IOSR Journal of Business and Management (IOSR-JBM)
e-1ISSN: 2278-487X, p-ISSN: 2319-7668. Volume 23, Issue 11. Ser. 11l (November. 2021), PP 01-05
www.iosrjournals.org

Employee Empowerment on Knowledge Management
with Training and Development Framework

Ahmed Saleh Alathari

Ph.D. Scholar, College of Business Studies, Management Department, Kuwait

Abstract

Employee empowerment, also known as empowered employees, is one of the most important aspects of human
resource management in the workplace and plays a critical part in the creative thinking process. Through the
mediating function of employee empowerment. From this research looked at the impact of information sharing
on organizational innovation for training and development framework. Employees that are empowered are
more likely to be creative thinkers, which will be the most important factor in fostering organizational
innovation. In community architecture, community design, participatory planning, social innovation, and
knowledge management, the concept of empowerment in the context of co-design has been extensively
researched. This research also focuses on the same manner by analyzed based on knowledge management with
the training and development framework for the employee empowerment. The knowledge management tool may
be used to empower people in urban settings, and researchers are looking at how it might be reframed to create
more livable urban environments. Development framework one of the crucial outcomes for addressing the co-
evolution that challenges the design of human centered which evolves it towards co-designing with living
system. Study of analysis also focus on framework based on knowledge instructions as required from employee
side. In a distant environment, training and development have a beneficial impact on knowledge production.
Furthermore, the findings show that interpersonal trust among coworkers moderates these relationships. In this
research paper represented just a few studies based on framework as those have observed at how training and
development affects other factors like productivity, but never on knowledge production.
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I.  Introduction

Knowledge generation is an important element in allowing businesses that successfully create a
competitive advantage [1]. Organizational knowledge development is also related to organisational innovation
[2]. Furthermore, knowledge generation guarantees long-term organisational success. As a result, it is a
necessary prerequisite for an organization's successful operation. knowledge production, as well as a better
understanding of how interpersonal trust contributes to this. The importance of interpersonal trust in improving
knowledge production processes based on employee growth is highlighted in this research. Empowered workers
or human resources are capable of removing these roadblocks, and knowledge and its applications are one of the
most common approaches to overcoming these difficulties. As various kinds of companies try to discover,
collect, share, and utilise important information in operations, knowledge sharing is regarded one of the rising
themes in scientific research and development studies. It has an effect on the quality of products and services.
Knowledge sharing is the most important asset that ensures and supports companies in making logical choices,
promoting creativity and innovation, boosting competitiveness, accomplishing strategic objectives, creating
value, and improving performance. Employee empowerment and information sharing are two contemporary
ideas, and as a result, interest in creativity and its components, which are concerned with intellectual assets and
define the fundamental parts of creativity, is growing.

I1. Role of Empowerment in Community
In terms of organizational creativity, it is represented by the intensive component of the organization
that led to the process of adding high value to its business by obtaining various creative goods or services, such
as introducing new products and improving the quality of operations in a way that improves its competitive
position. The key factors in the success of companies in this century are organizational creativity and the
continual introduction of innovations. Community based research also enhanced on the improvement as discuss
following.
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A. Knowledge sharing in community

It is the process of transmitting and disseminating relevant knowledge to the appropriate person or
organization's employee at the right moment utilizing information technology, Internet networks, or any other
instrument that facilitates the process. The information sharing process, according to Laudon, entails making
appropriate knowledge available to people and employees at the appropriate moment based on their community
[21]. Knowledge grows in an individual's mind as a result of their usage and involvement, as well as through
discussing ideas and sharing views, experiences, and abilities with others. It develops and expands with sharing;
therefore, the company tries to promote the idea of employee involvement in decision-making and enhance the
organization's strategic goals based on company strategical framework. For the exchange of experience and
information, the organization successfully uses communication, networking, and collaboration, and actively
conducts workshops, conferences, seminars, debates, and publications as well as typical activities. Additionally,
the company offers workers the chance to participate in training programs conducted by professional trainers.
Similarly, knowledge transfer necessitates the transmission of explicit (written or coded) information from the
knowledge base. Through observation, imitation, and practice, an employee may transmit and communicate tacit
knowledge without utilizing language with the assistance of technology-based assets.

B. Employee in IT sectors

According to research found that trust plays a critical part in the information sharing process [6]. The
acquisition and transmission of tacit knowledge may be facilitated by interpersonal trust. The process of
information sharing works best when people have trustworthy connections [7]. A person who trusts a colleague
is more willing to provide tacit knowledge and information, notwithstanding the danger that the colleague may
utilize it exclusively for his or her personal gain [6][15]. In creative companies, where employee trust is a key
element in the process, effective information exchange is given special emphasis [15].

I11. Knowledge and Sharing

Knowledge sharing, according to Nonaka produces tacit knowledge via experience, mental models, and
technical abilities [3]. Without utilising words, a person may get tacit information directly from others.
Apprentices who work alongside their masters learn craftsmanship via observation, imitation, and practise rather
than through words. Knowledge is transferred via social and technological communication channels in this
context [4]. There are several systems in place to make knowledge dissemination possible for this purpose.
These methods may be formal, such as reports and manuals, training, official meeting schedules, and on-the-job
learning, or they can be informal, such as meetings, seminars, and round tables, which are typically arranged
during working hours [4].

1V. Employee Empowerment

Critical role in accomplishing the organization's goals, training and employee development are
importance in business management theory and practise. Employees must continuously upgrade their credentials
and abilities due to the fast speed of innovation and technological development, as well as changes in the
environment [8]. Training and development is described as a set of activities targeted at acquiring the
information and skills needed to execute certain jobs [9]. Organizations may enhance their human capital by
acquiring appropriately trained and engaged workers via training and development methods. Employee training
is a collection of actions aimed at improving organisational skills and knowledge [10]. Implementing strategies
that enhance skills and careers in the workplace is also part of training and workforce development [11].
Previous research on training and development has shown that training not only leads to the acquisition of new
knowledge and skills, but also to the development of employees, which improves performance and productivity,
positively influences commitment and thus the company's competitiveness [12]. That make employee as on their
empowerment on the sectors based. Furthermore, training and development are critical in developing workers'
flexibility in a changing business and technology environment.

Companies strive to create new ideas and technology in order to remain competitive in a changing
business environment. Additionally, employees' expertise, as well as their ingenuity in addressing issues and
creating new solutions, are critical in these endeavours. Creativity, innovation, and continuous improvement
may be fostered at the task, process, service, and product levels via training methods [10]. According to
research, training and development methods have a beneficial impact on creative work behaviour [12].
Employee training not only equips them with skills and information, but it also motivates them to be more
dedicated to continual development [13]. Employees feel more prepared to accomplish present duties, and their
confidence and self-esteem improve, when they view training and development chances as useful and
worthwhile [14]. Employees who take part in training and development feel obligated to repay the favour with
good attitudes and actions [15]. Employees must feel prepared with all necessary information, skills, and
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competences in order to participate in continual development of themselves and the business, such as through
sharing their expertise with others.

V. Employee Empowerment Method

Successful performance management via employee empowerment, certain unusual and ultra-modern techniques
must be utilised. Three modern methods could be utilized for further operation of employee empowerment [30].
i. Goal Sharing:

Previously, various people attempted the same or comparable goals independently. Their performances were
naturally compared and contrasted. As a result, the idea of the greatest or worst employee began to emerge thats
could be the slogan. This phrase is unavoidable if the aim is personal. When there is a shared objective, the
motto should be "Let's accomplish it together." To put it another way, personal objectives may be debated
independently. However, a shared objective must be accomplished as a group. It is critical to share objectives in
order to accomplish this common aim.

ii. Coaching:

Let assume that two combatants in a boxing bout have two separate instructors. Because the objective is the
same for both, the same coach may assist both people in a shared goal scenario. Even if there are more mentors,
they will never operate in opposition to one another. Mentors also discuss their coaching objectives. In terms of
scale access, modern technology is very beneficial. This approach benefits both the trainer and the learner.

iii. Friendly Learning:

Many workers have an aversion to formal education. Some people dislike formal education. In this instance, the
motto should be "Let us learn from our friends in a pleasant manner." Churchill claims that the university
canteens taught him more than the university lectures. His students were often more informative, entertaining,
and illuminating than his instructors. As a result, peer-to-peer learning should be promoted. As a result, goal
setting, contemporary coaching, and friendly learning may effectively empower workers.

V1. Knowledge Creation for Empowerment

Knowledge production is described as a continuous process of self-transcendence that involves
boundary crossing via the acquisition of knowledge, context, and shifting worldviews [17]. One of the most
important assumptions regarding organisational knowledge production is that it stresses the social element of the
process [18]. Because knowledge production is a collaborative effort, it is the outcome of interactions with
others to jointly inspire and create new perspectives on reality [19]. Interactions with others are therefore the
foundations of knowledge production in an organisation [1]. Interactions between workers are a key step in the
creation of new organisational knowledge [20]. Individuals who work in organisations are the primary pillar
inside the organisation and its competitiveness, according to modern management science. One of the modern
methods (empowering employees), which is based on the participation of workers in making decisions and
giving them power, influence, and responsibility in the decisions they make or are involved in making with
senior management, is one of the latest methods of human resources management that works to raise the level of
performance of an employee. Empowerment, according to Ganjinia "a process by which development and
influence increase, as well as the capabilities of individuals and groups that help in improving execution and
ongoing progress.” [21]. It involves workers' active involvement in decision-making processes, problem-
solving, creative thinking, attitude management, responsibility, and control outcomes in their companies. As a
consequence of empowerment, managers hope to achieve connection. Contribution to boost employee efficiency
and functional effectiveness is one of the methods used to improve workers' involvement in making collective
choices inside a company. All of the cognitive and scientific abilities that are accessible to workers, as well as
their ability to perform the job expected of them in an acceptable way, are the basis of empowering sufficient
skills. This is in keeping with the facility's overall work atmosphere. The higher the contribution to allow them
to perform their work responsibilities, the more sufficient an employee feels [22].

Some research defines that how empowerment enables all workers within a company to utilise their
knowledge and talents [23]. The report also highlighted that empowerment is the most essential guarantee of any
organization's long-term viability. Promotion of underqualified new managers will result in a drop in decision
quality and moderate performance efficiency, as well as lower work satisfaction, particularly for those who are
not chosen. Workers are happy with management's appreciation and confidence, and empowerment leads to a
greater level of happiness. Promotion based on clear criteria and opportunities is accessible to everyone, and
employees are satisfied with management's recognition and confidence. This will aid in the development of
creative thinking and the implementation of the concept of continual improvement. A meaningful and useful
new product, service, concept, method, or technique produced by people in a complex social system is referred
to as organisational creativity. When the organization's decision-makers recognise that there is a performative
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contradiction between the organization's actual and intended performance, the need for innovation emerges.
This discrepancy motivates the organization's management to develop and implement a new approach.
Typically, technology advancements, changing customer wants and expectations, environmental changes, and
the availability of knowledge regarding the development of the optimal way to performance compel a company
to be creative. Organizational creativity is a competitive advantage that comes from competent human resources
working to place the company in a competitive position based on the high quality of service that this business
offers. The gap between current and intended behaviour is minimised and eliminated via creativity.

VII. Employee based Organizational Creativity

Encouragement and stimulation of creativity has become one of the main goals that most companies
strive to accomplish as they face and adapt to the competitive environment. Empowerment increases
productivity, boosts creativity, and lowers absenteeism and turnover. It enhances the quality of goods or
services, and it gives workers a better position. When it comes to addressing issues, empowerment boosts
competition and collaboration. In addition to this empowerment, it is a critical source of increased innovative
capacity, increased individual resistance to work pressures, increased individual loyalty to the organization; they
feel a sense of individual pride about their work and thus show more loyalty to their superiors, and increased
self-motivation; development of a sense of responsibility, and increased self-motivation. Empowerment has the
capacity to fulfil the requirements of an organization, allowing it to become more responsive to the needs of the
people while also reducing organizational hierarchy. Empowerment ensures that all available resources,
particularly human resources, are optimized to support the development of services; additionally, it encourages
and motivates individuals' creative and innovative capabilities, increases job satisfaction, motivation, and
affiliation, and gives individuals a greater sense of responsibility and accomplishment in their work. The value
of creativity has grown in light of increasing rivalry among companies, particularly worldwide competition,
which has raised the demand for innovation in order to avoid the danger of retreat and extinction. Furthermore,
research defines organizational creativity as the use of creativity in an organization's operations in order to assist
the organization better deal with environmental change [22].

VIII. Discussion and Conclusion

This research suggests that employee training and development, as well as confidence in co-workers,
may have a beneficial effect on the production of organisational knowledge. Employee competency
development has a beneficial effect on knowledge production. However, unique nature of the knowledge
production process, interpersonal trust is critical in fostering knowledge development in businesses. Trust is an
important facilitator of knowledge production, particularly when the amount of training available is minimal.
Furthermore, the importance of interpersonal trust in knowledge production based on employee growth is shown
in this research. Suggest method for further work also be improved for employee development framework
model. Research part as define that larger project to improve the notion of knowledge production using the SCT
theory and better understanding of the drivers of knowledge production that impact of changes in knowledge
management systems within organisations. Technological resources and encourages worker freedom,
accountability, and self-focus, as well as the development of trust between leadership and employees, resulting
in employee empowerment obviously make them different and improvement general development process.
Furthermore, it may decrease absenteeism and turnover at work, allowing workers to attain a privileged
position, improve competitiveness, increase problem-solving collaboration, and provide them with a high level
of creative ability and individual resistance to work demands.
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