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Sammanfattning 
Fabriker, byggnader eller maskiner utgör inte huvudkapitalet för företag inom IT branschen idag. 
IT-branchens viktigaste tillgångar är istället kunskapen och färdigheterna hos de anställda. I en 
sådan kunskapsintensiv bransch blir organisatoriskt lärande och effektiv kunskapshantering 
viktiga framgångsfaktorer som anses leda till ökad produktivitet och utveckling.  
 
Vidare, är det en rådande trend inom IT företag, bort från traditionell projektlednings metodik mot 
agila metoder. En stor skillnad mellan traditionell och agil projektledning är typen av kunskap som 
de olika metoderna genererar. På grund av att metoderna genererar olika typer av kunskap, krävs 
det även olika strategier och metoder för att hantera kunskap och för att vidare kunna generera 
organisatorisk kunskap. Det finns studier som föreslår olika typer av strategier för 
kunskapshantering baserat på valet av projektledningsmetodik. Däremot finns inga 
rekommendationer gällande kunskapshantering inom en organisation som applicerar både 
traditionell och agil projektledning. Den här studien har därför undersökt vilka strategier och 
metoder stora IT-företag, som driver projekt både agilt och traditionellt, bör applicera för att uppnå 
organisatorisk kunskap.  
 
Detta har gjorts genom en fallstudie på Scania IT, ett stort IT företag som driver projekt både 
traditionell och med agila metoder. Intervjuer med projektledare, processexperter och chefer hölls 
på företaget. Dessa intervjuer utgör det huvudsakliga resultatet i denna studie. Resultaten från 
fallstudien har vidare triangulerats med hjälp av en jämförande studie på två andra IT-
företag,  samt intervjuer med experter inom området.  
 
Denna studie har upptäckt att en personifierad strategi för kunskapshantering är fördelaktig att 
använda inom stora IT-organisationer som applicerar både traditionell och agil projektledning. 
Denna studie drar vidare slutsatsen att organisatorisk kunskap skapas utifrån projektkunskap. 
Företag som applicerar både traditionell och agil projektledning bör anamma det agila tankesättet 
kring skapande av projektkunskap, där kontinuerlig reflektion står i centrum. För att vidare 
extrapolera projektkunskapen till organisatorisk kunskap bör denna distribueras genom en 
kombination av rollspecifika nätverk samt kunskapsbärande roller i organisationen.  
 
Nyckelord: IT-företag, Projektledning,  Agilt, Kunskapshantering, Organisatoriskt kunskap 
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Abstract 
The IT industry’s main capital is not built into plants, buildings or machines, instead the core assets 
of this industry is the knowledge of its employees. Within this knowledge intensive industry, 
organizational learning and efficient knowledge management becomes key for development, 
productivity and competitive advantage.  
 
Moreover, there is a current trend within IT organizations, away from traditional project 
management methods towards projects managed agile. One major difference between agile project 
management and traditional project management is the type of knowledge that is generated. Due 
to this, different strategies and for knowledge management is required in order to achieve 
organizational learning. However, there are no established recommendations how this is done in 
an organization managing projects both traditional and agile. Therefore, this study investigated 
what strategies and methods to apply to enhance organizational knowledge in a large IT 
organization - managing projects using both agile and traditional methods.  
 
This has been done by conducting a case study at Scania IT, a large IT company managing project 
using both traditional and agile project management methods. Moreover, the findings from the 
case study were triangulated using a benchmark study and expert interviews.  
 
This investigation concludes that a personalization strategy is preferably applied in large IT 
organizations managing projects using both agile and traditional methods. Furthermore, the study 
shows that intra-project learning is the basis from which organizational knowledge can be formed. 
For organizations using both traditional and agile project management methods, the agile approach 
of continuous reflections should be adopted in all projects - regardless of project management 
method - to enhance intra-project knowledge. Furthermore, to extrapolate project knowledge to 
organizational knowledge, focus should be put on networks and knowledge carriers. Efficient 
networks will promote knowledge sharing between project while knowledge carriers enable 
organizational knowledge to be formed.  
 
Key-words: IT Organizations, Project Management, Agile, Knowledge Management, 
Organizational knowledge 
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1. Introduction 
_____________________________________________________________________________ 
This chapter will provide a background of the research field, followed by a problematization 
describing the studied phenomenon. Furthermore, the purpose, research questions, the expected 
contributions as well as the limitations and delimitations of the research will be presented. Last, 
a presentation of the report’s outline will be provided. The aim of this chapter is to provide the 
reader with an understanding of the purpose of this research and why this subject is of interest.  
_____________________________________________________________________________  
 
1.1 Background 
In the context of a more globalized economy and low barriers of entry, organizations need to 
continuously develop and become more productive to stay competitive. As a result of this, the 
value of organizational learning has gained increased recognition (Argote, 2012).  Organizational 
learning can be defined as a change in the organization’s knowledge that occurs as a function of 
experience (Fiol and Lyles, 1985). By building a learning organization, companies can create 
knowledge from experience and thereby generate significant productivity gains in terms of cost, 
time and quality (Argote, 2012). The acquisition, governance and communication of knowledge is 
usually referred to as Knowledge Management (Alavi and Leidner, 1999). It has been estimated 
that the companies in the Fortune 500 incur a loss of 31,5 billion dollars every year due to 
ineffective knowledge management, by repeating mistakes and by “recreating the wheel” in each 
project (Myers, 2015).  
 
One industry where knowledge, or the intellectual capital, is identified as the core asset for 
competitive advantage, is the Information Technology (IT) industry (Rus and Lindvall, 2002). As 
described by Hobday (2000), the industry develops and manages highly complex networks, 
systems and products, requiring advanced technological skills and knowledge. Therefore, the IT 
industry’s main capital is not built into plants, buildings or machines, instead the core assets of 
this industry is the knowledge of its employees. Within this knowledge intensive industry, 
organizational learning and efficient knowledge management becomes keys for development, 
productivity and competitive advantage. 
 

As described by Highsmith and Cockburn (2001), there is a current trend within IT organizations, 
away from traditional project management methods towards projects managed agile. Agile 
methods have been developed as a reaction against traditional project management methods - 
allowing organizations to be more flexible to manage an ever changing and uncertain market 
(Highsmith and Cockburn, 2001). One major difference between agile project management and 
traditional project management is the type of knowledge that is generated (Dybå and Dingsoyr, 
2008). According to Chau, et al. (2003), agile project management tends to generate more tacit 
knowledge while traditional project management enhances the creation of explicit knowledge. Due 
to the different types of knowledge being created, literature suggests different strategies for 
knowledge management in order to achieve organizational knowledge (Chau, et al., 2003). 
Therefore, organization must ask themselves, what strategy should be used to generate and acquire 
organizational knowledge, based on their applied project management methods.   
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However, even if organizations are striving towards agile project management methods, some 
never stop applying traditional methods as well. Many IT organizations today have a dual approach 
to project management, where some projects are managed agile while traditional methods are used 
in other projects (Dybå and Dingsoyr, 2008). In an organization where both agile and traditional 
project management methods are applied, knowledge management strategies becomes twofold. 
The literature contains a gap regarding how organizational knowledge is efficiently created when 
both agile and traditional project management methods are used within an IT organization.  

 
1.2 Problematization 
It has been found that organizations that do not have efficient methods for acquiring and generating 
organizational knowledge, tends to “reinvent the wheel” in each project and in different parts of 
the organization. Furthermore, the experience gained in projects stay within individuals instead of 
being extrapolated into organizational knowledge. By not learning from previous projects, 
organizations waste large amounts of resources and become inefficient. Hence, it is of great 
interest for organizations to learn how to avoid such behavior.  
 
Existing literature within knowledge management present and discuss several strategies and 
methods for generating organizational knowledge from experience gained in projects. In general, 
the literature argues that the choice of strategy and method should depend on the project 
management method (Chau, et al., 2003; Alavi and Leidner, 2001; Hansen, et al., 1999; Heisig, 
2009). The problem is that there are no established recommendations for which strategies and 
methods to use in order to generate organizational knowledge in an organization managing projects 
using both traditional and agile methods. Therefore, these organizations fail to take full advantage 
of the experience and knowledge gained in projects. Hence, there is a risk that they do not achieve 
full competitiveness and productivity.  
 
1.3 Purpose 
The purpose of this research is to investigate how a large IT organization, managing projects using 
both agile and traditional methods, can enhance acquisition and generation of organizational 
knowledge. This is investigated in order to enable these organizations to achieve full 
competitiveness and productivity by learning from previous experiences.  
 
To achieve the above stated purpose, the research will be based on a case study at a large Swedish 
IT company. Scania IT manages projects using both agile and traditional methods, hence their 
methods to create organizational knowledge should be adapted to this.   
 
1.4 Research Questions 
To operationalize the purpose of the research, this study will investigate the following research 
question: 
 
How can organizational knowledge be enhanced in a large IT organization - managing projects 
using both agile and traditional methods?  
 
The following two sub questions have been formulated to answer the main question above and to 
fulfil the purpose of the research.  
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RQ 1: What strategy for knowledge management promotes organizational knowledge to be 
generated and acquired in a large IT organization, managing projects using both agile and 
traditional methods? 
 
RQ 2: What methods can be used to generate and acquire organizational knowledge in a large IT 
organization, managing projects using both agile and traditional methods? 
 
1.5 Limitations and Delimitations 
Knowledge management has a wide scope including many aspects. This study is limited to 
organizational learning within an organization, more specific learning via projects. It investigates 
how the experience and knowledge gained in the organization’s projects can be taken advantage 
of. How knowledge from external sources is transformed to organizational knowledge is excluded 
in this research. 
 
Moreover, the study is limited to only investigate how knowledge can be achieved on an 
organizational level. It is not investigated how industrial knowledge - applicable on all 
organizations within an industry - can be acquired and generated.  
 
Furthermore, the study is limited to investigate the IT industry, more specific large IT 
organizations in Sweden. A large IT organization is in this thesis defined as an organization 
operating within the IT industry, employing 400 persons or more. This limitation is set since large 
organization have to deal with the challenge of uniting and involving the whole organization in 
knowledge management activities. The IT industry is chosen since it is a knowledge-intensive 
industry where agile project management has gained the most acceptance. Sweden is set as a 
delimitation due to the researchers’ accessibility to this market.  
 
The acquisition and generation of organizational knowledge includes selection of relevant 
knowledge and information as well as the distribution of this. This study will not investigate how 
organizations should select the information and knowledge to be distributed. This limitation has 
been set due to the deep and organizational-specific knowledge required to valuate information 
and knowledge.  
 
1.6 The study’s Expected Contributions 
This study will contribute to the existing literature by investigating what strategies for 
organizational learning are beneficial in organizations applying both traditional and agile project 
management methods. Existing literature only suggests what strategies are beneficial when 
applying one of these project management methods. Therefore, this study complements the 
existing literature by investigating how this should be done in a twofold project management 
environment.  
 
Moreover, current literature only suggests methods for knowledge management that can be used 
in an organization applying either traditional or agile project management. This study will 
complement existing literature by investigating methods that can be used in organizations applying 
both project management methods.  
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The contributions of this research will enable organizations to benefit from existing knowledge 
and therefore increase their productivity and competitiveness. However, the study’s limitation to 
the Swedish IT industry implies that the results cannot be fully extended to other industries or 
countries - thus the contributions of this research only regards the Swedish IT industry.  
 
1.7 Outline of the Thesis 
This thesis contains eight chapters which are shortly introduced below. 
  
Chapter 1, Introduction, has given the background for this study. Moreover, in the 
problematization and purpose, this study’s relevance has been argued for and its aim has been 
presented. Further, the research questions were stated and this study’s expected contribution was 
given.  
 
Chapter 2, Method, will present how this research has been conducted. It will present the 
methodological approach, explaining the researching approach. Moreover, the research design will 
be presented and discussed more in detail. Additionally, this research reliability, validity, and 
generalizability will be discussed. This chapter also analyses the ethical aspects of this research.   
 
In Chapter 3, Introduction to Project Management, the reader will be introduced to projects and 
the basic theory of project management. Moreover, traditional project management methods as 
well as agile project management methods will be presented.  
 
Chapter 4, Literature Review, critically presents relevant literature regarding knowledge and the 
field of knowledge management. Furthermore, it presents a framework explaining how individual 
knowledge can be extrapolated into organizational knowledge. This framework is furthermore 
used when analyzing the findings and results from this study.  
 
In Chapter 5, Empirical Setting, the case company is presented including background information, 
core values, company culture and their project management method. This chapter does also present 
the benchmark companies.   
 
Chapter 6, Empirical findings, presents the results related to knowledge management strategy and 
methods for managing knowledge from the case study, benchmark interviews, and the expert 
interviews.  
 
In Chapter 7, Analysis and Discussion, the findings from the case study are analyzed with literature 
and the presented framework as a base and in combination with the findings from the benchmark 
study and the expert interviews.  
 
In Chapter 8, Conclusion, the research questions are answered with the analysis and discussion as 
a basis. Moreover, managerial implications and aspects of sustainability is presented as well as 
recommendations for further research.  
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2. Method 
_____________________________________________________________________________ 
This section will provide a description and justification of the chosen research approach, as well 
as a description of how empirical material has been gathered and analyzed. A pre-study followed 
by a case study at Scania IT has been used as main research method.  Furthermore, a benchmark 
study and two expert interviews have been conducted in order to triangulate the findings from the 
case study. Additionally, a discussion regarding the reliability, validity and generalizability of the 
findings is conducted. Last, research ethics is discussed. This chapter aims to argue for and give 
the reader an understanding for how this research was conducted.  
_____________________________________________________________________________ 
 
2.1 Methodological Approach  
As described above, the purpose of this study was to investigate how a large IT organization - 
managing projects using both agile and traditional methods - can enhance the acquisition and 
generation of organizational knowledge. This has been done using a case study approach. 
According to Collis and Hussey (2014), a case study allows the researcher to investigate the 
phenomenon in a natural setting, which generates in-depth knowledge within the area. Yin (2013) 
states that case studies are relevant and fruitful in research with explanatory research questions, 
often containing words as how or why. These type of questions often deal with operational links 
that needs to be investigated over time, which can be done through a case study. He furthermore 
explains that case studies are relevant if the research question seeks to explain some present 
circumstance and if the question requires in-depth description of some social phenomena. The 
research question in this thesis, is of an explanatory character and contain the word how. 
Furthermore, the phenomenon of investigation is contemporary and in order to answer the research 
questions, in-depth understanding and knowledge regarding the current situation and the 
organizational context has been needed. Due to this, a case study is seen as a relevant method for 
approaching the stated purpose.  
 
The first stage in a case study involves selecting an appropriate case (Collis and Hussey, 2014). 
According to Yin (2013) an appropriate case involves sufficient access to data, such as interviews, 
documents, records or observations. Yin (2013) highlights that the case that most likely will 
illuminate the research questions should be chosen. As mentioned above - the case study for this 
research has been conducted at Scania IT, a project-based IT company working with both 
traditional and agile project management methods. The case company is further introduced in 
chapter 5.1. The researchers were given access to all information and data needed, and were 
allowed to perform interviews with key roles possessing necessary information. Consequently, the 
research question could be illuminated and information to answer this could be gathered. Yin 
(2013) furthermore states that the unit of analysis (the case) should be related to the research 
questions in order for the case to be relevant and appropriate. Since the research questions of the 
thesis regards organizational knowledge creation in a large IT organization - managing projects 
using both agile and traditional methods, the unit of analysis was relevant and in line with the 
posed research questions.  
 
According to Collis and Hussey (2014), research can be performed either deductively or 
inductively. However, Alvesson and Sköldberg (2009) describe the deductive and inductive 



 

 
  

6 

approaches as exclusive alternative - where it is difficult to force all research into one alternative. 
Since the research in this study aims at investigating a gap in the existing literature - where there 
are no existing frameworks - a completely deductive approach would not have been possible to 
adapt. However, a completely inductive approach would not have been suitable either since 
theoretical knowledge has been needed in order to gather and analyze the empirical data. Due to 
this, an abductive approach has been chosen. According to Alvesson and Sköldberg (2009), the 
abductive approach is the method used in practice in most case-study based research processes. 
They describe the abductive approach as alternating between empirical observations and theory. 
Furthermore, they highlight the understanding of theory and patterns during the entire process is 
an important cornerstone that differs the abductive approach from the inductive and deductive. 
The abductive approach suited this research well since it allowed the researchers to continuously 
alternate between observations and theory while simultaneously developing an understanding for 
the observed patterns and theories behind.   
 
2.2 Research Design 
When designing research, the empirical material needs to be able to fulfil the purpose of the study 
and facilitate to answer the problematization. The empirical material is what is gathered or 
investigated during the research, also called explanans. In turn, this should be able to create an 
understanding for the problematization - the so-called explanandum (Blomkvist and Hallin, 2015). 
The explanandum in this research is knowledge acquisition and generation within an organization 
managing projects using both agile and traditional methods. However, since the explanans of this 
research has been gathered over time and the understanding of it has developed during the study - 
the research has been designed as an iterative process. This means that the problematization, 
purpose and research questions - the explanandum of the research - has been updated continuously 
as new explanans and understanding for it has been gained. In line with the abductive approach, 
the iterative process has allowed the researchers to continuously update their knowledge and 
understanding of theory and literature and adapt the research to this.  
 
Moreover, the purpose of this thesis has been to investigate how a large IT organization - managing 
projects using both agile and traditional methods - can enhance acquisition and generation of 
organizational knowledge. Due to the analytical design of this purpose as well as the research 
questions, the research has been qualitatively designed. Qualitative research collects qualitative 
data and analyses data using more interpretative methods (Collis & Hussey, 2014). Due to the 
amount of interviews conducted, the qualitative data has allowed us to analyze the problem from 
different perspectives. 
 
According to Bryman and Bell (2007) interviews are the most prominent data collection strategy 
in qualitative research. Furthermore, Berg (2004) argue that the strength of interviews as a data 
collection methodology, is that they tend to have a high and more qualitative response rate than 
other methodologies, for example surveys. Interviews have been used as the main data collection 
methodology throughout this research. The aim of the interviews has been to gain data and in depth 
knowledge of project management and knowledge management methods.  
 
The interviews have been performed in a semi-structured manner. According to Bryman and Bell 
(2007), semi structured interviews allow the researcher to be more flexible and go deeper within 
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certain areas. This advantage has been used during the interviews in order to explore particular 
subjects and responses of interest further. This has generated a broader picture of the subject, and 
it has allowed for an analysis to be done from several perspectives. For a semi-structured interview, 
Collis and Hussey (2014) describe that open questions are prepared to encourage the interviewee 
to talk about main topics of interest and additional questions are posed as they appear, in order to 
give clarity and/or depth. The interviews held included mainly open questions. These questions 
require an explanatory reply according to Collis and Hussey (2014), which was desired during the 
interviews. However, to complement, a few closed questions were also asked when a specific and 
short factual answer was needed. All interviews were recorded, with permission from the 
interviewees, and later transcribed. This was done to enable searchability in the interviews and to 
facilitate accessibility. In general, the interviews lasted 30-60 minutes and they were all conducted 
face-to-face. The interviews were held in either Swedish or English depending on the interviewee’s 
preference. The interviews’ aim and contribution to the research is described in the sections below.  

2.2.1 Literature review  
Secondary sources are presented in the literature review. It contains a summary and a critical 
review of previous research and existing knowledge within the area of investigation. Furthermore, 
only relevant literature and theories is presented in order for the research to stay focused to the 
research question.  
 
Chalmers (2013) highlights the researcher’s need of conceptual frameworks and knowledge of 
how to appropriately apply them, before he or she can make observations and statements. The 
literature review has enabled the researchers to gain a general understanding of the underlying 
concepts of knowledge management. It has served as a knowledge base through the entire research 
process, facilitating understanding of empirical findings that was collected in parallel. According 
to Blomkvist and Hallin (2015), the literature review is also important in order to understand what 
has already been done within this field of research and where the research can contribute with 
additional knowledge. In line with this, the literature review has also been used to identify the 
theoretical gaps and possible theoretical contributions of the research. 
 
Initially, a wide scope of literature was read to create a basic understanding of the phenomenon of 
research. This was necessary to assess relevant literature and to cover the main issues in the field. 
Focus were on frequently cited authors and to review the most influential researchers in each field. 
The search for additional relevant publications were done by reviewing reference lists. The 
reviewed literature was categorized and shortly summarized in a spreadsheet. As the project 
proceeded, the scope of literature narrowed down to a few focusing areas. A selection of the most 
relevant literature was made and a literature review was written.  
 
Relevant literature describing existing knowledge and theories was found in academic articles and 
books. Articles were found by searching different databases, for example Google Scholar, KTH 
Primo and ScienceDirect. Common search word used and combined were, “Knowledge sharing”, 
“Organizational knowledge”, “Knowledge management”, “Project learning”. Only peer reviewed 
articles were used in order to ensure the quality of the research. Books were also found by 
searching databases, as well as by searching in the project management section and in the 
knowledge management section in different libraries. Only books including sources to their 
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published information has been chosen in order to ensure the quality of the research. In order to 
furthermore ensure the quality and alignment with the research questions, the literature has been 
discussed between the researchers and its implications, interpretation and relevance has been 
evaluated. In areas where multiple definitions exist or where theories are vague, the work of 
different authors have been put against each other and compared in order to evaluate the most 
suitable definition. 
 

2.2.2 Case Study  
The case study in this research was divided into two main parts. It began with a pre-study aiming 
at understanding the scope of the research as well as the organizational setting, in order to be able 
to plan and follow through the main study. Furthermore, the main study was performed by 
interviewing a number of roles within the company as well as reviewing internal documents and 
observing daily processes and methods. 
 
2.2.2.1 Pre-Study  
A pre-study was conducted in the startup phase of the research. The aim of the pre-study was to 
gain an overview of the existing processes and methods as well as grasping the purpose and scope 
of the research.  
 
To gain an overview of the current situation and existing methods for acquiring and generating 
organizational knowledge at the case-company, as well as an introduction to the company’s culture 
and core values, semi-structured interviews were held with three project process experts as well as 
three project managers. Moreover, the managing director of IT governance and the department 
manager of project governance were interviewed to bring insight to how the corporate level 
interprets knowledge management within the organization. The interviewees from the pre-study 
are presented in Table 1 below. 
 
Table 1. Interviewees in pre-study at the case company 
Interviewee  Description  
Managers   
Manager A 
 

Managing director of IT Governance 

Manager B 
 

Department manager of project governance 

Process Expert   
Process Expert A 
 

Working with design of project management steering model 

Process Expert D 
 

Working with project portfolio management and project governance 

Process Expert F 
 

Working as a support process manager at R&D at Scania CV 

Project Managers  
Project Manager A Working as a project manager using only traditional project 

management methods 
Project Manager B Working as a project manager using only traditional project 

management methods 
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Project Manager C Working as a project manager using only traditional project 
management methods 

 
 
Furthermore, two forums for knowledge sharing - the IAM and the project pulse - were attended 
in order to observe and gain an understanding of how the methods and processes work in practice. 
These forums are introduced in section 6.1.1.2. Internal documents describing ways of working 
and core values were also studied, in order to grasp the organizational context and culture. 
 
The findings from the pre-study have not been used to answer the research question, hence they 
are not presented in the result section. The pre-study has instead given the researchers deeper 
understanding of what was going to be researched. Furthermore, the pre-study was valuable since 
it allowed further detailed planning of the research. After the pre-study, the research could be 
designed and interviews could be planned to gain the most relevant data and information.   
 
2.2.2.2 Interviews  
Primary data in the case study was mainly generated through interviews at the case company. All 
interviews performed at the case company are presented in Table 2 below. These persons are 
believed to have valuable insight and experience within the area, which can not be extracted 
through other sources, such as literature or internal documents.  
 
Table 2. Interviewees in main study at the case company 
Interviewee Description 
Process Experts  
Process Expert A 
 

Working with design of project management steering model 

Process Expert B Working with implementation and development of IT collaboration 
tools 

Process Expert C 
 

Working with implementation and coaching of agile methods 

Process Expert E 
 

Working with development of current project management processes 

Project Managers  
Project Manager A Working as a project manager using only traditional project 

management methods 
Project Manager C Working as a project manager using only traditional project 

management methods 
Project Manager D Working as a project manager using only traditional project 

management methods 
Project Manager E Working as a project manager using mainly traditional project 

management methods but sometimes agile methods 
Project Manager F Working as a project manager using mainly agile project management 

methods but sometimes traditional methods 
Project Manager G Working as a project manager using only agile project management 

methods 
Project Manager H Working as a project manager using only agile project management 

methods 
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As seen in the table above, seven project managers have been interviewed. Project managers work 
within the projects on a daily basis, therefore they are believed to possess the required information 
regarding knowledge management methods within and between projects. Furthermore, they are 
responsible of managing the projects, therefore they should also have insight in the knowledge 
management method’s relation to the project management methods. At Scania IT, there are 
approximately 30 project managers, however it was not seen as a necessity to interview all project 
managers. The aim of these interviews was to gain information and opinions regarding the current 
knowledge management practices in relation to the project management methods. Therefore, 
interviewees were chosen to include project managers applying traditional, agile as well as both 
project management methods. Furthermore, to gain a deeper understanding, at least two 
representants within each category were chosen. The questions and topics of discussion regarded 
how the project manager works with knowledge management, in its daily work at Scania IT. 
Furthermore, questions regarding the project manager’s personal opinion of these methods, and 
how efficient he/she believed them to be, were asked.  
 
Moreover, four process experts have been interviewed at Scania IT. The process experts were 
believed to have a more holistic and general view of the knowledge management methods as well 
as the project management methods. There are process experts regarding each process at Scania 
IT. The process experts interviewed in this report works with processes that were seen as relevant 
when fulfilling the aim of this thesis, therefore they have been chosen as interviewees for this 
research. The questions and topics of discussion regarded Scania IT’s methods for knowledge 
acquisition, generation and distribution within and between projects, why these methods have been 
implemented and how they are meant to be used. Furthermore, questions regarding the process 
expert’s own opinion of these methods were asked.  
 
The results obtained from these interviews were the basis from which a deeper analysis was done. 
This analysis lead to the chosen focus areas for the proposed solution to the research questions. 
The questions from the interviews can be found in the Appendix, transcripts from interviews can 
be given upon request.  
 
2.2.2.3 Internal documents and observations 
Primary data from the case study was furthermore gathered through observations and attendance 
of several meetings and forums at the case company. The researchers have for example attended 
several networks, workshops and pulses and observed when people interact in order to share 
information and knowledge with each other. Furthermore, the researchers have been given 
workplaces at the case company, meaning that they have been present at the company every day. 
This allowed the researchers to gain a deeper understanding of the corporate culture, and perform 
more holistic observations since they were able to analyze the culture and norms outside the 
meeting rooms.  
 
By observing both meetings, forums and the corporate culture - the researchers have gained a deep 
going knowledge and understanding of the culture and its norms and how these are connected to 
the organization’s processes and methods. This knowledge would not have been possible to gain 
only through interviews or through reviewing internal documents.  
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Additionally, internal documents have been reviewed. Secondary data regarding methods and 
processes have been found in internal documents such as guidelines, presentations, project reports 
etc. at Scania IT. These internal documents are confidential; hence they are not presented further 
in the reference list. However, the information presented below has been approved to be presented 
in this report by Scania IT. The internal documents have been a complement to the interviews, 
enabling triangulation of the findings.  

2.2.3 Benchmark Study 
Two benchmark interviews has been conducted in order to gain an understanding of what 
knowledge management methods are used in other organizations and why these are applied in the 
specific organizational setting.  
 
The first benchmark interview was conducted with the Chief Innovation Manager at Nordnet AB. 
Nordnet is a digital company providing financial services. Since they are a digital company, they 
have a large IT department, working with development in different projects. Since their 
organization differs from Scania IT in many perspectives, it was of interest to investigate what 
knowledge management strategy and methods which were applied. Furthermore, the chief 
innovation manager is responsible for the project management methods applied within the 
company, therefore he is believed to possess the required information regarding project 
management and the different knowledge management methods applied. The second benchmark 
interview was conducted with a senior project manager at IBM, a large multinational IT and 
consultancy organization working with development of both software and hardware for computers. 
Due to the size and magnitude of the organization, it has been of interest to investigate and analyze 
what methods for knowledge acquisition, generation, and distribution that are used. The senior 
project manager interviewed has been working as a project manager for many years, therefore she 
is believed to possess the required experience and information regarding knowledge management 
practices and their relation to project management. The benchmark companies are further 
introduced in chapter 6.3.  
 
The different properties of the benchmark organizations, make them interesting cases to observe 
and compare to the case study. By benchmarking and analyzing against these organizations, the 
researchers have been able to triangulate the findings from the case study and therefore strengthen 
and enrich the results. However, the findings from the benchmark interviews are not as deep going 
as the findings from the case study, since they are only based on interviews and not internal 
documents and observations. Therefore, it should be highlighted that the triangulation only regards 
general findings from interviews.  

2.2.4 Expert Interviews 
In order to gain a broader perspective, primary data was not only collected through interviews with 
professionals within the investigated industry, interviews have also been conducted with associate 
professors within the investigated area. These interviews have given valuable insight regarding 
recent research within the area. Furthermore, the experts’ independency from one specific 
company allows a more general analysis regarding knowledge management. 
 
The first expert interview was conducted with Anna Jerbrant, Associate Professor at the 
department for Industrial Management and Economics at the Royal Institute of Technology. Her 
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research has mainly concerned management of project-based organizations. This interview has 
given valuable insight regarding knowledge management from a project management perspective, 
an interface that is enhanced in the purpose of this research. The second expert interview was 
conducted with Niklas Arvidsson, Associate Professor at the Department for Industrial Dynamics 
at the Royal Institute of Technology. Arvidsson’s research has concerned knowledge management, 
which is why his insight within the area has been of interest for this research. The expert are further 
introduces in Table 3 below.  
 
Table 3. Presentation of the interviewed experts  

 
 
The expert interviews lower the risk of this investigation to be biased. Furthermore, they allowed 
the results from the case study to be triangulated and validified to enrich and support the suggested 
solution to the research questions.  
 
2.3 Method used for analyzing data 
The interviews have been analyzed using a general analytical procedure for analyzing qualitative 
data. As Miles and Huberman (1994) describe, this method is useful since it is applicable on all 
data collection methods. Furthermore, it allows a systematic analysis of qualitative results. The 
authors furthermore highlight three main activities performed simultaneously during the analytical 
procedure: 
● Reducing the data 
● Displaying the data 
● Drawing conclusions 

 
By transcribing the interviews, the researchers were able to identify main themes in the interviews. 
Spreadsheets regarding each main theme were created, where relevant data regarding each theme 
was inserted. Thereby, the researchers reduced the data to only relevant themes, and displayed it 
in spreadsheets so that an overview of each theme was gained. By analyzing the similarities and 
differences between the different interviews regarding each theme, conclusions could be drawn 
and the research question could be answered.  
 

Interviewee  Description  
Anna Jerbrant  Jerbrant holds a Ph.D. within management of project-based 

organizations within the school of Industrial Engineering and 
management from the Royal Institute of Technology. She is currently 
an associate professor at the Royal Institute of Technology and her 
most recent research focuses on how Knowledge Intensive (Service-
based) Businesses balance the need for client orientation/innovativity 
on the one hand, and standardization/efficiency on the other. 
 

Niklas Arvidsson  Arvidsson holds a Ph.D. in International Business from the Stockholm 
School of Economics. Currently, he is an Associate Professor in 
Industrial Dynamics focusing on organizational learning and 
innovation regarding payments at the School of Industrial 
Engineering and Management at the Royal Institute of Technology.  
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Moreover, Nonaka’s Spiral of Organizational Knowledge Creation was used as the basis for 
analysis of the combined results obtained from the interviews, literature review, observations, 
benchmark study, and the expert interviews. See section 4.1.3 for presentation of the model. This 
model was chosen since it addresses the conversion between individual knowledge to 
organizational knowledge which is closely related to what this study aim to investigate. However, 
it should be noted that Nonaka’s models are based on empirical studies from Japan, which some 
authors (Glisby and Holden, 2003) argue to limits their applicability in western countries. This has 
been considered in this research, and the model by Nonaka is rather seen as a guideline than a rule 
for how organizational knowledge is created.  
 
2.4 Reliability, Validity and Generalizability 
This section aims to present and argue for the credibility of the findings. High validity and 
reliability of the data is important to ensure the quality of the research - hence a discussion 
regarding the study’s validity and reliability is presented below. Moreover, this study’s 
generalizability will be discussed.  

2.4.1 Reliability 
Collis and Hussey (2014) refer to reliability as the replicability of the study. Would it be possible 
for another researcher to come up with the same results if the study was replicated?  
 
The reliability of the literature review in this thesis can be seen as high, and therefore highly 
repeatable. The literature review is based on an comprehensive study of secondary sources, which 
are all presented in the literature review as well as in the reference list. Therefore, it is possible for 
another researcher to replicate the literature review and come to the same findings. However, one 
could argue that different researchers interpret the literature in different ways, and therefore 
different conclusions can be drawn from the same publication. In order to still maintain a high 
reliability, the literature review has therefore been performed objectively. The researchers have 
taken advantage of the fact that they have been two and thereby tried to achieve a common 
understanding of the publications. Misinterpretations have been overcome by discussion and a 
critical review of the publications. 
 
The interviews in the research has been performed in a semi-structured manner. The characteristics 
of a semi-structured interview tend to lead to a lower reliability of the results. Semi-structured 
interviews do not have a clear configuration, and the interviewee is given more flexibility in its 
answers. Therefore, different types of answers and discussion topics have been generated during 
the different interviews. If the study was to be replicated - other following-up questions could be 
asked, leading to other results. In order to increase reliability, the main questions of the interviews 
is presented in the Appendix. Furthermore, the following-up questions can be found in the 
transcriptions of the interviews - which are given upon request.   
 
Another aspect affecting the reliability of the results in the interviews is the risk of interview bias. 
According to Collis and Hussey (2014) this can be overcome by asking the same questions to all 
interviewees and ensuring that they interpret the questions in the same way. All interviews have 
been performed using the same questions. However, due to the human interaction that interviews 
are based upon - the researchers can never guarantee that the respondents have interpreted the 
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questions as wished. Moreover, there is a risk that the answers are interpreted differently by 
different researchers. This risk has been minimized by using investigator triangulation, where two 
interviewers always have been present. The interpretation of the answers have further been 
discussed among the interviewers to increase the reliability.  
 
Furthermore, the interviewees have been guaranteed anonymity in this report. If the study was to 
be replicated, it would be possible to find persons at the same company with the same role and 
profession. However, there is a risk that the exact same person is not interviewed. This could lead 
to different results; hence it lowers the reliability of the study. However, when conducting 
interviews in the case study, interviews have been performed with multiple employees holding the 
same role. According to Collis and Hussey (2014) this reduces the bias in the results and increases 
the reliability of the findings.  
 
The examination of internal documents at the case company results in a low reliability since the 
documents are not declared in this report. Hence, if this study would have been repeated, other 
internal documents might have been reviewed. However, the internal documents were used in 
combination with the findings from the case interviews in order to create an understanding for the 
working methods at Scania IT. Consequently, internal documents have not generated any unique 
results but has instead been used to confirm the findings from the interviews. Likewise, the 
observations made at the case company could not be repeated exactly the same. The same forums 
could be visited, but participant and discussion topic could change. Hence, the reliability is low. 
Though, also the observations were used to confirm the findings from the interviews and has not 
resulted in any unique findings alone.  
 
Reliability of the benchmark study and the expert interviews is high since the interviewees’ names 
and titles are available in this report. Hence, these people could be contacted again and the same 
questions could be posed- based on the transcripts, which are available upon request.  

2.4.2 Validity 
Validity refers to the extent at which the study investigates what it intended to (Collis and Hussey, 
2014).  
 
The validity of the literature review in this research can be seen as high. When using secondary 
sources, there is a risk that the publisher is influenced by a third party and that the publication is 
biased. To avoid this risk, only secondary sources published by prominent research organizations 
have been used in the literature review. Only peer reviewed articles has been used in order to 
generate as unbiased results as possible. Furthermore, the researchers have continuously read 
additional publications within the area of investigation and followed up on sources in the different 
publications, in order to ensure that the literature review investigates and contains what the 
researchers intended to study.  
Furthermore, the study is limited to only investigate large Swedish IT organizations. Scania IT is 
defined as a large IT organization, however the organization has employees not only in Sweden 
but also in France, Netherlands, Belgium, India and South America. Cultural influences from other 
countries could affect the results and therefore lower the validity of the research. Only employees 
located in Sweden has been chosen as interviewees to overcome this obstacle. Furthermore, most 
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of Scania IT’s employees are situated in Sweden, hence the Swedish culture is most likely the 
dominant one in the organization.  
 
The semi structured interviews gave more flexibility to the interviewees to discuss topics of 
interest. This lowers the validity of the research since the interviewees were able to give answers 
that were not aligned with the intended investigation. However, since all interviews have been 
recorded and transcribed, the alignment of the data with the research question has been analyzed 
and answers and topics not aligned with the investigation have been dismissed by the researchers.  
 
One aspect that could lower the validity of the research is the fact that the job roles of the 
interviewees are not dispersed to a greater extent. This could lead to somewhat biased results, only 
investigating the area from a project manager’s and a process expert’s point of view. In order to 
increase the validity of the research, several different roles could have been interviewed. However, 
there were no other roles at the case company possessing the required knowledge - therefore it was 
not possible for the researchers to disperse the job roles to a greater extent.  

2.4.3 Generalizability  
Generalizability refers to the extend the results from one study is applicable in other settings 
(Saunders, et al., 2009). Other settings, in regard to this study, would be another IT organization 
or even in another knowledge intensive business. Since this study is designed as a case study, the 
intention is to understand one specific setting. Hence, this study is not designed to generate a 
generalizable result. Though, the benchmark study indicated that some generalizable results could 
still be found since the findings from Scania IT was partly confirmed by IBM and Nordnet. This 
indicates that the findings from this study might be of interest for other IT organizations. Especially 
IT organizations which holds similarities with the case company. However, generalizability to 
other knowledge intensive businesses outside of the IT industry has not been research within the 
scope of this study. Consequently, the generalizability to other industries is left for future research 
to investigate.  
 
2.5 Research ethics 
When performing the interviews, several ethical aspects were taken into consideration in order to 
ensure responsible research, being performed in a way that prevents false information and 
misrepresentation of data, and in order to respect the integrity of the interviewees. All interviewees 
were informed of the study’s purpose before participating in the study. Furthermore, all 
interviewees have agreed upon and given their approval upon being studied. The interviewees 
were also given the opportunity to be anonymous in the investigation. In addition, the transcripts 
from the interviews are not published in the report. Instead the transcripts are given upon request 
- so that the researchers can protect the information and ensure that it is only used in scientific 
purpose. This is in line with The Swedish Research Council’s four principles of ethical research 
for the humanities and social sciences (The Swedish Research Council, 2002). Due to the iterative 
approach of the study, the purpose and the research questions of the investigation have been 
updated continuously. In order to ensure full agreement and approval from all interviewees, a 
dialogue has been held with them, informing them about new approaches of the research. 
Furthermore, the researchers can never fully ensure in what purpose distributed transcriptions are 



 

 
  

16 

used. It is in the researchers' intention to be careful with the distribution of transcribed material 
and try to protect it from being used in commercial or other non-scientific purposes.  
 
However, due to the case study approach of this research, the researchers have had to pay respect 
to the confidentiality requirements of the case company. Some data and information has been 
collected from internal documents at the case company. Due to confidentiality, the researchers are 
not allowed to present these internal documents in the report. According to Bryman and Bell 
(2007), research should be performed open and honest, meaning that the researchers always should 
be transparent when communicating information about the research. By not presenting the sources 
of the collected data, the research is not fully transparent and therefore it is not performed in an 
ethically correct manner according to Bryman and Bell (2007). This fact also lowers the validity 
and reliability of the research, which is discussed in section 2.4. However, it was seen as necessity 
to use internal documents in order to grasp the organizational setting, and to fully understand the 
processes and methods used for knowledge management at the case company.  
 
Bryman and Bell (2007) furthermore state that researchers should avoid potential harm of the 
research participants, both physically and psychologically. As described above, the researchers 
have taken action to avoid harm to participants during the research process by allowing anonymity 
and by protecting interview transcripts. However, the researchers should also ensure that the 
results do not do harm to the participants or the case company. The results of this research do not 
suggest any existing roles at Scania IT to be dismissed, it rather suggests new job opportunities for 
existing employees. Furthermore, the results of this research is not believed to collide with other 
processes at Scania IT - therefore it will most likely not harm the case company or the research 
participants.  
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3. Introduction to Project Management  
_____________________________________________________________________________ 
This section will provide a brief introduction to the field of project management where traditional 
as well as agile project management methods are presented. Furthermore, the most used agile 
method - scrum - is introduced. This is done, in order for the reader to understand the differences 
in regard to knowledge management between traditional and agile project management which is 
further presented in coming chapters.  
_____________________________________________________________________________ 
 
During the last decades, projects have become a common form of organizing work tasks (Lindgren 
and Packendorff, 2006). A project is characterized by three common themes. They are unique, 
temporary and focused (Maylor, 2010). Moreover, projects consist of a number of complex and/or 
independent activities (Packendorff, 1995). Hence, a project can be defined as “a given, plannable 
and unique task, limited in time, complex in its implementation and subject to evaluation” 
(Packendorff, 1995, p. 320).  
 
One reason behind the increased use of projects in daily operations, is the increased complexity in 
firm’s products and services (Ekstedt, et al., 2003). Customization of products and services 
requires unique actions which cannot be standardized, instead better performed in projects. 
Furthermore, the dynamic and flexible world within which organizations exist, require flexible 
and adaptive working methods (Ekstedt, et al., 2003). The management of projects can be defined 
as “the planning, organizing, directing and controlling of company resources for a relatively short 
term objective that has been established to complete specific goals and objectives” (Kerzner, 2009, 
pp. 4). Hence, project management implies management of people, goals as well as different 
processes. Since, a single project has a limited and specific scope, organizations have to manage 
multiple projects simultaneously to cover different working areas and needs. Hence, many 
companies have a multi-project setting which means that several projects are performed in parallel 
(Macheridis, 2009). These projects have to be organized. Both in relation to each other projects 
and towards the organization’s basic functions, goals and overall strategy. Hence, management 
has to involve single projects, the dynamics and networks of internal and external projects, as well 
as the project's relation to the basic functions of the organization (Andersen and Jessen, 2003).  
 
There are various techniques of project management, where some techniques are better suited for 
certain types of projects. Within the IT industry, traditional methods have been dominating earlier, 
however a new trend is taking the IT industry towards more agile methods (Highsmith and 
Cockburn, 2001). Below, traditional project management will be further explained as well as agile 
project management.  
 
3.1 Traditional Project Management  
In traditional project management it is assumed that all factors affecting the project are predictable 
and the tools and activities for management of the project are well understood from start. 
Therefore, traditional project management includes detailed and structured planning and control 
(Hass, 2007). It is suitable in projects where no changes in the early stages will be required 
(Macheridis, 2009).  
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The traditional project management methods are often referred to as the Waterfall model due to 
their sequentially ordered character (Boehm, 1988; Lindkvist, et al., 1998). All parts and activities 
in the project are linearly ordered and separated from each other by clearly defined criterion for 
entry and exit. Hence, traditional project management methods are linear processes, with a 
continuous flow where each phase of the project needs to be completed before the next phase can 
begin (Karlsen, et al., 2011). The flow of activities follows a predetermined schedule, similar to 
an assembly line. As a result of this, later stages in the process cannot be started until the exit 
conditions of the previous one has been fulfilled (Lindkvist, et al., 1998). Traditional project 
management methods require full knowledge about the end product since each step needs to be 
planned in advance. Several authors (Karlsen, et al., 2011; Boehm, 1988; Cobb, 2011; Ji and 
Sedano, 2011) have identified the traditional project management’s limitations and complications. 
One main limitation is the lack of flexibility, due to the linear structure. Agile project management 
was developed to overcome the constraints in traditional project management methods (Cobb, 
2011). 
 
3.2 Agile Project Management 
There is no acknowledged definition of agile. However, one definition of the word agile could be 
something being flexible and responsive (Chow and Cao, 2008).  Hence, one definition of agile 
methods could be “the ability to survive in an atmosphere of constant change and emerge with 
success” (Chow and Cao, 2008, pp. 962), but it could also be defined as; “the ability of an 
organization to react to changes in its environment faster than the rate of these change” (Kruchten, 
2011, pp.351). These definitions highlight flexibility and reactiveness as key concepts within agile 
methodologies. However, according to The Agile Manifesto, human interaction and collaboration 
is also a main cornerstone in agile methods (Highsmith and Cockburn, 2001).  
 
The Agile Manifesto are four principles describing the core elements of agile, it was developed 
2001 by 17 leading software practitioners. The principles are (Levy and Hazzan, 2009) : 
 

1) Individuals and interactions over Processes and tools  
2) Working software over Comprehensive documentation 
3) Customer collaboration over Contract negotiation 
4) Responding to change over Following a plan 

 
The first principle is a focus on individuals and interactions rather than processes and tools and 
aims to increase the collaboration and interaction between all parties included (Levy and Hazzan, 
2009). Furthermore, this individual focus holds the project members responsible for the project 
outcome and enables adapting the working method and tools for the specific project (Highsmith 
and Cockburn, 2001).  The second principle focuses on developing software that works rather than 
wasting time for comprehensive documentation during the beginning of the project. This is due to 
the fact that the primary goal with the project is to present a solution rather than a document (Levy 
and Hazzan, 2009). The third principle of agile projects is a focus on customer collaboration over 
contract negotiation. It is a continuous collaboration process with the customers as the project 
progress, including testing within the different stages of development (Levy and Hazzan, 2009). 
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The fourth, and last, focus is to respond to change rather than following a plan. Hence, resulting 
in a more flexible and perceptive form of project management.  
 
There are several successful agile methods, varying in practices and emphasis, however they all 
share the same characteristics of iterative development and focus on communication, interaction 
and reduction of resource intensive activities (Cohen, et al., 2003) Scrum, Kanban, Extreme 
Programming, Feature Driven Development and Crystal Methods are a selection of agile methods 
(Leffingwell, 2010), where Scrum is the most used agile method (Cervone, 2010). In order for the 
reader to understand the characteristics and structure of agile projects in contrast to traditional 
projects, Scrum will be further explained below.  

3.2.1 Scrum 
Scrum can be described as an agile framework of how to develop usable products from complex 
problems. The Scrum framework has clear roles, artefacts and events, creating clear rules of play 
(Schwaber and Sutherland, 2012).  
 
There are three roles within Scrum: the team, the scrum master and the product owner (Schwaber, 
2004). The team is responsible for delivering functionality. The scrum master can be a part of the 
team but is also responsible for the scrum process. The product owner is representing all 
stakeholders who have an interest in the end product. He or she is responsible for setting the 
requirements of the end product as well as prioritizing these (Schwaber, 2004).  
 
Figure 1. describes the main principles of scrum. The lower circle represents an iteration loop, 
which is the heart of the Scrum method. The iterations occur after each other and the output of 
each iteration is an incremental application to the end product. What the output of each iteration 
will be is decided in the start, by prioritizing several requirements of the end product.  

 
Figure 1. The skeleton of Scrum (Schwaber, 2004) 

The upper circle in Figure 1. represents the daily inspection of the team’s work, often referred to 
as daily pulse. This is when the team meets and discuss the workflow. After each iteration loop, a 
sprint retrospective is held. The aim of the sprint retrospective is to inspect and reflect about the 
process in the latest sprint in order to adjust and improve the next. Furthermore, the requirements 
of the end product are reprioritized and the most prioritized activities are passed on to the next 
iteration (Schwaber, 2004). 
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3.3 Main insights from the introduction to project management 
The main insight this introductory chapter of project management has brought is the basic 
difference between traditional and agile methods. Traditional project management is linear to 
nature where focus is put on detailed planning before executing. On the contrary, agile methods 
for project management is flexible and responsive to changes during execution. The most used 
method for agile project management is Scrum which is a method involving small iteration loops 
against a backlog of priorities. This study will now further elaborate on the implications project 
management method have in regard to organizational knowledge.  
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4. Literature Review  
_____________________________________________________________________________ 
This section will provide a review of the existing literature. The most influential previous research 
as well as the main theories will be critically reviewed and presented. The literature review has 
been divided into two sections. The first section presents classification of knowledge were the basic 
distinction between information and knowledge is presented, furthermore it presents a framework 
for organizational knowledge creation, that is to be used to analyze the findings from the research. 
The second section critically reviews the field of knowledge management. This chapter aims to 
give the reader an understanding of what previous literature has concluded, which is the starting 
point from where this study takes at.  
_____________________________________________________________________________ 
 
4.1 Classification of knowledge 
The topic of Knowledge Management has been given increased attention over the last years 
(Spender, 2015). Several authors have identified the post-industrial society as “knowledge-based”, 
where knowledge is seen as the most important asset to reach organizational success (Bell, 1973; 
Toffler, 1990; Nonaka, 1994; Cortada and Woods, 2013).  
 
Knowledge is a multifaceted and intangible concept, which philosophers and researchers have 
tried to define ever since the classical Greek period (Nonaka, 1994). However, by reviewing the 
existing literature of knowledge, Bhatt (2002) states that it is well agreed among researchers that 
knowledge is an organized combination of ideas, rules, procedures and information. In line with 
this, Argote (2012) highlight the concept’s inclusion of facts in combination with physical skills, 
routines and methods. 
 
More specific, several authors make a distinction between knowledge and information (Dretske, 
1981; Machlup and Mansfield, 1983; Nonaka, 1994; Karlsen, et al., 2011). At a company, there 
are huge amounts of data-like information that is of little value. Attention should be paid to the 
small fraction of information that is possessed though a human mind, hence analysed and reflected 
upon and turned into knowledge (Alavi and Leidner, 2001). Karlsen, et al. (2011) highlight the 
main difference between information and knowledge by stating that knowledge is acquired when 
information is analysed and put in a context by individuals. Hence, information is general and 
data-like, while knowledge occurs in people's minds when interpreting the information (Karlsen, 
et al., 2011). Likewise, Nonaka (1994, pp.15) states: “Information is a flow of messages, while 
knowledge is created and organized by the very flow of information, anchored on the commitment 
and beliefs of its holder”. This definition of knowledge is further confirmed by Davenport and 
Prusak (2000). They argue that knowledge is formed when analyzing information via comparison, 
investigating its consequences, identifying its connections to prior knowledge, and/or anchoring it 
in a conversation. 
 
Moreover, knowledge can be characterized among several dimensions (Argote, 2012). The 
epistemological dimension describes the nature of the knowledge by separating tacit from explicit. 
The ontological dimension makes a distinction based on the level of knowledge - individual, group 
or organizational. In order to analyse learning and knowledge within an organization, an 
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understanding of these concepts is vital. Therefore, they are described in section 4.1.1. and 4.1.2. 
below.  

4.1.1 The epistemological dimension: tacit versus explicit knowledge 
A distinction can be made between tacit and explicit knowledge (Polanyi, 1962; Nonaka, 1994; 
Argote, 2012; Edwards, 2015). According to Edwards (2015), explicit knowledge is general and 
formulated for a common objective. This type of knowledge can be seen upon as a “thing” or 
“object”. It, is easily codified and can be assembled in written form. In similarity to information 
or data, explicit knowledge can exist without a human interpreting the information. Hence, explicit 
knowledge exist without a so called “knower” (Edwards, 2015). Tacit knowledge, on the contrary, 
is personalized and possessed by individuals through experience (Nonaka, 1994). As originally 
stated by Polanyi (1966, pp. 4) “we can know more than we can tell”. Tacit knowledge is created 
and obtained through situation specific events and created via determination and participation. 
Hence, tacit knowledge is difficult to articulate and communicate (Nonaka, 1994; Hung, 2012). 
Since tacit knowledge is developed from practice and experiences, it cannot easily be transferred 
between knowers. However, knowers can assist others in learning of tacit knowledge via providing 
basic explicit knowledge as theory (Powell and Ambrosini, 2012). The distinction between tacit 
and explicit knowledge is sometimes vague. For example, to know how to ride a bike is mainly 
tacit knowledge, generated from experience, ability and talent. However, it involves some explicit 
knowledge: sit on the saddle, hold the handlebar, and paddle. Knowledge is rarely merely tacit or 
explicit. Rather, it is a combination with the core as either tacit or explicit (Edwards, 2015). 
Moreover, according to Alavi and Leidner (2001) the two types of knowledge are interdependent. 
Explicit knowledge can for example only be shared between individuals if a common ground of 
overlapping tacit knowledge exists. This means that the sender and receiver need to have a 
common foundation of tacit knowledge to successfully interpret and be able to utilize the shared 
knowledge. 

4.1.2 The ontological dimension: individual versus organizational knowledge 
Many authors make a distinction based on the owner of the knowledge (Nonaka, 1994; Tell and 
Söderlund, 2001; Bhatt, 2002). Tell and Söderlund (2001) describe individual knowledge as 
possessed by the individual members of the organization. It is the knowledge that exists in the 
brains and skills of the individuals, a property that the individual can apply to different tasks or 
problems (Lam, 2000). Organizational knowledge, on the other hand, is according to Tell and 
Söderlund (2001) built into the structures and activities of the organization. The organizational 
knowledge is owned by the organization, and not dependent on its employees (Jones and Leonard, 
2009) However, even though a distinction is made between the two - they are interdependent 
(Bhatt, 2002). Organizational knowledge is created through individuals and individual knowledge, 
while individual knowledge can also be gained through organizational knowledge (Nonaka, 1994). 
Nonaka (1994) furthermore describes a third level of knowledge - group level. According to him, 
this level of knowledge lies between individual and organizational, and can for example be a 
project or a network possessing a specific knowledge.  
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4.1.3 The Spiral of Organizational Knowledge Creation  
Whereas many authors agree with the concept of tacit and explicit knowledge (Polanyi, 1962; 
Argote, 2012; Edwards, 2015), Nonaka (1994) stresses the relation of the concepts further by 
arguing for knowledge to be created by the very conversion between tacit and explicit knowledge.   
 
To describe the dialogue between tacit and explicit knowledge, and how these interact with each 
other, Nonaka (1994) developed the SECI model. The model includes four modes of knowledge 
conversion, presented in Figure 2. Below. 

  
Figure 2. Four modes of knowledge conversion, the SECI model (Nonaka, 1994) 

 
Socialization is the first knowledge conversion mode, and it is described by Nonaka, et al., (2000) 
as the process where new tacit knowledge is converted through shared experience. This process 
takes place through interaction between individuals, and not necessarily by conversation. Since 
tacit knowledge is strongly related to experience, the conversion of tacit knowledge can occur 
through observation, imitation, participation and practice as well (Nonaka, 1994).  
 
Externalization is the process of articulating tacit knowledge into explicit knowledge (Nonaka, et 
al., 2000). This occurs through a process of conceptualization and crystallization (Tidd and 
Bessant, 2009). These processes allow the knowledge to be shared by others and it becomes the 
basis for new knowledge (Nonaka, et al., 2000).  
 
Combination is the process where different bodies of explicit knowledge are combined and 
converted into more complex sets of explicit knowledge (Nonaka, et al., 2000). Individuals holding 
the explicit knowledge re-configure and combine their knowledge through social interaction and 
collaboration (Nonaka, 1994).   
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Internalization is the last conversion mode, where explicit knowledge is embodied into tacit 
knowledge. Internalization is strongly related to “learning” (Nonaka, 1994), and it involves 
explicit knowledge being shared throughout the organization, interpreted by individuals and 
thereby transformed into tacit knowledge (Nonaka, et al., 2000).  
 
The idea of the SECI model is not that the four modes of knowledge conversion are independent 
and generate knowledge independently. The central theme of the model is instead a dynamic 
interaction between the four. Knowledge creation builds on the creation of both tacit and explicit 
knowledge, and the interchange between these two. Hence, the learning process should be viewed 
as a continuous application of all four modes (Nonaka, 1994).  
 
To further elaborate on the level of knowledge, and explain how individual knowledge is 
transformed into group knowledge and further into organizational knowledge, Nonaka (1994) 
developed the Spiral of Organizational Knowledge Creation. The basic premises of the model is 
stated by Nonaka (1994, pp. 15) as: “Although ideas are formed in the minds of individuals, 
interaction between individuals typically plays a critical role in developing these ideas”. The 
Spiral of Organizational knowledge creation model has the four knowledge conversion modes 
described in the SECI model as the basis and shows the relationship between the epistemological 
knowledge dimension and the ontological knowledge dimension.  
 

 
Figure 3. The Spiral of Organizational Knowledge Creation (Nonaka, 1994) 

 
According to Nonaka (1994), by organizationally managing to form a continuous cycle between 
the four knowledge conversion modes, organizations can create an upwards spiral where 
individual knowledge is extrapolated into organizational knowledge. The continuous cycle is 
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illustrated as a extrapolating horizontal spiral in Figure 3. and the two dimensions of knowledge 
are represented by the x and the y axis of the graph.   
 
Nonaka (1994) furthermore describe how different “triggers” can induce shifts between the 
knowledge conversion modes. The socialization mode, for example, often starts with the building 
of a team, where members share knowledge and experience. Meaningful dialogues between the 
group members can trigger the externalization mode, where the team members can collaborate to 
articulate and document their knowledge. Good coordination of team member’s knowledge and a 
well structure and documentation of other knowledge furthermore triggers the combination mode. 
A series of shifts between the different modes creates the upwards spiral towards organizational 
knowledge (Nonaka, 1994).  
 
4.2 Knowledge management 
As described above, knowledge is individualized, hence for people’s or a group’s knowledge to 
be useful for others, it must be communicated in a manner that is interpretable for receivers 
(Nonaka, 1994; Bolisani and Handzic, 2014). This concern is what the field of Knowledge 
Management deals with. Knowledge management can be defined as a “discipline focused on 
systematic and innovative methods, practices, and tools for managing the generation, acquisition, 
exchange, protection, distribution, and utilization of knowledge, intellectual capital, and 
intangible assets” (Montana, 2000, pp. 54). Or, as Alavi and Leidner (1999, pp.6) puts it: “the 
systematic and organizationally specified process for acquiring, organizing and communicating 
both tacit and explicit knowledge of employees so that other employees may make use of it to be 
more effective and productive in their work”. Hence, knowledge management is to collect and 
leverage the common knowledge for organization to stay competitive (Von Krogh, 1998). It 
involves storing and reprocessing best practices and lessons learned in previous and current 
organizational activities (Huber, 1991). However, Huber (1991) further argues that great losses of 
knowledge occurs due to personnel turnover and due to employees not being aware of how to 
retrieve previous knowledge. This implies designing a knowledge management method that 
captures and stores knowledge without heavy dependency of the individual knower. 
 
What aspects that are included in the notion of knowledge management varies depending on author 
and many different frameworks can be found in literature. Alavi and Leidner (2001) focus on 
creation, storage, retrieval, transfer, and application while Montana (2000) mentions creation, 
acquisition, exchange, protection, distribution, and utilization of knowledge as relevant aspects. 
To find a synergy, Heisig (2009) studied 160 knowledge management frameworks and 
summarized the most frequently included notions. These notions were classified into the five 
categories: share, create, apply, store, and identify knowledge. The categories are closely 
interrelated and they together constitute a holistic way of managing knowledge (Heisig, 2009).  
 
Knowledge management requires a multi-methodological approach since an organization has 
various types and complexity of activities (Spender, 2015). There is not a common set of 
knowledge management methods or tools that fits all corporations (Metaxiotis et.al, 2005). The 
design should be based on a deep understanding of the nature and type of knowledge that the 
corporation holds and needs (Alavi and Leidner, 2001). Therefore, there are several aspects to 
consider for managing knowledge: content, process, people, structure, strategy, and technology. 
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Both explicit and tacit knowledge has to be managed. Hence, both knowledge as facts as well as 
the knowers has to be managed (Edwards, 2015). If not a formal knowledge management method 
is implemented, acquiring and sharing knowledge naturally takes place in social networks. These 
informal networks consist of people working within the same team, within the same function, or 
across subunits. These networks can be very valuable, though, they have constraints. First, the 
reach for information is limited to within the network and valuable input might not be found. 
Further, acquiring knowledge from a social network is dependent on the responsiveness, ability, 
and willingness of the contacted person to help (Powell and Ambrosini, 2012). To overcome this 
hurdle, knowledge management has the aim to facilitate access to knowledge and best practice 
from everywhere in the organization to where it is best needed (Metaxiotis, et al., 2005). Hence, 
knowledge management should enable information and knowledge to be available for the right 
people when it is needed. If the right knowledge is assured, it will contribute to a continuous 
development in the corporation, hence a sustained competitive advantage (Alazami and Zairi, 
2003). 

4.2.1 Strategies for knowledge management: Codification versus personalization 
According to Hansen, et al., (1999) there are different strategies to undertake when managing 
knowledge, either codification or personalization. A codification strategy implies to embrace 
explicit knowledge by codifying knowledge and making it searchable and available through 
databases. Usually, this implies that knowers write down their knowledge, which is then collected 
and made accessible through a central location, commonly in electronic form. A codification 
strategy makes knowledge independent from its knower. The main benefits of adapting this 
strategy is to enable knowledge to be found and reused numerous time in a time efficient manner 
(Powell and Ambrosini, 2012). A personalization strategy, on the contrary, is a system build 
around letting knowledge stay within individuals. In such a system, knowledge is shared through 
personal interaction. Hence, computers have the aim to let people find each other and communicate 
rather than provide direct knowledge (Hansen, et al., 1999). This strategy can be seen as a formal 
version of a social network, which enables connections to be formed from anywhere in the 
organization. Hence, the ideal person can be asked and not the people that happen to be in a 
person's closes network (Powell and Ambrosini, 2012). Moreover, Powell and Ambrosini (2012) 
highlight the beneficial aspect of a possibility for mutual learning when knowledge is transferred 
via personal interaction. Studies has shown that managers dealing with tough decisions does to a 
greater extend contact people that they respect and want an input from personally than searching 
for information in databases. In fact, the study by Davenport and Prusak (2000) reveals that two 
thirds of the knowledge sharing is done through personal contact, face-to-face or via telephone. 
Merely one-third is obtained from documents when managers are dealing with tough decisions 
(Davenport and Prusak, 2000).  
 
However, there is a blurry lines of difference between the two strategies - personalization and 
codification. The division is underlined by the assumption that a codification strategy just provides 
knowledge via documentation and a personalization strategy does not imply documenting at all. 
In reality, it is likely for a person to contact the author of a document if questions remain or things 
are not clear. Moreover, even when contacting someone personally for specific knowledge that 
person can give relevant information in written form (Powell and Ambrosini, 2012).  
 



 

 
  

27 

Moreover, most literature argue that to succeed with knowledge management, human aspects such 
as leadership and culture has the most prominent influence (Heisig, 2009). This means that the 
applied knowledge management strategy must be embedded in a knowledge sharing organizational 
culture (Karlsen, et al., 2011; Chau, et al., 2003). The organizational culture determines the beliefs 
and values which in turn influences people's approach and attitude towards knowledge sharing 
(Alavi and Leidner, 2001). Organizational learning is especially enhanced in an organizational 
culture which encourages change (Liao, et al., 2012). Such a culture is built on openness, mutual 
trust, care, and collaboration (Weiling and Kwok, 2006). This underlines the importance of 
designing a knowledge management strategy that is aligned with organizational culture and 
leadership to create value for the firm. Hence, most organizations use a combination of a 
personalization and codification strategy but with weight in either one of them (Powell and 
Ambrosini, 2012; Hansen, et al., 1999).  
 

4.2.2 Methods for Knowledge Management:  Traditional versus Agile projects 
As already stated in section 3.1, traditional project management builds on executing a project from 
a detailed plan set before the projects starts. Hence, much time and effort is spent on securing an 
accurate project plan which can strictly be followed when entering the execution phase of the 
project. Therefore, it is vital for relevant knowledge to be obtained while planning the project. 
Hence, requirement and knowledge from the customer is almost exclusively obtain in the planning 
phase (Chau, et al., 2003). Traditional project management externalizes much information via 
documentation. Documentation is beneficial since the knowledge is kept in the organization even 
though the knower leaves the organization. However, all knowledge cannot be written down 
explicitly and there is a problem to keep up to date about the latest for documented knowledge. 
Hence, documentation has to be combined with methods for people to find out about other’s 
expertise. For traditional project management methods, this is usually done via authorship of 
documents (Chau, et al., 2003). Continuous learning from projects is done via reflection which 
normally takes place after finishing critical tasks and at the end of the project. (Maylor, 2010). 
Figure 4 shows a schematic picture of how a reflection in the end of the project generates 
knowledge, which is furthermore combined with the organization’s existing knowledge and used 
in the start of a new project. The general improvement factors found from the reflection should be 
forward to the project management office which evaluates if this should be incorporated in the 
project process for others to follow. (Maylor, 2010) 
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Figure 4. Learning from traditional projects (Maylor, 2010) 

What makes knowledge management for agile project different from the waterfall method, is the 
fact that less detailed planning is done initially, hence the required type of knowledge is not known 
from start. Further, agile methods are especially used, as Chau, et al., (2003, pp. 5) argue: “where 
there is a lot of uncertainty and unknown knowledge about the domain and system requirements, 
and the technologies to be used are new and unexplored”. This quote summarizes the difficulties 
associated with knowledge management for agile projects, the process is dynamic and the project 
members does not know what will be the final delivery before that stage is reached. Working in 
agile projects, documentation is taught to be inefficient and highly irrelevant (Sungkur and 
Ramasawmy, 2014). As a result, documentation is often scarce and information and knowledge is 
rather passed informally between team members (Karlsen, et al., 2011). Hence, tacit knowledge is 
the major source in agile projects (Chau, et al., 2003). Sharing of tacit knowledge usually take 
place when individuals interact, so called socialization (Nonaka, 1994). In fact, agile working 
methods rely heavily on communication and cooperation between team members. As already 
stated when introducing agile project management methods (see chapter 3.2), agile methods 
emphasizes customer collaboration throughout the entire project. In this way, knowledge can be 
transferred not only between team members, but also between the team and the customer (Chau et 
al., 2003). Within the project team, the common method for knowledge sharing and in-job training 
is pair programming (for software development), daily or weekly stand up meetings, pair rotation 
and collective ownership. During these sessions people’s areas of expertise is relieved. However, 
in a large and distributed organization, documentation becomes more important since not all 
relevant knowledge can be shared via socialization (Chau, et al., 2003). Continuous learning via 
retrospectives are also conducted for agile projects. Though, they are carried out more often than 
for waterfall projects due to the shorter sprint sessions. However, retrospective from agile projects 
are almost exclusively for internal project team learning and is not actively transformed to become 
organizational knowledge. This is due to an absence of a project office within agile organizations.  
 
4.3 Main insights from literature review 
The main insights from this review of existing literature regarding knowledge management are 
that knowledge is a multifaceted concept. It can be characterized either as tacit or explicit, 
depending on its nature - or as individual, group or organizational, depending on its owner. 
Furthermore, literature argues that individual knowledge can be extrapolated to organizational 
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knowledge through a continuous conversion between tacit and explicit knowledge. How this 
continuous conversion is managed differs depending on what strategy for knowledge management 
the organization has applied. There are two main strategies, personalization or codification. A 
personalization strategy is more suitable for organizations possessing large amounts of tacit 
knowledge, while a codification strategy is more suitable when organizations have large amounts 
of explicit knowledge.  
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5. Empirical Settings 
_____________________________________________________________________________ 
The following chapter presents the case company, Scania IT, as well as the two benchmark 
companies, Nordnet and IBM. The presentation of the companies is done in order for the reader 
to grasp the investigated organizational setting and to be able to put the analysis into a context. 
First, a brief history and background of Scania IT is presented followed by a description on how 
projects are managed. Later, background information and project management methods at 
Nordnet and IBM follows. 
_____________________________________________________________________________ 
 
5.1 Scania IT Background 
Scania CV AB is one of the world’s leading manufacturers of heavy trucks and buses. The 
company was founded in Södertälje, Sweden in 1891 and today it employs 44 400 people in 100 
countries - with the overall goal to “provide its customers with the best profitability throughout 
the product’s lifecycle by supplying optimized heavy trucks, buses, engines and services”. Scania 
CV AB is owned by Volkswagen AG and is therefore a part of Europe’s largest car manufacturing 
groups. 
 
In 1986, Scania CV’s first IT department was implemented, with the aim of managing computers, 
systems and information technology within the company. In 1990, this department became an own 
subsidiary to Scania CV, named Scania Data AB. After several restructurings and mergers, Scania 
CV today has a fully owned subsidiary named Scania IT - with the only objective to deliver IT 
solutions to support Scania CV’s overall goal. Scania IT has about 800 employees and 450 
consultants whom are mainly situated in Sweden but also in France, Netherlands, Belgium, India 
and South America.  
 
There are three core values forming the foundation of all operations at Scania IT. These core values 
are Customer First, Respect for the individual, and Elimination of waste, and they reflect the entire 
company culture and underlay all business and operations. Customer first implies to stay customer 
focused and only produce things that brings value for the customer. The core value Respect for the 
individual involves utilizing each individual’s knowledge and experience. Additionally, each 
individual should have the possibility to continuously improve. Furthermore, elimination of waste, 
argues to reduce everything that does not provide value. At Scania IT, examples of waste is faults 
which results in rework, underutilized skills, additional work due to poor workflow, and double-
stored data.  
 
Based on these core values, Scania IT has developed several principles and methods, describing 
the ways of working. Moreover, continuous improvement is what spans over all values, principles, 
and methods. The main objective and the company’s ultimate ambition, is to become a more 
efficient organization by embracing the mind-set of looking for way to improve the normal 
situation. This is achieved by aligning the principles and methods with the core values, and creating 
a normal situation where these are applied.  
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Scania IT has a company culture which is open and non-hierarchical. The company culture is 
strong within the company. The same core values are applied throughout the organization. It can 
be described as a typical Swedish company culture, with low power distance. It encourages the 
employees to socialize and network with each other. Furthermore, the culture is characterized by 
a will to share knowledge and exploit each other’s competences. Project Manager D describes this 
will by stating: 

“I have not met any colleague who does not share their knowledge and skills with others. It’s in 
the culture and in the role of a project manager to have the intention and motivation to always 
share knowledge.” 

 
5.2 Project Management at Scania IT 
Scania IT is a matrix organization where projects operate horizontally across all functions. 
consequently, the project team is composed of resources from different functions. Furthermore, 
there are no policies regarding project management methods at Scania IT. Therefore, project 
managers can choose if they want to manage their projects using traditional or agile methods. The 
decision is most often based on how the project manager has managed earlier projects and what 
methods he or she feels comfortable using. However, there is a wish to become more agile in 
projects and the management are promoting agile methods to be used to a greater extent since it is 
believed to lower the time to market for deliveries.  
 
Regardless of the method chosen, all projects use the same project steering model. The project 
steering model used at Scania IT is called Project Management Process, PMP. PMP was originally 
developed for traditional project management methods, but it was later adjusted to be able to apply 
on agile projects as well. At Scania IT, all projects must follow PMP. New project managers are 
introduced to and trained to follow this project steering model.  
 
5.3 Benchmark Companies 
The following section presents the two benchmark companies investigated. A background, 
followed by a description of the companies’ current businesses as well as its core values is given. 
Furthermore, a brief description of the companies’ project management approach is described. The 
information in this section is gathered through interviews with employees at the benchmark 
companies as well as through public information at the companies’ websites.  

5.3.1 Nordnet  
Nordnet is a company offering financial services to private persons and companies in the Nordic 
region through an operative IT platform. The financial services are within savings, investments, 
pension and banking. The company’s chief innovation manager describes the company as: “an IT 
company providing financial services”. Nordnet was founded in Sweden in 1996. In 2001 they 
expanded to Denmark and Norway and a further expansion was done to Finland in 2005. Within 
this market they had more than 400 000 customers in 2014. The head office is located in 
Stockholm, where central functions, Swedish sales and services as well as the IT platform’s 
maintenance and development are located. The company employs about 400 people, of which 100 
work with IT and product innovation at the Stockholm office.  
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In 2012, Nordnet’s current CEO took over - which is described as a turning point in the company’s 
history by its Chief Innovation Manager. He continues describing how the current CEO have been 
working actively to change the culture within the company and to prioritize the employees’ well-
being. Today, the company has four core employee values: Smart, Committed, Curious and 
Honest. According to the company’s Chief Innovation Manager, these core employee values 
permeate the entire company culture. Beyond the core employee values, Nordnet also has a motto 
- “transparent banking”. This motto enhances both internal and external transparency in all 
operations. The internal transparency includes openness regarding all documents and processes, 
as well as where processes brake. The company has introduced the slogan “Solve the problem - 
not the blame”, meaning that problems should be solved by finding the root cause, not blaming 
the responsible. This requires an open organizational culture where employees feel comfortable 
with admitting mistakes.  
 
Nordnet’s Chief Innovation Manager describes the company culture by stating: 
 “This is a really young company and the culture is really start-up. We lean in, we are pioneers, 
we discuss, there is lots of knowledge and willingness and passion within the company.” 
 
He furthermore describes that Nordnet has removed as much politics from the organization as 
possible in order to make it flat non-hierarchical. He describes the communication across 
hierarchies as:  
“If you need my special attention for something, you can send me a text and you will get my 
attention. In another organization, people would be afraid of texting up in a hierarchy”. 
 
In regards to project management, the company is striving towards an agile approach within all of 
their projects. The Chief Innovation Manager highlights the value of working in iterations by 
stating: 
“Iterations is the essential part of success,  we try to make the loops as small as possible” 
 
However, it is mainly the IT and product innovation teams that work with pure agile methods 
during the time of the investigation. Other departments apply a mix of agile and traditional 
methods. The project teams within IT and product innovation work either according to Kanban or 
scrum - they are free to apply what agile method they want according to the company’s Chief 
Innovation Manager. 
 

5.3.2 IBM Svenska AB 
IBM is a multinational technology and consulting corporation, with the aim to help companies 
using technology in order to develop their businesses. The organization was founded in 1911 in 
the United States, and it is today present in 170 countries. The company’s Swedish subsidiary - 
IBM Svenska AB - was founded in 1928 and today has about 2500 employees, of which 600 work 
as consultants within the department Global Business Services. IBM Svenska AB’s head office is 
located in Stockholm, where most employees have their base. The subject of investigation in this 
report is the IBM Svenska AB’s department Global Business Services, due to its project-based 
character.  
 
The organization applies the same core values worldwide; they are as follows: 
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● Dedication to every client's success 
● Innovation that matters, for our company and for the world 
● Trust and personal responsibility in all relationships 

These core values set the direction for all operations, and they are described as the company’s 
DNA by a senior project manager.  
 
IBM has a strong corporate culture worldwide. The culture is described as non-hierarchical and 
open by a senior project manager at the company. The senior project manager highlights the global 
openness by stating:  
“It’s fascinating to see when you work in a global company, if I need help I can contact anyone 
worldwide and I get help immediately. People are extremely helpful and open, not only in 
Sweden.”  
 
Moreover, Global Business Services is divided into four different business units. Furthermore, 
projects operate across all units. They apply both agile and traditional project management 
methods in projects. A senior project manager states that it is mainly the software development 
that works with pure agile methods. She furthermore states that within large projects, a 
combination of the two methods can be applied:  
“It is quite hard to manage projects agile when they are large. Agile methods works better if the 
project is smaller, or if the team is smaller. Many times the projects use some kind of combination, 
where some parts of the project are managed using traditional methods and some parts by using 
agile methods.” 
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6. Empirical findings 
_____________________________________________________________________________ 
The following chapter presents the results and empirical findings from the case study, the 
benchmark study and from the expert interviews. The chapter is divided into three sections. First, 
the results regarding knowledge management strategies, codification versus personalization are 
presented. Furthermore, the findings regarding knowledge management in traditional versus agile 
projects are presented.  The aim with this chapter is to give the reader an insight into how 
knowledge is managed at the case company mainly, but also at the benchmark companies and the 
expert’s opinion regarding knowledge management.  
 
6.1 Strategies for knowledge management: Codification versus personalization 
As literature stresses, there are two strategies to undertake when managing knowledge within an 
organization- personalization or codification. The following chapter will present the findings of 
how these strategies are implemented in the case company and in the benchmark companies. Last, 
the expert's opinion regarding these strategies will be presented.  

6.1.1 Scania IT  
Scania IT uses several tools and methods to acquire and distribute knowledge, independent on 
project management method, within the organization. This section will explain how knowledge is 
distributed through codification and through personalization.  
 
6.1.1.1 Codification  
At Scania IT, there are two dimensions of codification. First there is project-specific codification, 
where the knowledge is linked to a specific project. There is also non project-specific codification, 
where the knowledge is more general and applicable organization wide. 

Project-specific codification 
In projects, Scania IT does not enhance codification in a wider scale. This is emphasized by 
Process Expert A, who states:  
“In general, there is very little documentation. The final reports are the ones that are always 
written and collected” 
 
The final reports are the only mandatory documentation in projects saved for long term usage. It 
is a standardized document, summarizing the working process, achievements of the objectives, 
gained experiences as well as recommendations for improvement of the working method. The final 
reports are published on the organization’s intranet, for other people to gain access to them. The 
project reports have been identified as a good tool for learning from processes and methods used 
in other projects. For example, Project Manager D states:  
“As a project manager it is very good to read other people’s final reports. When I started working 
here, I read other reports and looked at how other people had been working, because I did not 
know that much about the organization. 

Non project-specific codification 
There are several IT collaboration tools and databases from which employees can find codified 
information about non project-specific processes and methods. Furthermore, the IT collaboration 



 

 
  

35 

tools and databases contain other codified information fulfilling a wide variety of needs and 
possibilities. 
 
The first, and most used IT collaboration tool is the intranet. The intranet has the purpose to be a 
reliable information channel for corporate information, business support, job- and employment 
information, management processes, organizational policies, strategies, guidelines, and methods. 
This information is seen as long term and non project-specific. Instead it should be general and 
applicable organization wide. Information regarding organizational structure, employees’ contact 
information and competence can also be found on the intranet. Furthermore, the intranet is a 
publication channel for several documents - for example project reports and standardized 
documents. However, it is not possible to search within the documents for information. Several 
project managers describe the system as: “You have to know what you are looking for in order to 
find it”.  For example, when looking for a final report for a project, Process Expert A highlights 
the need for experience:  
“It is just the project name in the title which can be searched for. The project name is often an 
abbreviation that no one understands. This makes it even harder for consultants which have no 
experience from previous projects at Scania IT. They don’t know what to search for”.  
 
Another IT collaboration tool used for non project-specific documentation is Scania’s internal 
Wiki. The internal Wiki, can be edited by anyone within Scania to provide informal content related 
to user-guides, routines, methods and best practices. Hence, it supports bottom-up knowledge 
sharing and collaboration. However, the Wiki is not a forum for formal policies, steering 
documents and standards but rather for information regarding a specific subject and frequent asked 
questions. Process Expert B states the benefits of the wiki instead of uploading documents by 
stating:  
“The Wiki is good since the same document is improved continuously, hence, you avoid double 
versions to be uploaded. It is also good that you can see who did the changes. Than you can contact 
the author if you have further questions” 
 
However, interviews have stressed that the wiki is seldom used. This investigation shows that there 
is a lack of motivation to edit the wiki. This is confirmed by checking the history of edit on the 
wiki, it is rarely updated with new information. Moreover, a skepticism regarding the validity of 
the information found in the wiki has been expressed during interviews.  
 
6.1.1.2 Personalization  
Scania IT promotes personal contact and interaction for knowledge sharing and problem solving. 
If an employee faces a question or a problem, he/she most often asks a colleague for help, by 
approaching them directly or calling anyone who possess the right knowledge. Process Expert B 
describes this by stating: 

“Scania IT is a very informal company, so you contact the people you know in real life or through 
social networks. For example, if you know someone who has done something that you want to 
know more about, you just call him and talk to him” 

In line with this, Project Manager G highlights this by stating:   



 

 
  

36 

“If something comes up, you just go to someone and ask how they solved the problem when they 
encountered it. That’s pretty much how it is, if you want to know more - you just go and ask.” 
 
Moreover, there are several formal forums and networks enhancing knowledge sharing through 
personal interaction and discussion, these are further described below. 

Start-up and closing meeting for project   
The Scania IT assignment Meeting, IAM, is a forum where new and closed projects are analyzed, 
discussed and reviewed. The purpose of the meeting is to give each assignment the prerequisites 
needed to start up or close the assignment. The IAM is mandatory for all projects at Scania IT. 
Before the start of execution for a new project and for a project that is being closed, the responsible 
project manager has to present at the IAM. Beyond the project managers, there are several 
representatives who attend the IAM every time. These persons are chosen to represent the different 
processes a project is in contact with during its lifetime. Due to this, many sees the potential in the 
IAM to get guidance to whom to contact for relevant previous experience. Project Manager E 
expresses:  
“IAM is smart. The people present at the meeting can help others. [....] Someone at the meeting 
can recognize that a similar thing has been done before and guide with names to contact for further 
information” 
 
The meeting is divided into two main parts; “Presentation of new assignments” and “Presentation 
of assignments to be closed”.  
 
In “Presentation of new assignments”, concerned project managers make a short presentations of 
their new project. The presentation should cover the purpose of the project and the chosen project 
management method. Moreover, the project managers should present previous lessons learned and 
past experiences that the project manager has taken part of. However, interviews held with project 
managers has revealed that many find it hard to know from where to obtain relevant insight from 
previous projects. As Project Manager F states:  
“It is hard to know what is relevant and useful for me from other’s lessons learned”  
 
The reason behind this is, according to Project Manager F, due to the:  
“project specific context which makes it hard for people outside of the project to grasp anything 
useful out of it”.  
 
This concern is further addressed by critical voices doubting the representatives at the IAM being 
able to assist with guidance to previous lessons learned. Interviewees have expressed that it is a 
lottery if anyone at the meeting can be to assistance. Process expert A states:  
“Lessons learned can be communicated through the IAM. However, it is very dependent on the 
people attending the meeting. The attendees need to have the knowledge required, and remember 
it” 
 
In the second part of the meeting, “Presentation of assignments to be closed”, the responsible 
project manager for the project that are to be closed present their processes, and together with their 
success factors and proposed improvements.  
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Pulse meetings 
To visualize status in the ongoing workflow, to emphasize and escalate deviations, to report risks 
and to continuously improve, Scania IT has implemented pulse meetings at different levels in the 
project management process. There are two main pulse meetings: the project pulse, and the daily 
pulse. They work as rallying points for the projects and the project members, where information 
and knowledge can be distributed and help can be given. 
 
The project pulse is the largest pulse meeting which is held once every week. All project managers 
with on-going projects, all department and senior managers at Scania IT and all group managers 
appointed by senior managers have to attend the project pulse every week. At the meeting, the 
project managers present their project’s status. Additionally, the project manager visualizes if the 
project is facing any risks or deviations related to the overall commitments. The visualization is 
done through a three color system - where each project is given a color based on their status. One 
of the main implications of the Project Pulse is to assist project managers to overcome severe 
deviations. If risks or deviations are reported, the root cause behind the deviation should be 
reported as well as what action that are taken to solve it. If the project manager wants assistance 
from any of the people present at the project pulse, he/she can ask for a short discussion to 
brainstorm and gain other people’s experience and knowledge regarding actions to take on how to 
move forward. 
 
Among all interviewees in the investigation, there is a positive attitude towards the project pulse, 
and they all see the advantages of the interaction it brings. However, some interviewees doubt the 
long run advantages taken from the project pulse. Project Manager F believes that Scania IT use 
the project pulse for quick problem solving instead of long run learning:  
 
“At the large project pulse you can report deviations and people can be connected to solve the 
deviation in a quick and easy manner. However, I doubt that people really try to take advantage 
of it and learn from it in a long run, it’s more about quick fixes and problem solving. Scania IT 
wants to be a learning organization but most often I think that we focus on solving problems 
quickly so that we can continue with the projects.” 
 
In line with this, Project Manager E highlights the lack of time for interaction: 
“I believe that the project pulse could work as a platform for knowledge sharing, however the 
project pulse meetings are very stressful since you have to go through all the projects in a very 
short time so there is little time for any kind of deeper exchange” 
 
Additionally, projects that present a new deviation at the project pulse meeting need to attend the 
deviation table to write down why and what has caused the deviation. The deviation table is a way 
to work with continuous improvements. Process Expert E, who facilitates the deviation table, 
explains:  
“The purpose is to constantly improve and develop” 
 
While the deviation is happening, the project deals with it in their daily work. However, when the 
deviation is solved, the project manager is expected to participate in a discussion regarding how 
the issue was resolved together with representatives from different functions. The idea is not to 
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deal with project-specific problems. Instead, the purpose is to deal with common things that could 
be changed in order for others to not encounter the same deviation. Hence, the discussion focuses 
on if the standard could be updated and how to avoid the problem to repeat in future projects. The 
procedural is to confirm if: 

1. Any improvements already have been proposed related to the deviation 
2. If the project manager thinks that the deviation should results in an improved standard 
3. Who would be suitable to be involved and lead the improvement work 

 
Several interviewees have highlighted the deviation table as a learning and improvement channel. 
For example, Process Expert E states:  
“Many deviations have led to improvements. Guidelines has been updated, some in-job training 
has been done, processes have been examined etc.” 
 
Project Manager E highlights the deviation table’s immediacy and the advantages of taking action 
right away, by stating:  
“Most deviations could not be anticipated. They just appear as the project proceeds. In this regard, 
the deviation table is perfect, since you go there when you are actually dealing with them, not 
before or at the end of the project” 
 
Though, each deviation does not lead to a new standard. However, according to Process Expert E 
- the facilitator of the deviation table:  
 
“It has happened that a project manager doesn't think anything could be done as an improvement 
but the discussion reveals that there are things to improve anyway”. 
 
While the project pulse is a large meeting held at organizational level - the daily pulse, on the other 
hand, is a 15-minute meeting held at a project level.  At the daily pulse all project members and 
the project manager meets every day - with the aim to achieve an efficient communication channel 
within the project, and where daily work can be tracked. The three-color system for visualization 
of deviations is used, in order to quickly identify, report and overcome deviations. The 
investigation shows a positive attitude towards these meetings from a knowledge sharing point of 
view. Project Manager H for example states:  
“The daily pulses represent 80% of the knowledge sharing within the team” 
 
The same project manager continues highlighting the importance of the daily pulse by stating:  
“The daily pulses are the best information sharing opportunities, they are the key to efficient 
knowledge sharing. We would not survive without these meetings.” 

Professional networks 
Due to the matrix structure of Scania IT, there are several role-specific networks where knowledge 
and information is shared within the specific function. For example, project managers have a 
network.  
 
The project managers meet every week at a meeting called the method pulse. At the method pulse, 
the project managers report their projects and their current status by using the same color system 



 

 
  

39 

for deviations as at the project pulse. The project managers are able to share experiences and 
knowledge with each other regarding suitable processes and tools in order to overcome deviations 
and obstacles. The majority of the interviewees highlight the method pulse as a good opportunity 
for knowledge sharing and networking one project manager-Project Manager A- for example states 
that: 
“The method pulse is a good forum for cross-project communication” 
 
Another project manager, Project Manager E has highlighted the Method Pulse’s positive role in 
the introduction of new project managers:  
“When I was new at Scania IT, this was a great forum for me to learn about the project 
management process and the methods used” 
 
The overall aim of the meeting is to communicate deviations and risks in order to get support and 
share knowledge. However, throughout the investigation it has been identified that the meeting 
structure differs a lot between the different groups. Within some groups, the meeting works only 
as a platform for status reporting while in other groups it is working as a supporting forum where 
knowledge is shared and help can be given. Project Manager C describes the differences as 
follows:  
“The method pulses have been performed very different depending on the groups. Their original 
objective was for project managers to learn from each other, however it was in some sense also 
about the group manager to assure that people followed the methods. In my group this led to a lot 
of status reporting, which had no effect on learning. In other groups, you were only allowed to 
talk about things you needed help with. In these groups it worked much better.” 

Coach meetings 
There are forums for different functions and expertise in the organization called coach meetings. 
These meetings have the purpose to enable support, knowledge sharing and discussion between 
specific roles, e.g. project managers. In this way, the coach meetings constitute a platform for 
knowledge sharing across projects and functions. Process Expert A describes how knowledge is 
shared within the coaching groups: 
“The coaching groups meet every third week. Current problems are discussed and help is given 
from other project managers with similar experience” 
 
The coaching is optional, and it can take place in group or one-to-one. The optionality leads to the 
meetings not always being prioritized. Project Manager F describes the low priority that is given 
to the coaching meetings by stating:  
“We have had coaching groups for project managers for a while, however these are bottom of the 
priority list. The projects and the development are always prioritized” 

Go and See 
A “Go and See” is a temporary network, where one project visits another project, team, or function, 
to observe and learn how things are done in practice. It can be explained as an informal study visit 
to a part of the organization that is functioning well or where an interesting method is applied. As 
Project Manager F explains:  
“we (the project managers) worked with agile as a theme for half a year and visited the developers 
to see how they were working agile” 
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A “Go and See” is initiated by anyone curious on how others are working which merely asks for 
permission by the functions of interest to come and visit. This procedure has been explained by 
Project Manager G, as:  
“If I hear about another team that are doing great, I send them an email with a request to visit 
them for a go and see” 

Social Media  
Networking is also available online via social media. At Scania IT the platform for social media is 
called Agora. Agora has the purpose to trigger cross nation and cross function discussion, 
knowledge sharing, and collaboration. Anyone can post questions or engage in discussion 
regarding a specific subject. Process Expert B explains:  
“I have many example of for example a question being posed in Brazil is replied in Russia and 
things are solved. In this way, knowledge is created which would never have happened without 
Agora because these people would never have met but they are still facing the same problem or 
and can help each other” 
 
But Agora is not just to be used for public post. Closed groups can also be formed to create a forum 
for specific projects, teams or functions. However, the usage of Agora is low. According to Process 
Expert B - responsible for Agora - there are about 20.000 people registered at Agora but only about 
1000 that are reading on regular bases. Moreover, there are just about a 100 users that are active 
with posting and writing. Process Expert B continues describing the attitude towards agora by 
stating: 
“There is a large gap between 100 and 20.000… People seem to be afraid to use Agora” 
 
This is confirmed by many project managers who think that Agora has not been properly 
introduced. Many interviewees see the possibilities and the benefits Agora could bring but there is 
still a personal and cultural barrier to cross for increased usage. Project Manager D states: 
“I am not using Agora that much. I have not gotten familiar with it but it seems good. I think it 
comes more natural to use it for people that are using social media in private life. For us that are 
not, it is a greater barrier to cross. I think I am not alone about thinking that Agora is a bit 
confusing”  
 
Process Expert B think that a solution for increased usage would be to have training sessions, but 
more importantly, for senior managers to start using it. In this way they will inspire and send a 
signal to the organization stating that it is a tool that should be used and how it should be used.  

6.1.2 Nordnet  
Nordnet uses several tools and methods to acquire and distribute knowledge, independent on 
project management method, within the organization. This section will explain how knowledge is 
distributed through codification and through personalization.  
 
6.1.2.1 Codification  
At Nordnet, knowledge sharing through codification is only done through the documentation of a 
project report. The project report is written by the project manager in the termination phase of the 
project. Furthermore, it is published in a document database where anyone in the organization can 
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read it. However, the Chief Innovation Manager states that the search through documents is getting 
harder and harder due to the quantity of information published. 
 
6.1.2.2 Personalzation  
The Chief Innovation Manager describes that the company mainly relies on personal contact when 
solving problems. He states that: 
“If you have problems, it requires personal contact” 
 
Furthermore, the organization has several meetings and forums to distribute knowledge through 
personal interaction. In the startup phase of a project, they have implemented a meeting to supply 
the project with all information and knowledge needed. They interact daily through pulse meetings 
and they share information cross functional through professional networks. These activities are 
further described below.  

Start-up meeting for project   
As stated by Nordnet’s Chief Innovation Manager, they use something called design sprints in the 
startup phase of a project. A design sprint is a week where all stakeholders and everyone who has 
relevant knowledge related to the project, meet physically and work devoted with the planning of 
the project. Everyone share their knowledge and ideas in the design sprint. By doing this, the 
organization tries to gather all relevant knowledge and information before the project starts. The 
Chief Innovation Manager describes the design sprints as:  
“a one-week project with all different stakeholders throughout the company involved. In five days, 
we go from understanding an idea to building a prototype and testing it on the customers.” 
 
Furthermore, he explains that the design sprint also can be used to solve complex problems, since 
it allows everyone to gather physically to brainstorm and collaborate around the problem in order 
to find a solution.  

Pulse meetings  
Nordnet has pulse meetings on several levels, as communication and knowledge sharing channels. 
The project-teams have daily pulse meetings, where the daily work is tracked and discussed. If 
obstacles or problems occur, the team members can discuss them here with their colleagues. 
Furthermore, there is a weekly pulse held for the IT and innovation department, where the progress 
of the work is discussed at a higher level. Major pitfalls and obstacles are discussed here, as well 
as success factors. Last, there is a monthly pulse held at management level where the work is 
tracked in order to see if the organization is delivering as planned.  

Professional Networks  
All employees have functional roles outside of their participation in projects. There are weekly 
meetings for all roles, for example - product owners have weekly meetings and pipe masters also 
have weekly meetings. At these meetings, role-specific knowledge is to be shared, and obstacles 
that has occurred in the projects can be discussed.  
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6.1.3 IBM 
IBM uses several tools and methods to acquire and distribute knowledge, independent on project 
management method, within the organization. This section will explain how knowledge is 
distributed through codification and through personalization.  
 
6.1.3.1 Codification  
Within the projects, IBM codify the project process and its results in the end by writing a final 
report. Furthermore, when performing a retrospective or a lessons learned workshop - this is also 
codified and documented. 
 
IBM has a database for intellectual capital, where employees can upload codified information and 
knowledge and share with the organization.  The employees are asked to continuously add 
information. For example project reports are published, general processes and guidelines are also 
published as well as retrospectives and lessons learned. The database is searchable, and it is 
possible to search its documents by using key words.  
 
However, according to a senior project manager at the company the continuous add of information 
is not done by everyone since it requires the documents to be decoded from confidential 
information. 
 
6.1.3.2 Personalization  
Knowledge is also distributed through personal interaction at IBM. Below, their two personalized 
methods for managing knowledge are described. 

Start-up meetings for projects   
Before starting up a project at the company, the project needs to be audited by one senior project 
manager and one technical specialist. The senior project manager and the technical specialist are 
supposed to bring their experience and knowledge into the project and find possible obstacles that 
can be prevented. A senior project manager states:  
“If you can stop something that you know will become a problem, before the project starts, you 
have gained a lot”  
 
Furthermore, when starting up the project, the project team has one internal kick off and one kick 
off with the customer. The kick offs are supposed to work as knowledge gaining sessions, where 
stakeholders and team members plan the project and bring earlier experience into the project.  

Networks  
The organization is encouraging its employees to network within their professional functions. For 
example there are networks for project managers, IT architects and developers, where role specific 
subjects can be discussed and information shared. However, a senior project manager believes that 
the company can become even more active within these networks and learn more from each other. 
She describes the difficulty of engaging the employees in the networks by stating: 
“In order to achieve active networks, there need to be enthusiasts who can and want to set aside 
time for knowledge sharing activities. The employees need to be engaged.” 
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6.1.4 Experts opinion  
It is almost impossible to avoid knowledge to be dependent on people. This is a one of the recurring 
topics when dealing with knowledge management, Jerbrant states. Jerbrant continues: 
“In knowledge intensive organizations, it is the people that does the work, therefore it is built 
within them”.  
 
Arvidssons agrees by stating that the most important knowledge an organization hold is usually 
within its employees. Therefore, Arvidsson stresses, what really matters is for people to interact. 
Hence, management of people and to facilitate meetings between people, is key for managing 
knowledge. He states that this can happen unofficial at the coffee machine in small organizations, 
but that is not enough for large organizations and especially not for multinational firms. Therefore, 
such organizations must create incentives for people to distribute knowledge in other forums. It 
has to be both a demand to gather previous experience and knowledge when a new project is due 
to start and a willingness to share.  
 
Both Arvidsson and Jerbrant is of the opinion that a personalization and codification strategy are 
complementary and should be combined. Jerbrant explains that knowledge that is personalized 
facilitates efficient solving of operational problems since it is much faster to understand and to get 
hold of. Though, to implement changes with a long-term objective and durability, codification is 
necessary. Jerbrant gives an example: if the quality level of project management method should 
be enhanced, that process needs to be documented to be spread, anchored, and accepted in the 
organization. So, personalization is more operational while codification is more strategic and long 
term. 
 
Today, the most common knowledge management tool are IT solutions, According to Jerbrant. 
Often, organizations are creating intranet and internal social media tools which contains chat 
functions and where questions can be posted by anyone for everyone to answer. These tools should 
be user friendly and easily accessible to encourage usage. Arvidsson agrees with Jerbrant and 
states: 
“Social media has really become more common since I was researching this specific area. Wiki 
tools and databases are designed which contains both contact information for personnel but also 
project reports and various descriptions of lessons learned from different kind of projects” 
 
Jerbrant states that there is a difference between how to manage and create individual, project, and 
organizational knowledge. Individuals personalize what they believe to be important knowledge 
from their daily work - hence individual knowledge is generated. If these individuals interact in a 
project, they create project knowledge together. Jerbrant states that the problem with projects is 
that they are temporary and they will be closed eventually. For the knowledge to live longer than 
the project, it has to be turned into organizational knowledge - which is more long term.  However, 
project managers has their expertise in optimizing and focusing on the delivery of one specific 
project on time and within budget. For project managers to put additional effort in creating 
organizational knowledge - which might not even be advantageous for current projects involved 
in - is too much. Hence, it is not prioritized. This creates division of knowledge into silos, where 
projects hold very focused expertise and are well aware of what everyone in the team knows but 
they are not aware of what is going on, or what has been done in other projects.  
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Therefore, it is common for project knowledge to not become organizational knowledge. Jerbrant 
stresses that the responsibility to utilize and spread learnings from projects is therefore not merely 
to be put on the project manager. Instead, Jerbrant argues to have a project governance office or 
role that is responsible for organizational learning and development with a long-term focus. These 
could be called knowledge carriers and would participate in forums and networks were projects 
are presents. In this way the knowledge carriers should focus on sharing of knowledge between 
project and organization. Jerbrant argues:  
“If you are a very competent project manager, you might not need to develop you skills or methods 
further. Though, as an organization, there is much to gain by continuously develop in project 
management since it affects many project in total”  
 
Arvidsson agrees by stating that project are usually to be conducted within a tight timeframe which 
makes it hard for project managers to prioritize anything which does not bring direct value for the 
current project. Hence, also Arvidsson proposes the responsibility for development to be attributed 
to a role not directly involved in execution of projects, likewise the notion of knowledge carriers 
as stated by Jerbrant. He proposes knowledge carriers to be involved during critical events or 
during a limited times of the project with the purpose to learn. The knowledge carriers have a 
benefit of not being directly involved in the project since they more easily can generalize their 
experience. The knowledge carriers should later be responsible to spread the experience to other 
projects and to the organization. In this way, a link between the project and the line organization 
is created, Arvidsson states. According to Jerbrant, an increasing number of firms are introducing 
such a role which are often called business improvement manager or process manager.  
 
Hence, knowledge management tools and knowledge carriers have the purpose to facilitate 
acquisition and sharing of cross project knowledge from current and previous projects and to create 
and spread organizational knowledge. 
 
6.2 Methods for knowledge management: Agile versus traditional projects 
This section presents the methods used at Scania IT, Nordnet and IBM to distribute knowledge 
and enhance learnings. The section aims to highlight the differences between projects managed 
agile and projects managed traditional in regards to knowledge management. Furthermore, the 
section is finalized with the expert’s opinions regarding knowledge management in different 
project management settings.  

6.2.1 Scania IT 
Before a project can be closed at Scania IT, the project manager is responsible of sharing learnings 
from the project at a project closing meeting. Hence, a reflection workshop - referred to as lessons 
learned workshop - is usually conducted in the end of the project and a report of the lessons learned 
is sometimes written. There are no standardized methods or guidelines for how the workshop 
should be done. Therefore, the project manager is responsible to plan and chose method. This has 
been mentioned as a constraint by project managers interviewed. Project Manager C expresses:  
“I miss a standard to follow for conducting lesson learned workshops and reports. I could not find 
any when I was facilitating a lessons learned recently” 
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However, the interviews reveal that the common way to do this, is together with the project team 
only. First, the project manager presents a summary of the project, including main events and 
decision taken along the way. Then, the team is asked to individually write down what they think 
was good and what could have been improved. From this follows a common discussion. Usually, 
after the workshop, the individual notes from the team members and the common discussion is 
summarized in a spreadsheet.  
 
There is a difference between traditional and agile projects in regards to how often reflection over 
the project is done. Due to the linearity of traditional projects, they are only forced to reflect when 
conducting the lessons learned workshop at the end of the project. However, a lessons learned 
workshop is sometimes done if something extraordinary happens during the project. Within agile 
projects, a lessons learned workshop is done in the end but reflection and evaluation of work is 
also done after each sprint - in a so called retrospective. For agile projects at Scania IT, 
retrospectives are usually once a month. Process Expert C comment on this by stating:  
“Retrospective is exactly the same as lessons learned. It is an evaluation of the previous working 
period. However, for agile methods those working periods are short, one or two weeks-maximum 
a month. For a large traditional project, one and a half year can have passed!” 
 
Many project managers and process experts have highlighted regular reflections as an efficient 
method for internal project learning and knowledge sharing within the project. Furthermore, 
project managers working with traditional methods has started to adapt the agile mindset of 
conducting several lessons learned-workshops during the project. Project Manager E states:  
“Lessons learned during the project is underestimated and done too rarely”.  
 
Meanwhile, project managers working with agile methods are transferring their methods also to 
traditional projects, Project Manager F explains:  
“I am working with retrospective on regular basis even if some teams are working with waterfall 
methods and other with agile methods” 

6.2.2 Nordnet  
Since Nordnet has the aim to work agile in all their projects, they have applied an iterative approach 
to acquire, generate and share knowledge. During the projects, the project-teams work towards a 
so called “build-measure-learn”-loop according to the Chief Innovation Manager. The loop is 
visualized in Figure 5 below, and describes the desired working state at Nordnet. In the “build”-
phase, the project team work and produce something deliverable. After building and delivering, 
the team observes and analyses the delivery by stating what went well and what could have been 
done better. Furthermore, the team learns from these experiences and the learnings are brought 
into the next delivery or project. 
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Figure 5. The Build Measure Learn Loop (Nordnet interview) 

  
At Nordnet, these loops represent one sprint in the agile process. After each sprint the team 
performs a retrospective, where they analyze and discuss the previous sprint and how they could 
improve the delivery. This is done with the aim to learn and improve the next sprint. The 
retrospectives are open for everyone in the organization to join or watch. The Chief Innovation 
Manager highlights the importance of retrospectives and state that they are the key to 
organizational development. He states: 
“These retrospectives are important, really really important. You improve, iterate and try again.” 
 
Furthermore, projects managed using traditional methods also apply this iterative mindset to 
knowledge management. These projects do not have the same iterative character; however, the 
company try to achieve the same loop in these projects as well. The Chief Innovation Manager 
believes that the smaller the loops become, the more successful will the organization be: 
“We try to make the loop as small as possible to learn and adjust. Iterations is the very essential 
part” 
 

6.2.3 IBM 
IBM uses different methods for knowledge management, depending on what project management 
method that has been applied. As stated by a senior project manager at IBM:  
“When it comes to knowledge sharing, it is managed differently depending on what type of project 
you are working in and who the primary receiver of the knowledge is” 
 
In projects managed traditionally, the project manager performs a so called “Lessons Learned” 
workshop in the end. This is a meeting where the team, and sometimes also the customer, discusses 
what has been good and bad in the project and what lessons can be brought into the next project. 
Furthermore, the project manager summarizes the reflections from the workshop and carries the 
responsibility of forwarding the knowledge to the organization.  
 
In projects managed agile, a retrospective is held after every sprint. The retrospective works similar 
to the lessons learned workshop. By gathering the team and reflecting upon the recent sprint, the 
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team learns and can improve when going into the next sprint. A senior project manager at IBM 
highlights the efficiency of continuous reflection, by stating:  
“Retrospectives are great, you get the feedback and can improve right away - instead of waiting 
until the end when you do the lessons learned.” 

6.2.4 Expert Opinions 
Both Arvidsson and Jerbrant highlight the differences between agile and traditional project 
management methods, and state that efficient knowledge management follows from a unified 
project steering model. Arvidsson stresses that a highly standardized project steering model leads 
to a high degree of automatization which brings efficiency. Having an efficient project steering 
model, allows time to be spend on “that little extra contribution”, Arvidsson states. In line with 
this, Jerbrant states that:  
“A more unified way of working is an easier way of working”. 
 
Furthermore, both Jerbrant and Arvidsson highlight the difference between agile and traditional 
projects when working with knowledge management. According to Arvidsson, the linearity of 
traditional projects implies a risk since reflection is only done in the end. He states that there is a 
risk of rationalization when describing the learnings in the end, meaning that people only describe 
their main learnings and not the process and obstacles that led to it. He argues that this problem 
can be solved by continuously following up and reflecting upon the process.  
 
Jerbrant furthermore states that the first step towards individual and project learning is articulation. 
By forcing people to articulate their knowledge, they learn more and forums that enable this should 
therefore be enhanced. She highlights retrospectives and continuous reflection as one such forum 
where knowledge continuously can be articulated. In line with this, Arvidsson states that personal 
interactions are key to efficient knowledge sharing. He argues that it is when people meet that both 
tacit and explicit knowledge can be shared and distributed.  
 
Jerbrant describes a difficulty in forwarding and enhancing the learnings drawn from a project. 
According to her, there is a tendency in projects to leave the learnings in the project after the final 
reflection. The knowledge is seldom captivated by the people present and even more seldom 
applied in other projects.   
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7. Analysis and Discussion 
_____________________________________________________________________________ 
The following chapter aims to link previous research and literature presented in the literature 
review with the findings from the case study, benchmark analysis and expert interviews. By 
analyzing the findings in combination with the frameworks presented in section 4.1.3, an 
argumentation answering the research question is conducted. Furthermore, a developed version 
of Nonaka’s framework, visualizing the answer to the research question, is presented.  
_____________________________________________________________________________ 
 
7.1 Strategies for knowledge management: Codification versus personalization 
As stressed in section 4.2.1, a codification strategy implies knowledge to be written down and 
distributed via documents and databases. At Scania IT, long term strategic, and organization 
general knowledge is codified and can be found on the intranet. Examples of these kind of 
documents are the project steering model and company core values. However, the case study has 
shown documentation from projects to be scarce at Scania IT. The project reports are the only 
obliged documentation within projects. Instead, the organization is promoting personal 
interactions in order for knowledge to circulate and be shared. There are several forums and 
networks aiming at creating personal interactions for knowledge sharing and learning. For 
example, instead of writing down a detailed document describing the best practices of a specific 
working method, a so called “go and see” is promoted. Furthermore, instead of writing down 
processes in a detailed way, Scania IT has coach meetings were a senior colleague can explain and 
guide new employees in their roles. Instead of compiling comprehensive descriptions of a specific 
function or role, people are encouraged to join role-specific networks to learn. Hence, the study 
has shown that mainly a personalization strategy is applied at Scania IT where people interact and 
socialize to distribute knowledge across the organization. In this way, the knowledge is built into 
the people of the organization. However, the personalization strategy is complemented with 
documentation, for knowledge that is organization general and long term strategic.  
 
Seen at Nordnet, is a knowledge management strategy which is very dependent on human 
interaction and discussion. People are actively participating in various networks on regular basis 
and pulse meetings are held daily. Likewise, IBM has adapted mainly a personalization strategy 
which is built around individuals to interact to acquire and create knowledge. As a part of this 
strategy, IBM has a well-developed profile system which allows people to find each other, to 
encourage social interaction. Even though, both benchmark companies - likewise Scania IT, have 
codification to some extent. The interviews still revealed that most knowledge is distributed 
through interaction. 
 
The expert interviews agree with the findings from the case study and the benchmark interviews, 
indicating that a personalization strategy is suitable for an IT organization managing projects using 
both traditional and agile methods. Jerbrant states that for knowledge intense organizations- which 
the IT industry is, knowledge is automatically built inside of people. Moreover, Arvidsson states 
that it is hard to codify very unique knowledge or knowledge which contributes to competitive 
advantage.  
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Hence, all results indicates that a personalization strategy should be embraced to enhance creation 
and sharing of knowledge in an organization managing project using both traditional and agile 
methods. As stressed in section 4.2.1, a personalization strategy enables not only explicit 
knowledge to be exchanged, but is does also facilitate sharing of tacit knowledge. Agile project 
management methods rely heavily on tacit knowledge. As stated in section 4.1.1, tacit knowledge 
is transferred via socialization between team members. Moreover, excessive documentation is seen 
as waste in agile project management. Hence, a codification strategy is not in line with agile 
working methods. Instead, a personalization strategy is especially suiting for organizations 
managing projects using agile methods. Simultaneously, a personalization strategy is still not 
argued to be a constraint for traditional project management. Thus, this investigation has shown 
that also for an organization applying both traditional and agile methods, a personalization strategy 
is favorable.   
 
Moreover, this study has revealed that one important part of the strategy is organizational culture. 
At Scania IT, it is truly embedded within the culture to actively share knowledge. This knowledge 
sharing culture is found at an organizational level and is not dependent on project management 
method. As stressed in the interviews, it is genuinely a culture where people are willing to spread 
their knowledge for the interest of the organization. Individual knowledge is seen as a collective 
asset rather than an individual competitive advantage which should be protected. More explicitly, 
as stressed in section 4.2.1, a corporate culture which enhance knowledge sharing should be built 
on openness, mutual trust, care and collaboration. Such a culture has many synergies with the 
culture seen at Scania IT. Their culture is non-hierarchical, open minded, and collaborative. This 
is shown in Scania IT’s permissiveness for mistakes and deviations. Deviations are seen as a 
possibility for the organization to improve rather than a failure. People are encouraged to be honest 
and transparent about problems and ask for help rather than solve things alone or sweep problems 
under the rug. In this way, flaws are recognized and can be continuously processed. Similar 
problems or deviations which occurs repeatedly can be seen as an indication on organizational 
knowledge to be lacking. This promotes conversation and socialization amongst people 
independent on role or seniority. Hence, there are no status barriers to overcome for knowledge to 
flow between various levels in the organization.  
 
The benchmark study has also indicated a flat and open organizational culture to be beneficial for 
knowledge sharing and organizational knowledge to be formed. Nordnet, likewise Scania IT, has 
a very informal knowledge sharing culture which is built on utilizing peoples own social network. 
This investigation has shown informal communication to be a suitable method if the organization 
is small enough to sit together - which is the case for Nordnet. However, for large organizations, 
informal knowledge sharing is not enough. They need virtual tools to unite the organizational and 
allow people geographically dispersed to interact and share knowledge. Hence, the culture also 
has to promote usage of such tools for organizational knowledge to be enhanced.   
 
All results from this study shows that organizational culture determines people’s behaviors and 
view upon knowledge sharing. Hence, this study confirms previous literature, see section 4.2.1, 
which argues that organizational culture is the key component in creation of organizational 
knowledge independent of project management method. The culture has to motivate people to 
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share knowledge. Such a culture is fostered by being open, flat, collaborative and include mutual 
trust.  
 
7.2 Methods for Knowledge Management:  Traditional and Agile projects 
According to Nonaka’s spiral of organizational knowledge, organizational knowledge is created 
and developed through extrapolation of individual knowledge. As seen in Figure  3 and as 
described in section 4.1.3, individual knowledge is first extrapolated to group - or project 
knowledge. When this level of knowledge is achieved, further extrapolation will generate 
organizational knowledge. Hence - in order for knowledge to become organizational, it first have 
to exist at a project level. Below, it is argued and described what methods organizations using both 
agile and traditional project management methods should apply in order to achieve project 
knowledge. Furthermore, it is argued and described how these organizations extrapolate the project 
knowledge into organizational knowledge. 

7.2.1 Project Knowledge 
Scania IT is an organization with dual project management methods - both agile and traditional 
methods are applied. As found in the investigation, various methods are therefore applied at Scania 
IT for acquiring and generating knowledge at a project level. Agile project management methods 
are applying different methods for intra project learning than traditional project management 
methods. 
 
Traditional projects at Scania IT are linear to their nature. The method for intra project learning is 
thereby also following a linear structure. The project members work according to the project plan, 
and gather experiences and learnings along the way. In the termination phase, the project team 
gathers and a reflection - a so called lessons learned workshop - is done. During this reflection, the 
team members are allowed to articulate what experiences and learnings they have gained from the 
project’s activities. Hereby, the team members learn from each other and knowledge is generated 
during the reflection.  
 
Agile projects at Scania IT are iterative to their nature. Therefore, intra-project learning have an 
iterative structure. As described in section 3.2.1, the iterations in agile projects are used to increase 
flexibility in two dimensions. The first dimension aims at increasing the flexibility in the product 
and deliverables. After each iteration, the product requirements are reprioritized and the most 
important requirements are delivered in the next iteration. The second dimension aims at 
increasing flexibility in the process. After each iteration, a sprint retrospective is performed, with 
the aim to learn from experiences in the sprint. By learning from experiences, the team can adjust 
and improve the process in the next sprint. This retrospective is done after each sprint in agile 
projects at Scania IT.  
 
The interviews have revealed that there is no difference between a lessons learned workshop and 
a retrospective at Scania IT - they both aim at reflecting upon and learning from the latest period 
of activities. It has furthermore emerged from the interviews that the agile methods for acquiring 
and generating knowledge at a project level are perceived as more efficient and fruitful than the 
traditional methods. One main finding has been the importance of continuous reflection, which all 
interviewees believed to be valuable and key for efficient intra project learning. 
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Furthermore, several project managers at Scania IT have already successfully applied continuous 
reflection on traditional projects in order to increase the intra project learning in their projects. 
Therefore, this investigation shows that agile or iterative methods, with the aim of reflecting upon 
the process can be applied on traditional projects. Furthermore, this study shows that intra project 
learning is enhanced to a greater extent when this iterative approach is applied. By performing 
reflection workshops on a continuous basis, instead of in the termination phase, intra project 
learning has shown to be more efficient and more knowledge is acquired and generated.  
 
In line with this, the benchmark study has also shown results in favor of continuous reflection. 
Nordnet has applied agile project management methods in almost all projects, and they have 
highlighted the advantages of working in iterations in order to continuously learn and improve. 
The build-measure-learn loop presented by Nordnet in Figure 5 supports the iterative approach to 
intra project learning. The model suggests that organizations continuously should evaluate their 
products and processes in order to learn and adapt. This is done in agile projects, and as seen at 
Scania IT it has a positive effect on intra project learning when applied to also traditional projects.  
 
Like Scania IT, IBM also has different methods for intra project learning, depending on if the 
project is managed using agile or traditional methods. The methods for intra project learning are 
similar to those found at Scania IT. Furthermore, the interview shows that there is a positive 
attitude towards the continuous reflection done in agile projects. The results show that also at IBM, 
the employees prefer to reflect continuously instead of waiting until the end of the project.  
 
All of these findings are in line with the framework of Nonaka, presented in section 4.1.3. The 
framework states that knowledge is acquired and generated through the continuous conversion 
between tacit and explicit knowledge. Hence, a method for knowledge creation at a project level, 
should be designed to allow team members to continuously share tacit and explicit knowledge with 
each other. Organizations applying traditional and linear methods for intra project learning do not 
achieve this since the reflection and knowledge sharing is only done once, in the end of the project. 
Therefore, in order to achieve knowledge at a project level, organizations should work towards a 
continuous conversion between tacit and explicit knowledge within the team. As found in the 
results, this can be done efficiently through continuous reflections. Furthermore, the results show 
that in an organization applying a personalization strategy, a method for continuous reflection 
should be built on human interactions. Instead of documenting and publishing lessons learned and 
experiences gained, they should be shared with others through interaction. One way of doing this 
is to have meetings in the team where people can share their reflections with each other, tell each 
other about their experiences and discuss. These meetings will allow for all four knowledge 
conversion modes described by Nonaka (1994) to take place continuously, hence group knowledge 
will be achieved in the project. 
 
To conclude, all results indicate that the iterative approach to intra project learning used in agile 
projects, such as continuous reflection and retrospectives, should be applied in traditional projects 
as well as agile projects in order to generate and acquire knowledge at a project level. Hence, 
organizations should use a project steering model where continuous reflection is built in and the 
projects will therefore be forced to continuously reflect and learn. A common method for intra 
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project learning is supported by both experts interviewed in this investigation, who state that 
organizations with a unified way of working will work more efficient.  
 

7.2.2 Organizational Knowledge 
For organizations to further extrapolate the project knowledge and create organizational 
knowledge, they need to have a method creating a continuous conversion between tacit and explicit 
project knowledge, as stated by Nonaka in section 4.1.3. This method should allow knowledge to 
be distributed across projects. As seen in the results and discussed in section 7.1 above, 
organizations applying both agile and traditional project management methods benefit from 
applying more of a personalization strategy when managing knowledge. The investigation has 
furthermore shown that within this strategy, networks and knowledge carriers are efficient 
methods to distribute knowledge between projects. These methods will be further analyzed below.  
 
Networks has been seen to be an appreciated way of working with knowledge sharing both at 
Scania IT, at the benchmark companies, and it has been promoted by the experts.  Networks are 
not dependent on the chosen project management method. Hence, they can easily span over 
projects using both traditional and agile methods. Having people from various projects to 
participate in networks forces project specific knowledge to be explicitly explained in a way that 
is interpreted for others.  
 
In general, networks can involve different constellations of people and roles dependent on purpose. 
Especially, role specific networks has been found to be widely appreciated. This is in line with the 
literature presented in section 4.1.1, stating that a common ground of tacit knowledge has to be 
shared for efficient transfer of explicit knowledge to occur. People in the same role, share much 
similar experience, which constitutes a common basic ground of tacit knowledge. Hence, they can 
more easily interpret explicit knowledge from others in the same role. In turn, this will result in an 
enhanced amount of knowledge to be transferred via role specific networks.  
 
However - efficient networks, with large amounts of knowledge being exchanged, will not come 
automatically. It has been stressed from the interviews that pure status reporting has to be avoided 
since it does not trigger any deeper insights or exchange of knowledge. Instead, for networks to be 
valuable and efficient, they have to have a clear purpose and agenda where certain themes or 
problems are discussed. The goal should be to find non project-specific matters and project 
synergies to discuss and distribute general knowledge about within the network.  
 
In line with the spiral of organizational knowledge, presented in section 4.1.3, the networks allow 
for tacit and explicit knowledge to be articulated and shared with others. Furthermore, more 
complex tacit knowledge that cannot be articulated can be shared through instructions and practice 
within the network. Hence, networks are an efficient method to achieve a continuous conversion 
between tacit and explicit project knowledge. However, networks tend to be specialized and 
profession specific. Furthermore, it has been found that knowledge acquisition within networks 
tend to be dependent on the attendees and therefore random and occasion specific. Therefore, 
complementary methods are needed. The investigation has shown that knowledge carriers are an 
efficient complement to networks. Knowledge carriers work as the link between project 
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knowledge and organizational knowledge, where knowledge can be transferred in and out of the 
project. Furthermore, they will be able to combine different sources of knowledge and make it less 
project specific. Knowledge carriers can also operate more targeted than networks, since they are 
dedicated to knowledge sharing between concerned parties and the knowledge sharing is therefore 
not left to chance.  
 
Especially, this study has shown that knowledge carriers should be involved when new projects 
are starting up to give input and be involved when projects are being closed to gather previous 
experience and relevant lessons learned. Moreover, this study shows that a startup meeting is a 
good method to bring in organizational knowledge into projects that are due to start. At Scania IT, 
this meeting is today called IAM. As stressed by several interviewees, it is more of a lottery if the 
representatives at the IAM can assist with relevant knowledge. Therefore, the representatives 
present at the start up and closing meeting for project should to take on a greater responsibility to 
carry and spread knowledge between projects than they are currently doing. Also, the benchmark 
study has revealed that similar meetings exist at both benchmarking companies before a project 
can start to bring in previous experience and organizational knowledge. Hence, representatives 
present at such a meeting are important knowledge carriers.  
 
Jerbrant argue to have knowledge carrying roles that are specifically responsible for organizational 
learning and development with a long-term focus. In line with this, the proposed knowledge 
carriers should be non-project bound representatives for the organization as a whole.  
 
As argued by literature in section 3, and as the experts stress the project manager's role is to focus 
on executing the current project. Therefore, within the very focused scope of a project, it is hard 
to evaluate what learnings and insight could be useful for other project as well. Though, a non 
project-bound role exposed to lessons learned, retrospectives, pulse meetings and deviations from 
various projects could more easily recognize synergies and common themes. In this way, the 
personalization strategy is further enhanced by a role which is dedicated to carry knowledge 
between projects. The knowledge carriers should attend various networks and forum to gain 
understanding and knowledge from different receivers which could later be further spread.  
 
The use of knowledge carriers, also allows for a continuous conversion between tacit and explicit 
project knowledge. The personal interactions give opportunities for tacit knowledge to be shared, 
furthermore the knowledge have to be explicitly formulated in order to be applied in other projects. 
Therefore, the use of knowledge carriers is a good method for extrapolating general project 
knowledge into organizational knowledge. In combination with the project knowledge 
extrapolated through networks, a holistic method for generating and acquiring organizational 
knowledge is achieved.  
 
Figure 6 shows a schematic figure of what methods organizations applying both traditional and 
agile project management methods should use in order to achieve organizational knowledge. As 
stated in section 7.2.1 above, continuous reflection should be applied within projects in order to 
achieve project knowledge. Furthermore, the combination of networks and knowledge carriers 
allow organizations to continuously apply all four knowledge conversion modes described by 
Nonaka (1994), and thereby extrapolate project knowledge into organizational knowledge. The 



 

 
  

54 

networks are preferably used to combine sources of tacit and profession specific knowledge, while 
the knowledge carriers are preferably used to combine and dedicatedly address more general and 
strategic sources of explicit knowledge.  
 

 
Figure 6. Methods to achieve the spiral of organizational knowledge 
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8. Conclusions 
_____________________________________________________________________________ 
This chapter will summarize and conclude the findings from this study by explicitly answers the 
research questions. Moreover, managerial implications will be presented and discussed as well 
as aspects of sustainability followed by recommendation for further research. This chapter has the 
aim to concisely present the recommendations and implications this study brings.  
_____________________________________________________________________________ 
 
8.1 Research Questions 
The purpose of this study has been to investigate how a large IT organization, managing projects 
using both agile and traditional methods, can enhance acquisition and generation of organizational 
knowledge. To operationalize this, a main research question was formulated - How can 
organizational knowledge be enhanced in a large IT organization - managing projects using both 
agile and traditional methods? This research question was addressed by two sub questions. These 
will be repeated and answered below.   
 
RQ 1: What strategy for knowledge management promotes organizational knowledge to be 
formed in a large IT organization, managing projects using both agile and traditional 
methods? 
To generate and acquire organizational knowledge from projects and to promote cross project 
learning, a personalization strategy has been shown to be most suitable for an organization using 
both traditional and agile project management methods. This is since a personalization strategy is 
most suitable for agile methods but still not found to be a constraining factor for traditional 
projects. Moreover, a personalization strategy facilitates sharing of tacit knowledge which is the 
major type of knowledge within knowledge intensive organizations, which IT organizations are. 
It should be considered that a personalization strategy promotes knowledge being built inside of 
people. This implies a risk of losing knowledge if people leave the organization. Therefore, it is 
suggested that the personalization strategy is complemented by a codification strategy where long 
term strategically important knowledge should be documented.    
 
Furthermore, an important part of the corporate strategy is the organizational culture. An 
organizational culture which is non-hierarchical, open, collaborative, inclusive and build on 
mutual trust has been found to enhance organizational knowledge to be formed through an 
personalization strategy, since it allows for honest and open conversations.  
 
RQ 2: What methods can be used to enhance organizational knowledge to be formed in a 
large IT organization, managing projects using both agile and traditional methods? 
This research has shown that project knowledge is the basis from which organizational knowledge 
can be formed. For organizations using both traditional and agile project management methods, 
the agile approach of continuous reflections should be adopted in all projects - regardless of project 
management method - to enhance project knowledge. Hence, retrospectives or lessons learned 
should be conducted on regular basis for both traditional and agile projects. This means that 
traditional projects should adapt the agile methods and for knowledge creation and sharing.  
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Furthermore, to extrapolate the project knowledge to organizational knowledge, organizations 
adapting a personalization strategy should use a combination of networks and knowledge carriers. 
Efficient networks will promote specialized and profession specific knowledge sharing between 
projects, while knowledge carriers enables sharing of more general and long term strategic 
knowledge. 
 
These methods for acquiring and generating organizational knowledge are seen as non dependent 
on project management method. Furthermore, they are built on personal interaction, which is in 
line with a personalization strategy - argued for above. 
 
Main RQ: How can organizational knowledge be enhanced in a large IT organization - 
managing projects using both agile and traditional methods? 
This research concludes that for a large IT organization applying both agile and traditional project 
management methods, organizational knowledge can be enhanced by embracing a personalization 
strategy which should be embedded in a non-hierarchical and collaborative corporate culture. This 
strategy should include continuous reflection within projects to promote project learning. 
Moreover, the personalization strategy should extrapolate project knowledge to the organization 
via networks and knowledge carriers.   
 
 
8.2 Managerial Implications  
This research argues for certain methods and tools that has shown to enhance organizational 
knowledge to be acquired and generated in an organization managing projects using both agile and 
traditional methods. These form managerial implications, which should be seen as strategic 
objectives for managers within IT organizations:  

● Organizations should mainly adapt a personalization strategy which promotes interaction 
for knowledge sharing. This strategy should be combined with a codification strategy for 
long term strategically important knowledge.  

● Within projects, regardless of applied project management method, reflection should be 
done continuously in order to enhance intra-project learning. Therefore, to achieve a 
common method among all projects and in order to standardize continuous reflection, it 
should be built into the project steering model. 

● For knowledge to be generalizable and applicable in multiple projects, organizations need 
to implement specific roles - responsible to distribute knowledge between project and 
organization. These people should have the aim to view the long term and strategic 
implications of knowledge and how it can be used to improve business operations. These 
knowledge carriers should participate in the same forums as the project.  

● For a personalization strategy to promote organizational knowledge to be formed and 
spread, it should furthermore involve networks. Networks will facilitate cross-project 
knowledge sharing and enhances distribution of more specialized and tacit knowledge. 
However, this study has shown that networks need to have a clear agenda and purpose to 
be efficient. Consequently, organizations setting up networks should clearly state the 
purpose of the network to avoid merely status reporting.  
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● Managers should aim to create a corporate culture which is non-hierarchical, open, 
collaborative, inclusive and build on mutual trust to foster acquisition and creation of 
organizational knowledge.  

8.3 Aspects of sustainability  
The broad definition of sustainability is to be “able to last or continue for a long time” (Merriam-
Webster Learner's Dictionary, 2016). The aim to create organizational knowledge from projects 
is, similarly, to keep the knowledge for a longer time than the project lasts. Thus, a sustainability 
aspect is involved in the objectives of promoting methods to acquire and create organizational 
knowledge.  
 
However, a further definition of sustainability involves three dimensions-  environmental, social 
and economical (Goodland, 2002). The findings from this study have implications for economic 
sustainability. Economic sustainability refers to maintaining economic capital intact. This could 
be done by using organizational resources efficiently and responsibly (Goodland, 2002).  
 
Knowledge, in regard to efficient and responsible usage of resources implies to bring out all 
relevant knowledge from organization’s human capital. If relevant knowledge is not acquired and 
spread from projects to the organization - there is a likeliness for the wheel to be reinvented several 
times in different projects or parts of the organization. Reinvention of the wheel can be classified 
as waste and non economical sustainable for the organization. Instead, organizations could 
promote economic sustainability by efficient and responsible knowledge management.  
 
8.4 Further Research 
This study has found indication for continuous reflections, networks and knowledge carriers to be 
efficient knowledge management methods to enhance organizational learning. However, their 
efficiency has not been measured, consequently, these methods has not be proven as most efficient. 
Therefore, a measuring tool to evaluate the knowledge management methods efficiency would be 
useful in order to indicate if a suitable knowledge management method has been chosen. Such a 
tool does not exist today. Hence, it would be of great interest for further research to develop such 
a tool or framework which could indicate if a suitable knowledge management method has been 
chosen.   
 
One limitation in this research has been the fact that it has assumed an existing methodology for 
evaluating what knowledge is important. Organizations today manage large amounts of knowledge 
and information, however not all information and knowledge is relevant and should be 
extrapolated to organizational knowledge. Therefore, organizations should have a method to 
evaluate what knowledge is relevant to extrapolate. The investigates case company does not have 
such a method, neither had the companies investigated in the benchmark analysis. Hence, it is of 
interest for future studies to investigate how knowledge can be evaluated and what methods and 
tools can be used to separate and categorize knowledge.  
 
Last, this study has come to the conclusion that networks are an efficient method for achieving 
organizational knowledge and enhancing cross functional communication. However, there are no 
recommendations regarding what type of networks are suitable for different organizations. Neither 
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are there any specific recommendations regarding the configuration of these networks. These 
questions are left for future research to investigate.  
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Appendix  

Interview guide 

Name, Position, Date 

Introduction   
● Students at Industrial Management master program at KTH   
● Writing master thesis about knowledge management for IT organizations managing both 

traditional and agile project  
● Aim to understand how this is currently dealt with  
● Ask for permission to record 

Investigated Areas 
● Knowledge management in traditional projects  
● Knowledge management in agile projects  
● Knowledge management between projects and organization 

________________________________________________________________________ 

Please tell us short about your background and current work 

Projects 
● Tell us about the project steering model  
● How is the project planned?  

○ Long term/short term 
○ Project team set up  
○ Relevant knowledge before project start  

● How are you working in projects during execution? 
○ Project management method 
○ Project team dispersed/united 
○ Dealing with problems 
○ Continuous reflection  
○ Corresponding to changes  
○ Sharing of knowledge within the project team 

● How are you closing a project?  
○ Reflection  
○ Spread experience  
○ Participation in forums  

 
Knowledge management  
● How would you describe the organizational culture?  

○ Power distance 
○ Openness  
○ Attitude towards mistakes and deviations  
○ Motivation to distribute knowledge  

● How is knowledge spread within the organization? 
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○ Documentation  
○ Forums  
○ Networks  
○ Social media  

● What forums and methods do you think are efficient for sharing and creation of 
knowledge?  

● What forums and methods are not efficient for knowledge to be shared?  
● Is their any type of knowledge which is harder to distribute?  

 
Is there anything you would like to add regarding what we have talked about?  
 


