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 In this study, we identify and prioritize the knowledge transfer methods in Tehran 

Municipality Region 4. The method is functional in terms of aim and is survey in terms 
of data collection method. The statistical population included 30 experts of Tehran 

Municipality Region. AHP paired comparison technique was used to identify and 

prioritize methods. Five methods were identified in order to identify knowledge transfer 
methods through theoretical fundamentals and reviewing various models of knowledge 

transfer (job training, e-learning, documentation, communication and employee 

transport). Job training methods include (Master - apprentice, coaching, recreational 
camps), E- learning methods include (blogs, Internet, Software, E-mail), documentation 

methods include (modular conceptual), communication methods include (writing, 
interviewing, verbal) and employee transfer methods include (personnel rotation, 

personnel transfer). Paired comparison questionnaire was prepared after identifying 

knowledge transfer methods for prioritizing methodologies and submitted to experts. 
The obtained data were analyzed using Expert Choice software and results of weighting 

knowledge transfer methods imply that e-learning is more important than other methods 

and communication, job training, documentation and job displacement methods are at 
next levels. 
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INTRODUCTION 

 

 Today’s, knowledge is recognized as a productive source of innovation, creativity, productivity and 

increased human capital, facilitated exchange of information and growth and survival of 

organization. Organizations have numerous resources and assets in order to achieve their objectives. Some of 

these resources and assets are most valuable, unique and exclusive and play a pivotal role to gain competitive 

advantage. Toffler (1998) considers "wisdom" as final substitute for production, wealth and monetary capital. In 

fact, today knowledge is recognized as a key resource of organizations. 

 Organizations must use their knowledge resources effectively in order to assess and strengthen competitive 

advantage in today's global economy [10]. Knowledge management in modern era has created a big change in 

management and seeking retrieval, and preservation of knowledge as assets of organization. According to Peter 

Drucker, the secret of organization success is knowledge management in 21st century. Therefore, management 

must rely on superior knowledge and makes more rational decisions on major issues and improved performance 

based on knowledge [4]. Knowledge management necessity has been expressed by experts in this field such as 

Nonaka and Taguchi. In an economy where uncertainty is its only certainty, a major source of preserving 

competitive advantage is knowledge. Greater productivity of human capital, more efficient and effective 

learning of human resources, providing products and services with greater added value, customer and employees 

satisfaction are all main objectives of knowledge management in an organization. Knowledge management in 

organizations is considered as a process by which an organization generates wealth from its knowledge or 

intellectual -capital and prevents the waste of national wealth through designing appropriate models [12]. 

 Knowledge management is a strategy that manages and guides intellectual properties of organization (both 

recorded information and knowledge and mental abilities and capacities of organization members) so that 

organization can obtain high productivity and new values through developing and distribution of assets among 

all members. General knowledge management feeds organization managers of different levels to employees on 
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how to produce and provide appropriate services and obtains and transfers required skills and other mental 

inputs through various sources.  

 The study is intended to identify methods of management knowledge transfer and to maintain management 

knowledge in organizations that have theoretical and practical benefits in the field of maintaining knowledge for 

organization.  

 

The research literature: 

Definition of knowledge: 

 Ernest End. Yang has defined knowledge as below, what people need to do their jobs. Knowledge is a blend 

of experiences, values and information and systematic attitudes that provides a framework for evaluation and 

use of new information and experiences [7].  

 

Definition of Knowledge Management: 

 Tom Davenport: Knowledge Management is operation of discovering, organizing and summarizing 

information assets. 

 Hobert Santiago: Knowledge management is to create value from hidden assets of company. This aim is 

obtained when we can foster organizational and individual abilities so that they are able to create, share and 

collect knowledge. This implies that we accept value for human beings. 

 

Knowledge Transfer: 

 Knowledge transfer occurs when knowledge is transferred from one resource to another or be shared. 

Knowledge can be transferred either intentionally or as a result of other activities. Knowledge transfer can be 

defined as: "Systematic method of knowledge that is responsible for activities of organizing, restructuring, or 

expanding knowledge that can place Knowledge in the best possible place [13]. 

 Knowledge transfer depends on strategic timing, purpose, complexity and importance because it determines 

the amount of effort and resources of organization. Organization needs to consider the training skills, learning 

capabilities and social networking for successful performance [10]. Knowledge transfer includes two activities: 

Sending knowledge and attracting knowledge. Sending knowledge means to send knowledge to potential 

recipients and knowledge absorption means that there must be individuals or groups who receive knowledge. 

Consequently, as Davenport and Prosak stated knowledge transfer can be shown as a "transfer of knowledge = 

sending knowledge + attracting knowledge". Knowledge presence is not sufficient and the ability to attract and 

use it is utmost importance. In conclusion, we can say that "knowledge that is not attracted cannot be 

transferred." Davenport and Prosak said that if new knowledge does not lead to behavior change sending and 

attracting does not mean. 

 When knowledge transfer is discussed, many analysts point to the fact that people do not want to learn 

knowledge from other sources, but they are willing to share knowledge with other resources. Considering this 

point, we can say that knowledge transfer is a two-way process. When the knowledge is transferred, 

organization may encounter with problems such as reluctance to share, difficulty of understanding the content, 

time limits and organization inability to design strategies for presenting and transferring knowledge to 

appropriate resources.   

 The problem of knowledge transfer depends on the types of knowledge that are involved in the transfer. 

Tacit knowledge has complex and intangible nature; therefore its transfer cannot be done at once and easily. 

Close relationship helps parties through regular interactions to exchange formal and informal information. Close 

relationship promotes deep relationship and facilitates the exchange of detailed information among parties. In 

addition, it gives more opportunity people to share their collective experiences and mental models through 

physical and face to face contacts. In other words, knowledge has become common concepts and terminologies 

through regular dialogues between members of two companies. Therefore, obtains possibility to obtain tacit 

knowledge. That close relationship gives recipient the opportunity to reach deeply into the process of supply 

operations; therefore, they can follow from program, symbols and organizational culture of supplier [9]. 

 As noted above, the complexity and intangibility f tacit knowledge prevents complete and once 

transmission, therefore, its completion needs cooperation of Source Company. This necessitates frequent and 

prolonged engagement in knowledge transfer. Constant interaction provides possibility of revision for 

improving the transfer of tacit knowledge. Source Company receiving feedback from receiver company can 

provides more detailed instruction about nature of knowledge and facility of understanding it for client. Close 

relationships depend on the quality of exchanged information and desirability of maintaining mutual relationship 

and respect that parties accept for each other. When shared knowledge is in time, accurate and useful, parties 

desire further to maintain relationship [9]. 

 It must be mentioned that the fundamental component of close relationship between sender and receiver of 

organizational information and knowledge is mutual trust. Basically, trust form the basis of tacit knowledge. Fos 

et al, consider the importance of trust due to non- regularity of tacit knowledge and emphasize its role in 
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reducing risks and uncertainties in transferring tacit knowledge [3]. Naturally, the emergence of trust is formed 

in a bed of intimacy and personal relationships that facilitates the informal exchange of knowledge and increases 

the possibility of sharing and strategic information. 

 Creating such a context requires shared visions and goals, cultural adaptation and social assimilation. This 

would provide a favorable atmosphere for exchange of ideas and increases to mutual understanding between 

parties. This atmosphere helps to the transparency of relationship between supplier and recipient of tacit 

knowledge. When parties clearly know aims of parties and what they want to acquire, tacit knowledge will be 

more effective [3]. 

 There are two perspectives on transferring tacit knowledge. The first view suggests that tacit knowledge 

remains in its tacit form while knowledge transfers; the second view argues that tacit knowledge is converted 

into explicit knowledge during transfer. Accordingly, the view that supports non- convert of tacit knowledge 

into explicit knowledge suggest that tacit knowledge cannot fully be formed into explicit knowledge because the 

nature of knowledge is not clear. On the other hand, those who support the transformation of knowledge, 

express that transforming tacit knowledge into explicit knowledge is essential in the process of knowledge 

transfer [6]. 

 

Knowledge transfer mechanisms: 

Knowledge transfer mechanisms can be divided generally into three categories: 

 Systematic knowledge transfer: In this method, the knowledge transfer is done through text, report, numeric 

information systems, electronic systems etc. 

 Interpersonal transmission mechanism: in this method, knowledge transmission is done through 

communication tools such as phone, email, knowledge maps, confounding and storytelling.  

 Network and communication mechanisms: This mechanism consists of knowledge network, friendship, 

value sharing and honest communication. 

 

Methods of knowledge transfer: 

1. Documentation: 

 Documentation means to convert what is known or experienced by personnel (Tacit knowledge) into the 

forms and documents (explicit knowledge) with the ability to search these documents. 

 Documentation is done in two ways: Modular that is focused on the way of recording, searching and 

knowledge- use and Conceptual that is focused on concepts and content of knowledge. Modular is more 

applicable in knowledge management and transfer [1]. 

 

2. E-Learning: 

 E-learning provides the possibility of education free from any time and space constraints, it shares the best 

Professors and academic resources and saves the side non-educational costs. Such benefits cannot be easily 

ignored [5]. 

 In a knowledge-based society, development is not always based on knowledge production. Creating 

appropriate environment and a new organizational culture is a necessity for committed personnel.  In such a 

society, the creation of individual dominance on institutional knowledge is not good and a manager who is not 

able to motivate employees for knowledge transfer is not considered as a qualified manager. In many 

industrialized countries, the necessity of knowledge management has been fully felt [8]. Personnel displacement 

is done in two ways: Personnel rotation in workplace, personnel transfer to another location. 

 

3. Communications: 

 Tacit knowledge can be converted into explicit knowledge through written, interview and verbal 

communications [2]. 

 

4. Job training: 

 Job training is organized that provides tools and beds for knowledge and information transfer. Job training 

procedures include: Master–apprentice, coaching and recreational camps [6].  

 

Research Questions: 

 What are the methods of management knowledge transfer in Tehran Municipality region 4? 

 How are prioritized methods of management knowledge transfer for knowledge management in Tehran 

Municipality region 4? 

 

Methods: 

 This research is based on classifying an applied research that identifies the methods of management 

knowledge transfer (Tehran Municipality region 4) and study method is a survey research.  



332                                                                Narges Hosseini et al, 2014 

Advances in Environmental Biology, 8(17) September 2014, Pages: 329-335 

 The statistical population includes 30 experts in the field of management Tehran Municipality region 4. The 

data collection tools of this study include researcher made questionnaire based on AHP method. In this study, 

knowledge transfer methods were identified by referring to books and articles. These methods include job 

training, electronic training, documentation, communication, and personnel displacement. A questionnaire has 

been prepared using paired comparison technique in order to weight these methods and is submitted to experts 

and methods are compared to each other. The AHP technique is used for methodology. Expert Choice software 

will be used to analyze the data. 

 

 
 

Fig1. Conceptual model 

 

Data analysis: 

 AHP method is used to compare between sub- components of counter threat indicators.  

 
Table 1: Results of comparing of e-learning indicators sub- components. 

Blogs Internet Application software E-mail Sub- components 
1 2.4 1.67 2.43 Blogs 

 1 1.89 2.07 Internet 

  1 1.54 Application software 

   1 E-mail 
 

 The results of weighting parameters are shown in Table 2. 
 

Table 2: The results of weighting sub- components of e-learning indicators. 
Non-standard weights Standard weights Sub- components 

0.411 1 Blogs 
0.262 0.637 Internet 
0.191 0.465 E-mail 
0.135 0.329 Application software 

 
Table 3: Results of comparing communication sub-components.  

Writing Interview Verbal   Sub- components 
1 2.3 2.8 Writing  

 1 1.56 Interview  

  1 Verbal   

 

 The results of weighting communication parameters are shown in Table 4. 

 The results of weighting communication sub- components show that written form is more appropriate for 

knowledge transfer compared to interview and verbal methods. 

 The results of comparing job training sub- components are shown in Table 5. 
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Table 4: Results of weighting communication sub- components.  
Non-standard weights Standard weights Sub- components 

0.555 1.000 Writing 
0.262 0.472 Interview 
0.183 0.329 Verbal 

  
Table 5: Results of comparing job training sub- components. 

Sub- components Master - apprentice Recreational camps Coaching 
Master - apprentice 1 1.9 2.2 
Recreational camps  1 1.8 

Coaching   1 

 

 The results of ranking job training sub- components are shown in Table 6. 

 
Table 6: The results of ranking job training sub- components. 

Non-standard weights Standard weights Sub- components 
0.499 1 Master - apprentice 

0.305 0.610 Recreational camps 

0.196 0.392 Coaching 

 

 The results of table 6 show that Master – apprentice is more advantageous for transferring students than 

recreational camps and coaching among job training methods.  

 The results of comparing documentation sub- components are shown in table 7. 

 
Table 7: Results of comparing documentation sub- components 

Conceptual Modular Sub- components 
1 1.23 Conceptual 

 1 Modular 

 

 The results of weighting documentation sub- components are shown in table 8. 

 
Table 8: The results of weighting documentation sub- components. 

Sub- components Non-standard weights Standard weights 

Conceptual  0.552 1.000 

Modular  0.448 0.830 

 

 The results of weighting documentation methods show that conceptual method is more advantageous for 

transferring knowledge.  

 The results of comparing job training sub- components are shown in Table 9. 

 
Table 9: Results of comparing job transferring methods 

Sub- components Personnel rotation Personnel transfer 
Personnel rotation 1 1.78 
Personnel transfer  1 

 

 The results of weighting job transferring methods are shown in table 10.  

 
Table 10: The results of weighting job transferring methods. 

Non-standard weights Standard weights Sub- components 
0.640 1.000 Personnel rotation 

0.360 0.562 Personnel transfer 

 

 The results of comparing job transferring methods show that personnel rotation is more appropriate method 

for knowledge transfer compared to personnel transfer. 

 The results of comparing knowledge transfer methods are shown in table 11. 

 
Table 11: The results of comparing knowledge transfer methods. 

Sub- components Job training Documentation Communication Job transfer Electronic training 
Job training 1 1.8 2.1 2.2 1.7 

Documentation  1 2.2 1.8 2.3 

Communication   1 1.6 1.9 

Job transfer    1 2.1 

Electronic training     1 

 

 The results of weighting knowledge transfer methods are shown in table 12. 
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Table 12: The results of weighting knowledge transfer methods. 

Non-standard weights Standard weights Method Ranking 
0.317 1.000 Job training 1 
0.255 0.804 Documentation 2 
0.170 0.536 Communication 3 
0.148 0.468 Job transfer 4 
0.109 0.344 Electronic training 5 

  

 The results of weighting knowledge transfer methods imply that job training is more important than other 

methods and documentation, communication, job transfer and e-learning methods of are in other ranks. 

 The results of comparing knowledge transfer methods are shown in table 13. 

 
Table 13: The results of comparing knowledge transfer methods. 

The relative weight The absolute weight Method 
0.411 0.158 Blogs 
0.262 0.100 Internet 
0.191 0.073 Application software 
0.135 0.052 E- mail 
0.555 0.127 written 
0.262 0.062 Interview 
0.183 0.042 Verbal 
0.499 0.085 Master - apprentice 

0.305 0.052 Recreational camps 

0.196 0.033 Coaching 
0.552 0.074 Conceptual 

0.448 0.060 Modular 
0.640 0.054 Personnel rotation 

0.360 0.031 Personnel transfer 

 

Conclusions: 

 The results of ranking e-learning sub- components show that the blog is more important for knowledge 

transfer compared to internet, email and applications software. 

 The results of weighting communication sub- components show that writing method is more important for 

knowledge transfer compared to interview and verbal methods. 

 The results of weighting job training sub- components show that coaching method is more advantageous for 

knowledge transfer compared to recreational camps and Master – apprentice methods. 

 The results of weighting documentation methods show that the modular method is more important for 

knowledge transfer compared to conceptual method. 

 The results of comparing job displacement methods show that personnel transfer method is more important 

for knowledge transfer compared to personnel rotation. 

 The results of weighting knowledge transfer methods show that e-learning method is more important for 

knowledge transfer compared to other methods and communication, job training, documentation and job transfer 

methods are at next levels. 

 The results of calculating absolute weight of sub- components show that using blogs, writing and internet 

are the most appropriate methods for knowledge transfer and personnel and Master – apprentice method are the 

most inappropriate methods for knowledge transfer. 

 The results of ranking e-learning sub- components show that blogs are more important for knowledge 

transfer compared to components of Internet, email and applications software. 

 The results of weighting communication sub- components show that writing is more suitable for knowledge 

transfer compared to interview and verbal methods. 

 The results of weighting job training sub- components show that Master – apprentice method is more 

advantageous for knowledge transfer compared to recreational camps and coaching methods. 

 The results of weighting methods of documentation show that conceptual method is more suited for 

knowledge transfer compared to modular method. 

 The results of comparison between existing methods for job displacement show that personnel rotation is 

more effective method of knowledge transfer compared to personnel transfer. 

 The results of weighting knowledge transfer methods imply that implies that job training is more important 

than other methods and documentation, communication, job displacement, and e-learning methods are in later 

grades. 

 The results of calculating absolute weight of sub- components show that using blogs, writing and internet 

methods are the best ways to transfer knowledge and personnel transfer and coaching methods are inappropriate 

methods for knowledge transfer. 
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Suggestions: 

 According to the results of research based on blog, writing and internet methods effectiveness, the 

following activities are recommended to be carried out for knowledge transfer: 

 Tehran Municipality Region 4 must set up a blog in which experts of each sector, place their experiences 

and findings so that other members of organization use it. 

 Tehran Municipality Region 4 must publish pamphlets in which information necessary for newcomers is 

found so that people become aware of their activities. Organization must use the experience of those who have 

been in organization in order to prepare the pamphlet.  

 The organization makes possible knowledge transfer from experts to those with little experience through 

integrating virtual systems within enterprise. 
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