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Work life is in continuous change, but the amount of knowledge work has stably increased. 

Simultaneously, the statistics show that the number of reported burnouts and other health 

issues related to cognitive or brain health have increased. The goal of this thesis was to 

investigate via a case study if there is a positive relationship between the implemented 

knowledge management practices and the experienced occupational wellbeing. The 

research topic was seen highly important and interesting, as in case a positive relationship 

between the concepts could be identified, it could bring a lot of insight on how the knowledge 

intensive organizations could support both the wellbeing of their knowledge workers. 

 

Existing academic research and literature was used to establish a theoretical foundation for 

the thesis, and to define what the key concepts, knowledge management practices and 

wellbeing at work refer to in this context. The knowledge management practices included in 

the scope of this study were supervisory work, learning mechanisms, work organizing, 

information technology practices and knowledge management -based recruiting, training 

and development, performance appraisal and compensation. Occupational wellbeing in this 

context covered the social and psychological wellbeing. Next, an empirical research among 

two knowledge intensive case organizations was conducted via a web survey. 

 

The results of the research indicate that knowledge management practices related to 

supervisory work, work organizing and knowledge management -based compensation have 

a positive impact on wellbeing at work. This finding suggests that knowledge intensive 

organizations should utilize the knowledge management practices not only to improve the 

competitiveness and innovativeness of the organization, but also to cater for both the 

psychological and social wellbeing of their employees. 
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Työelämä on jatkuvassa muutoksessa, mutta tietotyön määrän lisääntyminen on jatkunut 

tasaisesti jo pitkään. Samalla tilastot osoittavat, että yhä useampi työntekijä kärsii 

työuupumuksesta sekä muista mielenterveyden ja aivojen hyvinvointiin liittyvistä 

ongelmista. Tämän pro gradu tutkielman tavoitteena oli tapaustutkimuksen keinoin 

selvittää, onko organisaation hyödyntämillä tietotyön käytänteillä sekä tietotyöntekijöiden 

kokemalla työhyvinvoinnilla keskinäinen yhteys. Tutkimuksen aihe nähtiin tärkeänä, sillä 

mikäli yhteys näiden tekijöiden välillä voitaisiin havaita, voisivat tietointensiiviset 

organisaatiot jatkossa mahdollisesti vielä paremmin hyödyntää tietojohtamisen käytänteitä 

myös tietotyöntekijöidensä hyvinvoinnin tukena. 

 

Pro gradu aloitettiin rakentamalla vahva teoreettinen pohja tutkimukselle aiempaa 

akateemista tutkimusta ja kirjallisuutta hyödyntäen. Samalla määriteltiin, mitä 

tietojohtamisen käytänteillä sekä työhyvinvoinnilla tässä tutkimuksessa tarkoitetaan. 

Tietojohtamisen käytänteistä tässä tutkimuksessa keskitytään esimiestyöhön, 

organisaation oppimismekanismeihin, työjärjestelyihin, tietoteknisiin käytänteisiin, sekä 

tietojohtamis-perustaiseen rekrytointiin, koulutukseen ja kehittämiseen, suorituksen 

arviointiin sekä palkitsemiseen. Työhyvinvoinnin osalta puolestaan tutkimus rajattiin 

kattamaan psykologisen sekä sosiaalisen työhyvinvoinnin osa-alueet. Empiirinen tutkimus 

toteutettiin tapaustutkimuksena kahdessa tietointensiivisessä organisaatiossa 

verkkokyselyn avulla. 

 

Tutkimustulokset osoittavat, että esimiestyöhön, työjärjestelyihin sekä tietojohtamis-

perustaiseen palkitsemiseen liittyvät tietojohtamisen käytänteet tukevat myös 

tietotyöntekijöiden työhyvinvointia. Näin ollen tietointensiivisten organisaatioiden 

voidaankin suositella hyödyntävän tietojohtamisen käytänteitä paitsi tietoprosessien ja siten 

organisaation kilpailukyvyn ja innovatiivisuuden vahvistamiseen, myös tukeakseen 

työntekijöidensä psykologista ja sosiaalista työhyvinvointia. 

  



ACKNOWLEDGEMENTS 

 

I started my journey with LUT-university and the Master’s programme on Knowledge 

Management and Leadership in fall 2019. While studying alongside full-time work has not 

always been easy, the journey has been very memorable, and I have gained very valuable 

learnings to take with me. Time has truly flied, and it feels unbelievable, that this journey is 

coming to its end with this master’s thesis. 

 

This thesis got inspired by the knowledge management lectures provided during the very 

first semester of my studies, when we were introduced to the knowledge management 

processes and practices. In my own work in a knowledge intensive organization, I have 

often contemplated on how the wellbeing of the knowledge workers could be supported. 

Increased complexity of work tasks, higher level of autonomy and a constant need to learn 

and adapt can make work more meaningful and intriguing, however simultaneously the 

research shows that an increasing number of employees suffer from severe stress and 

mental disorders. Thus, as no existing research was available on the possible connection 

of the knowledge management practices and wellbeing at work, it became evident this was 

a topic I wanted to study in my master’s thesis. 

 

The journey of writing this thesis has been both fascinating and challenging. The more I 

have studied the theory of knowledge management practices and occupational wellbeing, 

the more interested I have become on the linkage between these two. However, after 1,5 

years of studies and work combined, finalizing this quantitative research was sometimes – 

let us be honest – very hard. I would like to thank the two organizations that made this case 

study possible, as well as Mika Vanhala for the support, advice and understanding he 

provided. Big thank you also to my wonderful study colleagues and dear new friends 

Johanna, Jonna, Senni and Katja for sparring and peer support during this journey. 

Additionally, to Olli♥, my friends and family, and work colleagues; without the support, 

encouragement and understanding from you, completing these studies so swiftly would not 

have been possible. Now, it is time to start applying the new knowledge gained, and to use 

it as a foundation for the future learnings. 

 

“Knowledge isn’t power until it is applied.” – Dale Carnegie 

 

Lahti, 12th June 2021 

 

Sanna Ristola 

  



TABLE OF CONTENTS 

 

1. INTRODUCTION ..................................................................................................................... 1 

1.1. Reasoning for the research and the key concepts ......................................................... 3 

1.2. Research gap and research problem ............................................................................... 7 

1.3. Structure of the thesis ......................................................................................................... 9 

 

2. THEORETICAL BACKGROUND ....................................................................................... 11 

2.1. Knowledge management.................................................................................................. 11 

2.2. Knowledge management practices ................................................................................ 16 

2.3. The role of KM practices in wellbeing at work............................................................... 22 

2.3.1. Definitions of wellbeing at work ................................................................................... 22 

2.3.2. The potential relationship between KM practices and wellbeing at work ............. 29 

2.4. Theoretical framework of the study ................................................................................ 32 

 

3. RESEARCH METHODOLOGY .......................................................................................... 36 

3.1. Research design ............................................................................................................ 36 

3.2. Case organizations ....................................................................................................... 38 

3.3. Data collection ............................................................................................................... 40 

3.4. Data analysis and interpretation .................................................................................. 43 

3.4.1. Demographic variables ................................................................................................. 44 

3.4.2. Measurement model ..................................................................................................... 46 

3.4.3. Testing of hypotheses ................................................................................................... 49 

 

4. RESEARCH FINDINGS ....................................................................................................... 51 

4.1. Wellbeing at work .......................................................................................................... 51 

4.2. Knowledge management practices ............................................................................ 53 

4.2.1. Supervisory work practices .......................................................................................... 54 

4.2.2. Learning practices ......................................................................................................... 58 

4.2.3. Work organizing practices ............................................................................................ 59 

4.2.4. KM-based recruiting practices ..................................................................................... 63 

4.2.5. KM-based training & development practices............................................................. 65 

4.2.6. KM-based performance appraisal practices .............................................................. 67 

4.2.7. KM-based compensation practices ............................................................................ 69 

4.2.8. Information technology practices ................................................................................ 71 



4.3. The role of knowledge management practices in wellbeing at work ..................... 74 

4.4. Research validity and reliability ................................................................................... 76 

 

5. DISCUSSION ......................................................................................................................... 78 

 

6. CONCLUSIONS .................................................................................................................... 84 

 

REFERENCES .............................................................................................................................. 87 

 

LIST OF FIGURES 

 

Figure 1. Structure of section 1. 

Figure 2. Economic impacts of wellbeing at work (Otala & Ahonen 2005, 73). 

Figure 3. Relationships of the key concepts in the study. 

Figure 4. Structure of the thesis. 

Figure 5. The possible relationship of knowledge management and wellbeing at work via the knowledge 

management practices. 

Figure 6.  Structure of section 2. 

Figure 7.  Four modes of knowledge conversion and knowledge spiral (Nonaka & Takeuchi 1995, 62-73). 

Figure 8.  Russell Ackoff’s Knowledge pyramid (Sumbal et al. 2017, 182). 

Figure 9.  Knowledge processes (Alavi & Leidner 2001, 115-129). 

Figure 10.  Knowledge management framework (Heisig 2009, 4-31). 

Figure 11.  Knowledge management enablers (Choy Chong et al. 2011, 497-510). 

Figure 12.  Wellbeing at work (Otala & Ahonen 2005, 29). 

Figure 13.  Wellbeing at work (The Finnish Institute of Occupational Health, 2020b). 

Figure 14.  Factors affecting wellbeing at work (Virtanen & Sinokki 2014, 195-224). 

Figure 15.  Factors of wellbeing at work (Manka & Manka 2016, 76). 

Figure 16.  Occupational wellbeing in a work community (Manka & Manka 2016, 120-121). 

Figure 17.  Theoretical framework for the study. 

Figure 18.  Structure of section 3. 

Figure 19.  Empirical research process. 

Figure 20.  Research model. 

Figure 21.  Demographic variables: Experienced impact of COVID-19 pandemic to the respondents’ personal and 

work life. 

Figure 22.  Structure of section 4. 

Figure 23.  Q7a, My psychological wellbeing at work is on good level (consider e.g. your mood, energy, fatigue, 

enthusiasm, stress, sleep..). 

Figure 24.  Q7b, My social wellbeing at work is on good level (consider e.g. atmosphere, team spirit, collaboration..). 

Figure 25.  Q7c, If my working life continued as it is today, I would be able to work until the beginning of my 

retirement age. 

Figure 26.  Q8a, Supervisors encourage employees to share knowledge at the workplace. 

Figure 27.  Q8b, Supervisors encourage employees to question existing knowledge. 

Figure 28.  Q8c, Supervisors allow employees to make mistakes, and they see mistakes as learning opportunities. 

Figure 29.  Q8d, Supervisors value employees’ ideas and viewpoints and take them into account. 



Figure 30.  Q8e, Supervisors promote equal discussion in the workplace. 

Figure 31.  Q8f, Supervisors share knowledge in an open and equal manner. 

Figure 32.  Q8g, Supervisors continuously update their own knowledge. 

Figure 33.  Q9a, Our company transfers knowledge from experienced to inexperienced employees through 

mentoring, apprenticeship, and job orientation, for example. 

Figure 34.  Q9b, Our company systematically collects best practices and lessons learned. 

Figure 35.  Q9c, Our company makes systematic use of best practices and lessons learned. 

Figure 36.  Q10a, Employees have an opportunity to participate in decision-making in the company. 

Figure 37.  Q10b, In our company, work duties are defined in a manner that allows for independent decision-making. 

Figure 38.  Q10c, We enable informal interaction between members of our organization. 

Figure 39.  Q10d, Our company organizes face-to-face meetings when necessary. 

Figure 40.  Q10e, When necessary, we use working groups with members who possess skills and expertise in a 

variety of fields. 

Figure 41.  Q10f, When needed, our company makes use of various expert communities. 

Figure 42.  Q11a, When recruiting, our company pays special attention to relevant expertise. 

Figure 43.  Q11b, When recruiting, our company pays special attention to learning and development ability. 

Figure 44.  Q11c, When recruiting, our company evaluates the candidates’ ability to collaborate. 

Figure 45.  Q11d, Our company offers our employees opportunities to deepen and expand their expertise. 

Figure 46.  Q11e, Our company offers training that provides employees with up-to-date knowledge. 

Figure 47.  Q11f, Employees have an opportunity to develop their competence through training. 

Figure 48.  Q11g, Competence development needs are discussed with supervisor regularly. 

Figure 49.  Q11h, The sharing of knowledge is one of our criteria for work performance assessment. 

Figure 50.  Q11i, The creation of new knowledge is one of our criteria for work performance assessment. 

Figure 51.  Q11j, The ability to apply knowledge acquired from others is one of our criteria for work performance 

assessment. 

Figure 52.  Q11k, Our company rewards employees for sharing knowledge. 

Figure 53.  Q11l, Our company rewards employees for creating new knowledge. 

Figure 54.  Q11m, Our company rewards employees for applying knowledge. 

Figure 55.  Q12a, Our company uses information technology to enable efficient information search and discovery. 

Figure 56.  Q12b, Our company uses information technology in internal communication throughout the organization. 

Figure 57.  Q12c, Our company uses information technology to communicate with external stakeholders. 

Figure 58.  Q12d, Our company uses information technology to analyze knowledge in order to make better decisions. 

Figure 59.  Q12e, Our company uses information technology to collect business knowledge related to its competitors, 

customers, and operating environment, for example. 

Figure 60.  Q12f, Our company uses information technology to develop new products and services. 

Figure 61.  Regression results, statistically significant relationships. 

 

LIST OF TABLES 

 

Table 1.  Knowledge management practices (Hussinki et al. 2017a, 1596-1621). 

Table 2.  Oversight of the case organizations. 

Table 3.  Web survey structure including scales and concepts covered. 

Table 4.  5-point Likert scale. 

Table 5.  Demographic variables: respondents’ age, gender, education, and work role. 

Table 6.  Correlation matrix on sum variable, i.e. scale level. 

Table 7.  Factors identified via exploratory factor analysis. 

Table 8.  Kaiser-Mayer-Olkin measure of sampling adequacy (KMO). 

Table 9.  Linear regressions on scale level. 

Table 10.  Survey results, wellbeing at work, average values. 



Table 11.  Survey results, knowledge management practices, average values. 

Table 12.  Role of a knowledge management practices in wellbeing at work. 

Table 13.  Research findings in relation to the hypotheses set. 

 

LIST OF APPENDICES 

 

Appendix 1. Questionnaire 

Appendix 2. Privacy statement 

Appendix 3. Comprehensive descriptive statistics 

Appendix 4. Correlation matrix 

Appendix 5. Exploratory factor analysis 

Appendix 6. Factor validity, Spearman correlation matrix 

 

LIST OF SYMBOLS AND ABBREVIATIONS 

 

DCV Dynamic capabilities view of the firm 

GDPR General Data Protection Regulation 

HR Human Resource (management) 

ICT Information and communication technologies 

IT Information technology 

KBV Knowledge-based view of the firm 

KM Knowledge management 

RBV Resource-based view of the firm 

  



1 
 

1. INTRODUCTION 

 

During the last century, much of the work has changed from industrial work and manual 

labor to knowledge work, often also referred to as brain work or information work. In 

knowledge intensive organizations, knowledge is the key resource in the production of 

products or services, and the organization’s role is to integrate the knowledge of its 

employees to create best possible business outcomes. (Gant 1996, 109-119). The role of 

knowledge work has grown at an accelerating pace while also the complexity of the work 

has increased, as technological development has allowed many of the repetitive and simple 

tasks to be automated. Ways of working have transformed, and continue to do so, due to 

digitalization and increased usage of information and communication technologies (ICT) 

(Vuori et al. 2019, 237). Simultaneously globalization, tight competition, complex business 

environment and increased demand for higher shareholder value push the organizations to 

continuously adapt their processes and improve their cost-efficiency and productivity. This 

leads to the knowledge workers often being faced with complex tasks in a fast-moving and 

agile environment. 

 

While the transfer from industrial work to knowledge work has offered employees wonderful 

new challenges, possibilities to develop themselves and possibly find more meaning, 

autonomy and motivation in their work, the changes happened have also caused new 

challenges related to wellbeing of employees. During manual labor, the employee wellbeing 

was mainly focused on actions that secured adequate physical working conditions and 

safety. Knowledge work exposes the employees to different types of challenges: during 

recent years, the number of reported burnouts and other health issues related to cognitive 

or brain health have increased (Social Insurance Institution of Finland 2018, 16; Social 

Insurance Institution of Finland 2019, 16; Finnish Institute for Health and Welfare 2014, 5). 

The importance of wellbeing at work is widely recognized, partially due to its ethical aspects, 

but also as the counter side of wellbeing is known to cause inefficiencies and costs for the 

organizations and society (Otala & Ahonen 2005, 92-98; Virtanen & Sinokki 2014, 28-32, 

108-115). On the other hand, academic research has also provided evidence on how good 

level of employee wellbeing can have a major positive impact on the organization’s 

innovativeness and productivity (Otala & Ahonen 2005, 69-91). 

 

In knowledge intensive organizations, value and competitive advantage is created by using 

knowledge efficiently. Thus, an organization is to implement efficient knowledge processes, 

which are often identified as knowledge creation, storage, transfer, and application. (Heisig 
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2009, 4-16; Alavi & Leidner 2001, 115-129.) To support the knowledge processes, 

organizations utilize various knowledge management practices that allow an organization 

to guide and control its knowledge processes and thus create more value of its knowledge 

assets (Andreeva & Kianto 2012, 618). 

 

During the last few decades, a lot of research has been conducted on knowledge 

management (KM), knowledge processes and knowledge management practices. Similarly, 

the wellbeing of knowledge workers, covering the psychological, social, and physical 

aspects of it, has been profusely discussed in academic literature and research, and it has 

also attained high attention in commercial media. Yet, there is very limited amount of 

research that would study the relationship of the implemented knowledge management 

practices and the experienced wellbeing at work. This research gap will be the focus of this 

study. 

 

This study was conducted as a quantitative case study in two knowledge intensive 

organizations. After establishing the theoretical framework for the study, a web survey was 

used to measure both the experienced occupational wellbeing and the implemented 

knowledge management practices. The results were then analyzed to assess, if the broader 

implementation of the knowledge management practices resulted in a better level of 

experienced wellbeing at work. Based on the results, suggestions for improvements in 

organizations as well as ideas for future research were provided. 

 

The section 1 of this study is structured as follows (figure 1). First, a reasoning for the 

research is provided, and the key concepts are defined. Next, the research gap and the 

research problem are introduced in more detail, and for example an oversight of the 

previous academic research is presented. Finally, a more detailed description of the 

structure of this study is introduced. 

 

 

Figure 1. Structure of section 1. 
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1.1. Reasoning for the research and the key concepts 

 

Throughout the nations, new ways have been sought to reduce manual labor, increase 

efficiency, and create more value for both the business owners and society. In the late 18th 

century, the first industrial revolution introduced manufacturing with machinery, whereas the 

second revolution in the late 19th century allowed the starting of mass production. In 20th 

century the digital computers and internet were the great innovations allowing programming 

and automation of production. As technical development has continued, and the computers 

and internet have become an integrated part of almost any job, it is considered that we have 

moved to the fourth revolution; information and communication technologies (ICT) era, 

sometimes also referred to as Industry 4.0. (Gunal 2019, 4-7.) 

 

One could see that the change of work is not only permanent, but also accelerating. 

According to Sitra (2020, 8-51), rapid technological development will continue, and 

technology will soon be embedded to everything. Organizations are to adapt their 

operations to the growing demands related to ecological sustainability, and to the 

strengthening of relational power, meaning that e.g. the role of companies may increase in 

comparison to states, emphasizing the need for efficient networking and interaction 

capabilities. The Finnish Institute of Occupational Health (2007, 30-41) lists technological 

change, globalization, intensification of competition, and destabilization of welfare state’s 

funding as the main factors forcing the working life to adapt. It is seen that the personal, 

subjective, and usually unspoken psychological contracts between the employees and 

employers are in crisis. Historically it has been an expectation that hard-working and loyal 

employees are rewarded with secure employment and trust, and that the employer’s 

financial success leads to an increase also in the employees’ pay. Today, even well-

performing organizations may reduce workforce abruptly, due to for example sudden 

changes in the economy, markets, leadership, or organizational strategy. This leaves the 

employees with higher level of uncertainty, thus becoming less willing to trust and commit 

to organizations. (The Finnish Institute of Occupational Health 2007, 111-118; Pyöriä 2012, 

99-107.) In 2020, also the COVID-19 pandemic has shaken up the world and the ways of 

working: physical meetings with colleagues, customers and other stakeholders, as well as 

working at the office and travelling have been suddenly banned, and employees have been 

forced to swiftly adapt to remote working via virtual communication channels. Today, 

machines are smart, and humans can allow advanced automation systems, robotics, 

artificial intelligence, and machine learning to take over many of such tasks that previously 

required a great amount of workforce. Many of the changes happened are excellent for the 
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employees: the physical constraint work has historically put on employees has significantly 

reduced, and the meaning of work has changed for many. While in history work has been 

seen more purely as a way to make one’s living and feed the family, today the meaning of 

work may also be related to identity, ego, self-expression, challenging oneself or reaching 

a certain societal status. Workers may today experience the work to be more meaningful 

and have greater sense of purpose, or they may consider they have reached greater 

personal achievements, as the work tasks have changed from simple or repetitive to more 

complex and variable. Extensive networks, various technologies and international work 

environment are often experienced as positive and inspirational. (Virtanen & Sinokki, 2014, 

10-24.)  

 

While the meaning of work has changed to be more profound for the employees, the 

changes of have also started to require continuous adaptation and learning. According to 

the Social Insurance Institution of Finland (2018, 16; 2019, 16), majority of the sickness 

allowance days paid in 2018 were related to psychological disorders, while in the previous 

years the main causes have been related to the musculoskeletal diseases. The Finnish 

Institute for Health and Welfare (2014, 5) notes that 17% of women and 14% or men 

reported they have experienced remarkable psychological strain, and 25% of the 

respondents reported they have experienced symptoms of burnout. While there may be 

various causes for stress and psychological disorders, the fast-moving and growing 

requirements for knowledge work may be one of the contributors to the problem. 

 

In Finland, all employees have a statutory right for experiencing wellbeing at work 

(Occupational Safety Act 2002/738). However, the importance and benefits of employee 

wellbeing are also widely recognized by research. An EU-project on occupational wellbeing 

(Finnish Institute of Occupational Health 2009, 30) founded, that on national level the 

benefits of occupational wellbeing included increased productivity levels, lengthened 

careers, increase in retirement age and increase in employment levels. The research also 

noted that on an organizational level, improved wellbeing positively impacted the 

organizational image, learning, company performance and competitiveness, quality of the 

work, mutual appreciation among the employees and the employees’ ability to take 

initiatives. Studies have also proven, that occupational wellbeing can lead to improved 

innovation and productiveness, having true economic impacts for the organizations (figure 

2) (Otala & Ahonen 2005, 69-91; Huuskonen et al. 2000, 96-103). Pyöriä (2012, 7-60) has 

found that satisfied employees are more willing to commit to their organization, bring their 

best efforts to work and show flexibility. If the employee experiences that the work’s 
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requirements are not in balance with the resources it requires, the employee may feel lack 

of control and thus the wellbeing at work decreases. Reduced wellbeing at work may impact 

the employee’s mental wellbeing, causing sickness leaves, increased risk for work-related 

illnesses as well as reduced motivation and collaboration. Cost-reductions and efficiency 

requirements are common in all industries, but at the same time knowledge workers often 

experience pressure for multitasking and suffer from interruptions and feelings of urgency 

or rush (Finnish Institute of Occupational Health, 2020a). This added with possible 

scatteredness of information and expectations to be reachable at all times may cause 

severe distress for employees. Especially long-term exposure to such circumstances may 

lead to personal discomfort, reduced productivity and innovativeness, leave of absences 

and medical costs. Thus, it is the benefit of individuals, organizations, and the society to 

ensure that the health and wellbeing of the knowledge workers is protected. 

 

 

Figure 2. Economic impacts of wellbeing at work (Otala & Ahonen 2005, 73). 

 

As the changes of work have progressed, also the organization theories have developed. 

While there have been many frameworks and models presented explaining the structures 

and behaviors of organizations, in the 20th century the focus of organizational theory was 

moved from industrial firms that used physical resources to create goods, to knowledge 

intensive organizations where information was the key resource used for value creation. 

Along with this so-called knowledge-based theory of the firm the concept of knowledge 

management was introduced, referring to all such actions that the organizations take to add 

value through knowledge. (Grant 1996, 109-121; Dalkir 2011, 1-26.) The academics has 

debated and discussed the various ways an organization can support the usage of its 

knowledge assets, and today there are several theories of such knowledge management 

practices that the organization can take to support its employees in efficiently creating, 

storing, transferring, and applying knowledge. 

 

Various studies have been made on knowledge management practices, knowledge work 

and occupational wellbeing, however no research has investigated if the organization could 
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support the wellbeing of its employees by implementing more knowledge management 

practices. As the benefits of occupational wellbeing are proven to be remarkable on society-

, organization- and individual level, the goal of this thesis is to investigate the identified 

research gap. While this study may not be able to provide widely generalizable results that 

would cover numerous countries, cultures and industries, it can provide some indications of 

possible dependencies between the two concepts, and thus act as an inspiration for other 

researchers to further investigate the topic. 

 

The key concepts for this study are knowledge management (KM), knowledge management 

practices, knowledge work, and wellbeing at work. Here, short definitions are provided on 

how these key concepts are interpreted as part of this study. More throughout theoretical 

background is presented in section 2. 

 

Knowledge management (KM)  

Knowledge management refers to organizations’ efforts to coordinate and manage their 

knowledge resources to support value-creating activities and thus gain competitive 

advantage (von Krogh 1998, 133). 

 

Knowledge management practices  

Knowledge management practices refer to such practices that organizations implement to 

support efficient use of their knowledge assets, and thus gain more value of them. 

Knowledge management practices studied as part of this research are supervisory work, 

learning mechanisms, information technology practices, organizing work and HR practices 

such as recruiting, training and development, compensation, and performance appraisal. 

(Hussinki et al. 2017a, 1596-1621.) 

 

Knowledge work  

Knowledge work can be translated as work in which the employees’ key resource is their 

know-how. Generally, knowledge workers’ tasks have very low level of standardization, and 

that therefore require continuous problem solving, innovation, and learning capabilities. 

Knowledge work is often nowadays done with the support of information and communication 

technologies, and the workers often have extensive formal education. (Pyöriä, 2005, 116-

124.) 
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Wellbeing at work  

Wellbeing at work, also often referred as occupational wellbeing or work-related wellbeing, 

in this study refers to employee’s psychological and social wellbeing. (Jonson et al. 2018, 

3-8) 

 

1.2. Research gap and research problem 

 

There is a lot of academic research conducted both on the areas of knowledge management 

and occupational health. However, only very few discuss both aspects together and study 

the interdependencies between knowledge management and employee wellbeing. 

Almahamid et al. (2010, 327-346) have studied how a single knowledge management 

process, knowledge sharing, affects employees’ adaptability and satisfaction. The research 

was conducted among 91 listed manufacturing companies in Amman Stock Exchange, 

Jordan, with 160 respondents, and found that knowledge sharing did also support job 

satisfaction. Kianto et al. (2016, 621-636) studied the impact of knowledge management on 

job satisfaction, however the focus of the research has been in measuring if knowledge 

processes – knowledge acquisition, sharing, creation, codification, and retention – are 

positively associated with job satisfaction. The research has been conducted as an online 

survey in a municipal organization in Finland, and based on the over 800 responses 

received, it was concluded that knowledge sharing, codification and retention did affect the 

experienced job satisfaction, whereas for knowledge acquisition and creation similar 

correlation was not evidenced. The research noted that organizational knowledge sharing 

was the key knowledge management process promoting job satisfaction. Also, Popa et al. 

(2018, 553-564) studied the relationship between knowledge processes and employee 

satisfaction. This study was conducted among over 450 Romanian healthcare workers in 

20 organizations. The study focused on knowledge acquisition, sharing and utilization, and 

somewhat in contrast to previous studies within the area, the research concluded that 

knowledge acquisition and utilization did support employee satisfaction, whereas 

knowledge sharing did not have such effect. The studies by Almahamid et al. (2010), Kianto 

et al. (2016) and Popa et al. (2018) have offered important knowledge for the organizations 

on how the employee wellbeing can be supported on knowledge process level, however, 

those did not address the matter on knowledge management practice level. Thus, the study 

now conducted can offer a new and interesting lens, as well as more hands-on approach to 

the relationship between knowledge management and wellbeing at work. 
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There is also a wide variety of studies that have investigated the relationship of occupational 

wellbeing and a specific organizational practice, that as a concept may be called the same 

as some of the knowledge management practices. For example, there are various studies 

investigating the relationship of leadership and occupational wellbeing, or usage of 

information and communication technologies (ICT) and occupational wellbeing. However, it 

is important to note that in such cases the studies were not conducted explicitly from the 

perspective of knowledge management practices, thus offering very different research 

context and viewpoint to the phenomena. 

 

It can be concluded that while there is a lot of research done in the areas of both knowledge 

management and wellbeing at work, the possible relationship of the knowledge 

management practices and occupational wellbeing has not yet been studied by the 

academic researchers. Answering this research gap is seen valuable, as if organizations 

can support the wellbeing of their knowledge workers by implementing knowledge 

management practices, this knowledge can benefit all parties involved: employees, 

organizations, and the society. The research question for this study has been defined as 

follows: 

 

“In knowledge intensive organizations, is there a relationship between the knowledge 

management practices implemented and the experienced wellbeing at work?”. 

 

The primary research question will be supported by two sub-questions. The goal of these 

sub-questions is to ensure that a coherent answer can be established to the primary 

research question. 

• What knowledge management practices the employees consider to be implemented 

within their organizations? 

• Which knowledge management practices have the strongest connection to 

employee wellbeing? 

  

The relationships of the key concepts, the high-level theoretical framework of the study, and 

the connections this study has to other pre-existing research on the field are presented in 

the form of picture in figure 3. This research will focus solely the relationship between 

knowledge management practices and wellbeing at work, and the rest of the picture is 

based on the previous academic research. 
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Figure 3. Relationships of the key concepts in the study. 

 

The research conducted will have certain limitations. To answer the research question, the 

study is to be conducted among the employees, which gives certain restrictions for the 

scope of the research: such knowledge management practices implemented that are not 

directly visible for the employees cannot be analyzed as part of this study. The data 

captured by the research describes only the employee viewpoint, thus not necessarily 

describing the full scale of knowledge management practices factually implemented, or the 

general status of employee wellbeing in the organization. 

 

1.3. Structure of the thesis 

 

The structure of this thesis will follow the same order as how the study was conducted 

(figure 4). First, an introduction has provided the reader with an oversight of the topic and 

reasoning why the study is considered important from an individuals’, organizations’, and 

society’s point of view. The key concepts of the study have been introduced, and at the end 

of the chapter, the limitations of the research have been briefly discussed. Next, the 

theoretical framework of the study will be established. An oversight of knowledge 

management, knowledge processes and knowledge management practices are provided, 

and then the theoretical background for wellbeing at work will be introduced. It will then be 

described how knowledge management practices and wellbeing at work are interlinked. As 

the theoretical framework is set, the study will proceed to its empirical part, and the research 

methodology and the case organizations will be introduced. The quantitative research 

method selected will be reasoned, and the choices made regarding data collection and data 

analysis will be discussed. The research findings will be presented, and the research validity 

and reliability will be discussed. The study will be ended with a discussion and conclusion, 

in which interpretation of the findings will be made, the implications of the findings will be 
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discussed, and some final recommendations and remarks based on the results will be 

introduced. 

 

 

Figure 4. Structure of the thesis. 
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2. THEORETICAL BACKGROUND 

 

In this section, theoretical background for the research will be presented. The study will 

introduce the reader to the concepts and existing theory of knowledge management and 

wellbeing at work, and then discuss the possible relationship between these two in the form 

of knowledge management practices (figure 5). Based on this theoretical background, the 

theoretical framework for the study will be established and the hypotheses for the research 

will be presented. 

 

 

Figure 5. The possible relationship of knowledge management and wellbeing at work via 

the knowledge management practices. 

 

The section 2 is structured as follows (figure 6). First, the theory and history of knowledge 

management will be introduced in section 2.1. Next, in section 2.2 the knowledge 

management practices are presented, and in section 2.3 the role of KM practices in 

occupational wellbeing is discussed. Finally, the conclusions of the theoretical background 

are drawn in section 2.4, and the theoretical framework for the study is presented. 

 

 

Figure 6. Structure of section 2. 

 

2.1. Knowledge management  

 

While the transfer from industrial society to information society has slowly taken place, also 

the organizational theory has been revisited. Knowledge-based activities were noted in 

academic research already in 1962 by Fritz Mashulp, and the concept of knowledge worker 

was introduced by Peter Drucker in 1969 (Kelloway & Barling 2003, 287-304; Nonaka & 
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Takauchi 1995, 43-44; Pyöriä 2005, 116-121). Since then, academics around the world 

have been addressing the differences between traditional work and knowledge work. 

Today, there are three main theoretical views of the firm explaining the origins of 

organizations’ competitive advantage. First, the resource-based view of the firm (RBV) sees 

that sustained competitive advantage originates from the tangible and intangible resources 

and capabilities that the organizations hold, and that are valuable, rare, imperfectly imitable, 

and not substitutable (Barney 1991, 99-117). In late 20th century also knowledge-based 

theory of the firm (KBV) was introduced, which sees the organizational, collective 

knowledge as the key resource and the main competitive advantage of an organization. 

Organizations are to recognize both their tacit and explicit knowledge to allow it to be used 

within the organization widely, and to allow the continuous development and utilization of 

that knowledge. (Nonaka & Takauchi 1995, 3-7; Dalkir 2011, 15-21.) Knowledge 

management (KM) was defined as identifying and mobilizing the knowledge resources of 

an organization into value-creating activities to help the organization reach competitive 

advantage (von Krogh 1998, 133). Today also a third theoretical model, dynamic 

capabilities -based view (DCV), is widely recognized; as the operating environment of the 

organizations is constantly changing, the organizations cannot gain sustained competitive 

advantage simply by maintaining their existing resources – regardless of if those are 

knowledge or other resources – but instead the organization is to be capable to adapt by 

creating something totally new from its assets. (Galvin et al. 2014, 250-255.) 

 

In the area of knowledge management, there has been a few different schools of thought 

among the years. In 1990s the first knowledge generation was strongly focused on 

identifying and acquiring new knowledge and documenting it to databases and IT systems. 

The second knowledge generation in 21st century had stronger emphasis on knowledge 

integration: sharing knowledge, social learning, and knowledge networks. Today, 

knowledge creation and innovation are seen as the key, and knowledge management is 

often also combined to other business processes such as project management and 

business process management. (Handzic 2017, 7-27.) 

 

Organizations have many types of knowledge resources. Much of the organizational 

knowledge is not explicit and documented, but instead tacit and thus only stored with the 

individuals working within the organization. Explicit organizational knowledge, such as 

operating rules, manuals and customer databases can be made easily available, however 

such documents never provide the full picture of the knowledge embedded in an 

organization. Utilization of tacit knowledge has been seen as the very key to success for 
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Japanese companies in the 1980s and 1990s, note Nonaka and Takeuchi (1995, 8-17, 56-

73). They present a model of knowledge cycle, describing how tacit and explicit knowledge 

can be used within an organization (figure 7). Tacit knowledge can be shared with others in 

its tacit format in social interactions (socialization) or documented to explicit format 

(externalization). Separate pieces of explicit knowledge can be combined or synthetized to 

create some new explicit knowledge (combination), but explicit information can also be 

understood and learned in such manner that it becomes a natural part of one’s behavior 

(internalization). (Nonaka and Takeuchi 1995, 56-73.) Grant (1996; 109-122) sees that the 

knowledge is held by individuals, meaning the organization is to act in the role of enabler 

for individuals to apply their knowledge to the firm’s benefit. As within an organization the 

employees may have goals that contradict with each other, organizations are to pay special 

attention in reconciling those, thus ensuring the organizational development is not hindered. 

 

 

Figure 7. Four modes of knowledge conversion and knowledge spiral (Nonaka & Takeuchi 

1995, 62-73). 

 

Today, at the times of various technology systems and big data, it is also important to 

differentiate between the data, information, knowledge, and wisdom the organizations may 

possess. Russell Ackoff’s model of knowledge pyramid called DKIW model, (figure 8) notes 

that data available becomes information only when transferred into context, and by for 

example trends are identified via data analysis. When expertise and further analysis is 

added to information, actual knowledge that can be used to benefit an organization is 

created. Wisdom is being able to comprise various pieces of knowledge in such manner 

that considers all relevant perspectives and circumstances and is consistent with universal 

laws. (Sumbal et al. 2017, 182; Nair 2019, 4.) 
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Figure 8. Russell Ackoff’s Knowledge pyramid (Sumbal et al. 2017, 182). 

 

Organizations working mainly with knowledge as their key resource can be referred as 

knowledge intensive firms. Certain characteristics are often linked to knowledge intensive 

organizations. The employees are often highly qualified, and they use their specific know-

how and intellectual and symbolic skills in their work. As the knowledge base is considered 

to be the key for success, development of these skills and competencies is a strong focus 

area for knowledge organizations. High level of autonomy and flat organizational hierarchies 

are common in knowledge intensive firms, and adaptative and agile organizational forms 

that can be adjusted according to projects or tasks are often utilized. Extensive efforts are 

put on communication to ensure good coordination and to allow fluent problem-solving, and 

customers are served in a highly customized manner instead of offering standardized 

solutions. Asymmetrical power relations may arise in knowledge intensive professional-

client relationships, for example when an external expert holds rarefied information that the 

customer is dependent on. Also, the quality assessments may be challenging in knowledge 

intensive firms as the delivery times of solutions may be long, and services offered are 

complex and unique. This often results in subjective and uncertain quality assessments. 

Finally, the knowledge intensive organizations often do not have physical products 

supporting their brand image, meaning they need to carefully plan and execute external 

communication about the firm and its offerings to manage their image. (Alvesson 2004, 21-

26.) 

 

Academic research has identified knowledge processes that describe how knowledge 

moves within an organization, and by supporting the fluent flow of these processes, 

organizations can ensure their knowledge resources are used in the best way possible. 

While there are several models of knowledge processes, the academics seem to be 

somewhat aligned on what are the key knowledge processes for organizations to manage. 

Alavi and Leidner (2001, 115-129) present a model of four knowledge processes: 

knowledge creation, storage and retrieval, transfer, and application (figure 9). Knowledge 
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creation refers to developing new knowledge or replacing existing knowledge via individual 

or social processes. Knowledge storage and retrieval refers to processes related to 

ensuring that the knowledge gained can be sufficiently documented and found to ensure 

fluent reuse of knowledge when and where necessary. This kind or organizational memory 

can be supported by for example written documentation such as guidelines and instructions, 

electronic databases, and agreed taxonomies. Knowledge transfer can happen on various 

levels, when either tacit or explicit information is being moved between individuals, groups, 

or organizations. In knowledge transfer, also the knowledge storage solutions may be 

utilized. Managing both formal and informal knowledge flows and communication can often 

be a major challenge for organizations, however it is a very critical part of knowledge 

management. Knowledge application is the final, yet likely the most important part of the 

knowledge management work, as only knowledge somehow utilized can bring value and 

finally competitive advantage for an organization. 

 

 

Figure 9. Knowledge processes (Alavi & Leidner 2001, 115-129). 

 

Heisig (2009, 4-16) has compared 160 different knowledge management frameworks and 

identified in total six knowledge processes commonly used by organizations: knowledge 

identification, acquisition, creation, sharing, storing and usage. However, based on his 

further analysis, he presents a model very similar to the one presented by Alavi and Leidner 

(2001, 115-129), including only four processes: knowledge creation, storing, sharing, and 

application. Dalkir (2011, 31-219) has studied several knowledge processes presented in 

the previous literature and based on this research he presents an integrated model of three 

stages: knowledge capture and/or creation, knowledge sharing and dissemination, and 

knowledge acquisition and application. Dalkir emphasizes, that after new knowledge is 

captured or created, the knowledge content is to be assessed prior to sharing and 

disseminating it. Also, to be able to apply the knowledge, it needs to be appropriately 
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contextualized. After knowledge is applied, it is again updated by capturing or creating new 

knowledge. 

 

Research has shown knowledge management can bring organizations various benefits. 

Already in 1995, Nonaka and Takeuchi linked knowledge creation to increased 

innovativeness, resulting in increased competitive advantage (Nonaka & Takeuchi 1995, 

6). Academic studies link successful knowledge management to improved decision-making, 

innovation, customer satisfaction, employee satisfaction, productivity, competitiveness, and 

financial performance (Darroch 2005, 101-112; Andreeva & Kianto 2012, 617-631; Kianto 

et al. 2013, 112-120; Kianto et al. 2016, 621-636; Hussinki et al. 2017b, 904-922). 

 

For an organization to truly excel via its knowledge, knowledge resources are to be 

considered already as part of the organizational strategy: organization should have a good 

understanding of the knowledge assets it has, what knowledge assets would be needed to 

reach its future goals, and what is the knowledge gap between these two. (Zack 1999, 125-

143.) Next, we discuss knowledge management practices an organization may utilize in its 

efforts to gain maximum benefits from the knowledge it withholds and to obtain the 

knowledge assets required. 

 

2.2. Knowledge management practices  

 

As the importance and value of knowledge was recognized in the academic research, there 

has been plenty of researchers investigating how knowledge management could be done 

in practice to support the best possible usage of the organizational knowledge and thus 

organizational growth. While the knowledge processes provide an oversight of the 

knowledge flows to be supported, there are activities the management can take to nurture 

those flows. The vocabulary used around these activities has varied among researchers. 

For example, while the early knowledge management practitioners suggest certain 

‘guidelines’ or ‘activities’ that support knowledge management, some refer to ‘knowledge 

management enablers’, and later studies propose organizations to implement ‘knowledge 

management practices’. 

 

In mid-1990s, Nonaka and Takeuchi (1995, 227-235) listed seven practical guidelines for 

managers regarding knowledge management: 1) creating knowledge vision, 2) developing 

a knowledge crew, 3) building a high-density field of interaction at the front line, 4) 

piggybacking on the new-product development process, 5) adopting middle-up-down 
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management, 6) switching to a hypertext organization, and 7) constructing a knowledge 

network with the outside world. With knowledge vision Nonaka and Takeuchi want to 

emphasize that each company should be aware of its current and future knowledge needs, 

and thus allow the employees to create a mental map on what type of knowledge ought to 

be found or created. Simultaneously, knowledge vision would foster the commitment of 

managers and employees to the common goal. Knowledge crew refers to the need to 

establish knowledge networks with right competencies within the organization to drive and 

implement knowledge projects. High-density field of interaction can be seen both as the 

physical and immaterial space where the employees can easily communicate and interact, 

and thus work with their both tacit and explicit knowledge resources. Nonaka and Takeuchi 

see new product development process to be directly linked to new knowledge creation in a 

firm, and thus emphasize that companies are to have an adaptive and flexible product 

development process, the team is to be self-organized to promote working almost like in a 

startup company, and variety to the process should also be promoted by encouraging 

participation of nonexperts. So called middle-up-down management style refers to a setup 

where top management communicates their vision to the organization, front-line employees 

hold good understanding of reality and what works in practice, and middle-management is 

left to mediate between these two in order to cause a creative chaos within an organization, 

leaving room for new ideas and innovations. By hypertext organizations, Nonaka and 

Takeuchi have wanted to promote organization models where the benefits of both 

hierarchical organizations and flat, task-force organizations are combined to create 

effectiveness and flexibility. Lastly, knowledge networks refer to active two-way 

communication organizations should cater for with their customers and stakeholders: for 

example establishing customer boards that review and provide feedback on product or 

service prototypes is considered as an efficient way to gain new knowledge on preferences 

and needs. 

 

A few years after Nonaka and Takeuchi’s model, Ruggles (1998, 80-89) proposed eight 

categories of knowledge focused activities, that organizations should strive to implement: 

1) generating new knowledge, 2) assessing valuable knowledge from outside sources, 3) 

using accessible knowledge in decision making, 4) embedding knowledge in processes, 

products and/or services, 5) presenting knowledge in documents, databases and software, 

6) facilitating knowledge growth through culture and incentives, 7) transferring existing 

knowledge into other parts of the organization, and 8) measuring the value of knowledge 

assets and/or impact of knowledge management. However, Ruggles noted that these 

knowledge focused activities were not yet on such level that the organizations would 
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manage those as such, but instead the organizations conducted smaller projects that 

focused on improving one or few of the areas at once. According to his research, the specific 

knowledge management projects or actions ongoing or planned in organizations were 

related to creating an intranet, creating a data warehouse or knowledge repository, 

implementing decision-support tools, implementing groupware to support collaboration, or 

creating networks of knowledge workers. 

 

During the years, many new knowledge management models were presented. In 2009 (4-

31), Heisig compared 160 knowledge management frameworks, and based on his findings 

presented a very comprehensive model of knowledge management that suggests there are 

six key enablers for successful and sustainable knowledge management within an 

organization (figure 10). According to Heisig, these enablers are 1) organization and roles, 

2) information technology, 3) leadership and strategy, 4) company culture, 5) human 

resource management, and 6) controlling. If these human factors, organizational hierarchy, 

processes and roles, technological solutions implemented and management processes 

such as strategy and goals are not favoring knowledge identification, creation, acquiring, 

storing, sharing and using, the organization cannot succeed in turning its knowledge into a 

competitive advantage. 

 

 

Figure 10. Knowledge management framework (Heisig 2009, 4-31). 

 

In 2011 (497-510), Choy Chong et al. gathered 11 knowledge management enablers 

proposed by previous studies, created a new model based on these, and tested the 

relationship between the selected enablers and knowledge management performance in a 
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public sector accounting organization (figure 11). The enablers proposed by Choy Chong 

et al. were 1) ICT know-how and skill, 2) job training, 3) job rotation, 4) feedback on 

performance evaluation, 5) learning opportunities, 6) information on sourcing opportunities, 

7) leadership support, 8) knowledge sharing culture, 9) ICT infrastructure and software, 10) 

knowledge management technologies, and 11) knowledge sharing process. According to 

the results of the study, especially knowledge-sharing processes, ICT infrastructure and 

software, knowledge sharing technologies and communication technologies had strong 

positive relationship to organization’s knowledge management performance. 

 

 

Figure 11. Knowledge management enablers (Choy Chong et al. 2011, 497-510). 

 

In some later academic research, the activities supporting successful knowledge 

management have been referred as knowledge management practices. Via implementing 

adequate knowledge management practices, an organization’s management can 

consciously and intentionally manipulate and control knowledge processes, and ultimately 

therefore lead the company to create value of its existing knowledge assets (Andreeva & 

Kianto 2012, 618). According to Hussinki et al. (2017a, 1596-1621) knowledge 

management practices can be divided into seven categories: 1) supervisory work, 2) 

strategic knowledge management, 3) knowledge protection, 4) learning mechanisms, 5) 

information technology practices, 6) organizing work and 7) human resource management 

practices (table 1). Supervisory work is the key in establishing trustful culture and 

environment where knowledge sharing, questioning, and learning is encouraged. 

Supporting creativity, encouraging participation, and delegating tasks are all such 
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supervisory activities that can help efficient knowledge flow and communication. Strategic 

knowledge management refers to such actions that allow an organization to develop a 

knowledge-based strategy, have an oversight of its current knowledge assets as well create 

an understanding on what knowledge assets it lacks to fulfill its future strategy. The 

knowledge assets are to be continuously reflected towards the market environment to 

ensure such activities that create the most value, are recognized and utilized to gain 

competitive advantage. Knowledge protection practices aim at ensuring the valuable 

knowledge gained can be appropriately protected from imitation, while the normal external 

collaboration continues. Formal knowledge protection practices include for example 

intellectual property protection and contracts, while informal include for example 

organization’s secrecy rules. Learning mechanisms refer to the organizational processes 

aiming to further develop, improve and increase the organizational knowledge. Practices 

often seen include learning by doing, practice based learning, and social learning. 

Information technology practices have during recent years become a necessity in a modern 

organization. The large amount of complex data and the growing size of organizations 

means the information technology solutions are a prerequisite for efficient storing and 

retrieving of knowledge. Becerra-Fernandez and Rajiv (2006, 230-236) propose that the 

information and communication technologies (ICT) and knowledge management systems 

could be utilized for all knowledge processes: knowledge discovery, capture and sharing 

and application. Sumbal et al. (2017, 1367-3270) also propose that especially with big data, 

analytics and smart algorithms could support analyzing both structured and unstructured 

data from multiple sources to gain predictive knowledge and thus – when combined with 

tacit knowledge and human learning – competitive advantage. Organizing work refers to the 

organizational design and how the work, responsibilities and power are distributed within 

an organization. Knowledge is often widely distributed within an organization and thus also 

distributing the decision power to those withholding the knowledge as well as reducing 

organizational barriers may improve innovation and organizational accomplishments. The 

last category is related to human resource (HR) management practices, especially 

knowledge-based recruiting, training & development, compensation, and performance 

appraisal. Via ensuring that the human resource management practices are in line with the 

organization’s knowledge-based strategy, and that the employees feel encouraged to 

contribute to the knowledge processes, an organization can greatly influence and improve 

its knowledge management capabilities. The methods of handling the human capital of an 

organization can make or break the atmosphere of trust, that is needed to ensure efficient 

knowledge flow and communication. 
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Table 1. Knowledge management practices (Hussinki et al. 2017a, 1596-1621) 
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As presented in this section, there are various models of knowledge management activities 

or practices that organizations can utilize in their efforts to coordinate and support the 

knowledge flows, and thus the most efficient use of their knowledge resources. In this study, 

the research model will be based on the theoretical model of knowledge management 

practices presented by Hussinki et al. (2017a, 1596-1621). However, as the research is 

conducted from the employee perspective, only such knowledge management practices 

that can be recognized and observed by the employees are included in the research. Thus, 

a research is limited to only cover the supervisory work, learning mechanisms, information 

technology practices, work organizing and human resource management related 

knowledge management practices. Strategic knowledge management and knowledge 

protection practices are excluded, as the decisions and daily activities related to them may 

be handled by only management or specialist teams, meaning that they would not be 

possible to measure in a reliable manner. Next, we will discuss the knowledge management 

practices in relation to occupational wellbeing. 

 

2.3. The role of KM practices in wellbeing at work 

 

In this section, the concept of wellbeing at work, often also referred as occupational 

wellbeing or work-related wellbeing, is introduced via the previous academic research on 

the topic. Then, the foreseen connections between the knowledge management practices 

and wellbeing at work are discussed. 

 

2.3.1. Definitions of wellbeing at work 

 

While the concept of occupational wellbeing has only become widespread in the 1990s, the 

connection between individual’s health and profession has been recognized already in the 

18th century. However, historically the discussions focused solely on employees’ physical 

health, and psychological health was only raised to attention in 1920s. (Virtanen & Sinokki 

2014, 57-66.) During last decades and especially last few years, wellbeing at work has 

received a lot of attention by academic researchers, societal actors, and commercial media, 

as the changes of work life and the impacts of it to employees have been recognized. 

Occupational safety regulations on both EU and national levels have been actively updated, 

and Statistics Finland has conducted studies on occupational wellbeing already since 1977 

(Virtanen & Sinokki 2014, 108-115; Statistics Finland 2020). The Finnish Institute of 

Occupational Health (2007, 2020a) continuously follows up and assesses the changes 

taking place to support well-functioning work communities and employees’ work ability. The 
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importance of the topic is also highlighted by the development program “Work 2030” (2021), 

that has been included in the Finnish government program and aims to modernize 

organizational operation models, support effective use of new technologies in workplaces 

and develop productivity and wellbeing at work. The program’s goal is to make Finland the 

leading developer of innovations in working life and to ensure Finland has the best well-

being at work in the world by 2030. There are various definitions and models explaining the 

concept of wellbeing at work. Blom and Hautaniemi (2009, 20-31) note that by work related 

wellbeing, one may refer for example to the physical work environment and safety, 

compensation, physical health and condition, avoidance of stress and burnout, job 

satisfaction or job engagement, social relations within the work community, how rewarding 

the work is, or how is the employee’s work/life balance. In this section, a few different 

models of wellbeing at work will be introduced, and the similarities and differences of them 

will be discussed. Other terms such as job satisfaction, job engagement, dedication and 

absorption in work are often used in the same context with wellbeing at work, however it is 

good to note these concepts often use slightly different lens to the phenomena. 

 

Otala and Ahonen (2005, 29) have presented a model of wellbeing at work that is based on 

Maslow´s hierarchy (figure 12). According to the authors, the more of the employee’s needs 

are met, the better is the wellbeing experienced. However, according to the model, the 

employee’s needs are to be met in a specific order. The first building block of wellbeing is 

ensuring the basic physiological needs of an employee are met; the employee’s physical 

security and health are catered for. Next, the social wellbeing is to be ensured by allowing 

for example social contacts, collaboration, and appreciation. Third, psychological needs are 

to be met by supporting for example continuous development. The final building block of 

the employee wellbeing is catering for the employee’s spiritual needs such as internal drive, 

values, and ideals. 
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Figure 12. Wellbeing at work (Otala & Ahonen 2005, 29). 

 

While many models of occupational wellbeing are not reasoned via Maslow’s hierarchy or 

demand the needs to be met in a specific order, very similar elements are suggested by 

also other researchers. For example, Jonson et al. (2018, 3-8) see that wellbeing at work 

consist of three aspects: psychological, social, and physical wellbeing. Psychological or 

mental wellbeing refer to the employees’ capability to handle stress, feel positive feelings 

and have a sense of purpose. Social wellbeing refers to the employees having a supportive 

network, and physical wellbeing refers to the employees having safe physical environment 

at work and receiving adequate amount of food, sleep, and exercise. 

 

The Finnish Institute of Occupational Health (2009, 30) has defined occupational wellbeing 

as follows: “Well-being at work means safe, healthy and productive work done by skilled 

workers and work communities in a well-managed organization. Employees and work 

communities find their work meaningful and rewarding, and they think the work supports 

their life management.“ The Finnish Institute of Occupational Health has also created a 

house model of work ability (2020b) to which they refer to also in the context of occupational 

wellbeing (figure 13). In the model, wellbeing is presented in the form of a multi-floor house, 

which – like the model by Otala and Ahonen (2005, 29) – requires that the lower floors are 

to be in place before one can build on them. The base and thus the first floor of the model 

are health and performance capability. The second floor is know-how, and third is formed 

by values, attitudes, and motivation. The fourth and highest floor is leadership, work 

community and work conditions. The model also recognizes the impact of operating 

environment, local community, family and so forth by placing those closely around the 

house. 
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Figure 13. Wellbeing at work (The Finnish Institute of Occupational Health, 2020b). 

 

Virtanen and Sinokki (2014, 195-224) present a very identical model of occupational 

wellbeing to that used also by The Finnish Institute of Occupational Health: the model is in 

a format of a house, where the very basis for the wellbeing at work are personal factors: 1) 

health and functional capacity, 2) professional and social skills, and 3) values, attitudes, 

and motivation (figure 14). The highest level of model is work related factors, such as work 

conditions, work’s content and requirements, work community and leadership. Out of these, 

Virtanen and Sinokki emphasize especially the importance of two factors: workplace 

practices and wellbeing of work community. 

 

 

Figure 14. Factors affecting wellbeing at work (Virtanen & Sinokki 2014, 195-224). 
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In relation to workplace practices, Virtanen and Sinokki (2014, 116-133) note that leadership 

is the key factor in creating affluent levels of wellbeing, as the leaders set organizational 

strategies and values, show example, and choose the leadership styles embedded in the 

organization. Feeling of trust is established via good leadership, and employees may 

perceive the work as meaningful, experience inspiration and encouragement and see that 

for example organizational changes are implemented in an inclusive and democratic 

manner. Secondly, having a clear, well-founded, and communicated strategy is a key to 

provide employees a clear direction and express what the employee’s role is in reaching 

the organizational targets. Clear vision of the strategy and expectations for the organization 

allows the employees to commit and see that they can contribute to the organization’s 

development. Third, Virtanen and Sinokki see that human resource management, 

especially resource planning, competence management, staff involvement and appropriate 

compensation support the employee wellbeing, learning and feelings of safety and trust. 

Also creating awareness of the organization’s results allow the employees to wider their 

understanding of the organization’s status in comparison to its goals, thus increasing feeling 

of openness and inclusion. Next, enterprise resource planning, especially how external 

stakeholder management is driven and how technologies and knowledge management are 

utilized, is noted to affect employee wellbeing. Providing employees adequate information 

on organization’s key stakeholders and networks creates transparency to the societal 

meaning of the organization, thus yet increasing employees’ feeling of responsibility and 

purpose, and add meaningfulness of the work. Ensuring that the technologies and tools 

used are suitable for the work and ensuring efficient knowledge flows allows the employee 

to manage their work tasks fluently, without any unnecessary disruptions. Processes are 

the fifth area of factors affecting occupational wellbeing. Each employee should understand 

how his or her work contributes to the organization’s output, as that allows the employee to 

recognize their role and feel rewarded as the organization successes. The organizations 

should also have a process for continuously improving and updating the existing processes. 

Involving the employees in this work and creating a culture of organization learning together 

can have a major impact on employee wellbeing. Finally, measuring and communicating 

the results of the work done is very important. Organization can measure for example 

customer experience, employee satisfaction, production, or sales achievements or how the 

organization has been able to contribute to the society. What is key in measuring 

organization’s results, is that the employees can feel the measurement and possible 

incentives are done in a fair and equal manner.  
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Virtanen and Sinokki (2014, 162-171) note, that as employees are also part of a work 

community, and the importance of social and networking skills has grown in work life, it is 

also to recognize the factors contributing to wellbeing on work community level. For the 

organization to be able to efficiently learn, adapt to changes and manage broad entities, a 

team having good social capital and strong communality is vital. In their model, the clear 

role of the work community acts as a strong foundation for wellbeing, and organizational 

structure, leadership, clear work arrangements, common rules, open interaction and 

continuous measurement and assessment of work are the supporting structures. 

 

Manka & Manka (2016, 74-77) present a model on employee wellbeing that separates 

factors affecting the experienced wellbeing into structural, social, and psychological capital. 

Structural capital is further divided into organizational and work management factors, and 

social capital into leadership and work community related factors (figure 15). The model 

differs from the ones presented earlier with its reduced focus to the physical environment, 

and stronger emphasis to the social and structural aspects. The model notes that the 

individuals’ social wellbeing is affected differently by one’s relationship to manager and 

coworkers, and that the leadership style can either build or demolish employee wellbeing. 

By dividing the structural wellbeing into separate sections for organization and work 

management, it is also highlighted how in today’s knowledge intensive work the individuals 

often are more satisfied if they may manage their work at least with some level of 

independence, for example by varying the working times, tools used or prioritization of 

tasks. 
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Figure 15. Factors of wellbeing at work (Manka & Manka 2016, 76). 

 

However, Manka & Manka (2016, 120-121) also visualize the wellbeing at work with a dart 

board, that has seven sectors of employee wellbeing included: employee’s health and life 

situation, work tasks, work community, employee’s knowhow, leadership, team functionality 

and productivity and continuity (figure 16). Manka & Manka have created a questionnaire 

structured around the dart board, that allows the managers to measure the status of 

occupational wellbeing within their organization. 

 

 

Figure 16. Occupational wellbeing in a work community (Manka & Manka 2016, 120-121). 
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For employees to flourish, be innovative and truly deliver value for the company, an 

organization is to be able to support its employees in knowledge work. From the 

organization’s viewpoint, employee wellbeing is highly important, as appropriate amount of 

pressure and stress can lead to peak in employee’s performance levels. Very low pressure 

may lead to rust-out at work, whereas too much pressure may cause the employee starting 

to suffer from burn-out. (Jonson et al. 2018, 22-24) 

 

Wellbeing at work can be modelled, measured, and assessed in many ways. Organizations 

can implement surveys to collect data on employee wellbeing, but also measures such as 

the amount of sickness leaves, employee turnover or customer feedback can be used to 

assess the current level of occupational wellbeing in the organization. (Otala & Ahonen 

2005, 231-238). In this research, the employee wellbeing is observed via the theoretical 

framework offered by Jonson et al. (2018, 3-8) where the wellbeing at work in a work is 

affected by employee’s psychological, social, and physiological wellbeing. The choice was 

based on two considerations. First, the three themes offered by this model, physiological, 

social, and physiological wellbeing, were widely present also in all the other wellbeing 

theories, and thus covered the key concepts within the employee wellbeing area in a 

sufficient matter. Additionally, these three themes provided this study a possibility to create 

a somewhat simplified measurement model for occupational wellbeing. As this study is 

especially focused on knowledge intensive organizations and knowledge workers, and the 

knowledge management practices would likely not affect the physical setup of the 

workplace, a further limitation of excluding physiological wellbeing was set. Also due to the 

ongoing global pandemic many organizations have needed to move to remote working, 

meaning the physical work environment has swiftly changed. Thus, this study will focus only 

on the psychological and social wellbeing at work. 

 

2.3.2. The potential relationship between KM practices and wellbeing at work 

 

After now providing a brief literature review on different theories around knowledge 

management practices and employee wellbeing, it is time to discuss the possible 

relationship between the two concepts. The knowledge management practices 

acknowledged by Hussinki et al. (2017a, 1596-1621) and included in the scope of this study 

were divided into the following categories: supervisory work, learning mechanisms, 

organizing work, human resource management practices and information technology 

practices. The very same topics and themes can also be repeatedly seen in the literature 

discussing practices supporting employee wellbeing. Let us review this more closely. 
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According to Hussinki et al. (2017a, 1596-1621), the knowledge management practice of 

supervisory work is one of the key elements creating a trustful work environment for 

knowledge sharing and learning. Leaders should encourage the employees to openly 

update and share their knowledge, as well as to question the existing knowledge. 

Presenting ideas and having equal discussions should be promoted and valued, and 

mistakes should be seen as learning opportunities. Similar practices are supported in a 

brochure published by The Finnish Institute of Occupational Health (2021), which promotes 

the importance of psychological wellbeing in organizations. The document notes that a 

manager succeeding to create a high level of psychological wellbeing within the work 

community may experience that the communication improves as the employees feel free to 

express their ideas and thoughts, possible mistakes are promoted as learning opportunities 

and employees respect diversity among their work colleagues, are willing to take more risks 

and collaborate better. Virolainen (2012,107) notes that the managers who have succeeded 

in leading occupational wellbeing, have often paid a lot of attention to developing work 

practices, the wellbeing of individual employees and actively develop their own, personal 

skills and capabilities. Furthermore, a case study conducted in four Danish organizations 

by Poulsen & Ipsen (2017, 37-45) shows that also in distance management the practices 

supporting employee wellbeing are very similar to those supporting knowledge 

management practices in general. Remote work and leading from distance are very 

common in today’s knowledge intensive organizations, especially due to COVID-19 

pandemic, and Poulsen and Ipsen list for example open communication, providing 

autonomy and trust, as well as giving feedback as practices that support both the employee 

wellbeing and organizational performance. 

 

Hussinki et al. (2017a, 1596-1621) see the next knowledge management practice, learning 

mechanisms, as such organizational processes that promote development, improvement 

and increase of the organizational knowledge. Learning could be supported via for example 

ensuring fluent knowledge transfer from experienced to inexperienced employees via 

mentoring, but also by documenting best practices and lessons learned and ensuring those 

are systematically utilized. Simultaneously, in the occupational wellbeing literature, Otala 

and Ahonen (2005, 99-219) note that alongside the employees’ own personal attributes, 

structural capital such as the management of knowledge and knowhow, leadership and 

work community, and social capital such as contacts to stakeholders and society, influence 

work-related wellbeing. In relation to learning practices, they emphasize the importance of 

creating such learning practices that allow versatile and continuous learning, questioning of 
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existing knowledge and social interaction to share existing knowledge. For example, 

mentoring, sparring teams, benchmarking, and discussing the learnings to be found from 

made mistakes are proposed as learning mechanisms that can allow employees to 

experience improved levels of wellbeing, but also support the creation of new knowledge 

and innovations. Similarly, a study by Hakanen et al. (2021, 1-17) found that being able to 

learn and develop at work had the strongest contribution to employees’ job engagement – 

which can be seen as one factor affecting the overall wellbeing – in comparison to other job 

resources. 

 

Work organizing as a knowledge management practice refers to the organizational design 

and setup of work, responsibilities, and power. Practices such as distributing decision-

making power, enabling informal interaction between employees, and organizing face-to-

face meetings support knowledge processes within the organization. Similarly, utilizing 

working groups with experts representing variety of fields and making use of expert 

communities can be efficient tools in knowledge management. (Hussinki et al. 2017a, 1596-

1621.) The importance of work organizing, distributing decision power, and promoting being 

self-determined has also been recognized in the occupational wellbeing study conducted 

by Martela et al. (2021) among Finnish employees. The study conducted with the support 

of the Finnish Work Environment Fund concluded, that the employees who experienced 

that the work organizing practices allowed them to be self-determined also experienced 

higher levels of work engagement and overall wellbeing, and they also expressed they can 

recover from work stress faster. 

 

Hussinki et al. (2017a, 1596-1621) note that human resource (HR) management as a 

knowledge management practice includes especially knowledge-based recruiting, training 

and development, compensation, and performance appraisal. To support knowledge 

processes, in recruiting the key focus should be held on the candidate’s relevant expertise, 

learning and development ability and collaboration skills. In terms of training and 

development, the employees are to be provided opportunities to deepen and expand their 

experience, update their existing know-how, and receive training that is tailored to their 

needs. Managers should also regularly discuss the training and development needs with 

the employees. To encourage the employees to invest in knowledge management work, 

meaning sharing, creating, and applying knowledge, these should also be included in the 

organization’s performance appraisal and compensation practices. When knowledge work 

and work-related stress were studied by Ipsen & Jensen in 2012 (325-334) among five 

Danish knowledge intensive organizations, it became apparent that one of the factors 
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causing stress was that the knowledge workers were experiencing loneliness and that they 

were left on their own in seeking knowledge. When the organizational practices were 

investigated in more detail, it was found that knowledge sharing was not rewarded 

financially or culturally, due to which the level of knowledge sharing remained low, and the 

work efficiency and employee wellbeing suffered. 

 

The last group of knowledge management practices presented by Hussinki et al. (2017a, 

1596-1621) are information technology (IT) related. For efficient knowledge management it 

is vital that technology is used to support efficient information collection, documentation, 

search and discovery, data analysis and decision-making. Additionally, IT solutions should 

be utilized to support fluent communication with the key stakeholders within and outside the 

organization, as well as to for example develop new products and services with the external 

stakeholders. In the information technology field, a term ‘information ergonomics’ has been 

highly discussed in relation to knowledge work, employee wellbeing and work efficiency. 

The term often refers to the phenomena and processes related to information handling, and 

how the data should be searched, stored, and managed to improve efficiency and to reduce 

for example interruptions, complexity and need for coordination. For example, Franssila et 

al. (2014, 1-64) have investigated the information ergonomics in the context of two 

organizations, and the goal of the research was to study how the information load and the 

information technology practices affect the experienced employee wellbeing. The study 

concluded that there is a connection between the two, and that the knowledge workers use 

over 50% of their work time using various information and communication tools. Thus, it is 

both for the benefit of knowledge management and employee wellbeing that the 

organizations invest in ensuring the information technology practices and the information 

ergonomics are carefully designed and monitored. 

 

It can be concluded that the same themes are repeatedly present in both knowledge 

management practice and occupational wellbeing literature and research. Thus, it is seen 

relevant to further investigate if a relationship between the two phenomena can be 

identified. Next, we will move to the theoretical framework of the study. 

 

2.4. Theoretical framework of the study 

 

As presented in the previous sections, there are similar themes visible in both knowledge 

management practice and occupational wellbeing related literature and research. This 

suggests that there is an interesting research gap to study; is there a relationship between 
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knowledge management practices and wellbeing at work. By answering this question, the 

future researchers and knowledge intensive organizations interested in developing their 

occupational wellbeing could be provided with new ideas on what type or organizational 

practices can be used to support the wellbeing of knowledge workers. 

 

The key concepts of this study were knowledge management, knowledge work, knowledge 

management practices and wellbeing at work. In the literature review, it has also been 

brought up how these key concepts are related to the innovation and productivity of an 

organization, as well as to the profitability and competitiveness of it. The study will follow 

the theoretical framework of knowledge management practices provided by Hussinki et al. 

(2017a, 1596-1621), and wellbeing at work model presented by Jonson et al. (2018, 3-8). 

The study is conducted from the viewpoint of the employees, and as not all knowledge 

management practices are necessary visible for the employees, the strategic knowledge 

management practices and knowledge protection practices are excluded from this study. 

Similarly, as the physical work environment is not a key element in knowledge work, and 

the ongoing global pandemic is affecting the physical work setups remarkably, also the 

physical wellbeing at work is excluded from this study. In figure 17, the theoretical 

framework for this research is presented, and the scope of the study is highlighted with 

amber color. 

 

 

Figure 17. Theoretical framework for the study. Scope of the study is highlighted in amber. 

 

As also disclosed by the literature review, both knowledge management practices and work-

related wellbeing are broad concepts. While in this study there is a clear definition on what 

is meant by each of the phenomena, it is important to note that there is always a limited 
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measurability on what are all the factors contributing to knowledge management or 

occupational wellbeing at any given moment. 

 

It is a presumption of this study, that knowledge management practices, excluding strategic 

knowledge management and knowledge protection related practices, are positively 

correlated to knowledge workers’ psychological and social wellbeing at work. Based on the 

theoretical framework, sixteen hypotheses for the study are presented as follows: 

 

Supervisory work: 

• Hypothesis 1: Supervisory work practices are positively related to experienced 

social wellbeing at work. 

• Hypothesis 2: Supervisory work practices are positively related to experienced 

psychological wellbeing at work. 

 

Learning practices: 

• Hypothesis 3: Learning practices are positively related to experienced social 

wellbeing at work. 

• Hypothesis 4: Learning practices are positively related to experienced 

psychological wellbeing at work. 

 

Work organizing practices: 

• Hypothesis 5: Work organizing practices are positively related to experienced 

social wellbeing at work. 

• Hypothesis 6: Work organizing practices are positively related to experienced 

psychological wellbeing at work. 

 

Knowledge management -based recruiting practices: 

• Hypothesis 7: KM-based recruiting practices are positively related to experienced 

social wellbeing at work. 

• Hypothesis 8: KM-based recruiting practices are positively related to experienced 

psychological wellbeing at work. 

 

Knowledge management -based training and development practices: 

• Hypothesis 9: KM-based training and development practices are positively related 

to experienced social wellbeing at work. 
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• Hypothesis 10: KM-based training and development practices are positively related 

to experienced psychological wellbeing at work. 

 

Knowledge management -based compensation practices: 

• Hypothesis 11: KM-based compensation practices are positively related to 

experienced social wellbeing at work. 

• Hypothesis 12: KM-based compensation practices are positively related to 

experienced psychological wellbeing at work. 

 

Knowledge management -based performance appraisal practices: 

• Hypothesis 13: KM-based performance appraisal practices are positively related to 

experienced social wellbeing at work. 

• Hypothesis 14: KM-based performance appraisal practices are positively related to 

experienced psychological wellbeing at work. 

 

 

Information technology practices: 

• Hypothesis 15: Information technology practices are positively related to 

experienced social wellbeing at work. 

• Hypothesis 16: Information technology practices are positively related to 

experienced psychological wellbeing at work. 

 

Next, the research methodology chosen will be presented. 
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3. RESEARCH METHODOLOGY 

 

This study had a deductive, i.e. a theory-based approach, and it was conducted using 

quantitative research methodology. This section provides a detailed description of the 

empirical research process and the research context, as well as reasoning for the 

methodology related decisions taken. First, the research design is introduced and reasoned, 

and the two case organizations are shortly presented. Next, the data collection methodology 

is described, and the section is concluded with a data analysis and interpretation. (Figure 

18.) 

 

 

Figure 18. Structure of section 3. 

 

3.1. Research design 

 

This empirical research was conducted as a quantitative case study in two case 

organizations. Choosing quantitative study methodology allowed a structured approach to 

answer the research problem, a larger sample size, a scientific and accurate analysis 

method to be utilized, and thus it was seen to provide more generalizable and reliable 

results. A case study approach was selected as the knowledge management practices 

implemented may vary between organizations, and a case study allowed studying the 

relationship between the implemented practices and the experienced wellbeing in a real-life 

context. The limitations of the chosen research methodology are especially related to the 

fact that as the study included only predefined, quantitative questions, the study can only 

evidence the statistical relationship between the chosen variables – it cannot enlighten how 

the respondents themselves view the interactions of the variables. 

 

The research process consisted of four main steps: planning of the research, preparing the 

research, data collection and data analysis (see figure 19). The planning of the research 

included defining the research problem, review of the literature and existing research on the 

topic, planning the overall research design and formulating the research hypotheses. The 

preparation phase included deciding on preferred sample size, agreeing on case 

organizations, development and testing of survey and cover letter as well as agreeing on 

research timelines. The actual data collection included the sending of survey and cover 
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letter to the respondents, following up on the response rates and sending reminders to the 

respondents to ensure that an adequate effective response rate was reached. The final 

step, data analysis included careful statistical analysis of the research data collected, 

interpretation of the research findings and the assessment of research validity and reliability. 

Each of the four steps was built on the information gathered in the previous one. As an 

example, the survey was created in preparation phase based on the theoretical background 

gathered in the planning phase. 

 

 

Figure 19. Empirical research process. 

 

While the statistical relationship of knowledge management practices and occupational 

wellbeing would have been possible to study only in the context of one case organization, 

including two companies in the research allowed comparison of the results also between 

the companies, thus providing a wider viewpoint on the phenomena. Case organizations 

selected will be presented in section 3.2 and other details for data collection will be 

presented in section 3.3. Data analysis and interpretation are available in section 3.4. 

 

The presumption for the research was, that a statistical relationship would be identified 

between most of the chosen variables; the nine selected knowledge management practices 

and the two selected aspects of occupational wellbeing. While the relationship of knowledge 

management practices and wellbeing at work had not been previously studied, there were 

previous academic articles that had investigated the relationship between the knowledge 

processes and wellbeing at work, and those had detected positive correlation between the 

variables. It was thus presumed, that also in the case of knowledge management practices 

the results might be similar. The research model for the study is presented in figure 20. 
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Figure 20. Research model. 

 

3.2. Case organizations 

 

The study was conducted by using multiple case study research strategy, as this allowed 

the observation of the phenomena in a real-life context. Case studies generally aim at 

describing phenomena and making new observations of those, which supported the 

purpose of this research. While the case study approach may cause the research sample 

and context to be somewhat restricted, and thus the results of cannot be widely generalized 

to cover the entire population of for example knowledge workers, this research methodology 

did allow a meaningful answer to the research question set, and it may also encourage 

future researchers to investigate the phenomena in a broader context. 

 

As one of the key phenomena investigated in this research are the knowledge management 

practices, the context of the study was limited to organizations that operate in knowledge 

intensive industries and specifically to employees whose job consists of knowledge work. 

Also, due to the limited international contacts available, the study was conducted among 

organizations operating mainly in the Northern Europe / Finland. Originally, the goal was to 

involve three (3) case organizations in the study, all representing a somewhat different 

industry and thus providing additional versatility in the research context. In total eleven (11) 

companies were contacted and invited to participate in the research, however only two (2) 

organizations had the possibility to join. The oversight of the two case organizations is 

presented in table 2. The organizations are treated anonymously in this study upon their 
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request, however basic information of the organizations is made available to allow readers 

to assess the research reliability. 

 

Table 2. Oversight of the case organizations. 

 

 

Case organization A is a large financial institution employing tens of thousands knowledge 

workers. The organization operates in several Norther European countries and provides 

banking and investment services for both private individuals and corporations. Due to the 

large size of the case organization A, the survey was not delivered to all employees, but the 

organization chose approximately 80 employees that worked in three teams: two of the 

teams were formal, organizational teams and one was a temporary project team. The 

sample included employees from several Northern European countries. All employees 

worked in knowledge intensive tasks related to human resource management or training 

and development, however the respondents represented a wide variety of different job 

descriptions. 

 

Case organization B is a medium-sized company operating in technology field and 

employing approximately 50 knowledge workers. The organization provides services such 

as IT architecture design, data analytics and Lean Agile support, and the operations are 

mostly focused to Finland. In case organization B, all employees received the invitation to 

participate in the study, meaning the respondents represent several different knowledge 

work roles. 

 

When assessing the context of the study conducted, it can be concluded that the two case 

organizations both represent Northern European companies and cultures, as well as 

knowledge intensive organizations. The industries the organizations operate at differ, thus 

offering more variety to the study results. It was also considered interesting to see if the 

industry differences would be reflected in the study results, for example if the knowledge 

management practices related to human resource management would be more structured 
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in case organization A, and information technology related practices would be more 

structured in case organization B, due to the organizations’ industry focus. Both 

organizations employ both men and women, and the age distribution of employees is wide. 

While the exact educational background of the employees was unknown prior to the 

research, it was presumed that the respondents are not familiar with the theories related to 

knowledge management practices or employee wellbeing. Thus, the questionnaire design 

was done in such manner, that no prior knowledge of the topics covered was needed, and 

the concepts used required no additional clarifications. 

 

3.3. Data collection 

 

The study was conducted based on primary data collected from two case organizations. 

Collection of new primary data was necessary to conduct the research, as no adequate and 

reliable data sources to conduct the research were available. Data was collected by using 

a multiple-choice questionnaire (appendix 1) that was distributed to the respondents via an 

online survey tool Microsoft Forms. A web survey was selected as a data collection method 

due to its various benefits: it allowed an efficient, accurate and anonymous data collection 

from a large sample group and wide geographical area, respondents were able to respond 

at a time most convenient to them, and web survey settings allowed efficient elimination of 

incomplete responses. The risks related to using a web survey included not having a full 

control or oversight on who responds to the survey, potentially a lower response rate and 

with no direct contact to the respondents it is possible that the questions are misunderstood, 

or technical challenges related to the survey platform are experienced. All questions in the 

survey were quantitative by their nature, meaning no open questions were included. The 

decision was based on the fact that answering the research question was possible via 

quantitative questions only, and via a quantitative survey a broader sample size was 

possible, allowing more reliable research results. 

 

The web survey design was carefully structured and tested. Alongside the actual 

questionnaire, other supporting materials such as a cover letter, privacy statement and an 

e-mail message to the respondents were created. The presumption throughout the process 

was, that the respondents are not familiar with the research topic and thus all materials 

were to guide the employees enough to answer the survey, yet it was vital the information 

provided did not manipulate the answers in any way. As the materials had been designed, 

they were pre-tested to ensure the questions were easily and correctly understood. 

Additionally, the expected answer time was measured. A link to the survey was provided 
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for the representatives of the case organizations, and the representatives distributed the 

link to the respondents. Participation to the survey was voluntary. The research period was 

2-3 weeks, and during this time the response rate was followed-up. In each organization, 

one reminder e-mail was sent to the respondents. No incentives were offered for 

participating to the research. 

 

As the survey was conducted, the COVID-19 pandemic affected many organizations and 

for example remote working practices were widely implemented to protect the employees 

from the virus. Due to the pandemic many organizations had implemented anomalous 

practices that differed from the normal practices used in the organization. To secure 

consistent results for the study, the cover letter of the survey instructed the employees to 

assess the knowledge management practices implemented in the organization according 

to normal circumstances. 

 

The questionnaire consisted of four sections; the first collected the required General Data 

Protection Regulation (GDPR) approval (1 item), the second included the demographic 

variables (6 items), the third collected information on employee wellbeing (3 concepts, 3 

items), and the fourth studied the knowledge management practices implemented in the 

organization (8 concepts, 35 items) (table 3). 

 

Table 3. Web survey structure including scales and concepts covered. 
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To obey with the current General Data Protection Regulation (GDPR), the first section of 

the web survey asked for the respondent’s consent to the collection and handling of his or 

her personal data. The Privacy Statement (appendix 2) was delivered to the respondents 

as an attachment to the e-mail via which also the link to the survey was provided. The 

second section of the survey gathered information that was used as demographic variables: 

respondent’s age, gender, education, and work role. As the COVID-19 pandemic could 

have affected both the wellbeing of the employees as well as their current work practices, 

also a question that measured the impact the pandemic has had on the respondent’s 

personal life and work life was included. 

 

The third section covered the questions related to occupational wellbeing, and the fourth to 

the knowledge management practices. The sections were purposefully set to this order to 

ensure the question on knowledge management practices would not affect the employees’ 

experience on their occupational wellbeing. In sections three and four the answer options 

followed a rank order scale, a 5-point Likert scale, which was in the questionnaire presented 

in a written format but later operationalized to numerical format to allow conducting the data 

analysis (see table 4). 

 

Table 4. 5-point Likert scale. 

 

 

There were several ready-made scales for both occupational wellbeing and knowledge 

management practices that have been previously used in academic research. For 

occupational wellbeing, the ready-made scales were, however, seen to be too extensive for 

this study, and thus a very simplified new scale was introduced. A deductive approach was 

used in establishing the new scale, meaning it was based on the existing academic research 

and literature. The occupational wellbeing theory consistently mentions three aspects of 

occupational wellbeing: psychological, social, and physical. Thus, the two aspects relevant 

for this study were raised to the questionnaire: the respondents were requested to assess 
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their psychological and social wellbeing at work. Physical wellbeing was not included due 

to the global pandemic situation and as knowledge management practices as such do not 

have a direct impact to the physical work environment. Both the concepts of psychological 

and social wellbeing were measured with one item only. A third item was added that aimed 

at comprising the employees’ overall state of occupational wellbeing by asking the 

employees own estimate on whether he/she would be able to work until the beginning of 

his/her retirement age if work life would remain as-is. 

 

For knowledge management practices related questions, the scale from Hussinki et al. 

(Hussinki et al. 2017a, 1618-1619) was adopted to examine what knowledge management 

practices the organizations have adopted, with the exception that the questions related to 

strategic knowledge management practices and knowledge protection practices were 

excluded as those would likely not have been well known by all employees. The formulation 

of a few questions was slightly adjusted to ensure the questions were presented in 

appropriate format for an employee to answer. 

 

In case organization A the survey was conducted between 30th November and 18th 

December 2021. In total 30 responses were received, and all responses were complete and 

thus approved to be used in the research. Thus, the effective response rate for case 

organization A is 37,5 percent. In case organization B the survey was conducted between 

10th and 22nd December. In total 18 responses were received, and all responses were 

complete and thus approved to be used in the research. The effective response rate for 

case organization B is 33,3 percent. The survey periods slightly differed between the two 

organizations due to the preferences of the case organizations. The results were collected 

separately from both case organizations to allow data analysis to be conducted on both 

organizational and cross-organizational level. 

 

3.4. Data analysis and interpretation 

 

This section presents the data analysis conducted. All data was transferred from Microsoft 

Forms directly to Microsoft Excel, operationalized to number format where necessary, and 

analyzed by using StataSE 16 data-analysis software. 

 

First, the basic information of the informants was assessed based on the demographic 

variables data collected. Next, the measurement model was analyzed, and finally, the 

hypotheses were tested by conducting a regression analysis. 
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3.4.1. Demographic variables 

 

All informants were over 30 years old, and 60 percent of them were women and 40 percent 

were men. As common among knowledge workers, also most of the respondents in this 

research held a higher education degree. 27 percent of the respondents worked as 

managers or in a supervisory role, 29 percent were consultants and 40 percent were 

employees. The detailed demographic variables data is available in table 5. 

 

Table 5. Demographic variables: respondents’ age, gender, education, and work role. 

 

 

At the time of the research, the COVID-19 pandemic was affecting both organizations and 

private individuals in various ways. Many organizations had implemented remote working 

practices to protect their employees and customers, as well as to ensure the continuity of 

their operations during the pandemic. The pandemic situation varied a lot between 

geographical locations, but many countries and municipalities in the Nordics had also set 

restrictions for example to some of the public services, schools, restaurants, and leisure 

activities to prevent the spreading of the virus. As the occupational wellbeing of private 

individuals is a phenomenon that is affected by many variables, two questions about 
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impacts the pandemic had to the respondents’ personal and work life were included to the 

survey as demographic variables. The goal was to understand if the pandemic might affect 

the results of the research significantly. Based on graphical interpretation from figure 21, 

the respondents have assessed the impacts of the pandemic to be more negative to their 

personal life, than to their work life: 67 percent of the respondents considered that the 

pandemic has had a minor or major negative effect on their personal life, while regarding 

work life a small majority of employees, 48 percent, considered that the pandemic had either 

a minor or major positive effect. When assessing the impacts of the pandemic to the private 

life of men and women separately, the results indicate that 72 percent of women and 58 

percent of men considered the impacts of the pandemic to be negative. Also, when 

assessing the impacts of the pandemic for different age groups, it can be interpreted that 

respondents 50 years or older experienced the pandemic’s impacts to affect their personal 

life more negatively than respondents between 30-49 years old. However, in relation to work 

life the answers between men and women or between different age groups did not 

significantly differ. 

 

 

Figure 21. Demographic variables: Experienced impact of COVID-19 pandemic to the 

respondents’ personal and work life. 
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3.4.2. Measurement model 

 

In this section, the measurement model used for wellbeing at work and knowledge 

management practices will be assessed. Research validity and reliability together indicate 

how credible the research findings can be considered. Research validity refers to how well 

the research conducted examines the phenomena it was intended to examinate, and how 

well systematic error has been avoided. Internal validity refers to how well the concepts and 

goals have been operationalized into a measurement model, but also to how the data 

analysis is conducted. For the validity to be on sufficient level, the measurement items are 

to adequately measure the concept intended and to capture the essence of it. Research 

reliability refers to how well the research provides repeatable, stable, and consistent results, 

and how well random error has been avoided. (Vilkka 2007, 149-154.) 

 

The assessment of the research conducted was started by examining descriptive statistics 

for each research item, such as the mean, median and standard deviation. The mean of 

items varied between 3,02 and 4,27. The standard deviation of items varied between 0,64 

and 1,36, and when assessing the concepts separately it can be concluded that there was 

more dispersion in the occupational wellbeing area than in the knowledge management 

practices area. However, while in most of the knowledge management concepts the 

standard deviation remained under 1,00, in the areas of KM-based performance appraisal 

practices, KM-based compensation practices and information technology practices, there 

were one or more items that had a standard deviation of 1,00 or higher. A comprehensive 

table of descriptive statistics is available in appendix 3. 

 

Variable distribution testing was conducted with Shapiro-Wilk test, as the sample size is 

small (<50). The results indicate if the responses received follow the normal distribution. If 

probability (P-value) is 0,05 or lower it means the variable is not normally distributed 

(Saunders 2016, 535). The Shapiro-Wilk test conducted concluded, that out of 38 items 8 

are not normally distributed. Due to not all items being normally distributed, the correlation 

analysis was conducted with Spearman’s correlation matrix. In the correlation matrix values 

1- / +1 would indicate full negative / positive linear correlation between variables, and value 

0 would indicate there is no linear correlation between the variables. The correlation matrix 

on sum variable level, i.e. on scale level, is presented in table 6, and the correlation matrix 

on item-level is available in appendix 4. 
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Table 6. Correlation matrix on sum variable, i.e. scale level. 

 

 

Next, the measurement model was examined to assess and test the validity and reliability 

of the research findings. Convergent and discriminant validity were measured with factor 

analysis, a multivariate analysis method, that is used for assessing if the items of a scale 

adequately measure the same concept. The hypotheses presented discussed 

psychological and social wellbeing as separate concepts, and those were measured with 

one item only in the survey, meaning the scale presented for occupational wellbeing would 

not have required a separate analysis to be conducted as such. However, as the 3-item 

scale presented for occupational wellbeing was established specifically for this study, it was 

seen valuable to conduct factor analysis also covering this scale. The scale used for 

knowledge management practices was a ready-made scale, and thus the factor analysis 

was mainly used to assess how the knowledge management scale performed in this 

research. 

 

The explorative factor analysis conducted separated 9 factors, that explain 76,7% of the 

variation. The analysis provides factor loadings representing the correlation between the 

factor and each of the items, as well as uniqueness value explaining how much such 

variation the item has, that is not explained by any of the nine factors. For the factors to 

explain the variation comprehensively the uniqueness value should be as low as possible, 
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preferably below 0,5. For this research, the uniqueness is at good level as all values are 

below 0,5 and only item (Q10d) has a value over 0,4. The factor loadings were rotated and 

factor loadings below 0,35 were removed to clarify the view. Factor loadings above 0,5 are 

considered significant, and thus those were colored to see which items should be, based 

on the analysis, related to which factor (see appendix 5). (Cleff 2019, 437-438.) The factors 

identified via the factor analysis are presented in table 7 as well as in appendix 5.  

 

Table 7. Factors identified via exploratory factor analysis. 

 

 

Items should preferably only have high factor loading for one factor, with a factor loading 

close to 1,0. Items that are not strongly and clearly connected to one factor, may be later 

removed. Based on the factor analysis, the new scale for occupational wellbeing performed 

well, as the three items related did, indeed, form a factor with factor loadings between 0,747-

0,877. However, all factors related to the knowledge management scale were not identified 

via the analysis, and some items forming a factor did not have common denominator. Some 

items also were also not related to any of the factors identified. 

 

To ensure factor analysis was possible to conduct in a meaningful way, Kaiser-Mayer-Olkin 

measure of sampling adequacy (KMO) was investigated. The KMO test measures the 

amount of variance among the variables that may be caused by underlying factors, and it 

resulted with a value of 0,508 (see table 8) which is only slightly above the preferred 

minimum level of 0,500. Values closer to 1,000 would have provided a stronger indication 

that factor analysis can provide value for the research. (Cleff 2019, 434-435.) Many 

individual items also had a very low KMO measure. 

 

 

 

 

 



49 
 

Table 8. Kaiser-Mayer-Olkin measure of sampling adequacy (KMO). 

 

 

Construct reliability of the results was tested to ensure internal consistency in scale items. 

For this, Cronbach’s alpha was used: alpha coefficient (α) is a value between 0 and 1, and 

values of 0,7 or above indicate the items within the scale measure the same thing. 

(Saunders 2016, 450-451.) In this study, as the factor analysis provided support for the 

occupational wellbeing scale and the knowledge management scale was ready-made, the 

Cronbach’s alpha was studied for all concepts based on the original measurement model. 

The test resulted with α-values between 0,71 and 0,91, meaning the construct reliability is 

on appropriate level. However, based on the analysis, the reliability scale could be slightly 

improved for work organizing by removing item Q10d, for KM-based training and 

development by removing item Q11g, and for KM-based performance appraisal by 

removing item Q11h. When also conducting the item-test and item-rest tests, which indicate 

how the item would correlate with the sum of all items, or with the sum of all items excluding 

the specific one, it was seen that these values were on good level for both KM-based 

learning and development and KM-based performance appraisal, but the item-rest value for 

item Q10d was 0,244. It was thus decided that only the item Q10d will be removed from the 

measurement model to improve its reliability. Finally, a new correlation analysis was 

conducted with Spearman’s correlation matrix for the items remaining, and the items related 

were highlighted for clarity purposes, allowing it to be seen how the correlations within one 

factor are more significant than with the items related to other factors (see appendix 6). 

 

3.4.3. Testing of hypotheses 

 

To test the research hypotheses, a regression analysis was conducted. The goal was to 

assess if there is a linear connection between the dependent variable, in this case the 

aspects of occupational wellbeing, and the explanatory variables, which in this case were 

the different knowledge management practices. For the regression analysis to succeed and 

linear model to be drawn, there is to be correlation between the dependent variable and 

regressors. 
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The regression analysis was conducted on scale level, key results are summarized in table 

9. To be able to answer the research question, the regression analysis was conducted 

towards the item Q7a psychological wellbeing, item Q7b social wellbeing, and the overall 

scale of wellbeing at work. The risk level approved was 5%, meaning the P-value was to be 

0,05 or lower for the result to be approved as statistically significant. For the scales 

statistically significant, the regression coefficient provided information on the strength of the 

connection, and via the R-squared value it was investigated how much of the variation in 

the work-related wellbeing item could be explained by the knowledge management practice 

in question. Additionally, the Root MSE value was used to assess the average variation in 

the estimate. 

 

Table 9. Linear regressions on scale level. 

 

 

While in linear regression the model rarely explains the full variation of the dependent 

variable, meaning there are residuals explained by other factors, in a good model the 

residuals should be low and random by nature. As seen from the data presented, the linear 

regression analysis conducted in this case shows, that there are some scales for which 

statistically significant linear regression can be found. The results are presented in more 

detail in section 4, Research findings. 
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4. RESEARCH FINDINGS 

 

In this section, the empirical findings of the research are discussed. The section is structured 

as follows (figure 22). First, the research findings are presented. We start by reviewing the 

results for both the experienced level of occupational wellbeing and the knowledge 

management practices implemented. Then, the findings regarding the role of knowledge 

management practices in wellbeing at work are presented. The section is ended with the 

analysis of research validity and reliability. 

 

 

Figure 22. Structure of section 4. 

 

4.1. Wellbeing at work 

 

This section presents the research findings regarding wellbeing at work. The category 

consisted of 3 questions, out of which the first two studied the two aspects of occupational 

wellbeing: psychological and social. The third question aimed at comprising the two aspects 

by asking the respondents to assess how long they would be able to continue in work life, 

if it would remain similar to how they experience it today. The oversight of survey results for 

wellbeing at work is presented in table 10. 

 

Table 10. Survey results, wellbeing at work, average values. 

 

 

The first wellbeing related question asked the respondents to assess their current 

psychological wellbeing, taking into consideration for example mood, energy, fatigue, 

enthusiasm, stress level and sleep (figure 23). While over 70 percent of the respondents 

considered their psychological wellbeing to be on good level, it is to be noted that 15-20 

percent of the respondents also indicated they were not satisfied with their current level of 

psychological wellbeing. 
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Figure 23. Q7a, My psychological wellbeing at work is on good level (consider e.g. your 

mood, energy, fatigue, enthusiasm, stress, sleep..). 

 

The second question was focused on social wellbeing at work; how good the atmosphere, 

team spirit and collaboration are (see figure 24). As with the psychological wellbeing, also 

in terms of social wellbeing on average over 20 percent of the respondents reported they 

are not satisfied with the current status. Almost 20 percent of the respondents indicated 

they are neither satisfied not dissatisfied, and on average 55 percent of the respondents 

reported they are somewhat or very satisfied with their social wellbeing. 

 

 

Figure 24. Q7b, My social wellbeing at work is on good level (consider e.g. atmosphere, 

team spirit, collaboration..). 

 

The last question regarding occupational wellbeing asked the respondents to assess if they 

would be able to continue working until retirement age if the work life continued as-is (figure 

25). On average 60 percent reported they would assess themselves to be able to continue 

working until retired, and approximately 12 percent of the respondents were not able to form 

an opinion on the topic. Over 25 percent of the respondents did, however, indicate that they 

either strongly disagree or disagree with the statement that they would be able to continue 

working until retirement age. 
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Figure 25. Q7c, If my working life continued as it is today, I would be able to work until the 

beginning of my retirement age. 

 

4.2. Knowledge management practices 

 

This section will present the results of the empirical research in the order of the knowledge 

management practices in scope; supervisory practices, learning practices, work organizing 

practices, knowledge management human resource management practices and 

information technology practices. The oversight of survey results for knowledge 

management practices is presented in table 11. 
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Table 11. Survey results, knowledge management practices, average values. 

 

 

4.2.1. Supervisory work practices 

 

The first category of knowledge management practices studied was related to supervisory 

work. The category consisted of 7 questions, each measuring one specific knowledge 

management practice. Next, we will review how these practices were implemented in the 

organizations. 

 

The first supervisory work related knowledge management practice was related to how 

much the supervisors encourage the employees to share their existing knowledge (figure 

26). In both organizations the vast majority of approximately 80 percent of the employees 

considered they were encouraged to share their knowhow with their internal stakeholders. 

However, in case organization B the respondents supported the statement more strongly, 
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indicating that possibly the knowledge sharing culture is stronger than in case organization 

A. 

 

 

Figure 26. Q8a, Supervisors encourage employees to share knowledge at the workplace. 

 

The next knowledge management practice was focused on how much the employees are 

encouraged to question the pre-existing knowledge (figure 27). The results indicate that the 

while approximately 10 percent of the respondents in both organizations stated they are not 

encouraged to challenge the existing knowledge, majority of approximately 65 percent 

experienced that this behavior would be supported in the organization. However, it can be 

noted that over 20 percent of the respondent decided to neither agree nor disagree with the 

statement, and majority of the respondents supporting the statement chose the ‘agree’ 

option over ‘strongly agree’, which suggests there might be room for improvement in both 

organizations in terms of supporting knowledge management via this practice. 

 

 

Figure 27. Q8b, Supervisors encourage employees to question existing knowledge. 

 

The third supervisory work related knowledge management practice relates to allowing 

making mistakes and seeing those an learning opportunities (figure 28). In case 

organization A, 10 percent of the employees disagreed with the statement, expressing that 

in their organization, the attitude towards mistakes is not supportive. Simultaneously over 
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40 percent of the respondents agreed, and 20 percent strongly agreed that mistakes are 

allowed, and they are seen as an opportunity to learn and develop. Simultaneously in case 

organization B all respondents supported the statement, indicating that the value of this 

knowledge management practice is well understood and promoted in the organization. 

 

 

Figure 28. Q8c, Supervisors allow employees to make mistakes, and they see mistakes 

as learning opportunities. 

 

Valuing the employees’ ideas and viewpoints and taking those into account was the next 

knowledge management practice studied (figure 29). The empirical research results 

indicate, that in both case organizations the vast majority of the employees experienced 

they are heard, and their opinions matter. 

 

 

Figure 29. Q8d, Supervisors value employees’ ideas and viewpoints and take them into 

account. 

 

Next, it was studied if the supervisors promote equal discussion in the workplace (figure 

30). While there were very few divergent opinions on the matter in case organization A, 70 

percent did experience that equal discussion is promoted. In case organization B 

approximately 95 percent of the employees felt that equal communication is valued.  
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Figure 30. Q8e, Supervisors promote equal discussion in the workplace. 

 

Sharing knowledge in an open and equal manner is the next knowledge management 

practice investigated (figure 31). In both organizations there were a few employees 

experiencing that knowledge sharing could be more even-handed, however in total 

approximately 80 percent of the employees were satisfied with the current situation. Out of 

them, approximately 40 percent indicated they strongly agreed that knowledge sharing is 

conducted equally.  

 

 

Figure 31. Q8f, Supervisors share knowledge in an open and equal manner. 

 

The last supervisory practice was related to how well the supervisors update their own 

know-how in an ongoing manner (figure 32). As over 25 percent of the respondents have 

decided to neither agree nor disagree with the statement, it can be questioned if this has 

been a challenging topic to assess for the employees. However, up to 65 percent of all 

respondents considered that their managers do update their knowledge in an ongoing 

manner. 
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Figure 32. Q8g, Supervisors continuously update their own knowledge. 

 

4.2.2. Learning practices 

 

The next category of knowledge management practices researched related to learning 

mechanisms used in the organizations. The category consisted of 3 questions, each 

measuring one specific knowledge management practice. 

 

The first learning practice studied how well the organization succeeds at transferring 

knowledge among its employees, for example via mentoring, apprenticeship, or job 

orientation (figure 33). The responses received indicate, that only approximately 55 percent 

of the employees supported the statement, 15 percent opposed the statement, and nearly 

30 percent of the respondents neither agreed nor disagreed with it. In case organization B 

approximately 90 percent of the respondents were satisfied with the knowledge transfer 

practices. 

 

 

Figure 33. Q9a, Our company transfers knowledge from experienced to inexperienced 

employees through mentoring, apprenticeship, and job orientation, for example. 

 

The second learning focused knowledge management practice studied how well the 

organization collects best practices and lessons learned (figure 34). In case organization A 
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30 percent of the respondents experienced that this practice requires further development, 

and only slightly over 40 percent of the respondents were satisfied with the current status. 

In case organization B over 65 percent of the respondents indicated best practices and 

lessons learned are systematically collected. 

 

 

Figure 34. Q9b, Our company systematically collects best practices and lessons learned. 

 

In the area of learning related knowledge management practices, systematic use of the best 

practices and lessons learned might, according to the data received, be the key 

improvement area (figure 35). In both organizations only approximately 35 percent of the 

respondents supported the statement, and only less that 5 percent was strongly supporting 

it. Simultaneously, on average over 25 percent of the respondents reported that making 

systematic use of best practices and lessons learned requires improvement. 

 

 

Figure 35. Q9c, Our company makes systematic use of best practices and lessons 

learned. 

 

4.2.3. Work organizing practices 

 

The third category of knowledge management practices studied as part of this research 

were work organizing practices. The category consisted of 6 questions, each measuring 
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one specific knowledge management practice. However, according to the factor analysis 

conducted, one of the research items, Q10d, did not provide reliable results. 

 

The first of the work organizing related knowledge management practice is related to 

distributing decision power: do the employees have an opportunity to participate in decision 

making (figure 36). In both organizations approximately 65 percent of the respondents 

supported the statement, yet in case organization B, 15 percent of the employees 

experienced that they are not provided with this opportunity. 

 

 

Figure 36. Q10a, Employees have an opportunity to participate in decision-making in the 

company. 

 

The next knowledge management practice approaches distributed decision-making from 

another angle: the statement asked if the work duties are organized in a manner that allows 

independent decision-making (figure 37). While there were a few respondents who chose 

to neither agree nor disagree with the statement, on average almost 80 percent of the 

respondents they were provided individual decision-power. 

 

 

Figure 37. Q10b, In our company, work duties are defined in a manner that allows for 

independent decision-making. 
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The third work organizing practice studied how well informal communication within the 

organization is supported (figure 38). In both organizations, the results indicate that the 

informal communication is at good level: only less than 5 percent of the respondents would 

see a need for improvements. 

 

 

Figure 38. Q10c, We enable informal interaction between members of our organization. 

 

The next work organizing practice was related to organizing face to face meetings where 

necessary (figure 39). This research question produced low results in factor analysis 

assessing the reliability of the measurement items, and thus the results should be treated 

with caution. However, to ensure transparency towards the empirical research, the results 

are presented. The results to the research item indicate, that while in case organization B 

all respondents are satisfied with their possibilities to organize face-to-face meetings, in 

case organization A 15 percent of respondents are not satisfied, and only 60 percent of the 

respondents state they are able to organize the meetings when necessary. While there is 

no additional data available to analyze the reasons, the difference between the 

organizations as well as the challenges with the item reliability could possibly be explained 

by two reasons. The respondents in case organization A worked in cross-cultural teams, 

and across country borders, while case organization B is mostly operating within one 

country. Furthermore, the ongoing COVID-19 pandemic and the national and organizational 

restrictions that were in place to limit physical contact, may have differed within different 

geographical areas, and may have limited the possibilities for face-to-face interaction. 
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Figure 39. Q10d, Our company organizes face-to-face meetings when necessary. 

 

The fifth work organizing related knowledge management practice studied if the 

organization utilizes working groups that have members possessing skills and expertise in 

variety of fields (figure 40). The results indicate that in case organization A most of the 

respondents were satisfied with how such working groups are utilized. In case organization 

B over 70 percent expressed their satisfaction to the current status, however 15 percent 

wished more of multi-expertise working groups would be made use of. 

 

 

Figure 40. Q10e, When necessary, we use working groups with members who possess 

skills and expertise in a variety of fields. 

 

The last knowledge management practice related to work organizing investigated how 

various expert communities are utilized within the company (figure 41). According to the 

results, only 50 percent of the respondents in case organization B supported the statement, 

whereas in case organization A 80 percent supported it. When reviewing the results, it is 

noticeable that for this research question approximately 25 percent of the respondents have 

noted they neither agree nor disagree with the statement. The possible reasons behind that 

could include for example challenges in the formulation of the question, meaning that the 

term ‘expert community’ may not have been familiar to all, or the expert communities may 

have been experienced irrelevant in the context of respondent’s work task. 
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Figure 41. Q10f, When needed, our company makes use of various expert communities. 

 

4.2.4. KM-based recruiting practices 

 

The next category of knowledge management practices investigated were knowledge 

management based recruiting practices. The category consisted of 3 questions. 

 

The first research item related to recruiting practices investigated if the organization pays 

special attention to relevant expertise of the candidates when recruiting (figure 42). The 

results indicate that the vast majority of the respondents, over 85 percent, trusted the 

relevant expertise is an important part of the selection criteria. 

 

 

Figure 42. Q11a, When recruiting, our company pays special attention to relevant 

expertise. 

 

The second recruitment related knowledge management practice studied if the organization 

is seen to pay special attention to learning and development ability of the candidates when 

recruiting (figure 43). Approximately 55 percent of all respondents expressed they see this 

to be the case, however over 35 percent of all respondents did neither agree nor disagree 

with the statement. Additionally, in case organization A over 10 percent of the respondents 
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indicated they would prefer the applicants learning and development abilities to be an even 

stronger factor in recruitment decisions. 

 

 

Figure 43. Q11b, When recruiting, our company pays special attention to learning and 

development ability. 

 

The third and last recruiting related knowledge management practice focused on how the 

organization evaluates the candidates’ ability to collaborate (figure 44). As with the learning 

and development capability item, also for this item a large number of respondents, almost 

40 percent, noted they neither agree nor disagree with the statement. This may possibly be 

due to the fact that not all employees have a good visibility to their organization’s recruitment 

practices. On average 55 percent of all respondents did, however, report that they are 

satisfied on how the candidates’ ability to collaborate is taken into consideration in 

recruitment decisions, and in case organization A 10 percent of the respondents indicated 

this should be emphasized more. 

 

 

Figure 44. Q11c, When recruiting, our company evaluates the candidates’ ability to 

collaborate. 
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4.2.5. KM-based training & development practices 

 

The next category of knowledge management practices studied training and development 

related human resource practices. The category consisted of 4 questions. 

 

The first training and development related knowledge management practice was assessing 

how the company offers its employees opportunities to deepen and expand their know-how 

(figure 45). The results show, that especially in case organization B the respondents were 

very satisfied with the development opportunities provided. In case organization A, 70 

percent of the respondents were somewhat or very satisfied, and under 10 percent indicated 

they would prefer to have more training and development opportunities. 

 

 

Figure 45. Q11d, Our company offers our employees opportunities to deepen and expand 

their expertise. 

 

The next knowledge management practice related to training and development asked the 

respondents if the organization offers training that provides the employee with up-to-date 

knowledge (figure 46). In this research item, both case organizations received very similar 

results. Approximately 70 percent of the respondents were satisfied with the trainings 

available, approximately 20 percent did not have an opinion on the matter, and 

approximately 5 percent would appreciate having more such trainings available to them.  
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Figure 46. Q11e, Our company offers training that provides employees with up-to-date 

knowledge. 

 

The third training and development focused knowledge management practice studied 

investigated if the employees see they have an opportunity to develop their competences 

trough training (figure 47). In case organization A approximately 15 percent of the 

employees were dissatisfied with the trainings available, 15 percent did not have an opinion 

on the matter, and 70 percent were somewhat or very satisfied with the training 

opportunities. In case organization B approximately 45 percent of the employees neither 

agreed nor disagreed with the statement, but the rest, approximately 55 percent, did 

indicate they are satisfied with their training opportunities. 

 

 

Figure 47. Q11f, Employees have an opportunity to develop their competence through 

training. 

 

The fourth and last training and development related knowledge management practice 

asked if the supervisors regularly discuss the development needs with the employees 

(figure 48). While in both organizations approximately 10 percent of the respondents would 

have preferred more regular discussions on the topic, on average 75 percent of the 

respondents expressed they are satisfied with the current frequency of the competence 

development discussions. 
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Figure 48. Q11g, Competence development needs are discussed with supervisor 

regularly. 

 

4.2.6. KM-based performance appraisal practices 

 

Next, the knowledge management practices related to performance appraisal practices are 

studied. The category consisted of 3 questions. 

 

First of the knowledge management based performance appraisal practices was focused 

on whether sharing of knowledge is one of the criteria used for work performance 

assessment (figure 49). According to the results of this empirical research, ensuring sharing 

of knowledge is included in the performance appraisals in the future should be a focus area: 

on average 30 percent of the respondents indicated that currently knowledge sharing is not 

supported by the work performance assessments. However, especially in case organization 

B the responses were highly distributed among the measurement scale; while over 20 

percent of the respondents considered knowledge sharing is required also via work 

performance assessment, the other 45 percent of the respondents saw the matter in quite 

the opposite way.  
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Figure 49. Q11h, The sharing of knowledge is one of our criteria for work performance 

assessment. 

 

The second work performance assessment practices related research item studied if 

knowledge creation is part of the work performance assessments (figure 50). As with the 

knowledge sharing related research item, also in terms of new knowledge creation the 

results indicate that this knowledge management practice may not yet be fully utilized in the 

case organizations: on average 35 percent of the respondents noted that new knowledge 

creation has not been assessed as part of their work performance discussions. 

 

 

Figure 50. Q11i, The creation of new knowledge is one of our criteria for work 

performance assessment. 

 

The last knowledge management practice related to work performance assessment 

investigated if the ability to apply knowledge acquired from others is part of the work 

performance assessments (figure 51). In case organization A over 45 percent of the 

respondents were satisfied with how this is considered in the work performance 

assessments, but simultaneously over 15 percent of the respondents did not see it was 

adequately included. In case organization B half of the respondents did not see that the 

ability to apply knowledge acquired from others is included in the work performance 

assessment, whereas slightly over 20 percent of the respondents did see this aspect is 
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covered. In both organizations, approximately a third of the respondents did neither agree 

nor disagree with the statements. 

 

 

Figure 51. Q11j, The ability to apply knowledge acquired from others is one of our criteria 

for work performance assessment. 

 

4.2.7. KM-based compensation practices 

 

The last human resource management related category of knowledge management 

practices is related to compensation. The scale consisted of three research items. In relation 

to compensation practices there is more distribution in responses received than in many 

other areas. This may be due to the different roles and thus rewarding systems applicable 

for the respondents, or simply due to variances in practices or viewpoints. 

 

The first knowledge management -based compensation practice investigated if the 

company rewards employees on sharing knowledge (figure 52). In case organization A over 

half of the respondents neither agreed nor disagreed with the statement, 25 percent saw 

that no rewarding on the basis of knowledge sharing is conducted, and 20 percent indicated 

that this aspect is considered as part of rewarding systems. In case organization B the 

responses were widely distributed in the assessment scale: while 40 percent of the 

respondents did see rewarding based on knowledge sharing to be done, another 40 percent 

disagreed. 
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Figure 52. Q11k, Our company rewards employees for sharing knowledge. 

 

The second rewarding related knowledge management practice was focused on how the 

organization rewards its employees for creating new knowledge (figure 53). As with the 

previous reward related research item, also here there was a wide distribution of responses. 

On average 20 percent of the respondents noted no rewarding based on creating new 

knowledge is conducted, while a little less than 40 percent noted that rewards are shared 

also based on knowledge creation. 

 

 

Figure 53. Q11l, Our company rewards employees for creating new knowledge. 

 

The third and last rewarding related knowledge management practice studies if the 

organization assesses applying knowledge when rewarding its employees (figure 54). Over 

50 percent of the respondents neither agreed nor disagreed with the statement that 

rewarding based on application of knowledge is done. As with previous rewarding items, 

there is high variety in responses, however in case organization A the results indicate the 

application of knowledge is slightly more used than in case organization B. 
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Figure 54. Q11m, Our company rewards employees for applying knowledge. 

 

4.2.8. Information technology practices 

 

The last category of knowledge management practices is related to information technology 

(IT). The assessment scale of IT practices used consists of 6 questions. 

 

The first IT related knowledge management practice is focused on how the company uses 

IT to enable efficient information search and discovery (figure 55). In case organization B 

over 80 percent of the respondents noted IT is utilized for efficient information search and 

discovery well, whereas in case organization A only 60 percent supported this view. 

 

 

Figure 55. Q12a, Our company uses information technology to enable efficient information 

search and discovery. 

 

The second IT practice assessed if the IT is well utilized for internal communication 

throughout the organization (figure 56). According to the research results all respondents in 

case organization B noted the use of IT as a communication channel is widely utilized, and 

in case organization 80 percent considered that IT is heavily used to support internal 

communications. 
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Figure 56. Q12b, Our company uses information technology in internal communication 

throughout the organization. 

 

The next IT related knowledge management practice investigated if the organization utilizes 

IT to communicate with external stakeholders (figure 57). On average, over 80 percent of 

all representatives did see this is the case, and in case organization B 50 percent of the 

respondents strongly agreed with the statement. 

 

 

Figure 57. Q12c, Our company uses information technology to communicate with external 

stakeholders. 

 

The fourth knowledge management practice related to IT studied if the organizations use 

IT to analyze knowledge in order to make better decisions (figure 58). While approximately 

55 percent of all respondents considered this to be the case, almost 20 percent of the 

respondents noted that the opportunities to analyze knowledge for improved decision-

making could be improved. 
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Figure 58. Q12d, Our company uses information technology to analyze knowledge in order 

to make better decisions. 

 

Next, the knowledge management practice assessing how the organizations utilize IT to 

collect business knowledge related to the markets, for example competitors (figure 59). 

Approximately 30 percent of all respondents did not form an opinion on the matter, however 

50 percent of stated IT is utilized for gathering market knowledge, and approximately 15 

percent assessed that this opportunity could be utilized better. 

 

 

Figure 59. Q12e, Our company uses information technology to collect business knowledge 

related to its competitors, customers, and operating environment, for example. 

 

The sixth and last IT related knowledge management practice studied how the 

organizations utilize IT for developing new products and services (figure 60). In case 

organization A over 70 percent of the respondents assessed IT to be used broadly for new 

product and service development. In case organization B the responses varied significantly: 

25 percent of the respondents considered IT to be used for product and service 

development, whereas another 25 percent did not assess this to be done. 
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Figure 60. Q12f, Our company uses information technology to develop new products and 

services. 

 

4.3. The role of knowledge management practices in wellbeing at work 

 

As described in section 3 Data analysis, regression analysis was used to assess if and how 

the implemented knowledge management practices impacted the experienced wellbeing at 

work. In other words, regression analysis helped to assess how is the causality between a 

regressor variable, in this case of certain knowledge management practice, and a 

dependent variable, in this case an aspect of full scale of wellbeing at work. Table 12 

summarizes the statistically significant relationships identified between knowledge 

management practices and wellbeing at work. 
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Table 12. Role of a knowledge management practices in wellbeing at work. 

 

 

According to the data, implemented supervisory work, work organizing and knowledge 

management -based compensation practices did improve the experienced wellbeing at 

work. The regression coefficient value expresses how much the mean of the dependent 

variable changes, when the regressor variable increases one unit. Supervisory work 

practices explained 9,4 percent of the variation in social wellbeing at work, and the 

regression coefficient of 0,510 indicates, that if the supervisory work practices could be 

improved by one unit, social wellbeing at work would increase by approximately 0,5 unit. 

The strongest causality was identified between work organizing practices and wellbeing at 

work; work organizing practices explained 15,7 percent of the of the variation in 

psychological wellbeing, 9,2 percent of the of the variation in social wellbeing, and 12,9 

percent of the of the variation in overall wellbeing of an employee. In relation to 

psychological wellbeing the regression coefficient for work organizing was 0,791, meaning 

that if the work organizing could be improved by one unit, psychological wellbeing would 

increase approximately 0,8 unit. In relation to social wellbeing the regression coefficient for 
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work organizing was 0,651, meaning if work organizing would improve by one unit, social 

wellbeing would improve approximately 0,7 unit. Similarly, in relation to overall wellbeing 

the regression coefficient for work organizing was 0,690, meaning if work organizing would 

improve by one unit, overall wellbeing at work would improve approximately 0,7 unit. 

Knowledge management -based compensation explained 8,2 percent of the of the variation 

in social wellbeing at work. In relation to social wellbeing the regression coefficient for 

knowledge management -based compensation was 0,368, meaning if knowledge 

management -based compensation would improve by one unit, social wellbeing would 

improve approximately 0,4 unit. 

 

4.4. Research validity and reliability 

 

Research validity and reliability are the common measures used to evaluate studies 

conducted. Research reliability is used to assess if the study has succeeded to produce 

results that not random. A study with high research reliability produces consistent results 

that would remain similar if the study would be repeated within the same conditions by 

another researcher. Research validity measures if the study succeeded in measuring the 

phenomena it was intended to measure. In studies with high research validity the research 

question and the key concepts have been well operationalized in the form of a measurement 

model. (Vilkka 2007, 149-154; Vilkka 2015, 193-194.) The reliability and validity of the 

measurement model was already discussed in section 3.4.2 Measurement model, however 

in this section the topic is deliberated from a broader perspective. 

 

The reliability of this research has been supported by careful planning, execution and 

reporting of the research process, and the decisions and choices taken. When assessing 

the reliability of this research, the key challenge is related to the somewhat small number 

of respondents. While the effective response rates were in both organizations on acceptable 

level, between 33,3 and 37,5 percent, a higher number of respondents in the original scope 

would have allowed to be slightly more generalizable. In case organization A the sample 

also only represented a small part of the organization, whereas in case organization B all 

employees were included in the sample. This means, that especially in case organization 

A, which is a large company with various units, work focus areas and job descriptions, the 

results should not be directly generalized to the full organization. Furthermore, it is important 

to note, that this case study was conducted during the first year of the global COVID-19 

pandemic, when the knowledge management practices as well as employee wellbeing may 

have been affected by the drastic changes ongoing in the society and work environment. 
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The respondents were provided guidance regarding the topic in the cover letter of the web 

survey, meaning they were asked to answer the questions according to what they would 

consider to be the organization’s normal practices and circumstances, not according to the 

possible anomalous practices adopted due to COVID-19 pandemic. However, the human 

mind easily concentrates on the current situation, and thus it is possible there is variance 

on what time period the respondents have considered in their answers. 

 

In terms of the research validity, it can be stated that this master’s thesis has been to capture 

the data necessary to answer the research question set. The web survey was carefully 

planned and tested, and the wordings used required no previous understanding of the 

knowledge management practice or occupational wellbeing theories. The questions on 

occupational wellbeing were placed first in the survey to ensure the questions on knowledge 

management practices do not guide the employee’s assessment on his or her wellbeing. 

As described in section 3.4.2, the measurement models used were tested with for example 

factor analysis, and additionally, the knowledge management practices related 

measurement scale was pre-existing scale that has been successfully utilized in earlier 

academic research. One question related to the knowledge management practices was 

removed based on the testing of the measurement model: the question Q10d studied work 

organizing practices, and if the company organizes face-to-face meetings when necessary. 

Due to the ongoing pandemic situation and the global recommendations for physical 

distancing and remote working, as well as the respondents representing case organization 

A working in cross-country teams, there may have been more variation to this question than 

what would have been experienced in other conditions. To improve the performance of the 

measurement scale, this question was removed. 

 

It is seen that the study has performed well from both reliability and validity perspective. The 

data gained allows the research question can be answered, the research process has been 

transparently described, and the possible challenges identified have been openly 

examined. 
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5. DISCUSSION 

 

This master’s thesis focused on the relationship between knowledge management practices 

and wellbeing at work. This section discusses and reflects on the research findings 

received, as well as analyzes the possible practical implications of the findings. 

 

The research question set for this research was: “In knowledge intensive organizations, is 

there a relationship between the knowledge management practices implemented and the 

experienced wellbeing at work?”. To support a coherent answer to the primary research 

question set, two sub-questions were created. The first one asked what knowledge 

management practices employees consider to be implemented within their organizations, 

and the other asked which of the knowledge management practices have the strongest 

connection to the employee wellbeing. To respond to the research question set, a literature 

review on knowledge management, knowledge management practices and employee 

wellbeing was performed. While there was various theories and studies conducted on both 

the knowledge management practices and employee wellbeing, there were no previous 

studies that would have focused on this specific research gap, meaning if the organizations 

could support the occupational wellbeing of their knowledge workers by implementing more 

or better knowledge management practices. 

 

Several knowledge management theories noted a list of activities, guidelines, enablers, or 

practices, that organizations can utilize to support their knowledge processes, and thus to 

create more value of the organization’s knowledge assets. In various theories for example 

information technology solutions, human resource management practices, leadership work, 

training and development and performance assessment were raised as functions that 

support efficient knowledge processes (Heisig 2009, 4-31; Choy Chong et al. 2011, 497-

510; Hussinki et al. 2017a, 1596-1621). While many of these theories could have been 

utilized in this research, the model on knowledge management practices presented by 

Hussinki et al. (2017a, 1596-1621) was able to provide the most structured and detailed 

framework for conducting this study. Additionally, the researchers had introduced a 

measurement model for the KM-practices, that had been successfully used in previous 

academic research. 

 

In the area of wellbeing at work, there was a wide range of academic theories and studies 

available. It was quickly identified that most of the theories rely on three key aspects of 

occupational wellbeing: psychological, social, and physiological (Jonson et al. 2018, 3-8; 
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Otala & Ahonen 2005, 29; Manka & Manka 2016, 76). As in this research the focus was on 

knowledge management employees, and due to the global COVID-19 pandemic many of 

the knowledge workers were working remotely, the research scope was delimited to 

psychological and social occupational wellbeing only. As the pre-existing measurement 

scales on occupational wellbeing were very extensive, a new and compact scale was 

introduced. 

 

Reflecting on the results received on occupational wellbeing status, it can be noted that 

while in both organizations the average values received for both psychological and social 

wellbeing were on somewhat good level, there was strong variation among the respondents’ 

answers. When analyzing the results, it is good to recognize that while the research 

question did specify ‘wellbeing at work’ in its wording, the subjective experience of 

psychological and social wellbeing comprises of many aspects, and as there is no 

qualitative analysis conducted alongside the quantitative question, the exact reasons, or 

sources for the psychological or social discomfort cannot be identified by this research. For 

example, the COVID-19 pandemic may have caused additional strain on employee 

wellbeing, when many of the normal work practices and social interactions suddenly 

changed. Regardless, as over 15 percent of employees are indicating they are dissatisfied 

with their psychological wellbeing, and over 20 percent of employees are indicating they are 

dissatisfied with their social wellbeing, this is an area that might need further actions in the 

case organizations. 

 

In relation to knowledge management practices, it can be noted that in general the 

employees in both organizations considered the KM-practices related to supervisory work, 

work organizing, KM-based training and development, and information technology practices 

to be most utilized. On the other hand, the results indicated that especially the knowledge 

management -based performance appraisal and compensation practices were not yet fully 

implemented in either of the case organizations. When further analyzing the possible 

improvement areas for the case organizations, certain knowledge management practices 

can be found that the companies could utilize better to support their knowledge processes. 

Even though the supervisory work is assessed to be on good level in general, employees 

could be encouraged to question existing knowledge more often. In the area of learning 

mechanisms, best practices and lessons learned could be more systematically collected 

and utilized. Especially in case organization A, and knowledge management -based 

recruiting, the improvement areas identified were related to increasing focus on assessing 

the candidates’ ability to learn and develop, and to collaborate in various networks. For both 
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organizations, knowledge management -based performance appraisal and compensation 

were the areas receiving lowest results. It is clear, that from the employee perspective these 

knowledge management practices are not yet well utilized. While creating transparent and 

even-handed practices for measuring and rewarding employees on knowledge sharing can 

be challenging for organizations, it is well recognized in academic literature that what the 

employees are measured, assessed, and rewarded for, is often also what is delivered 

(Kirkpatrick 2006, 5-16). Thereafter, if the case organizations wish to improve their 

knowledge processes and thus the value created via their knowledge assets, increasing 

focus on the performance appraisal and rewarding related to knowledge sharing is highly 

recommended. The research findings indicate that the information technology practices 

were in general on good level. However, within the area of IT practices the two most relevant 

improvement areas in both case organizations could be related to ensuring that the IT is 

used to analyze knowledge to make better decisions, and that business knowledge related 

to competitors, customer and operating environment is better captured via IT solutions. 

Surprisingly, this research did not detect any major differences between the case 

organizations’ knowledge management processes, that could have been related to the 

organizations’ operating industry. For example, the performance on human resource 

management, learning and IT practices were on somewhat similar level in both case 

organizations, even though the respondents in case organization A worked with human 

resource management and learning tasks, and respondents in case organization B worked 

with technology solutions. 

 

In relation to the actual research focus and the research question set, the findings received 

from the empirical research evidenced, that positive relationships between some knowledge 

management practices and occupational wellbeing can be identified. A presumption for the 

study was that as the theories on knowledge management practices and employee 

wellbeing do revolve around the same themes, for example supervisory work, work 

practices and human resource management practices, several positive relationships could 

be identified. However, this thesis evidenced statistically significant positive relationships 

between supervisory work and social wellbeing, work organizing and both psychological 

and social wellbeing, and knowledge management -based compensation and social 

wellbeing (table 13). Thereafter, hypotheses 1, 5, 6 and 11 can be verified (figure 61). The 

rest of the hypotheses set were not supported by the research findings. 
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Table 13. Research findings in relation to the hypotheses set. 
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Figure 61. Regression results, statistically significant relationships. 

 

When assessing the results received on a broader scale, it could be contemplated that the 

positive relationships identified were also the ones strongly visible in the wellbeing theories: 

all the wellbeing theories presented in this thesis as part of the literature review mentioned 

supervisory work and work organizing as significant factors affecting the occupational 

wellbeing. Additionally, when speculated from the knowledge worker’s perspective, the work 

organizing and supervisory activities are likely the ones most commonly faced by 

employees in their everyday work life. While learning or human resource management 

practices are also highly important knowledge management practices, those may not be 

present in the employees’ daily work, and thus the connection to employee wellbeing may 

be less significant. What did surprise the writer of this thesis, is that the research findings 

did not indicate there is a positive relationship between the company’s information 

technology practices and wellbeing at work. Today’s knowledge workers need technology 

solutions to perform a remarkable amount of their daily tasks, and thus the IT practices 

could have had a stronger connection to the knowledge worker’s occupational wellbeing. 

 

As there were no previous studies on this specific research topic, this research may have 

been able to provide theoretical contribution and new lens to knowledge management, 

knowledge management practice and occupational wellbeing theories. The research 

conducted hopefully succeeds to increase attention and interest towards the relationship 

between the knowledge management practices and wellbeing at work. Additional academic 

research with a wider sample size could provide more insight to the research gap now 
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investigated, and thus help new theory around the wellbeing of knowledge workers to be 

created. 

 

The findings of this study could be seen as highly relevant for all the companies and 

managers working in knowledge intensive sector. Especially such organizations, that are 

interested in improving the wellbeing of their knowledge workers, could see that the practical 

implications of this study include for example ideas on what knowledge management 

practices do not only improve the knowledge processes and thus the performance of the 

company, but also act as important factors and building blocks for employee wellbeing. The 

managers of knowledge intensive organizations may have been able to see via this 

research, that knowledge management practices are valuable for the organizations in many 

ways, and thus it might be beneficial for them to ensure the KM-practices are well known 

and implemented.  
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6. CONCLUSIONS 

 

This master’s thesis was inspired by the observation that while the amount of knowledge 

work has been increasing, there has also been an increasing amount of news articles, local 

authorities and academic studies noting that the amount of mental and cognitive disorders 

among the working age population are also steadily increasing. Even though knowledge 

work often provides higher level of autonomy, more meaningful and challenging work tasks, 

and wider possibilities for the employees to learn and develop, it seems more actions are 

needed to ensure the knowledge workers are able and willing to continue in working life 

until retirement age. Previous academic research had not investigated the possible 

relationship between the implemented knowledge management practices and occupational 

wellbeing, even though the theories of both circulate around very similar themes. Thus, the 

research question was defined as follows: “In knowledge intensive organizations, is there a 

relationship between the knowledge management practices implemented and the 

experienced wellbeing at work?”. After literature review the knowledge management 

practices were defined as practices that organizations can implement to support efficient 

use of its knowledge assets, and thus gain more value of them. Knowledge management 

practices studied as part of this research were supervisory work, strategic knowledge 

management, knowledge protection, learning mechanisms, information technology 

practices, organizing work and HR practices such as recruiting, training and development, 

compensation, and performance appraisal (Hussinki et al. 2017a, 1596-1621). Wellbeing at 

work was defined as employee’s psychological, social, and physiological wellbeing in work 

context (Jonson et al. 2018, 3-8). The study was conducted as a case study among two 

knowledge intensive organizations, of which one operates at finance / banking industry, and 

another in the technology field. The data was collected via a web survey, and the data was 

analyzed using quantitative analysis methodology. 

 

The research results indicated that knowledge management practices related to supervisory 

work, work organizing, and KM-based compensation have a positive relationship with 

experienced wellbeing at work. The strongest connection was identified between work 

organizing practices and wellbeing: as 1,0 unit increase in work organizing practices 

resulted in 0,8 unit increase in psychological wellbeing at work, and 0,7 unit increase in 

social wellbeing at work. KM-related supervisory work practices were also strongly 

supporting the employees’ social wellbeing: 1,0 unit increase in supervisory work resulted 

in 0,5 unit increase in social wellbeing at work. Additionally, KM-based compensation 
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improved the social wellbeing of the employees: 1,0 unit increase in KM-based 

compensation practices resulted in 0,4 unit increase in social wellbeing at work. 

 

The findings of this study present a new lens toward both knowledge management and 

occupational wellbeing theories, and thus provides both theoretical contribution to the 

academic literature, but also presents interesting and practical findings that knowledge 

intensive organizations and supervisors can utilize in their attempts to cater for employee 

wellbeing. When organizational practices are assessed and defined, the knowledge 

management practices should be utilized not only to support the knowledge processes and 

thus the productivity and innovativeness of an organization, but also from the viewpoint that 

especially supervisory work and work organizing practices affect the employee wellbeing. 

Furthermore, it would be recommended to assess if the organizations’ performance 

appraisal and compensation practices could be more clearly integrated to the knowledge 

processes, for example by rewarding employees for knowledge sharing. 

 

Any research has some inherent limitations. This study was conducted with two case 

organizations, and the results may not be directly applicable in a wider context. The 

companies only represented a few industries and their key market areas were Finland / 

Nordic countries. The research question set limited the study to the employee viewpoint, 

and thus such knowledge management practices that are not directly visible for employees 

could not be included in the study, meaning the full scale of knowledge management 

practices factually implemented in the organization may not have become apparent in this 

research. It is also to be noted, that the COVID-19 pandemic has shaken both the lives of 

individuals but also the business world during spring and summer 2020, causing many 

companies to change and adapt their normal practices to protect their employees and 

customers. Many organizations had swiftly moved to remote working, which may have 

resulted also as changes in the organization’s normal knowledge management practices. 

Thus, there is a risk that the pandemic also has implications on this study by distorting the 

results in relation to the companies’ previous, well-established KM practices. Similarly, the 

pandemic may have affected employee wellbeing. The pandemic and its extensive 

consequences may have affected the respondents’ work location, work practices and 

personal life. Possible layoffs, reduced workhours or changes in workload might have 

especially strong influence on the experienced employee wellbeing. The risk of possibly 

distorted study results due to the COVID-19 pandemic cannot be fully mitigated, yet some 

actions have been taken. In the questionnaire the pandemic and its implications for the 

responder were raised as a demographic question, and the respondents have been 
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provided guidance to answer based on what they would consider to be the normal practices 

in the workplace. The chosen research methodology, quantitative analysis, meant that the 

study included only predefined, quantitative questions, meaning the study can only 

evidence the statistical relationships between the chosen variables, but it does not provide 

additional reasoning on how the respondents viewed the interactions between the variables. 

 

The author of this thesis sincerely hopes that this research will inspire future researchers to 

investigate the relationships of knowledge management practices and occupational 

wellbeing even further. A larger sample size as well as broader geographical and industrial 

context would allow the results to be more generalizable. Including some qualitative 

questions alongside the quantitative measures would provide more in-depth knowledge on 

why and how the certain knowledge management practice impacts occupational wellbeing. 
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APPENDIX 1: Questionnaire 

 

Cover letter: 

 

You are invited to take part in this survey, which is part of the researcher’s Master Thesis 

in LUT University. The goal of the study is to investigate how knowledge management 

practices can be utilized to support occupational wellbeing. 

 

The survey consists of multiple-choice questions. The questionnaire takes maximum 15 

minutes to complete. All answers are treated anonymously. 

 

The COVID-19 pandemic has recently affected the lives of many, and also the work 

practices adopted in your organization may have been adjusted. To secure consistent 

results of this study, please answer the questions according to what you would consider to 

be the normal practices and circumstances within your organization (i.e. not taking into 

consideration possible anomalous practices adopted due to COVID-19 pandemic). 

 

Please note, that there are no "correct answers" to the questions presented in the survey - 

it is important your answers represent your personal views. 

 

If you wish to receive more information regarding this survey, please contact 

sanna.ristola@student.lut.fi. 

 

Thank you for your answers - your time is very much appreciated! 

 

Yours faithfully, 

Sanna Ristola 

 

Section 1, Privacy statement 

 

In this survey no personal data is requested. However, the local GDPR legislation requires 

that you accept the survey's privacy statement as the survey tool (Microsoft Forms) may 

automatically save information such as IP-address or location data. All research data is 

handled anonymously, the data collected will only be used for this study, and it will not be 

made available in whole or in part to any other parties. All data will be destroyed upon 

completion of the research. 



 
 

 

# Question Answer options 

Q1 I voluntarily agree to participate in this research 

related to a master’s thesis in LUT University and 

give my consent to the collection of my personal 

data in the research register created during the 

preparation of the thesis. I have been informed 

about the processing of personal data in connection 

with this study (privacy statement has been 

delivered via e-mail). 

I accept and continue to the 

survey 

 

Section 2, Background information 

 

# Question Answer options 

Q2 Age Under 20 years / 20-29 / 

30-39 / 40-49 / 50-59 / 60 

years or over / Prefer not to 

say 

Q3 Gender Woman / Man / Other / 

Prefer not to say 

Q4 Education Basic comprehensive 

education / Upper 

secondary education (e.g. 

academic upper school or 

vocational school) / Degree 

in special vocational 

education / Higher 

education, Batchelor’s 

Degree / Higher education, 

Master’s Degree / Higher 

education, Licentiate or 

doctoral Degree / Prefer not 

to say 



 
 

Q5 Work role Manager or supervisory role 

/ Consultant / Employee / 

Other / Prefer not to say 

Q6 How strong effect would you assess the COVID-

19 pandemic has had on your.. 

a) personal life? 

b) work life? 

Major negative effect / 

Minor negative effect / No 

effect / Minor positive effect 

/ Major positive effect 

 

Section 3, Wellbeing at work 

 

Answer options: 

• Strongly disagree 

• Disagree 

• Neither agree nor disagree 

• Agree 

• Strongly agree 

 

# Question 

Q7 To what extent do the following statements on occupational wellbeing apply to you? 

a) My psychological wellbeing at work is on good level (consider e.g. your mood, 

energy, fatigue, enthusiasm, stress, sleep..). 

b) My social wellbeing at work is on good level (consider e.g. atmosphere, team 

spirit, collaboration..). 

c) If my working life continued as it is today, I would be able to work until the 

beginning of my retirement age. 

 

Section 4, Knowledge management practices 

 

Please answer the questions according to what you would consider to be the normal 

practices and circumstances within your organization (i.e. not taking into consideration 

possible anomalous practices adopted due to COVID-19 pandemic.) 

 

Please also note, that there are no "correct answers" to the questions presented - it is 

important your answers represent your personal views. 

 

Answer options: 



 
 

• Strongly disagree 

• Disagree 

• Neither agree nor disagree 

• Agree 

• Strongly agree 

 

# Question 

Q8 To what extent do the following statements on supervisory work apply to your company? 

a) Supervisors encourage employees to share knowledge at the workplace. 

b) Supervisors encourage employees to question existing knowledge. 

c) Supervisors allow employees to make mistakes, and they see mistakes as 

learning opportunities. 

d) Supervisors value employees’ ideas and viewpoints and take them into account. 

e) Supervisors promote equal discussion in the workplace. 

f) Supervisors share knowledge in an open and equal manner. 

g) Supervisors continuously update their own knowledge. 

Q9 To what extent do the following statements on learning mechanisms apply to your 

company? 

a) Our company transfers knowledge from experienced to inexperienced employees 

through mentoring, apprenticeship, and job orientation, for example. 

b) Our company systematically collects best practices and lessons learned. 

c) Our company makes systematic use of best practices and lessons learned. 

Q10 To what extent do the following statements on work organizing apply to your company? 

a) Employees have an opportunity to participate in decision-making in the company. 

b) In our company, work duties are defined in a manner that allows for independent 

decision-making. 

c) We enable informal interaction between members of our organization. 

d) Our company organizes face-to-face meetings when necessary. 

e) When necessary, we use working groups with members who possess skills and 

expertise in a variety of fields. 

f) When needed, our company makes use of various expert communities. 

Q11 To what extent do the following statements on HR practices apply to your company? 

a) When recruiting, our company pays special attention to relevant expertise. 

b) When recruiting, our company pays special attention to learning and development 

ability. 



 
 

c) When recruiting, our company evaluates the candidates’ ability to collaborate and 

work in various networks. 

d) Our company offers our employees opportunities to deepen and expand their 

expertise. 

e) Our company offers training that provides employees with up-to-date knowledge. 

f) Employees have an opportunity to develop their competence through training 

tailored to their specific needs. 

g) Competence development needs are discussed with supervisor regularly. 

h) The sharing of knowledge is one of our criteria for work performance assessment. 

i) The creation of new knowledge is one of our criteria for work performance 

assessment. 

j) The ability to apply knowledge acquired from others is one of our criteria for work 

performance assessment. 

k) Our company rewards employees for sharing knowledge. 

l) Our company rewards employees for creating new knowledge. 

m) Our company rewards employees for applying knowledge. 

Q12 To what extent do the following statements on IT practices apply to your company? 

a) Our company uses information technology to enable efficient information search 

and discovery. 

b) Our company uses information technology in internal communication throughout 

the organization. 

c) Our company uses information technology to communicate with external 

stakeholders. 

d) Our company uses information technology to analyze knowledge in order to make 

better decisions. 

e) Our company uses information technology to collect business knowledge related 

to its competitors, customers, and operating environment, for example. 

f) Our company uses information technology to develop new products and services 

with external stakeholders. 

 

Thank you for your answers! 

  



 
 

APPENDIX 2: Privacy statement 

  OPINNÄYTETYÖTÄ KOSKEVA 
  TIETOSUOJAILMOITUS 
  Privacy statement for Master’s Thesis 

 
  EU:n yleinen tietosuoja-asetus 
  (2016/679), artiklat 13 ja 14 
  EU’s General Data Protection Regulation 
  (2016/679), Articles 13 and 14 

 
  Laatimispäivämäärä: 12.11.2020 
  Date of issue 

 
 
 
Henkilötietojen käsittelyn tarkoitus / Purpose of the processing of personal data 
 

Tämä tietosuojailmoitus koskee opinnäytetyötä ”The relationship between knowledge 
management practices and wellbeing at work”, jonka kirjoittajana on Sanna Ristola. 
Tutkimuksen tavoitteena on selvittää, tukevatko tietojohtamisen käytänteet myös 
työntekijöiden työhyvinvointia. 
 
This privacy statement is related to the master’s thesis “The relationship between knowledge 
management practices and wellbeing at work”, author Sanna Ristola. The goal of the research 
is to investigate if the knowledge management practices implemented also support the 
occupational wellbeing of employees. 

 
Tutkimusrekisterin tietosisältö / Information content of the research register 
 

Tutkimuksessa ei kysytä vastaajalta mitään tunnistetietoja. Tämä tietosuojailmoitus on luotu, 
koska on mahdollista, että kyselytutkimuksessa käytetty alusta, Microsoft Forms, 
automaattisesti kerää vastaajista joitain tietoja kuten IP-osoitteen tai sijaintitiedon. 
Tutkimuksen tekijä ei käytä näitä tietoja osana tutkimusdataa, ja mikäli järjestelmä tällaisia 
tietoja kerää ja tutkijalle välittää, poistetaan ne välittömästi, ja dataa analysoidaan vain täysin 
anonymisoituna. 
 
In this survey no identifying information is requested. This privacy statement has been created, 
as it is possible, that the platform used for the survey, Microsoft Forms, automatically collects 
some personal data such as IP address or location. The researcher will not use any such 
information as part of the research data, and in case the platform would collect and deliver 
such information for the researcher, would it be immediately deleted. All research data will 
only be handled in anonymized format. 

 
Henkilötietojen käsittelyn oikeusperuste / Legal basis for the processing of personal 
data 
 

Tämän opinnäytetyön osalta henkilötietojen käsittely perustuu vastaajan suostumukseen. 
 
In relation to this master’s thesis, the processing of personal data is based on the responder’s 
approval. 

 
Tietolähteet / Information sources 

 
Opinnäytetyön ainoa tietolähde on kyselylomake, joka välitetään vastaajille Microsoft Forms 
järjestelmän kautta. Kyselyssä ei pyydetä tunnistetietoja. 
 



 
 

The only information source for this research is the survey, which is delivered to the 
responders via Microsoft Forms platform. In the survey no identifying information is requested. 

 
Tietojen siirto tai luovuttaminen ulkopuolelle / Transfer or disclosure of data 

 
Tutkimuksessa kerättyä tutkimusdataa tai henkilötietoja ei siirretä tai luovuteta opinnäytetyön 
laatijan lisäksi korkeakoulun muille jäsenille. 
 
Research data or personal data is not transferred or handed over for other representatives of 
the University, than the researcher. 

 
Tietojen siirto tai luovuttaminen EU:n tai Euroopan talousalueen ulkopuolelle / 
Transfer or disclosure of data outside the EU or the European Economic Area 

 
Tutkimusdataa tai henkilötietoja ei tutkijan toimesta siirretä EU:n tai Euroopan talousalueen 
ulkopuolelle. Ulkoisten palveluntarjoajien (tässä tapauksessa Microsoft Corporation, jonka 
alustalla kyselytutkimus järjestetään) palvelimet saattavat kuitenkin sijaita Euroopan 
talousalueen ulkopuolella. 
 
Research data or personal data will not be transferred outside the EU or the European 
Economic Area by the researcher. However, the servers of external service providers (in this 
case Microsoft Corporation, owning the platform on which the survey is conducted) may be 
located outside the European Economic Area. 

 
Rekisterin suojauksen periaatteet / Registry security principles 
 

Kerättyä tutkimusdataa säilytetään ja analysoidaan ainoastaan sähköisessä muodossa, 
kyselytutkimuksessa käytetyllä alustalla sekä tutkijan dokumenttiarkistossa. Vain 
opinnäytetyön laatijalla on pääsy aineistoon. Tutkijan pyrkimyksenä on, ettei tutkimusdata 
missään vaiheessa sisällä tunnistetietoja. Jos kyselytutkimuksessa käytetty alusta, Microsoft 
Forms, keräisi automaattisesti tietoja kuten vastaajien IP-osoitteen tai sijaintitiedon, nämä 
tiedot poistettaisiin välittömästi, ennen kuin aineistoa analysoidaan. 
 
The research data collected is stored and analyzed in electronic format, on the platform used 
in the survey and in the researcher's document archive. Only the researcher has access to 
the material. The researcher's aim is that the research data does not contain identifying 
information. If the platform used in the survey, Microsoft Forms, automatically collects 
information such as responders’ IP address or location information, this information would be 
deleted immediately before the material is analyzed. 

 
Tutkimusaineiston käsittely tutkimuksen päättymisen jälkeen / Processing of research 
material after the end of the research 

 
Tutkimusaineisto arkistoidaan ja säilytetään, kunnes opinnäytetyö on valmis ja hyväksytty. 
Tavoitteena on, että opinnäytetyö valmistuu ja hyväksytään kevään 2021 aikana. Tämän 
jälkeen kaikki tutkimusdata hävitetään. Kerätty aineisto ei sisällä henkilötunnistetietoja. 
Tutkimusaineisto arkistoidaan Microsoft Forms -alustalla sekä tutkijan dokumenttiarkistossa. 
Tutkimusdataa ei käsitellä tai tallenneta tulostetussa muodossa. 
 
The research data is archived and preserved until the master's thesis is completed and 
approved. The goal is for the study to be completed and approved during spring 2021. After 
this, all research data is destroyed. The material collected does not contain personally 
identifiable information. The research material is archived in Microsoft Forms and in the 
researcher's document archive. Research data is not processed or archived in printed form. 

 
Automatisoitu päätöksenteko / Automated decision making 

 



 
 

Aineistoa käsiteltäessä ei tapahdu automaattista päätöksentekoa. 
There is no automated decision-making when processing the material. 

 
Rekisteröidyn oikeudet / Rights of the data subject 

 
Rekisteröidyllä on oikeus peruuttaa antamansa suostumus, milloin henkilötietojen käsittely 
perustuu suostumukseen. Tutkimuksen keskeyttämiseen ja suostumuksen peruuttamiseen 
mennessä kerättyjä tietoja voidaan käyttää osana tutkimusaineistoja. 
 
Rekisteröidyllä on oikeus tehdä valitus Tietosuojavaltuutetun toimistoon, mikäli rekisteröity 
katsoo, että häntä koskevien henkilötietojen käsittelyssä on rikottu voimassa olevaa 
tietolainsäädäntöä. 
 
Rekisteröidyllä on seuraavat EU:n yleisen tietosuoja-asetuksen mukaiset oikeudet: 
a) Rekisteröidyn oikeus tarkistaa itseään koskevat tiedot. 
b) Rekisteröidyn oikeus tietojensa oikaisemiseen. 
c) Rekisteröidyn oikeus tietojensa poistamiseen. Oikeutta henkilötietojen poistamiseen ei 

sovelleta, jos tietojen käsittely on tarpeen yleisen edun mukaisia arkistointitarkoituksia 
taikka tieteellisiä tai historiallisia tutkimustarkoituksia tai tilastollisia tarkoituksia varten, jos 
oikeus tietojen poistamiseen estää tai suuresti vaikeuttaa henkilötietojen käsittelyä 

d) Rekisteröidyn oikeus tietojen rajoittamiseen. 
e) Rekisteröidyn oikeus siirtää tiedot toiselle rekisterinpitäjälle. 
 
The data subject has the right to withdraw his or her consent when the processing of personal 
data is based on the consent. Data collected prior to the suspension of the study and 
withdrawal of consent may be used as part of the study material. 
 
The data subject has the right to lodge a complaint with the Office of the Data Protection 
Ombudsman if the data subject considers that the processing of personal data concerning him 
or her has violated the applicable data legislation. 
 
The data subject has the following rights under the EU General Data Protection Regulation: 
a) The data subject's right to verify his or her personal data. 
b) The data subject's right to rectify his data. 
c) The data subject's right to delete his data. The right to delete personal data does not apply 
if the processing of the data is necessary for archiving purposes in the public interest or for 
scientific or historical research or statistical purposes, if the right to delete data prevents or 
significantly impedes the processing of personal data. 
d) The data subject's right to restrict the data. 
e) The data subject's right to transfer the data to another registrar. 

 
Tutkimusrekisterin tiedot / Research register information 

 
• Rekisterin nimi / name of register: ”Opinnäytetyö - Master’s thesis, Sanna Ristola” 

• Tutkimuksen tyyppi / type of research: Kertatutkimus / one-time research 

• Tutkimuksen kestoaika / duration of the research: 30.11.2020 – 20.12.2020 

• Henkilötietojen säilyttämisen kestoaika / duration of retention of personal data: 30.06.2021 

 
 
Rekisterinpitäjän ja yhteyshenkilön tiedot / Registrar and contact person 

 
• Rekisterinpitäjä / registrar: Ristola, Sanna (e-mail and phone number removed) 

• Yhteyshenkilö / contact person: Ristola, Sanna (e-mail and phone number removed) 
 
Tutkimuksen suorittajat / Researchers 

 
• Tutkimuksen suorittajat / researchers: Ristola, Sanna  
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