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Introduction
Since the initial works of Polanyi (Polanyi 1966), the question of creation and diffusion of knowledge appears as a progressively major issue for organizations.  Today, organizational strategies seem to be based on the degree of transmission of internal knowledge.  Knowledge is more and more considered as a strategic asset for organizations, in order to assure a competitive advantage on long term (Dryden and Vos 1999).  The management of this resource is called Knowledge Management (KM).  The valorisation of individual knowledge at an organizational level can only exist with management that allows the following:  promoting the sharing knowledge, enabling the creation of knowledge and the intra-organizational learning (Nonaka and Takeuchi 1995; Gupta and Govindarajan 2000; Gupta and Govindarajan 2000).  


The main models of KM underline the importance of technology.  In organizations, knowledge management is usually embodied by the in implementation of intranets, databases, or tools which assist in the decision making process (Ruggles 1998).  Nevertheless, several scholars acknowledge that technology no longer seems to be a sufficient element to guarantee the efficiency of a knowledge management program; the human aspect is a major issue to consider and to integrate in the reflection of said programs (Soliman and Spooner 2000; Scarbrough and Carter 2003; Oltra 2005).  Therefore, human resources could be a way to support knowledge management within organizations (Alavi and Leidner 2001).  The “harder” side of a KM program is the IT tools which have been largely developed, whereas the “softer” side is the one related to the issues having to do with people which to date has been relatively poorly integrated. Thus, in order to support and to improve the processes of creation, storage, transfer and application of knowledge, human resources management (HRM) practices and tools should be taken into account. More specifically, a literature review assumes that performance appraisals are a critical practice which could impact on the effectiveness of KM (Yahya and Goh 2002; Oltra 2005). We align ourselves with such a perspective, and in this paper seek to analyze the connexion between appraisal tools and the implementation of KM program.

This communication aims to explore how HRM practices and tools integrate knowledge management.  To demonstrate this we will use the following steps: (I) a discussion of the theoretical background on knowledge and knowledge management, (II) as well as a presenting the methodology used and the results obtained by the empirical study.  Firstly, the need for using HRM practices will be made evident, particularly in performance appraisals, in order to support knowledge management projects through the results of a qualitative exploratory study conducted with chief knowledge officer (Bourdon, Vitari et al. 2003). Concurrently, the identification of the degrees of formalization of knowledge management in appraisal tools will be made. The analysis is exploratory and the conclusion does suggest that there be future researches and reflections on the topic at hand.
1. Knowledge Management and human resources management

The purpose of this part is to give a theoretical framework of knowledge and knowledge management, and to underline the importance of HRM. 

1.1. Knowledge within organizations 

 
The concepts of « knowledge » and « competency » are very common in discourses and management practices.  Even if the original meanings are different from one field to another, they all deal with internal resources of the organization.  The evolution of strategic views underlines the recent interest for internal resources in the organizations.  Thus, at the beginning of the 1980, strategic analyses focused essentially on the creation of monopoly incomes based on an environmental analysis (Porter and Miller 1985).  In the resource-based view theory (Grant 1996; Spender and Grant 1996), knowledge is the main source of competitive advantage. Organizations are seen as places engaged in the coordination and management of knowledge (Prahalad and Hamel 1990; Barney 1996; Grant 1996) (Liebeskind 1996; Spender and Grant 1996).  

The question of the definition of knowledge, and especially organizational knowledge, has widely interested philosophers and researchers alike and has spawned several epistemological debates.  According to Davenport and Prusak (Davenport and Prusak 1998), knowledge is « a fluid mix of framed experience, values, contextual information, and expert insight ».  This underlines the individual anchorage of knowledge.  For Nonaka (Nonaka (Nonaka 1994), knowledge is a « true and justified belief », which means that it depends on the beliefs of its owner.  
It is necessary to distinguish the terms knowledge, data, and information from another.  Although the terms « knowledge » and « information » are often used interchangeably, most theories agree on the fact that knowledge is something different from data and information.  A current approach dictates a hierarchy between data, information, and knowledge (Alavi and Leidner 2001; Shin, Holden et al. 2001). For example, Zack (Zack 1999) defines data as observations or facts; information as data relating to a context, and knowledge as an accumulation of organized information relating to a given context.  Thus, information appears as a perceived or even received message that modifies the knowledge of the receiver.  Knowledge still depends on human cognition while information does not.  Even if it is possible to transmit it as information, knowledge can only be used if it « fits » an individual cognitive process; furthermore knowledge is a mixture of contextual characteristics, personal memory, and cognitive processes.  
In addition, knowledge can be individual or organizational.  Individual knowledge is anchored within individual, whereas organisational knowledge, based on Reix’s works « is distributed and divided up and is composed of specific individual knowledge of members’ organization and of divided knowledge, common to groups or to all the members» (Reix 1995).  

Finally, two types of knowledge exist in organizations: tacit knowledge and explicit knowledge (Polanyi 1966; Nonaka 1991).  This distinction concerns whether the communication of the knowledge is possible or not. Explicit knowledge can be transmitted entirely with no losses, via manuscript or information technologies.  They are therefore formal and structured, and as an example, we have scientific data as well as databases.  On the contrary, tacit knowledge is difficult to formalize and to transmit.  Therefore, this is a contextual knowledge that includes cognitive elements (beliefs, mental models, etc.).  An example of this is « knowledge practice », i.e. a “know-how” (Kogut and Zander 1996), that allows the realization of an action to be easy.
1.2. Knowledge management processes


The recent interest for knowledge in organizations has led to various developments and contributions concerning a way to support knowledge management in organizations. Thus, Knowledge Management became a major issue for organizations (Drucker 1993). According to IDC, the expenditures regarding knowledge management could pass from 2.7$ billions in 2002 to 4.8$ billions by 2007 (Babcok, 2004). 


Different perspectives of knowledge management exist.  For example, Alavi and Leidner (Alavi and Leidner 1999) define KM as a specific and systematic process and to obtain, organize and communicate tacit and explicit knowledge of employees so that others can use it to be more effective and more productive in their work. Malhotra (Malhotra 1998) considers that knowledge management is a set of organizational processes that look for the combination, in the framework of a synergy, of informational capacities of information technologies and individuals’ creative capacities.  
The overall literature on KM underlines four principal processes: the creation, the codification and storage, the diffusion, and the application of knowledge (Alavi and Leidner 2001).  These four basic processes of KM represent activities in inter-relation (DeLong and Fahey 2000; Alavi and Leidner 2001; Gold, Malhotra et al. 2001). Consider KM as knowledge processing, reflects both the cognitive and the social nature of knowledge in organizations, but also their embodiment in the cognition, the individual and collective practices, and the culture (Alavi and Leidner 2001).  
The knowledge creation process refers to the development or to the replacement of existing explicit or tacit knowledge of the organization, i.e. the process of achieving and accumulating knowledge (Gold, Malhotra and al.  2001). Knowledge is created, developed, and justified through both social and collaborative processes, and individual cognitive processes (Nonaka 1994).  
Storage consists of the identification, and the collection of explicit knowledge acquired or created by an organization and its members (Pomian 1996).  
The transfer of knowledge represents an exchange of knowledge between a source and a receiver (Davenport, Jarvenpaa et al. 1996; Davenport, De long et al. 1998). The goal of this exchange is to connect individuals that possess a specific knowledge with individuals that need this knowledge. 
 Lastly, the application of knowledge is the process which occurs when the knowledge is perceived as valuable by the recipient (Grover and Davenport 2001). 
The following scheme illustrates the four processes of knowledge management.  
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Figure 1: Cycle of KM from Alavi et Leidner, 2001.


Many approaches to KM emphasized technical issues relating to the implementation of some information technologies such as the intranets or any other computerized system dedicated to KM.  Thus, these discussions ignored the human factor associated to the KM processes.  However, the socio-technical approach of Meso and Smith (Meso and Smith 2000) which considers KM as a system and a complex combination of information technologies, organisational infrastructure, organizational culture and of knowledge and of individuals, puts individuals and the organization at the core of the KM analysis.  Furthermore, many empirical researches underline the difficulty to implement knowledge management programs. Thereby, Davenport and al. (Davenport and al., 1998) showed that many knowledge management projects failed, despite dedicated information technologies, because of the lack of motivation of individuals to stock and transfer their knowledge.  A famous case was the failure which occurred when introducing Lotus Note in a consultancy firm, related by Orlikowski (Orlikowski 1993), this was a good example of the difficulties relating to knowledge management programs.  The failure was due to the fact that that the demands were unrealistic when considering that consultants were asked to diffuse their knowledge with colleagues in an individualistic and a very competitive environment.  This case highlights that the motivation and the skill of individuals are keys factors for successes in knowledge management projects.  Many other empirical studies emphasize the limits of the technical approaches regarding knowledge management, and reveal the crucial place of individual and the organizational environment in favour of collaboration (O'Dell and Grayson 1998; Alavi and Leidner 2001; Grover and Davenport 2001).  

1.3. Connecting human resources management to knowledge management 


It is legitimate to integrate the management of people into the knowledge management projects since individuals are the actors and producers of knowledge management (Robertson 2000; Soliman and Spooner 2000).  Thus, Carter and Scarbrough (Scarbrough and Carter 2003) illustrated empirically the difficulties that the technical approaches of knowledge management induced and they claim for an integration of the human resources management into knowledge management.  In a similar vain, Blacker (2000) considers that individuals must be at the core reflection of the knowledge management programs.  This leads us to consider the role of the human resources in the knowledge management processes.  Agreeing with Carter and Scarbrough (Scarbrough and Carter 2003) that the practices of management do not operate solitarily, but in fact, they interact and therefore they require a sufficient degree of compatibility and coordination.  The human resources management practices can then contribute to the success of knowledge management politics.  The role of human resource management has been discussed by some researchers and practitioners.  Some believe that knowledge management is an evolved form of human resource management, using IT as a support mechanism for the processes of interaction and inter-individual collaborations (Yahya and Goh 2002).  Soliman and Spooner (Soliman and Spooner, 2000) also demonstrate that the main missions of HRM are to check, measure, and intervene in the construction, diffusion, and the use of the knowledge of the employees.  More precisely, according to these authors (Soliman and Spooner, 2000), the different roles of HRM in the eight strategic steps of implementation of a knowledge management program are as follows: 
1. “Alignment of knowledge management with business directions; 

2. Identification of the benefits of knowledge management efforts; 

3. Selecting the appropriate knowledge management program; 

4. Implement a know-how strategy; 

5. Creating supportive environments for knowledge management programs 

6. Use of enabling technologies for the knowledge management program; 

7. Creating the knowledge management team;
8. Creating knowledge management leadership.”
Thus, Soliman and Spooner (2000) suggest in this framework to devise the following strategy to efficiently deal with knowledge management projects that always include the HRM department:  
1. “to implement a HRM strategy to drive the KM efforts 
2. to gain commitment and understanding from human resources executives
3. to identify the priorities within the human resources department

4. to implement the knowledge management support systems within the human resources department
5. to manage the expectation of employees”
This strategy for knowledge management programs underlines the strong links existing between KM and HRM.  The connections between HRM and KM have also been explored by Scarbrough and Carter (Scarbrough and Carter 2003).  These authors explain how HRM practices influence human relations that impact in return the knowledge management program.  For example, specific HRM practices for « workers of knowledge » provide a better motivation of these workers; they stay longer with the organization and their performance increases.  Moreover, HRM practices that develop and support the learning process via the creation of community of practice enhance the diffusion of tacit knowledge and learning.  
In addition, Oltra (2005) proposes a conceptual and practical framework of the connections between HRM and KM.  Based on his theory, the critical characteristic of knowledge management projects and the related HRM practices have an impact on the performance of KM, as outlined in Figure 2.  
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Figure 2: Factors of performance of KM and role of HRM (Oltra, 2005:72)

Oltra (Oltra 2005) identifies, by using case study methods, that six HRM practices connected to knowledge management programs impact the effectiveness of knowledge management politics:  
“1. Absence of HR-unit contradictions regarding HRM and KM responsibilities between 

2. Type of work intrinsically demanding of knowledge sharing in the context of a consistent HR system 

3. KM-centred training actions within overall training planning

4. Formal inclusion of KM duties in the job design

5. Productive knowledge sharing measured in performance appraisal 

6. Productive knowledge sharing considered for pay reviews.” 

These elements are consistent with the works of Yahya and Goh (2002) who analyzed the connections between four aspects of HRM practices (training, decision processes, performance appraisal, rewards and retribution systems) and knowledge management processes.  For example, concerning training, these authors demonstrated that they are highly correlated to knowledge management processes, particularly, the creation process which could be stimulated by programs of team building that develop creativity. Also, the characteristics of a performance appraisal system as well as the retribution and reward systems appear positively correlated to knowledge management processes. 


In conclusion, this literature review assumes that the efficiency of KM programs is related to specific HRM practices. This is consistent with the works of several academics who argued that the major issue of knowledge management is not only technological, but human (Lank 1997; Ruggles 1998; Storey and Quintas 2001; Scarbrough and Carter 2003). Based on the research done, HRM participates in the creation of a successful environment for knowledge management by using practices and tools dedicated to the storage and diffusion of knowledge in organizations. We summarize the aspects of HRM that could be mobilized in the knowledge management programs in the following figure.  
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Figure 3: HRM Aspects for KM program

This literature suggests to examine the reality of the interaction between HRM practices and KM.   
2. Method and findings

To investigate the interaction between HRM practices and KM, we performed an exploratory investigation in two steps.  Step one, a qualitative research with individuals in charge of a knowledge management program was conducted in big firms in France.  For the second step, we completed this work by analysing performance appraisal supports.  Data collected from the interviews showed that HRM practices can contribute to the success of knowledge management programs.  More precisely, the individual appraisal practices are perceived by the respondents as a condition of their success.

2.1. Act 1: the practices of HRM: a condition of the success of KM programs

The purpose of the qualitative investigation was to determine the keys factors in the success of a knowledge management program. We exhibit the methodology used for the investigation and the main findings concerning the role of the HRM practices in the knowledge management processes. We conducted semi-structured interviews (Miles and Huberman 1991) with those in charge of the knowledge management program in large French companies which have an already existing knowledge management programs.  
An interview grid with the main themes was constructed (Evrard, Pras et al. 1997), in order to gain the perceptions of the respondents about the following points: description of the knowledge management tools of the organization, objectives and perceived results, description of the use of the tools, barriers and perceived facilitators to knowledge management.  Thirteen interviews were conducted in twelve companies.  We analyzed the collected data by means of content analysis (Berelson 1952; Bardin 1977) based upon themes and sub-themes analysis (Evrard, Pras and al.  1997). To facilitate the presentation of the results, we only mention some relevant themes concerning the present research.  It concerns: the individual motivation, the existence of a positive organizational context and the role of HRM, particularly the individual appraisal process, in the success of knowledge management projects.  We illustrate our results with some quotations.  

2.1.1.  Individual to the heart of KM


The major problem of KM concerns the individuals’ motivation to stock and diffuse their knowledge internally.  For example, one respondent considers that « it is necessary that people contribute more spontaneous to the knowledge management system, in order to turn into a collaborative and collective work dynamics ».  For another, « the biggest problem is in the behaviour of the actor » or « usually, people want to reinvent themselves to their manner, ignoring what had been done before ».  These quotes show the crucial role of individuals in the knowledge management processes.  It is necessary to underline that the specificity of the knowledge management programs is that it requires the individual desire to create, stock, diffuse and use existing knowledge.  Next, our findings emphasize that the individual behaviours toward knowledge management not only depend on motivations but also on contextual characteristics.  
2.1.2.  The importance of the organizational context and culture

All respondents considered that the organizational aspects could be either an inhibitor or a facilitator factor of a KM program.  

Indeed, the responsible for KM programs all stressed the importance of the organizational and cultural context of the firm:  « The cultural part is the more difficult, […] it’s very hard to make individuals sharing their knowledge ».  For another, « [the problem is], this is really the culture, this is central », or again:  « This is at once behaviours, work methods.  […] knowledge management means to never talk about capitalization, but to have a behaviour such as that incites capitalization, without saying it », and « we have complex problems, not for technical aspects, but for cultural aspects and because of management ».  Several academics have shown that organizational factors explain knowledge management processes (Davenport, De long et al. 1998; Comeau-Kirschner 2000; Nakra 2000; Gold, Malhotra et al. 2001). Some organizational environments are thus seen as more favourable for the collaboration and diffusion of knowledge (Goodman and Darr 1996; Goodman and Darr 1998).  O'Dell and Grayson (1998) consider that the “natural desire to learn, to share what they know, and to make things better [..] is thwarted by a variety of logistical, structural, and cultural hurdles that organizations create ».  

2.1.3. Knowledge management must be relayed by HRM practices 

Finally, we present the principal results of our qualitative investigation concerning the role of human resources management on the success of knowledge management programs.  The thematic analysis highlights that the presence of specific human resources management practices are very important for the diffusion of knowledge, especially in order to create a favourable organizational context.  

We noted that the respondents insist on the crucial role of human resources management to encourage individual practices of management and diffusion knowledge.  For example:  « KM, this is a problem of HR » and « we begin KM with engineering, capitalization and information system perspectives, […] now, we work on HRM perspective to amplify the models of competences, that converged towards the notion of knowledge management».  Furthermore, one of the respondant was in charge of « the HRM sphere and the knowledge management one, because KM includes a strong professional component».  
In addition, knowledge management deals with the appraisal systems and the incentives that favour or discourage behaviours of knowledge management.  For a respondent, « if I am assessed and paid on the fact that I contribute to diffuse my knowledge and to do good returns of information, then I am consistent with the system ».  Another underlines that « today our manager are recruited according to criteria that are not related to KM […] the way in which we select people and we manage their career is at the core of the capitalization of experiences and knowledge ».  Thus, many incentives systems were developed within the firms, in order to encourage people to store and diffuse knowledge internally:  « the specific actions of promotion and incentive have to be still studied […] we imagined a system of scoring on the quality of the responses in order to reward the most effective experts », « [in the portal IS], there are the best ideas of the 12 last months, i.e. a valorisation of the contributions with a price […] this makes it function », « there are a lot [of incentives], there are prices each year, last year, there was a world-wide price and a price for every region (America of the south, Europe, ..)  ».  

This brief report of interviews clearly supports the importance of integrating HRM to knowledge management projects.  These first results encourage us to confront the discourses of the respondents to real HRM practices.  Therefore, we studied the existence of KM processes in individual performance and competency appraisal tools.

2.2. Act 2:  The formalization of KM:  from rhetoric to practice

Considering the importance of HRM practices for KM success, we analyzed an HRM tool known to be essential to favour the KM process.  Thus, we examined how knowledge management processes appeared through the annual appraisal tools.  More precisely, we stress the degree of formalization of knowledge management in the appraisal supports.  For that, we collected secondary data from Human Resource Managers concerning the individual appraisal tools.  Forty supports from large private and semi-publics firms were gathered relating to the performance and competency evaluations. The sample is composed of firms from varied business activities (bank assurance; consultancy; chemical industry, automobile, mechanical; transportations; services, etc.).  All except 10 of the firms are French.  The analysis aims to examine whether or not the four processes of knowledge management (Alavi & Leidner, 2001) appear in the supports.  The study of the supports was twofold: (1), a first intra-firm reading allowed us to elaborate a synthesis per organization listing its content relating to the knowledge management processes and items; (2) an inter-firm comparison was realized after a second reading.  Then, a scale on the degree of formalization of knowledge management process was designed.  
A general reading of the appraisal tools shows that KM processes are evaluated poorly.  It appears to clearly be a deficit in the evaluation of specific competencies required for KM.  Thus, KM at the level of the appraisal tools is not really formalized. 
We propose using the model of knowledge management cycle identified by Alavi and Leidner (2001) to determine whether the appraisal supports refer entirely or partially to the steps of this model.  We highlight on the degree of formalization of KM in the supports as well as the characteristics to which they refer.  Figure 1 below presents the four degrees of formalization of knowledge management processes in the evaluation tools.  The individual appraisal supports were arranged according to three criteria: the presence or lack of items dedicated to KM
, the number of processes evaluated and the intensity of the references to the process which is evaluated according to the number of items relating to a given process.  
	Degree of formalization
	Characteristics

	High
5 % 
	- a specific part dedicated to KM

- the 4 processes are evaluated 
- consultancy businesses

	Moderated
35 %
	- Any part completely dedicated to KM 
- 3 processes are identified (the storage processes and the codification one are not, in the majority of the cases, formalized).  

	Weak
30 %
	- Any explicit and direct references to KM

- 1 or 2 steps of the process of KM (the storage processes and the application one are not often mentioned).  

	Non existent
30 %
	- Any formalization 

- one of the steps of the process of KM sometimes appears


Table 1: The degree of formalization of the KM into the appraisal supports


This table shows that the formalization of competencies regarding knowledge management in the appraisal supports is uneven.  Four degrees of formalization are suggested: high, moderated, weak, and nonexistent.  Only 5% of appraisal supports among the forty observed possess a section explicitly devoted to KM, meaning that in the support there is a section on « knowledge management ».  We observe a connection with innovation and team work. We find this typical framework in consultancy companies. 
In 35% of the cases, the degree of formalization is moderated and there is no specific part dedicated to KM although we can find some references.  Three of the four processes are present in the supports with moderate intensity.  
In 30% of cases, the degree of formalization of KM processes is weak. This means that supports do not mention any explicit and direct references to KM.  Only one or two processes are assessed but the intensity is rather weak.  Nevertheless, we find some mentions rather unspecified as “training aptitude” which relates to the capacity to train another person; to transmit a competency. In addition, in some supports, the more an individual is comfortable with or masters a competency the more he is evaluated on his/her ability to transfer it. The main criterion relating to KM refers to the team work.  
Finally, in 30% of the supports a specific mention to KM appears.  Some supports contain a list of competences connected with team work and/or with coaching.  Others mention the actions to implement concerning the employee’s knowledge development as the formation or the team support.  

Thus, the study of the appraisal supports reveals that KM is weakly formalized in individual performance and competency evaluations. The sections that deal with KM are first and foremost the development of the employee. More precisely, in most appraisal supports, these competencies and behaviours are always related to the team and the network.  In other supports, the notion of KM is connected with communication, initiative, creativity, and innovation.  The transfer and the diffusion of the knowledge are mainly associated with the team and it’s dynamic: the individual should be able to share and transfer its knowledge with his/her collaborators.  The implementation of KM also appears in the communication, and the desire to self-train.  


To reiterate, throughout the forty appraisal supports, we’ve identified four degrees of formalization of specific competencies of knowledge management. The conclusion shows that the consultancy firms are the only ones which integrated explicitly the issue of knowledge management in the appraisal processes and the development of the individuals.  Formalization is moderated or weak in most of the cases, and in several companies supports do not refer to knowledge management.  
Finally, the performance and competency appraisal tools do not appear to really be a specific form of KM programs’ diffusion.  We observe thus an important divergence between the discourse of the responsible of the KM programs and the HRM practices.  This underlines the organizations’ difficulties to make HRM practices a catalyst of KM (Ruggles, 1998; Scarbrough & Carter, 2003).  In spite of the formalization in certain appraisal supports of KM, the evaluation of an individual’s aptitudes in practicing KM is rather difficult.  Nevertheless, formalizing these expectations does favour the creation of a culture that enhances knowledge sharing. It also illustrates that Human Resource Manager would like to integrate KM in HRM practices even if there is a significant gap between the rhetoric and the practice.  This argument is also consistent with the necessity of organizations to transfer knowledge and competencies in order to face the demographic trends of manpower (a risk of losing core knowledge).

3. Conclusion


This article aims at understanding to what extent HRM tools may play a role in knowledge management processes. More precisely, combined with a literature review, we achieved an empirical study in two steps.  First, we conducted interviews with responsible of the KM programs in large organizations. The analysis assumes that HRM is perceived as a facilitator of knowledge management in organizations.  Second, we analyzed individual appraisal supports in order to identify the degree of formalization of the competencies relating to knowledge management.  It revealed the weakness of the instrumentation of knowledge management in this tool.  Four degrees of formalization of knowledge management were suggested.  Our findings depict that knowledge management is not relayed by HRM practices even if some of the sample firms have very elaborated knowledge management programs.  These results urge a better interaction and connection between human resources management and knowledge management.  Some authors talk about the necessity of a second generation of study in knowledge management where the management of humans would be the main challenge (Blackler 1995; Scarbrough and Carter 2003).  For Carter and Scarbrough (2003), it is necessary to integrate knowledge management programs and politics of HRM.  They consider that it is a previous condition that will ensure the effectiveness of knowledge management politics. 


Nevertheless, our work is limited by several factors.  First, the inability to gain access to the complete tools of appraisal, for example some detailed list of competencies that could refer to more KM components. Second, only one practice was observed, but other practices such as recruitment or training could also be included in KM program.  
However, this work can be useful for future research.  On one hand, we could use a contextual analysis of HRM in order to identify if there is a specific HRM model that favours the implementation of a successful KM program.  On the other hand, consistent with the works of Yahya and Goh (2002) or Oltra (2005), identifying key successful factors in KM programs via HRM practices and thus suggest to deepen and refine the connection between HRM practices (recruitment, assessment, remuneration and formation) and the four KM processes (Alavi and Leidner 1999).  
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� In illustration, here are some items dedicated to knowledge management in appraisal support: “participates in brainstorming” ; “proactively disseminates intellectual capital with other project teams”, “develop innovative and profitable ideas and solutions”; “exploit actively new information”





17

