
 

Individual Knowledge Management 

Learning and Knowledge sharing in any organisation starts with individuals.  
Personal capacities, skills, learning and communication preferences as well 
as work patterns all influence how an individual engages with their work 
context. The work culture influences hugely how effective individual efforts at 
learning and knowledge sharing can be, especially in motivating staff. Further, 
establishing as well as supporting a minimum standard in communication and 
other competencies relevant to learning requires commitment of resources 
and leadership from the top. But individuals have a range of choices on a 
daily basis, for example:  

 what to prioritise;  

 how much to question assumptions and current practices – be critically 
reflective;  

 whether to seek out learning from outside the immediate context 

 whether to make the effort to share ideas, innovations and lessons 
more widely.  

 
Focusing on that junction of capacity and approach can be a way for an 
organisation to embed good practice and identify the best return on 
investment in support resources.  
 

Competencies Indicators of good learning and knowledge sharing 
practice  

Curation – selecting 
and filtering, and 
sharing information 
relevant to particular 
projects  

 Learn and apply criteria to help sift material relevant to 
projects and teams  

 Identify key texts relevant to specific audiences, and 
share them in an accessible form 

 Edit, synthesise and summarise content 

Communicating 
effectively with others 

 Monitor conversations on social media channels and use 
them for sharing and questioning 

 Develop communication products for different audiences, 
and needs, using a range of media and formats, 
including practical, good practice guides as well as more 
formal publishable papers 

 Staff are purposeful and selective in what and how they 
share information, so as not to overload colleagues with 
information.  

Critically reflecting 
on current practice 

 Monitoring data and evaluation reports are used by staff 
to reflect and seek ways to improve practice.  

 Staff listen to and have conversations with beneficiaries 
and partners in the field, and ensure these reflections 
feed into learning agendas  

 Encourage “Learning by Doing” activities for example. 

Continual 
Networking and 
connecting  

 Invest time in expanding networks of internal and 
external relationships to benefit their own work and to 
help others, including presenting at conferences to share 
their learning 



 
Take responsibility 
for Learning and 
Skills Development 

 Individual Performance Objectives include an agreed 
personal learning pathways linked to the role 

 Individuals, as standard work practice: 
o Check for prior work and learning from peers as part 

of launching a new effort. 
o Reflect on lessons learned about both success and 

failure, and capture knowledge from projects as they 
finish. 

o Integrate learning and knowledge sharing activities 
such as regular ‘learning exchanges’ into the project 
life-cycles. 

o Seek out opportunities for developing ‘know how’ 
(e.g., on-the-job coaching, peer exchanges, 
communities of practice). 

 


