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Abstract In the corporate world, tacit knowledge is becoming recognised as a dif-
ferentiator. The value and necessity of focusing on leveraging tacit knowledge are
highlighted via a literature study. The important themes covered in this review are
the knowledge generation process, information sharing, behaviours that influence
tacit knowledge sharing, sharing strategies, and so on. The research examines the
different factors that lead to the industrial exploitation of tacit knowledge. To address
the research gaps identified, the authors attempt to propose possibilities for future
research in this area of discourse. The authors feel that the provided issues for future
research will aid academics in further exploring the potential of tacit knowledge
exploitation in the sectors, in addition to the research work done by many scholars
in the tacit knowledge domain. The authors are conscious that this article has certain
limitations because it focuses on tacit knowledge in the industry, although the impact
of tacit knowledge in other sectors needs to be investigated as well. This study could
lead to new approaches for businesses to tap into the potential of tacit knowledge
held by their staff through knowledge production and sharing.

Keywords Knowledge management · Tacit knowledge · Explicit knowledge ·
Knowledge sharing · Knowledge creation

1 Introduction

The markets are in a volatile state and everything, including the competition, is
shifting [1]. Companies that continually develop new information, disseminate it
extensively within the firm, and promptly incorporate it into new technologies and
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products are successful. If companies want to improve the efficiency of their resource
(input) utilisation and the productivity of their manufacturing processes, they must
acquire knowledge [2]. The knowledge-based perspective of the firm sees a company
as a knowledge-creating entity, arguing that knowledge, and the ability to develop and
use it, is the most essential source of a company’s long-term competitive advantage
[3]. Employee participation, both willing and active, will determine the effectiveness
of knowledge management methods [4]. A key element that we discuss in this review
is tacit knowledge (TK) management which starts with creating TK and then sharing
it for further use. Acquisition, management, and reuse of TK are more difficult than
explicit knowledge (EK). While a lot of research has been done around EK areas,
there is very little attention paid to TK [5]. This research will help people from the
industry to apply the findings of the research.

2 Literature Review

TK, according to Michael Polanyi, is knowledge that cannot be stated or verbalised.
He went on to say that one of the most important aspects of TK is that “we know
more than we can tell” [6]. There is the issue of difficulty in articulating what we
know, but according to Polanyi, we may not even be aware of what we know or
how our TK relates to what we can demonstrate. Because TK is such a personal
knowledge, it is only shared when individuals meet face to face and take action. TK
is converted to EK, which is then combined with experiences to revert to tacit. To
develop new knowledge, there must be a constant upward spiral of information [6].
Nonaka stated that TK is difficult to codify, making it difficult to communicate with
others [7]. Because of our deeply formed mental models, beliefs, and viewpoints,
we take TK for granted. As a result, articulating TK is challenging [7]. TK can
also be defined as a skill acquired by actions and experience, both formally and
informally. The main challenges with TK diffusion, according to Haldin-Herrgard
T, are the TK’s unconsciousness and difficulty in utilising it [8]. As non-codified
and disembodied know-how, Howells claims that TK can be obtained by informal
take-up of learned behaviour and procedures [9]. Learnings in an unstructured or
semi-structuredmanner characterise TK acquisition and transfer. According to Jones
and Leonard, we must address various factors of transforming TK to organisational
knowledge in order for many more people to gain and use the knowledge [10].
According to Paolino, Lizcano, Lopez, and Lloret, TK expands with use and so
is limitless [11]. According to Mohajan, TK is a dynamic process that is heavily
influenced by an individual’s social ties and characteristics [12].

3 Objectives of the Study

The purpose of this study is to highlight the various aspects that are significant
when it comes to exploiting TK for organisational economic growth. The goal of
the research is to discuss the features of TK, TK in the context of organisations,
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knowledge creation, sharing, and the challenges of managing TK in the workplace.
The study’s goal is to look at the many aspects of TK management in companies
and to identify the practices that are currently being used to reap the benefits of TK.
If organisations can fully utilise the potential of TK, they will benefit. We hope this
article will help to open the possibilities of better TK management, its use, and to
further the discourse of TK in industries.

4 Methodology of the Study

This is a review article and is prepared based on secondary data. A review of existing
studies brings out the work that has so far been done and the gaps that remain in the
literature on the role of TK in industries. This is followed by questions for future
research.

5 Tacit Knowledge

There are two sorts of knowledge: EK and TK [3]. EK is a type of knowledge that
includes facts, propositions, symbols, and so on [13]. TK refers to knowledge that
is difficult to formalise, such as belief, viewpoint, mental models, concepts, and
ideals [3]. While TK and EK are distinct, they are at opposite ends of a knowledge
continuum and should not be viewed as antagonistic; rather, it is vital to recognise
that we embrace them in various ways [14]. The shift on the spectrum happens
based on the changes of the individual’s ability to express and formulate knowledge
tacitness [15]. Even if TK is embedded in the individual, EK, according to Polanyi,
must be grasped tacitly. Polanyi concludes that there is no pure EK and that the
tacit element is ingrained in all forms of knowledge [16]. When learning based on
knowledge transfer takes place, both TK and EK are utilised. In this context, they
are inextricably linked, and this is required to achieve specified learning outcomes
[17]. There is a dynamic interaction with one another that allows for the creation of
new knowledge and the development of creative individual and communal activity
outcomes [18].

6 Knowledge Creation Process

Considering knowledge as a resource, it becomes important that organisations make
optimum use of it. They must raise awareness of the process of knowledge genera-
tion and the importance of continual TK sharing among individuals, as well as assist
in nurturing, articulating, and amplifying it [7]. Nonaka and Takeuchi proposed the
SECI (socialisation, externalisation, combination, internalisation) four-step conver-
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sion model, which consists of a continuous process of knowledge creation spiral [1].
Socialisation (from TK to TK), externalisation (from TK to EK), combination (from
EK to EK), and internalisation (from EK to TK) are the four modes of conversion
between TK and EK [3]. At each level of the conversion, different stakeholders are
involved. The organisation is responsible for developing knowledge visions, defin-
ing objectives, facilitating dialogue at the appropriate time and place, and ensuring
a conducive environment for the SECI model’s effective and efficient conversions
[19].

7 Knowledge Sharing

Knowledge sharing is a critical link that allows new knowledge, products, and ser-
vices to be created. This fact is only nowbeginning to be grasped by the organisation’s
people [14]. Other knowledgemanagement (KM) processes and practises are brought
to life by knowledge sharing [20]. When the agents share a same background and
experience, mutual relationships make it easier for knowledge transfer to occur [21].
Organisations must create an environment that encourages social connections so that
knowledge, experiences, and abilities may be shared across all departments [22].
Given the choice between TK and EK transfers, firms prefer TK transfers as it is
difficult to replicate [23]. Knowledge is the engine that drives organisation’s perfor-
mance. Every organisation is trying to grow knowledge or acquire it if needed, and
then work on transferring it [24, 25]. Firms that focus on knowledge transfer have
a better possibility of developing more knowledge and, as a result, differentiators.
These businesses are more likely to expand and become productive [26, 27].

7.1 Methods of Knowledge Sharing

TK could provide a vast array of chances and potentials for discovery and innova-
tion. Regardless of whether it is TK or EK, firms are putting a renewed emphasis on
knowledge exchange. As a result, businesses are devising new techniques to enhance
knowledge sharing [14]. Some of the ways that TK can be or is being shared in
organisations has been shared by researchers. Having co-working spaces can pro-
mote inter-domain learning by facilitating TK exchange, synthesising, and sharing
of domain-related ideas [28]. Using metaphors and analogies can help individuals
externalise their TK and convey it more easily, making it easier for the TK user [2,
29]. Having knowledge containers in place, which is the capture of knowledge in the
documented form of values, rules, and procedures can help in knowledge sharing
[30]. Knowledge sharing could be ingrained in everyday work routines and infor-
mal gatherings [20]. Sharing personal experiences with decisions made, difficulties
addressed, and so on can help others to use the same [31, 32]. E-Mentoring (sharing
TK through social media) is a great tool to pass on the tacit knowledge [33]. Putting
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systems in place that allow for face-to-face contacts, like as coaching and mentoring,
can considerably aid TK transfer [34]. The complexity of coding and recording is
eliminated by bringing individuals together to share their experiences, narratives, sto-
ries, and observations [35]. New techniques are shared through demonstrating them
in pilot training courses. This aids in the conversion of TK to EK [36]. Learning by
emulating the activities of professionals is the simplest, most cost-efficient, and most
effective method of passing on TK to others [36–38]. Using the right questioning
technique to extract tacit knowledge and then codifying it for sharing with others is
of great help [34, 39–42].The method for conveying knowledge will be determined
by the setting, audience, and learning domain, among other factors.

8 Tacit Knowledge in Industries

Because EK is knowledge that everyone knows and is public by nature, it is TK that
distinguishes the organisation and offers it a competitive advantage [43]. Employee
TK is used to drive service organisations, and TK becomes more strategic in terms
of delivering performance [44]. Workers learn a lot of TK from their mentors and
experienced employees by observing, mimicking, and practising, rather than through
proceduralmanuals. This also aids in the preservation of knowledgewithin the organ-
isation [1, 45, 46]. The mentor or the experienced individual plays a very important
role in transferring the tacit knowledge to the newcomer and guiding him or her
[47]. However, little is done to capture workers’ TK, and there is a significant loss of
skills when employees quit or retire [48]. It becomes vital to have a solid structure in
place to capture organisational memory via KM systems, and a dedicated manager
is required for this. The manager has operational experience as well as technical
knowledge in managing the KM system [49]. Because TK is unevenly distributed, it
is critical to set the stage and align collective action, all while looking for methods
to improve the quality of TK on all levels [50].

9 Challenges in Managing Tacit Knowledge

The most difficult aspect of managing TK is keeping people who have acquired
it because the TK is lost when they leave the company. The loss is further multi-
plied when the competitive edge is lost due to these individuals joining competing
organisations. Previous study has shed light on the various problems that must be
overcome. Organisations generally are not able to determine the sort of information
leaving the organisation. Organisations are unable to appraise the importance and
value of knowledge loss, and hence overlook the seriousness of the situation [51].
The increased use of online transactions is isolating workers who can only work with
what they already know and are unable to learn new TK. It becomes challenging to
share knowledge across many organisational units due to this [33]. When a large
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amount of TK is concentrated in the hands of a few individuals, the organisation
becomes vulnerable [30]. Depending on people-based approaches alone will always
pose a risk of TK loss [30]. When information is lost, it causes challenges such as
duplication of effort, the need to find new qualified personnel, and the risk of not
regaining all the lost knowledge [48]. When an individual departs the company, crit-
ical relationships created with external partner networks are damaged or lost [51].
When top executives leave an organisation, they take with them their working meth-
ods and knowledge of the procedures they oversaw. As a result of their lack of basic
working expertise, the subordinates are susceptible [32, 48]. Because TK can only
be shared through example, the number of possibilities to share it is limited [52].
Organisations are still not geared up to have a proper knowledge transfer and capture
mechanism [15]. Organisations have focussed solely on EK, while TK management
has gone almost unnoticed [53, 54]. There is a lack of knowledge sharing due to a
lack of trust, social networking, self-awareness, and training [55].

10 Research Directions

Future study can be focussed on some of the questions raised as a result of this
literature review. Is it true that organisations lose money due to a lack of TK capture?
Is it tough to draw topmanagement’s attention to TKbecause of its difficult to express
nature? How high on an organisation’s strategic objective is TK capture? To what
extent does an organisation’s TK be captured? When new experienced people join a
business, to what extent does TK flow into the organisation?When an employee quits
an organisation, how much of the tacit knowledge is lost? To what extent can TK
be passed on from one person to the next? To what extent can TK to EK conversion
be quantified? To what extent does TK transfer differ between online and in-person
working systems? To what extent does tacit knowledge transfer get hampered when
units are located geographically apart? To what extent can organisations become
vulnerable because of individual TK accumulation? If individuals leave the firm,
how will this affect business with external partners? What impact does the departure
of a senior leader have on the organisation?

11 Conclusions

One of the key duties of senior management in an organisation, according to
researchers, is to create an environment in which people are motivated to share
their tacit knowledge and convert it to explicit knowledge for the business’s growth.
Organisations are ignorant to the financial loss that results from a lack of proper TK
management. There are not enough metrics for calculating the amount of TK and EK
produced. For the institutionalisation of the knowledge generation process, organ-
isations must create an organisational structure with clear duties. In organisations,
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there is definitely a disparity in the level of information exchange. There are a lot
of strategies for knowledge sharing that have been compiled that the organisation
might apply. The literature review shows that businesses are still far from obtaining
an ideal level of knowledge management. To complete the TK and EK KM realm,
there is still a lot of study and implementation to be done, as well as a lot of questions
to be asked and addressed.
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