowledge transfer more efficiently and effectively. More specifically, I
was responsible for articulating how existing knowledge transfer manuals could be
updated to better serve the needs of both junior and senior leaders. Through rigorous
semi-structured interviews, the participants contributed relevant data to the findings of
this study.
Summary
The purpose of this case study was to identify why Army leaders experienced
challenges when conducting knowledge transfer at a Southwestern United States military
installation. The research was based on a single research question: Why do Army leaders
at a Southwestern United States military installation experience challenges when
conducting knowledge transfer? The aim of this study was to create an evidence-based
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knowledge transfer model that enhanced current knowledge transfer policies and
procedures in a military setting.
The study design was a descriptive case study. I selected a case study to explore
and better understand the meanings individuals or groups ascribe to social or human
problems (Creswell, 2014). I followed Yin’s (2018) five important components of a case
study, which were selecting a research question, developing propositions of the study,
identifying the cases, finding logic that links data to the propositions, and selecting
criteria for interpreting findings. I also followed Creswell’s (2014) six steps for data
analysis in a case study.
Ten Army leaders served at a single military installation served as the
participants. The data was collected during face-to-face, semi-structured interviews.
Member checking, data integration, and bracketing were used to ensure the accuracy of
my interpretation of the data. NVivo 12 qualitative computer software was used to
organize and code the collected data.
The case study approach facilitated me gaining a deeper understanding of the
knowledge transfer topic. In addition to Yin’s (2018) five important components and
Creswell’s (2014) six steps for data analysis in a case study, I also used data integration.
Raw data was collected from the literature review, transcribed semi-structured interviews,
observational notes, and professional experience as a knowledge practitioner.
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CHAPTER FOUR: FINDINGS
Introduction
The purpose of this case study was to identify why Army leaders experienced
challenges when conducting knowledge transfer at a Southwestern United States military
installation. The study was guided by the following research question: Why do Army
leaders at a Southwestern United States military installation experience challenges when
conducting knowledge transfer? The aim of this study was to create an evidence-based
knowledge transfer model that enhanced current knowledge transfer policies and
procedures in a military setting.
The participants provided thick, rich data during semi-structured interviews based
on their perceptions and experiences involving knowledge transfer. The collected data
was critical in developing a greater understanding of the attitudes, ideas, and individual
approaches to knowledge transfer from the perspective of the participants. The thoughts
and views of the participants were essential in developing an evidence-based knowledge
transfer model.
This chapter was organized by (a) introduction, (b) presentation of the findings,
(c) analysis and synthesis of findings, and (d) the summary. The chapter told the stories
of the participants based on their contributions during semi-structured interviews. I
grouped similar thoughts and ideas to form themes.
Presentation of the Findings
Four major themes emerged from the data. While the four themes are listed as
separate and distinct, some themes overlapped with others. The participants contributed
various amounts of data to the themes. The themes were not presented in any particular
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order, but rather in a manner that was the most logical. There were 11 sub-themes in this
study.

Table 2. Themes and sub-themes
Theme One: Senior Leaders Provided a Macro View of Knowledge Transfer
Senior leaders provided a macro view of knowledge transfer emerged as a
significant theme. Eighty percent of the participants shared their perceptions of senior
leaders providing a macro view of knowledge transfer. This section of the narrative report
provided a more in-depth look at three sub-themes. Sub-themes included senior leader
experience levels, leadership styles, and the inability of senior leaders to conduct
knowledge transfer effectively.
Sub-Theme: Senior Leader Experience Levels
Research findings revealed challenges arose when senior leaders conducted
knowledge transfer. In general, the participants shared how senior leader experience
levels directly or indirectly impacted the organizational knowledge transfer process.
Sheryl Thompson summed up the collective sentiments among participants that, “Our
experiences are unique, yet intertwined based on many commonalities. Sometimes those
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experiences cause us to make great decisions, and sometimes we need help to see
ourselves truly… While our intentions may be pure, the execution fails at times."
John Carter contributed to senior leader’s macro view of knowledge transfer. He
attributed senior leader’s macro view to “our ability to decipher what knowledge is
transferred based on years of experience and wisdom.” He further stated, “Leaders rely
on their past experiences to decide what is the right amount of information to share.” He
believed senior leaders contributed to knowledge transfer challenges by "focusing on the
more important things, and not necessarily the minor details." John indicated senior
leaders only focused on the “big picture” and not the “holistic approach to knowledge
transfer.” Further, John identified a leader’s past experiences as a potential challenge.
John’s description of leader experiences contributing to knowledge transfer
challenges indicated his recognition of differences in senior leaders. Senior leader
experiences were shaped by their military occupational specialties, and those experiences
vary significantly by function. Further, he believed leaders should focus strictly on their
area of expertise and not broad generalizations. John stated, “We cannot expect all
leaders to possess the same levels of expertise. That’s like asking a neurosurgeon to do
your taxes. Could they do them? Yes, but how well?” Organizations that maximize leader
input during knowledge transfer are more efficient.
Melissa Wilson offered similar ideas regarding senior leader experience levels
impact knowledge transfer. Individual leader experiences are "unique and shape the
leader's thought process." Melissa further stated, “A leader’s approach to knowledge
transfer could be deliberate, calculated, or rushed with typical responses. Typically, there
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is the gray area of saying too much, or not saying enough.” She also offered the following
thoughts of knowledge transfer and senior leader experience levels:
Through years of experience, leaders develop wisdom from the things that they
have seen and done. This wisdom was widely supported by the knowledge that
they possess based on past success and failure. Experience teaches us to learn
from our mistakes and share those failures with others to prevent them from
traveling down the same road. Whether they choose to listen or not is solely up to
them though…
Melissa’s assessment, like John’s, focused on leader limitations. Melissa
described experience as a critical contributor to how she made decisions. She identified a
lack of knowledge and experience as a cause for anxiety amongst senior leaders,
especially if a decision was required without much thought or planning. Leaders that lack
experience in certain areas have difficulty when conducting knowledge transfer. The
challenge was based on the knowledge sender (senior leader) failing to transfer
knowledge in a manner in which the knowledge receiver can understand.
Another challenge was for leaders to find the right balance when conducting
knowledge transfer. Grant Thurman thought, “Senior leaders can’t get too deep in the
weeds when dealing with knowledge transfer. We share the highlights and move on…”
Focusing on the “highlights” contributed to the macro view of knowledge transfer. A
leader’s experience level may deem important details “insignificant” to the overall
mission. Grant also stated leader experience contributed to “divulging what they feel is
relevant and beneficial” when conducting knowledge transfer.
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Grant’s contribution to this sub-theme focused on challenges associated with
knowledge selection and distribution. Challenges arose when leaders selectively
transferred knowledge that was not beneficial to knowledge receivers. Grant described
how challenges occurred when the intended message was not clear or understood by the
knowledge receivers. Instead of admitting the message was not clear, some knowledge
receivers continue without confirming their understanding of the message. Unsuccessful
knowledge transfer resulted in miscommunication, confusion, non-compliance, and nonresolution of problems.
Sub-Theme: Senior Leader Leadership Styles
The findings of this study revealed senior leader leadership styles created
challenges when conducting knowledge transfer. Participants identified "individual
preferences" and "unique approaches to leadership" as factors influencing knowledge
transfer. Leadership is essential in the Army. Each leader was able to motivate and
inspire others based on past experiences. However, it is challenging to transfer
knowledge to others while creating useful and positive results. Participants shared their
thoughts on leadership during the semi-structured interviews.
Tina Lewis described knowledge transfer challenges when a leader’s leadership
style was not directed or guided. She stated, “Challenges become evident when trying to
develop other leaders. How can I convey a message in a way that it is well received?”
Tina indicated gaps were created when “assumptions” were made about the
“effectiveness” of the message based on past experiences and leadership. She also
revealed, “there needs to be some sort of check on learning to ensure we are on the same
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page…” She also believed a lack of shared understanding created additional knowledge
transfer challenges.
Kimberly Johnson identified challenges associated with senior leaders conducting
knowledge transfer and the impact on the organization. She described the leader's ability
to overcome obstacles as "a direct reflection of the leader and their leadership style." One
such obstacle involved the effectiveness of knowledge transfer. She stated, “Leaders
often place the responsibility on knowledge receivers to interpret information and
knowledge. When they don’t do it well, it creates a knowledge gap…” She further
explained how organization members worked together for the “greater good” of the
organization. She also viewed challenges as “opportunities to get better” by contributing
to a learning organization.
Kimberly talked extensively about leaders not being able to relate to peers or
junior leaders. She viewed leadership as “an art and science that is fluid, evolving, and
adaptive.” From her perspective, leaders failed to adjust leadership styles to cater to their
intended audience. Learning the best way to connect with the knowledge receivers was a
quality that many knowledge senders lacked, resulting in missed opportunities to transfer
knowledge effectively. Kimberly's goal as a leader was to understand her audience and
speak to them in the most effective way she could. She thought the connection with the
audience increased efficacy during the transfer process.
Shawn Jackson shared his viewpoints on how leadership influenced the individual
and organizational knowledge transfer process. Based on the information obtained in the
interview, he believed leadership style determined how leaders interacted with other
members of the organization. He described the importance of connecting with peers and
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junior leaders on a “personal and professional level” to enhance the knowledge transfer
process. According to Shawn, “leaders must realize the benefits of helping others get to
know what they know. This is when the organization truly starts to become more lethal,
intelligent, and efficient.” He also believed relationships were essential for leaders to
maximize the full potential of interactions with others.
Shawn’s interview also revealed the correlation between relationships and
organizational culture. He believes organizations that are “close-knit” do a better job of
knowledge dissemination based on established personal and professional relationships.
On the contrary, knowledge transfer was restricted in organizations where social
interactions and engagements were not optimal. Overcoming knowledge dissemination
challenges were conducive to effective knowledge transfer. John also believed
knowledge-rich organizations “actually talk to each other. Communication is essential to
everything we do. Increasing organizational efficiency is hard to do…”
Sub-Theme: The Inability of Senior Leaders to Conduct Knowledge Transfer
Effectively
Participants discussed the inability of senior leaders to conduct knowledge
transfer effectively. According to the participants, the failure to adequately perform
knowledge transfer stems from leaders being "so far removed from the day-to-day
operations in Army units." Ineffective and unsuccessful knowledge flow created a lack of
understanding from junior leaders. In essence, junior leaders struggled to execute tasks
they did not fully understand. Inefficient or unproductive knowledge transfer resulted in
less than optimal results. Findings from this study indicated senior leaders contributed to
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unsuccessful knowledge transfer by not providing clear and concise information to
others.
John offered a unique perspective on senior leaders and their inability to conduct
effective knowledge transfer. He believed the challenges stemmed from a genuine lack of
understanding by the leaders of how to continue the "knowledge stream" for extended
periods effectively. The lack of understanding contributed to ineffective knowledge
dissemination amongst individuals and organizations. John stated:
I do my best to share lessons learned with others to make their experiences better
by reducing friction points. As hard as I try, I realize other leaders are going to do
things differently, despite my recommendations. By no means are they obligated
to listen to me, but I think merely acknowledging best practices could eliminate
many problems.
John further described the challenges as an issue for knowledge senders and
receivers. He believed, “We don’t know what we don't know." Lapses in the transfer
process created knowledge gaps. Leaders struggled with providing the best information to
assist future organizational leaders in their decision-making process. John thought it was
an individual's responsibility to make the best effort possible to develop current and
future leaders to make better decisions. Further, he did not believe knowledge transfer
was an organizational challenge, but rather an individual challenge.
Tony Goodman shared his thoughts on the inability to transfer knowledge
effectively. He identified challenges caused by the lack of training and personal
development. He also mentioned the importance of developing junior leaders to assist in
supporting a sustainable knowledge transfer process. Establishing and sustaining an
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effective method was critical in learning organizations. According to Tony, “there is a
direct correlation between well-defined processes and learning organizations. As a leader,
I am focused on developing the next leader by providing them the tools they need to be
successful.”
Participants pointed to the lack of repetition as a contributing factor of ineffective
knowledge transfer. Conducting knowledge transfer multiple times will increase
efficiency and effectiveness. The increased opportunities will contribute to a more
proficient organization. Increased repetitions will also improve personal and professional
relationships through mentorship, enhance organizational processes, and increase the
knowledge flow.
Theme Two: Senior Leaders Hoard Knowledge
Senior leaders hoarding knowledge emerged as the second major theme in this
study. Sixty percent of the participants thought senior leaders hoarded knowledge from
individuals within their organization. The participants also shared their thoughts about
senior leaders hoarding organizational knowledge. This theme has three sub-themes that
more accurately described knowledge hoarding on a micro-level. The sub-themes
included senior leaders thought knowledge hoarding contributed to gaining a competitive
advantage, the amount of institutional knowledge lost due to knowledge hoarding, and
collaboration not encouraged in the organization.
Sub-Theme: Knowledge Hoarding and Competitive Advantages
The first sub-theme revealed senior leaders hoarded knowledge to gain a
perceived competitive advantage. Knowledge hoarding was defined as the deliberate and
strategic withholding of knowledge for personal gain (Evans, Hendron & Oldroyd, 2015).
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Knowledge hoarding consisted of senior leaders retaining or withholding knowledge
from other organizational members. Knowledge hoarding to gain a competitive
advantage hindered effective knowledge transfer. Consequently, participants felt
knowledge hoarding was directly responsible for stopping knowledge flow during the
knowledge transfer process.
The notion of knowledge hoarding was an identified challenge for several of the
participants. One participant, Lewis White, believed the motivation to hoard knowledge
was based on "senior leaders trying to protect their interests." Although knowledge
transfer was beneficial to individuals and organizations, “some leaders keep a tight grip
on their knowledge to stay relevant in meetings and during staff interactions." Lewis also
believed knowledge hoarding divided the organization into “the haves and the have-nots
of information and knowledge." Withholding knowledge also created an “adversarial”
environment in which team members did not trust each other. The team became less
efficient after members used knowledge as a tool to gain a competitive advantage over
others. Further, he believed senior leaders used knowledge as a tool to distinguish
themselves from others. The withholding of knowledge resulted in less effective teams
that could not operate at their maximum capacity.
Lewis also described knowledge hoarding as one of the surest ways to create an
environment that lacked trust. Team members failed to share information, or knowledge
that was beneficial to other organizational members was counter-productive and
potentially harmful. Knowledge hoarding created a sense of self-promotion for personal
gain and seemed to place the individual above the organization. His responses indicated
leaders hoarded knowledge to remain relevant in the organization and gave the
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appearance they were necessary for mission success. He viewed knowledge hoarding as a
challenge to getting all team members working together towards a common goal or
mission. Team members that “go against the grain” jeopardized the lives of men and
women during dangerous missions. People and knowledge are two of the Army's most
valuable assets. Leaders failed to facilitate knowledge flow and knowledge transfer,
resulting in decreased operating levels.
Lewis’ account of knowledge hoarding addressed leaders’ inability to make
informed decisions when relevant facts and information were not presented. He noted,
“valuable information could be shared to increase everyone’s knowledge and situational
understanding.” Knowledge hoarding inhibited knowledge transfer on both the individual
and organizational levels.
In contrast to Lewis, Christopher Taylor described knowledge hoarding as “an
informal method of self-preservation by limiting what you share with others.” Leaders
were motivated by different things and often chose when to hoard knowledge at times
deemed most beneficial to the individual. According to Christopher:
There has been a growing trend by specific individuals to not collaborate with
other members of the staff during briefing development. However, when it was
time to conduct the briefing, these individuals would chime in with information
they kept to themselves. Several staff members attributed knowledge hoarding to
spotlighting and attention-seeking. Other staff members believe knowledge
hoarders do not care about other team members or the organization.
Christopher added that he viewed knowledge hoarding as "a selfish act used to
self-promote one's personal agenda." Further, he believed “knowledge hoarding created a
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clear division amongst team members." His contribution identified individuals hoarding
knowledge to portray themselves more effectively and positively.
Sub-Theme: Lost Institutional Knowledge
The second sub-theme revealed institutional knowledge was lost when senior
leaders left the organization. Knowledge was described as an asset that many leaders
retained when they left the organization. Some leaders shared their knowledge when they
went with the leader replacing them, but this was not always the case. Institutional
knowledge was a loss due to frequent senior leader turnover and a lack of formal outprocessing. The constant senior leader turnover caused senior leaders new to the
organization to "recreate the wheel" for routine events.
Participants discussed the constant change of senior leaders in the organization.
Grant described how “senior leaders leave every two or three years and take their
institutional knowledge with them.” The organization is failing to codify the institutional
knowledge and create a working document that can be shared. He argued, “the problem
with leaders leaving was the changes were constant, cyclical, and revolving. Over and
over again, leaders come in with new ideas, even though no idea is original…"
Grant added that constant leader turnover contributed to “a ton of organizational
and institutional knowledge walking out of the unit constantly.” Senior leaders were
leaving the organization without transferring their knowledge to the incoming senior
leader. When senior leaders leave without ensuring the incoming leader knows all that
they know, the organization becomes less efficient due to lost knowledge. He suggested
developing and implementing a policy that “streamlines the transfer of knowledge not
only from person to person but from the Army to other sister services as well."
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Melissa named a lack of continuity books as a significant contributor to
knowledge transfer challenges. Continuity books were defined as "books that leaders
create to provide valuable information to the incoming leader that is replacing them." She
reinforced Grant’s observations, acknowledging the amount of lost institutional
knowledge was detrimental to knowledge transfer. She attributed many of the continuity
book issues to a lack of formal systems that governed knowledge transfer. Instead, senior
leaders often operated with informal, unwritten rules that varied from individual to
individual.
Melissa also thought the continuity books were a step in the right direction but
recommended the information was streamlined. She thought to establish standardized inprocessing and out-processing procedures were critical in overcoming challenges.
Standardizing in-processing and out-processing methods would establish basic
requirements for all leaders joining and leaving the unit. Leaders would also freely
contribute additional knowledge appropriately.
Sub-Theme: Collaboration Not Encouraged in the Organization
The third sub-theme revealed collaboration was not encouraged at this research
site. There were times when collaboration occurred naturally, but leaders in the
organization did not support it. Collaboration facilitated team members working together
towards accomplishing a common goal or mission.
Sheryl believed collaboration was not encouraged due to a focus on individual
accomplishments or achievements. The Army is considered a "team of teams," but
success is often bestowed upon individuals rather than the entire organization. The person
in charge of the assigned task was the one to receive the accolades and recognition.
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According to Sheryl, "Team members were willing to assist with group projects, but only
if their assistance was solicited.” She also pointed out, “collaboration did not occur
effortlessly. It (collaboration) required the conscious effort of both leaders and team
members.” She further believed the best collaborators in the organization were focused
on team goals rather than individual recognition.
Similar to Sheryl, Tina also addressed collaboration during her interview. She
revealed, "Sometimes leaders are so directive in their guidance they inadvertently
eliminate collaboration." Junior leaders will receive the directives and go forward without
seeking assistance from others. The junior leaders were focused on mission
accomplishment promptly, resulting in missed collaboration opportunities. Collaboration
occurred when necessary, or "as a last resort." Further, Tina believed the absence of
collaboration contributed to single points of failure within the organization.
Theme Three: Organizational Culture Did Not Support Knowledge Transfer
The third major theme to emerge was the organizational culture did not support
knowledge transfer. Sixty percent of the participants contributed to this theme and two
sub-themes. The participants described how organizational culture influenced knowledge
transfer behaviors. Participants also mentioned the resistance to organizational change.
The organizational culture was established and enforced by the leaders that understood
the best ways to motivate other members in the unit. John defined organizational culture
as "the way that we operate daily. It is what becomes the norm…"
Sub-Theme: Leaders Resistant to Internal Organizational Change
Participants identified senior leaders' resistance to internal organizational change
as a deterrent to knowledge transfer. The organizational culture took the identity of
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leaders serving as the standard-bearers. The participants revealed, “the success or failure
in an organization depends on leader involvement and engagement levels.” Melissa
shared, "for the most part, team members will behave similarly as their leaders, whether
the behaviors are positive or negative." She defined the organizational culture as “a set of
formal and informal rules that members adhered to and followed.”
Sheryl discussed how individual leaders collectively shaped organizational
culture. Once the culture was established, it was difficult to change. Some members of
the unit actively and passively resisted implemented changes. When describing resistance
to change, she stated:
Once individuals are set in their ways, it is challenging to change them. It
becomes a struggle to implement any type of change. I think organizational
change starts with the leaders and trickles down to everyone else. Once you get
past the hard part of implementing change, the new struggle becomes maintaining
the newly established norms…"
In contrast to Sheryl, Christopher described “the fear of the unknown” as one of
the main reasons leaders resisted change. The fear was the driving force behind
uncertainty amongst team members. Team members often became comfortable within the
organization, and therefore did not always welcome change. He believed, “team members
feared change because they were content with the way things were.”
Christopher's description of the team member's resistance to change indicated a
high level of complacency and comfort within the organization. The identified need for
organizational cultural change usually comes after an adverse event, or after new
leadership arrives. Further, he believed outside observations provided an "honest
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assessment" of the culture, and if changes were needed. One of his expressed reasons for
participating in this study was “to help us see ourselves as we really are. It is easier to see
ourselves with the help of others.” Sheryl and Christopher’s interviews addressed
individual and organizational resistance to change.
Sub-Theme: Lack of Understanding Why Change is Necessary
Research findings revealed team members resisted change when there was a lack
of understanding of why the change was necessary. Kimberly’s interview focused on “a
lack of information flow contributing to misunderstandings and confusion.” She felt
proper dissemination of information would alleviate many of the challenges associated
with change.
Kimberly discussed the importance of clearly articulating reasons why changes
were required. She further explained the importance of effectively communicating the
plan “to place team members at ease.” She stated, “Informed people are less likely to
resist change if they truly understand why the change is required in the first place. If there
were practical and logical reasons for the changes, the transition is usually easier.” She
went on to state, "Effective leaders can get in front of pending changes and better prepare
the team. The lead time makes the changes more predictable and less impactful on dayto-day operations." Preparing the workforce and managing expectations were essential in
gaining acceptance of organizational changes.
Like Kimberly, Shawn described the lack of explanation for organizational
change as a significant contributor to resistance to change. He identified senior leaders
failing to explain changes to team members before implementation as an organizational
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challenge. He further detailed how the lack of team member involvement resulted in team
members not fully understanding implementation plans.
Shawn explained how ineffective change management negatively impacts the
organization. Many of the negative impacts were caused when senior leaders failed to
explain changes. He shared:
Change is inevitable, and change is hard. As leaders, I don't think we put our team
members at ease by managing their expectations. They expect lead time to
prepare for the changes. They expect to know how and why we are making the
changes. We don’t clearly articulate why the change is necessary, which results in
confusion and resistance. The resistance is both passive and active…
Theme Four: Junior Leader Contributions
The fourth major theme to emerge was junior leader contributions to knowledge
transfer. Seventy percent of the participants contributed to this theme. The participants
described how junior leader contributions create challenges to the knowledge transfer
process. The following sections provide a descriptive, narrative account of three subthemes. Sub-themes include the omission of junior leader input, the exclusion of junior
leaders in the knowledge transfer process, and the devaluation of junior leader
experience.
Sub-theme: Omission of Junior Leader Input
Participants revealed the omission of junior leader input as a knowledge transfer
challenge. A few participants discussed the importance of junior leaders as knowledge
senders. In this particular organization, junior leaders served primarily as knowledge
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receivers. Organizations become less efficient with each missed knowledge transfer
opportunity. The missed opportunities include those for both senior and junior leaders.
Lewis detailed the organizational challenges created by excluding junior leaders
from decision-making processes. He pointed out the tremendous amount of knowledge
that was lost when junior leaders were not included in the decision-making process. Once
the knowledge was not captured, it was lost until another leader had similar thoughts to
share. Lewis stated:
Junior leader knowledge is a valuable resource that we do not utilize enough.
They provide a different perspective, and we do our unit a huge disservice by not
including them in discussions. These leaders offer a point of view that should not
be overlooked but instead encouraged to share what they know.
Lewis thought the organization failed to capitalize on the different perspectives of
junior leaders. The differences in perspective were attributed to age, experience levels, or
generational differences. Regardless of the difference, Lewis felt it was essential to
include junior leader contributions to improve knowledge transfer. Junior leader inclusion
could also improve efficacy levels within the organization.
Tony thought senior leaders failed to mentor and develop junior leaders.
According to Tony, “We (senior leaders) are responsible for developing our young
leaders to prepare them for increased levels of responsibility. By not allowing them to
express themselves, we are not supporting their growth…" Over time junior leaders
transitioned to senior leaders but lacked proper training, mentorship, and development.
The lack of appropriate training resulted in junior leaders struggling to provide
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meaningful contributions to the decision-making process. Junior leaders that are not
adequately developed also failed to train and develop their soldiers as leaders.
John thought to omit junior leader input was "counter-productive to personal and
professional development." Senior leaders are responsible for the morale of all
organizational members. The omission of junior leader input is “destructive to overall
team morale,” and creates both personal and organizational challenges. One such
challenge involved team building. As an organization that uses individual strengths to
form cohesive teams, team building was essential. Leaders struggled with team building
when they did not make every member feel valued and respected. Once junior leaders felt
their input did not matter, they were more likely to stop contributing to discussions and
processes. The failure to incorporate junior leader input continues to become a bigger
problem until senior leaders make a decisive effort towards the inclusion of all members.
Sub-theme: Exclusion of Junior Leaders in the Knowledge Transfer Process
Several of the participants described the challenges created by the exclusion of
junior leaders in the knowledge transfer process. Some participants discussed the
deliberate exclusion of junior leaders and the negative impact on individuals and
organizations. Other participants discussed the unintentional exclusion of junior leaders
from essential decision-making processes within the organization. One such process the
participants mentioned was the After Action Review Process.
Melissa defined the After Action Review as "the formal process used to capture,
transfer, and disseminate best practices." Based on the data obtained from her interview,
Melissa believed junior leaders were excluded from the After Action Review Process.
Her past experiences revealed:
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Whether it is by design or unintentional, I have seen After Action Reviews with
only senior leaders receiving invitations to attend the event. Without junior leader
contributions, we cannot fully see ourselves as an organization. We do not
acknowledge what they know or what they saw. Basically, the entire process is
lacking completeness…
Melissa’s interview suggested junior leaders could contribute to the knowledge
transfer process if given the opportunity. Junior leaders have experiences and
observations that senior leaders do not possess based on differences in perspectives.
Establishing a venue to include senior and junior leaders will “flatten the organization by
creating an inclusive and intuitive process.” She further suggests prioritizing the inclusion
of junior leaders to establish well- rounded organizations designed to develop leaders.
Sheryl’s observations identified junior leader input as “an afterthought” in
organizations. During her interview, she mentioned the large number of participants that
attend the After Action Reviews. When space is limited, seats are prioritized based on
rank and seniority. During the prioritization process, senior leaders are provided a higher
priority than the junior attendees. She remembered, “junior leaders being asked to leave
when there is not enough room or seats.” The departed junior participants were able to
view the After Action Review from an overflow room but were not allowed to join in the
discussion. The junior participants were not able to contribute comments to the
discussion, resulting in missed opportunities to improve the organization.
Sheryl's interview identified challenges with time and space during After Action
Reviews. The exclusion of junior leaders was based on the unit not being able to support
the number of attendees logistically. Further, she thought the exclusion "hurt the unit by
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not hearing what those soldiers had to say…" Through inclusion, the organization will
develop stronger bonds with team members.
Grant thought the exclusion of junior leaders contributed to their "lack of trust in
organizational systems and processes." His interview revealed a lack of trust in systems
and processes when he was a junior leader. He further expressed, “Leaders are less likely
to support any decision-making process in which they have no input.” He also thought
the lack of trust manifested itself in leader development, contributing to the overall
identity of the individual. Ultimately, the lack of confidence in systems and processes
begin to shape the individual and organizational culture.
Sub-theme: Junior Leader Input Devalued
The findings of this study revealed junior leader input was devalued in decisionmaking processes. One of these processes included knowledge transfer. Junior leaders
provided information to the decision-making processes, but the information did not yield
positive receptions by others. During the interviews, the participants revealed real and
perceived experiences of junior leader inputs being devalued.
Tina thought junior leader input was “devalued in the organization.” Junior leader
contributions to discussions were not codified nor included in some decision-making
processes. Their participation had minimal impacts on the knowledge transfer process
when serious consideration was not given to their thoughts. Tina believed the inclusion of
junior leader input was beneficial to individual development and inspired collaboration.
To increase individual and organizational efficiency levels, “we must listen to their
(junior leaders) ideas and allow them to contribute to making the team better.”
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Lewis believed junior leaders became less motivated when their input was
excluded from decision-making processes. Junior leaders provided distinct value to the
organization based on their experiences. Junior leaders wanted to be recognized for their
contributions and actions and often sought confirmation or validation from the senior
leaders in the organization. Exclusions from discussions, lack of input in meetings, and
the lack of acknowledgment for inputs all contributed to reduced levels of motivation in
junior leaders.
Lewis further explained how individual motivation levels impacted the unit. He
stated, “motivated people were more likely to be productive, outperform peers, and
achieve high-level results.” Challenges arose when individuals began to feel overlooked,
underappreciated or devalued. To overcome motivational challenges in junior leaders, he
felt, "mentoring the young leaders will give them the confidence they need to grow and
develop throughout their career."
Analysis and Synthesis
The four major themes that emerged from the semi-structured interviews captured
the core beliefs of senior leaders involving knowledge transfer. The 10 senior leaders
contributed to the themes by provided thick, rich data about individual and organization
challenges that occurred when conducting knowledge transfer. Each participant offered a
different perspective on the challenges they have experienced, as well as
recommendations to increase individual and organizational efficiency levels. The
collected data suggested professional development consisting of coaching, teaching,
developing, and mentoring would assist in overcoming knowledge gaps. The four
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identified themes were deeply rooted in individual improvements that promote and
inspire positive organizational change amongst team members.
Summary
Four themes emerged from the research study. The themes were: (a) senior
leaders provided a macro view of knowledge transfer, (b) senior leaders hoard
knowledge, (c) organizational culture did not support knowledge transfer, and (d) junior
leader contributions. These themes were self-identified by the 10 senior leaders serving
as participants for this study. Their candid responses contributed to the development of an
evidence-based knowledge transfer model. The findings utilized the participants’
perspectives to advance further studies involving knowledge transfer in a military setting.
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS
Introduction
This case study was designed to utilize qualitative data analysis to create an
evidence-based knowledge transfer model at a Southwestern United States military
installation. This evidence-based knowledge transfer model addressed performance gaps
in existing guidelines that govern knowledge-sharing processes and techniques within the
US Army. This chapter's conclusions were based on data collected specifically for this
study, an extensive and comprehensive literature review, and a thematic analysis of the
collected data. This chapter also describes in greater detail the significant implications of
the study, recommendations for action involving knowledge management policy changes,
and recommendations for future research. Self-reflection and discernment guided me in
identifying critical ideas and concepts rooted in Army senior leaders' personal and
professional development. The shared thoughts and opinions of 10 senior leaders
contributed to the recommended implementation of an evidence-based knowledge
transfer model. The participants contributed critical data to the identification of future
research opportunities. Army senior leaders can test and validate this evidence-based
knowledge transfer model to ensure consistent thematic findings.
Overview of the Study
This case study was designed to identify why Army senior leaders experienced
challenges when conducting knowledge transfer. The case study research design
incorporated semi-structured, face-to-face interviews with 10 senior leaders to gain
insight into knowledge transfer. Each Army senior leader represented different age
groups, duty positions, years of experience in current position, years of service, and
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military specialties. Each interview was recorded and transcribed verbatim. I
meticulously reviewed each transcription and redacted all personal and professional
information that could potentially identify participants. The redacted data did not detract
from the overall content of the interviews. Member checking allowed participants to
review and verify the transcriptions, resulting in improved accuracy, credibility, and
validity of the study (Birt, Scott, Cavers, Campbell & Walter, 2016). Accuracy,
credibility, and validity were essential aspects of this entire study.
Thematic analysis contributed to the data analysis process and the identification
of significant themes. I used coding to reveal sub-themes based on similarities and
frequency of use of key phrases and terms. The sub-themes were ultimately grouped to
form four major themes. The collected data was relevant to the original research question
and supported the participants’ thoughts and ideas involving knowledge transfer
processes and challenges. The major themes were also analyzed to determine the
correlation with the aim of the study.
The four major themes directly support the aim of this study. A thematic synthesis
contributed to developing an evidence-based knowledge transfer model designed to
enhance existing policies and procedures. The evidence-based knowledge transfer model
was foundationally based on existing Army knowledge transfer policies. The evidencebased knowledge transfer model does not offer a new and distinct model, but rather
modifications of existing policies to facilitate the implementation with little to no impact
on current operations.

KNOWLEDGE TRANSFER CHALLENGES

83

Restatement of Purpose
The purpose of this case study was to identify why Army leaders experienced
challenges when conducting knowledge transfer at a Southwestern United States military
installation. Army leaders transfer knowledge daily. Knowledge transfer enables the
exploitation of existing knowledge for its purpose (Kumar & Ganesh, 2009). The purpose
was driven by the Army's desire to increase organizational efficiency levels and
ultimately become a learning organization. Successful organizations can manifest
knowledge transfer through increased meaningful engagements. In Army units, leaders
provide leadership and guidance for day-to-day military operations. Knowledge transfer
facilitates the dissemination of knowledge to the appropriate personnel.
Aim of the Study
The aim of this study was to create an evidence-based knowledge transfer model
that enhanced current knowledge transfer policies and procedures in a military setting.
Proposed Evidence-Based Knowledge Transfer Model
The aim of this study focused on developing an evidence-based knowledge
transfer model to enhance existing knowledge transfer processes and procedures for
Army senior leaders. The evidence-based knowledge transfer model was designed to
increase collaboration and knowledge transfer processes between senior leaders, junior
leaders, and soldiers. An analysis of data gathered from semi-structured interviews,
literature reviews, and thematic analysis provided direction in developing the knowledge
transfer model. Data extracted from the major themes revealed performance gaps in
individual and organizational tacit knowledge transfer processes and procedures. An
analysis of the four major themes led to the development of a five-phased knowledge
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transfer model. Each phase relies on senior and junior leader involvement to ensure
successful implementation. The knowledge transfer model is a modified version of the
existing knowledge management process.
1. Assess current state of
knowledge transfer
behaviors

5. Modify the knowledge
transfer chapter based on
lessons learned

4. Implement knowledge
transfer chapter for
organization use

Increased individual
and organizational
collaboration through
enhanced knowledge
transfer

2. Develop a new chapter
to address knowledge
transfer

3. Lead organizational
change

Figure 1. Proposed Evidence-Based Knowledge Transfer Model Flowchart on 360degree Feedback Loop
Implementation of Solution Phases and Considerations
Leader involvement provides input that affects individuals' and teams' decisionmaking processes and performance levels (Glew, O’Leary-Kelly, Griffin & Van Fleet,
1995). The knowledge transfer model's recommended implementation is based on a
phased approach incorporating a 360-degree feedback loop in each phase. Wide
dissemination within the organization will elicit more feedback from members and
facilitate real-time changes and improvements during the five phases of implementation.
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The five phases offer senior and junior leaders opportunities to provide feedback about
knowledge transfer behaviors. During each phase of the knowledge transfer model, senior
leaders, junior leaders, and soldier inputs are essential during the model's implementation
and sustainability.
The first phase of the evidence-based knowledge transfer model requires senior
leaders to assess the organization's current state of knowledge transfer behaviors. Senior
leaders must understand the state of the organization to make informed decisions. The
assessment will consist of a Strengths, Weaknesses, Opportunities, and Threats (SWOT)
Analysis to determine the internal and external factors that influence organizational
efficiency levels. I will utilize the SWOT Analysis to identify the organization's internal
strengths and weaknesses from organizational members' perspectives. The SWOT
Analysis will also identify external opportunities and threats to knowledge transfer in the
organization. I will compile the findings and provide a written report to the senior leaders
in the organization. Pending senior leaders' approval, I will prepare the organization to
transition to the next phase. During this phase, organizational members will provide
feedback via the feedback loop to increase the SWOT Analysis's effectiveness. The first
phase will last for two months.
The second phase of the knowledge transfer model is to develop a new chapter to
address the organization's knowledge transfer gaps. The chapter will supplement existing
knowledge management manuals. This study's findings revealed that senior leaders
provided a macro view of knowledge transfer, senior leaders hoard knowledge,
organizational culture does not support knowledge transfer, and junior leader
contributions were often omitted. Each of these themes will be included in the
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development of the new chapter. The chapter will also incorporate the SWOT Analysis
findings to address further knowledge transfer challenges from the organization members'
perspective. The chapter will use the feedback from organization members to guide
knowledge transfer exchanges, processes, and interactions. The phase will last for two
months.
The third phase requires senior leaders to lead organizational change. Senior
leaders lead by example and set the standard in the organization. Before implementation,
senior leaders should establish priorities to demonstrate the importance of gaining a
competitive advantage (Kotter, 2006). During this phase, senior leaders will appoint a
transformation team to ensure the organization supports and follow the initiative (Kotter,
2006; Morgan & Zeffane, 2003). Team members will provide feedback capable of
accelerating organizational change while preparing for the implementation phase
(Hussain et al., 2006). This phase will last for two months before transitioning to the next
phase.
Phase four of the model is to implement the knowledge transfer chapter for widespread utilization and practical application. The initial introduction of the knowledge
transfer chapter will serve as the pilot program at this unit, with the potential to be
adopted on a broader scale. The Knowledge Management Officer will serve as the action
officer responsible for supporting the senior leader's vision during the implementation
phase. During this phase, organization members are responsible for reading the
knowledge transfer chapter and applying social interaction methods. Members are also
responsible for following the guidelines in individual communications and team
meetings. Leadership is essential during the four months of this phase to ensure
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successful implementation. Teamwork is critical for the implementation to be effective.
Teamwork will consist of working together and contributing feedback during the entire
phase.
The fifth phase of the model is to modify the chapter and then to repeat the
process. Existing policies and procedures will remain in effect during the modification
phase. The Knowledge Management Officer will require two months to incorporate the
lessons learned from the previous phases and update the knowledge transfer chapter with
the appendices. Once again, the Knowledge Management Officer will include feedback
from the team members to increase the chapter's efficiency in future cycles. This phase
will further refine the identified knowledge transfer gaps from the previous phases.
Knowledge transfer gaps result in diminished capabilities, overall inefficiencies, wasted
time, and lost resources. Modifying the chapter will result in increased collaboration and
distribution of information.
Support for the Solution from Data Collected
In a structured organization such as the US Army, formal systems must maintain
good order and discipline. The research indicated that even senior leaders needed formal
policies and regulations to ensure organizational success. Standard methods served as the
foundation on which the organization was built and will continue to improve through
change management. The evidence-based knowledge transfer model was based on senior
leader input, which made the model more valuable. The data and findings of this study
supported the evidence-based knowledge transfer model by improving personal
relationships. The knowledge transfer model also focused on team building by providing
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a standard system for personnel to follow. The research indicated strengthening personal
relationships and team building to enhance knowledge transfer in the organization.
Existing Support Structure and Resources
This study's selected organization is a technical organization that seeks to gain a
competitive advantage through leadership development, technology, electronics, and
equipment. Currently, senior leaders utilize publications to share knowledge with other
leaders. The evidence-based knowledge transfer model seeks to enhance knowledge
transfer capabilities by creating a formal system that incorporates subordinate leaders and
soldiers' feedback.
The evidence-based knowledge transfer model was developed to support this
study's aim by enhancing existing individual and organizational knowledge transfer
processes and procedures. The knowledge transfer model increased collaboration
amongst senior leaders, junior leaders, and soldiers by incorporating a 360-degree
feedback loop. The model also supports the codification and knowledge transfer of tacit
knowledge to explicit knowledge by capturing and practically applying shared ideas. The
necessary support and resources to implement the leadership model already exist in Field
Manual 6-01.1 (Department of the Army, 2012). Engaged leaders can build trust, team
building, and promote open communication that supports the 360-degree feedback loop.
Proposed New Policies to Ease Implementation
Field Manual 6-01.1 governs the Army's knowledge management operations
(Department of the Army, 2012). Field Manual 6-01.1 is a written manual that guides
leaders in all things about knowledge management but fails to address or enforce
knowledge transfer. The proposed new policy will modify the existing policies to include
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a 360-degree feedback loop and implement and sustain a formal policy for leaders to
incorporate into day-to-day activities. This proposition is based on the feasibility of
implementation and requires minimal changes to existing policies and procedures. The
implementation would occur in timed phases that follow a realistic change management
model and supports all other organizational commitments. The proposal recommends
adding one additional chapter in the existing Field Manual 6-01.1 that specifically
addresses knowledge transfer.
Potential Barriers and Obstacles to Proposed Solution
One major theme identified an organizational culture that does not support
knowledge transfer. An organizational culture that does not support knowledge transfer is
a potential barrier to implementing the knowledge transfer model. Some organizational
members may reject the identified themes of this study. The members who reject the
study's identified themes may be unwilling to acknowledge an organizational culture
issue. The knowledge transfer model will become increasingly more effective if senior
leaders accept my recommendations and the implementation plan. Individual and
organizational resistance to change is demonstrated by members that are content with the
current system and do not see the need for change.
Another potential barrier involves knowledge hoarding. Knowledge hoarders in
the organization are more likely to resist the knowledge transfer model implementation.
Leaders hoard or share knowledge at their discretion and are motivated to share
knowledge when beneficial to the individual (Evans, Hendron & Oldroyd, 2015).
Knowledge hoarding reduces knowledge flow and is often viewed as a strategic move by
individuals to gain a competitive advantage over peers and other team members.
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Individuals that hoard knowledge places personal needs above organizational goals.
Effective knowledge transfer requires granting requests for knowledge and individuals'
willingness to share what they know (Haas & Park, 2010).
Change Theory
Organizational change is constant, inevitable, and requires senior leaders to
develop plans to mitigate the risks associated with change. Senior leaders increase the
effectiveness of implemented organizational changes by modifying strategies, processes,
and structural constraints (Hussain et al., 2016). Constant change requires senior leaders
to remain flexible and innovative when focusing team members on working towards a
common goal. Organizational change provides opportunities for senior leaders to utilize
their resources, tools, ideas, and values to positively impact individual attitudes regarding
knowledge transfer (Clark, 2016). The findings of this case study can assist senior leaders
in overcoming personal biases and resistance to change.
The knowledge transfer model supports organizational change by allowing
implementation without functionality loss (Clark, 2016). The knowledge transfer model
does not require any new or additional equipment for team members, but only a new
chapter in existing knowledge management manuals. Implementing the knowledge
transfer model requires senior leaders to guide the organization based on internal and
external factors that influence the unit's knowledge transfer behaviors (Moran &
Brightman, 2001).
Engagement
Leader engagements are essential in building trust and managing the spread of
rumors (Cawsey, Deszca & Ingols, 2012). Leaders are charged with articulating the
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reasons for change, describing the process, and pushing the plan into action. Soldiers
want to know why things are happening and the implications change has on the
organization. Engaged leaders mitigate the concern by being available and answering
questions to facilitate individual adaptation and acceptance.
Timeliness
Change creates uncertainty and anxiety. Soldiers want to vent their concerns and
frustrations in an open forum (Cawsey, Deszca & Ingols, 2012). Leaders can reduce
anxiety by listening to the problems of soldiers and providing information promptly.
Timely knowledge flow is essential to reduce stress levels and move the organization
forward. Timeliness also includes providing enough lead time to allow leaders to plan
and react to upcoming changes.
Two-Way Communication
Communicating change requires an open dialogue between senior leaders and
junior leaders. The change communication needs to be a two-way discussion so that both
sides can share their concerns (Cawsey, Deszca & Ingols, 2012). Communication occurs
through staff briefings, small group meetings, share point, and emails. Incorporating the
360-degree feedback loop allows leaders to adapt, change, and implement strategies by
combining multiple ideas. The feedback loop also provides a snapshot of how the change
implementation is being interpreted. The two-way communication ensures a clear
understanding of each phase of the knowledge transfer model.
Roles and Responsibilities of Key Players in Implementation
The implementation of the evidence-based knowledge transfer model requires
input from three key players. The key players include senior leaders, junior leaders, and
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the Knowledge Management Officer. Each key player offers a different and distinct
contribution to the knowledge transfer chapter. Each key player also has a role to play in
the successful implementation of the evidence-based knowledge transfer model. The
collective contributions will create a system designed to increase knowledge transfer
behaviors in the organization.
Senior leaders play a critical role in providing leadership and guidance to the
organizational members. Senior leaders are responsible for the development and
enforcement of policies and procedures involving knowledge transfer. Initially, the
policies and procedures were established by Field Manual 6.01-1 (Department of the
Army, 2012). Senior leaders will authorize the change to the knowledge transfer policies.
They will also give guidance about implementing the model and how the change will
impact the organization. Senior leaders will incorporate the findings of this study to
support their goals and visions.
Senior leaders are responsible for providing authentic leadership to inspire and
motivate team members to support the evidence-based knowledge transfer model.
Authentic leaders provide visualization of their plan and influence others to support the
required actions to achieve desired goals. Senior leaders will include the findings of this
study to support the knowledge transfer chapter's development and implementation.
Senior leaders displaying authentic leadership can exert their influence on the
organization and impact junior leaders in a positive manner (Hyatt, 2016).
Junior leaders also play a significant role in the implementation process. They are
responsible for following training plans designed to inform the organization members.
Training opportunities include reading, understanding, and distributing the condensed
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findings of this study. They must understand the current performance gaps in the
organization to facilitate the training required to achieve progress. Junior leaders will
incorporate face-to-face meetings and engagement opportunities with senior leaders to
reinforce the knowledge transfer chapter's utilization.
Junior leaders serve as the liaison officer between senior leaders and soldiers.
Soldiers have limited interactions with senior leaders. Junior leaders have frequent
interactions with both senior leaders and soldiers. Junior leaders will ensure soldiers have
adequate opportunities to contribute feedback to the knowledge transfer chapter. The
360-degree feedback loop allows members to provide opinions or perspectives to
increase the knowledge transfer model's efficiency.
The Knowledge Management Officer is responsible for preparing the staff for the
implementation of the model. They will lead the training session in conjunction with
junior leaders to develop the team for the changes. They will also receive guidance from
senior leaders to incorporate into the knowledge transfer chapter's initial draft. The
Knowledge Management Officer will receive and incorporate all feedback from team
members. They are responsible for the dissemination of information promptly to support
the decision-making process.
Recommendations for Future Research
There are few studies focused on knowledge transfer in a military setting. Future
researchers should seek to investigate additional knowledge transfer challenges from the
perspective of junior leaders. Future researchers should also focus on data collection
methods to gain a more in-depth understanding of individual and organizational
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knowledge transfer behaviors. Increasing participants and observations would make
future studies more rigorous.
This study’s results have implications for the US Army and other branches of the
Department of Defense, which includes the Air Force, Marines, Navy, and Space Force.
However, future researchers should consider studying knowledge transfer at a single joint
installation. The study's data and other knowledge transfer studies could be aggregated to
identify common themes and practices with the organization.
Summary
The connection between senior leaders and knowledge transfer is a widely
unexplored topic. As a professional knowledge practitioner, I was compelled to explore
the topic in-depth and provide meaningful contributions to the field. This study provides
a scholarly review of knowledge transfer from the perspective of senior leaders. The
inquiry utilized a case study to identify four major themes. I conducted semi-structured
interviews with 10 senior leaders. Participants were selected from a single, Southwestern
military installation.
Key findings revealed four themes relating to challenges senior leaders experience
when conducting knowledge transfer. The themes were senior leaders provided a macro
view of knowledge transfer, senior leaders hoard knowledge, organizational culture did
not support knowledge transfer, and junior leader contributions. Participants shared their
collaborative experiences involving knowledge transfer to serving as a representation of
senior leaders. Participants contributed to the development of a knowledge transfer
chapter to govern behaviors. The knowledge transfer chapter was designed to increase
individual and organizational efficiency levels through meaningful leader engagements.
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Increased meaningful engagements between senior leaders and subordinate leaders have a
positive influence on the organizational culture.
This dissertation in practice provided a research platform to explore in-depth
knowledge transfer from an insider's viewpoint. The research design focused on
expanding the participants' voices by incorporating their thoughts and ideas into the
evidence-based knowledge transfer model. The participants were able to share previously
unsolicited personal experiences to assist in establishing recommendations for future
research. Research indicates increased organizational efficiency is a priority for senior
leaders. This study provides senior leaders with the technical expertise they lack to
influence change positively.
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Final Thoughts
My spiritual, personal, and professional growth has increased tremendously since
beginning this dissertation in practice. During this period, knowledge acquired
contributed to a dynamic leadership evolution resulting in me becoming more resultsoriented and professionally grounded. Enhanced data collection procedures, research
practices, literature reviews, and face-to-face interviews added to my personal growth
and development. Personal triumphs outweighed trials and tribulations while inspiring
perseverance to complete a meaningful contribution to knowledge practitioners. I was
driven to contribute additional significant literature and research to knowledge
management, knowledge transfer, and knowledge sharing.
The desire to contribute further to knowledge transfer inspired me to seek
additional research opportunities involving this phenomenon. I served as a voice for
senior leaders desiring to increase individual and organizational knowledge transfer
efficiency levels. I used authentic leadership to energize the knowledge transfer process.
Each semi-structured interview provided validation to the importance of my study. The
participants were grateful for the opportunity to contribute to the evidence-based
knowledge transfer model.
There is a genuine sense of joy when overcoming challenges to accomplish goals.
It is the moment when seemingly impossible tasks reach fruition and suddenly become a
reality. I faced adversity during the dissertation process but remained resilient and
overcame the challenges to complete the journey. This adversity included enduring three
nine-month combat deployments while simultaneously a student at Creighton University.
Faith and belief were essential in the "can do" attitude that undoubtedly led to this
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significant project's overall success. There is a noticeable development in confidence,
achievement, and leadership gained through self-reflection and discernment.
I do not view the completion of this dissertation in practice as the end, but rather
the beginning of the next chapter for a lifelong learner. This next chapter is supported by
leadership and academic credentials to validate my leadership concepts and personal
theories. I will continue to share knowledge and advocate for effective knowledge
transfer in the Army until I transition to the civilian sector. In the private sector, I intend
to pursue a position at a university as a professor. Self-reflection is essential to personal
and professional development. The knowledge and wisdom I obtained during this
doctoral process has positively shaped and influenced my leadership philosophy. Upon
further review, the way ahead is exciting and promising.
It is imperative to continue this dissertation's momentum in practice by engaging
senior leaders at various military installations. Providing senior leaders with abbreviated
findings of this study will help them understand the importance of practical knowledge
transfer. An in-depth analysis of the evidence-based knowledge transfer model could lead
to integration and implementation at multiple installations. Senior leaders will benefit
immensely by incorporating their individual experiences and leadership styles into the
evidence-based knowledge transfer model to create a more flexible and scalable model.
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Appendix A
Participation Request Letter
December 28, 2018
Dear Participant,
My name is J. Tomás Reynolds, and I am a doctoral candidate at Creighton University. I
am conducting a research study on why Army leaders experience challenges when
conducting knowledge transfer in a military setting. The title of the research is
Knowledge Transfer Challenges Army Leaders Experience at a Southwestern United
States Military Installation: A Case Study. I am respectfully requesting your participation
in this research. I am conducting a qualitative study, which will consist of semi-structured
interviews with Army leaders. The interview will be conducted at a time and place that
both the participant and the researcher agree upon. Each interview will take
approximately one hour. Your participation is strictly voluntary, and you may withdraw
your consent to participate at any time. To maintain confidentiality and protect your
identity, pseudonyms will be utilized so that the interview results cannot be linked to you.
I will transcribe all interviews myself, and no one else will have access to the interview
results. There is no direct benefit to you by participating in this study, but you can assist
in improving organizational knowledge transfer in your unit. There is little to no risk
associated with participating in this study. The study is being conducted under the
supervision of Dr. Bret A. Richards. If you have any questions, please contact me by
email at: tomas_reynolds@hotmail.com or by phone at (929) 409-1979.
Sincerely,
J. Tomás Reynolds
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Appendix B
Participation Consent Form
Creighton University Research Informed Consent Form
PROTOCOL TITLE: Knowledge Transfer Challenges Army Leaders Experience at a
Southwestern United States Military Installation: A Case Study
PROTOCOL NUMBER: 1422116-1
INVESTIGATOR: J. Tomás Reynolds
RESEARCH COORDINATOR: J. Tomás Reynolds is a doctoral candidate at Creighton
University, and is conducting this study under the guidance of Bret A. Richards, Ph.D., and the
Graduate School at Creighton University.
PURPOSE OF THE STUDY: The purpose of this case study was to understand the challenges
Army leaders experience when conducting knowledge transfer at a Southwestern United States
military installation.
LOCATION OF THE STUDY: The study will be conducted at Fort Hood, Texas.
COURSE OF ACTION: Participants will answer questions in interviews that will last a
maximum of one hour. During the semi-structured interviews, you will be asked about your
personal experiences involving knowledge transfer in a military setting. The researcher may need
to follow up with you with additional questions for clarity. In this situation, the researcher will
contact you by phone or email within one month of the interview.
BENEFITS OF PARTICIPATING IN THE STUDY: There are no direct benefits to you as an
individual participant in this study. However, your participation can greatly assist in improving
individual and organizational knowledge transfer.
RISKS OF PARTICIPATING IN THE STUDY: The risks for participating in this study are
minimal, and are no more than what is encountered in everyday life. While it is not possible to
identify all potential risks associated with this research, the researcher has taken reasonable
safeguards to mitigate any known risk.
CONFIDENTIALITY: The researcher will keep all research records that may identify you
confidential to the extent allowed by law. The data collected from you will be combined with
information collected from other participants taking part in this study. When this study is
published and shared with other researchers, the findings will consist of combined information
only. Therefore, you will not be identified in these written materials, and your name and other
identifying information will remain private. The audiotapes will be erased as soon as the
information is transcribed.
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Appendix C
Research Protocol
PROTOCOL TITLE: Knowledge Transfer Challenges Army Leaders Experience at a
Southwestern United States Military Installation: A Case Study
PROTOCOL NUMBER: 1422116-1
INVESTIGATOR: J. Tomás Reynolds
PURPOSE OF THE STUDY: The purpose of this case study was to understand the challenges
Army leaders experience when conducting knowledge transfer at a Southwestern United States
military installation.
RESEARCH DESIGN: The goal of this study is to gain a greater understanding and insight
about why Army leaders experience challenges when conducting knowledge transfer. The
research to be conducted under this protocol falls under the general topic of social interactions
and human behaviors.
RESEARCH PROCEDURES: The researcher and the participant will agree upon a date, time,
and location in which a semi-structured interview will be conducted. The participants will be
asked a series of questions that involve their personal experiences about knowledge transfer in
their organization. All interviews will be transcribed and recorded, and will be coded at a later
date.
PARTICIPANT SELECTION: For this study, individuals will be recruited through standard
fliers and emails to prospective participants at Fort Hood, Texas. Participants must be at least 18
years old, and they must be an experienced mid to senior career officer with 15 to 25 years of
service. Each participant will be provided a consent form.
RISKS AND BENEFITS OF PARTICIPATING IN THE STUDY: The risks for participating in
this study are minimal, and are no more than what is encountered in everyday life. While it is not
possible to identify all potential risks associated with this research, the researcher has taken
reasonable safeguards to mitigate any known risk. There are no anticipated benefits to individual
participants.
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Appendix D
Interview Protocol
PROTOCOL TITLE: Knowledge Transfer Challenges Army Leaders Experience at a
Southwestern United States Military Installation: A Case Study
TIME OF INTERVIEW:
DATE:
LOCATION: Fort Hood, TX
INVESTIGATOR: J. Tomás Reynolds
PURPOSE OF THE STUDY: The purpose of this case study was to understand the challenges
Army leaders experience when conducting knowledge transfer at a Southwestern United States
military installation.
OVERVIEW OF THE INTERVIEW: Thank you for taking time out of your busy schedule to
participate in this study. By agreeing to participate in this study, you are greatly contributing to a
largely unexplored topic of knowledge transfer in the U.S. Army. Once again, I would like to
remind you that your comments would remain confidential and anonymous. The consent form
that has also been provided explains in greater detail the extensive measures that will be taken to
ensure confidentiality. You may take a break from the interview at any time, and you may also
end the interview at any time.
Participants will answer questions in interviews that will last a maximum of one hour. During the
semi-structured interviews, you will be asked about your personal experiences involving
knowledge transfer in the workplace. The researcher may need to follow up with you with
additional questions. In this situation, the researcher will contact you by phone or email within
one month of the interview. If there are no questions at this time, we shall begin the interview.
With your expressed permission, I would like to record the interview to assist in transcription.
INTERVIEW QUESTIONS:
1. How many years have you served in the United States Army?
2. How do you define knowledge transfer in a military setting?
3. Describe a positive knowledge transfer experience during your time in the Army.
4. Describe a negative knowledge transfer experience during your time in the Army.
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Appendix D, cont.
5. How does the knowledge transfer process influence the success or failure of your
organization?
6. What challenges do Army leaders experience when conducting knowledge
transfer?
7. What could your unit do better regarding knowledge transfer?
8. Describe the Army’s After Action Review process. What should be sustained?
What should be improved?
9. What are the differences between a leader’s role and a soldier’s role in the
knowledge transfer process?
10. Do you have anything else to share, or that you would like to elaborate on at this
time?
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