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Abstract

This article presents the analysis of use of knowledge management methods intended, by increasing the speed of knowledge acquisition, processing, evaluation and transfer in managers, to contribute to the development of employees and intensify the processes of knowledge management in the public sector.
The goal of the research is to identify the needs of practitioners in the field of knowledge management in relation to the development of knowledge management methods in the public sector. To evaluate the possibilities of use of the manager’s and employee’s self-improvement as a stimulating method of knowledge management. 

The task of the research is to investigate what methods of knowledge management may be used under the conditions of today’s knowledge-based economy. To identify these requirements based on the needs of practitioners and to provide a theoretical substantiation. 

The research was being conducted from 2005 until 2012 for the public sector employees in Kazakhstan, Russia and Latvia. The model developed by the authors was theoretically substantiated and tested by the authors in practice. The results obtained are described in this article. 
Introduction

In the last two decades, the interest in knowledge management has considerably increased. This tendency is characteristic both of commercial organisations and the public sector. 
In 2005-2012, the authors conducted trainings for employees of private organisations and the public sector in different countries. 
The increasing amount of information requires using new methods for knowledge management. At the same time, the amount of information that employees have to process requires of them improving their information processing and new knowledge acquisition skills, increasing the speed of information processing and maintaining the accuracy of performance. 
This article considers the methods of knowledge management in state establishments through the possibilities of managers’ self-improvement. 
The scientific problem lies in the fact that under conditions of the growing amount of information employees quite often do not have the skills that would allow them to increase the speed and accuracy of information processing without losing quality. 

The goal of this article is to find solutions to the problem related to acquisition, processing, and transfer of information and transformation thereof into knowledge by mastering new skills, i.e. through self-improvement. 

The tasks set in the article are to develop, describe, and practically test the possibilities of use of trainings for the development of the employees’ fast memorisation, speed reading and text structuring skills, and, this way, to facilitate self-improvement of employees and managers in the public sector. 

Topicality of research

In the recent years, not only the private sector employees have become more interested in using new knowledge and skills; the public sector has also felt a need for the development of employees. Special programmes contributing to the development of public sector employees are being developed and put into practice in many countries. For instance, active training for public sector employees was started in Russia in 2010 under the programme ‘Training the Representatives from the High-potential Level Managerial Staff Resources for Training within the Framework of the Federal Programme “Training and Retraining for Managerial Staff Resources (2010-2015)”’. 
In Kazakhstan, public servants took the initiative and, having specified the new skills that they needed for work and having assessed the training services market in Europe, chose the programmes proposed by the authors. 

In Latvia, in September 2007, heads and administrative officers of the Rezekne City Council made a decision to improve the quality of their work by increasing the speed of information processing and improve the organisation’s overall performance through self-improvement.  
This way, this article demonstrates that there is a need for improvement of the knowledge management methods and that in practice this need is quite frequently ahead of theoretical developments in this direction. 
Description of the Issue 
Knowledge in an organisation may be regarded at two different levels – the individual and organisational (Senge, 1994). 
The problem is how to conjoin these two types of knowledge and transfer the individual knowledge to the level of organisational knowledge, including converting tacit knowledge into explicit knowledge. Lately, the employees have become more interested in self-development. From the organisation’s point of view, it is important to convert the employees’ tacit knowledge, including the knowledge obtained in the course of learning, to explicit knowledge since by getting information and letting it pass through oneself every person contributes his/her vision to new knowledge. Therefore, staff development includes a much wider range of activities that not always can be subjected to formal structuring (McDowall and Mabey, 2008).

From the point of view of employees, the factor ‘what exactly will I get as a result of learning’ is important (Jolles, 2005), (Latif, 2012).
From the point of view of managers, it is important to accelerate the processes of information and knowledge acquisition in an organisation without increasing the number of employees, at the same time making sure that those who are involved in the process are not exposed to additional stress due to the increasing load caused by growth in the amount of information being processed. The speed of information processing especially when new ideas are born becomes a significant factor (Rollag and others, 2005). 
Knowledge management as a discipline of the management science has appeared as a result of work of practicing consultants with the aim to solve specific tasks related to the organisation’s activities. This field of scientific knowledge started to actively develop when organisations became aware of the amount of knowledge they lose just because they do not know that they have this knowledge at their disposal. Practice-based results required the development of theoretical substantiation. This way, practice in the field of knowledge management quite often marches ahead of theory (Booker and others, 2008).
In this article the authors consider the data obtained in practice during trainings conducted for the public sector employees. In this case, practice marched ahead of theory, since public servants, in addition to standard learning and development programmes intended for public servants, started searching for the development trends that would be topical for them. 
Novelty
In the article methods of knowledge management are being reviewed from the point of view of staff development rather than from the point of view of procurement development. It is meant here that it is possible to intensify the processes of searching for, structuring, evaluating, processing and further transferring of information with the help of staff development through self-improvement. In this case, the speed of information processing in people who had undergone training increases two or three times depending on individual peculiarities without losing accuracy and understanding. The article demonstrates the influence that self-improvement of managers and employees has on the development of an organisation in the public sector. 
This article considers a possibility of increasing the working efficiency of every individual in an organisation by developing new skills that would contribute to the increase in the speed and accuracy of information processing. 
The initiative to use the techniques of speed reading, fast memorisation and logicographic symbols for text structuring and generating of new ideas originated from employees and managers who explained their choice by the lack of skills and abilities that would allow them to process the amount of information larger than the one they can process using the techniques they are accustomed to. This article demonstrates how the requirements that resulted from a practical necessity led to changes in the theory of knowledge management, including in the public sector.
Materials and Methods

Public sector employees were taught by way of trainings. In Russia, ten groups consisting of twenty people in each were trained. Trainings were conducted on the base of the Moscow State University named after M.V. Lomonosov at the Department of Public Administration for teaching high-potential managerial staff resources within the framework of the Federal Programme “Training and Retraining for Managerial Staff Resources (2010-2015)”’. 
Learning requirements were formulated by the learners who, having passed the competitive selection for participation in this programme, specified which additional blocks they needed to master for more successful learning, as well as to get a greater output from learning and apply the skills obtained in practice. To teach that group of employees, modules on fast memorisation of information were chosen. The employees were taught in intensive mode by way of trainings. The learners were given new tasks every hour. Before covering a new topic, the learners had to pass a test, then they were given a short lecture on theory and had to pass another test. As a result of the training conducted, the results of initial and final tests on every topic were received as well as the learners’ overall evaluation of the conducted training was obtained according to the first and second level of Kirkpatrick’s model (Kirpatrick and Kirkpatrick, 2006). On the basis of the acquired data corrections were made to the learning programmes, and additional learning was provided in the form of trainings upon the learners’ request. 
In Kazakhstan, top executive managers of state organisations ‘Kara Zhira’, ‘Azia Energo’ and ‘State Railways’ were taught. It was the initiative of top executive managers of said organisations caused by the necessity to implement new corporate strategies and, respectively, by the increased load on top executive managers at work, as well as the necessity to develop a shared vision.    
In Kazakhstan, one and the same team of top executive managers was trained alongside performing their work duties. They were learning in the course of three weeks, every working day after work and at the weekends. As a result, top executive managers were trained in speed reading, fast memorisation, structuring of information using logicographic symbols and development of creativity and shared vision. Evaluation on those trainings was obtained at all levels (from 1 to 4) of Kirkpatrick’s model (Kirpatrick and Kirkpatrick, 2006).

In Latvia, teaching was initiated by heads of the Rezekne City Council with the aim of self-improvement, since they expressed a wish to increase their information processing speed preserving efficiency and accuracy. Speed reading in Latvia was taught in the form of trainings that lasted six days, three hours every day. Evaluation on those trainings was obtained at all levels (from 1 to 4) of Kirkpatrick’s model (Kirpatrick and Kirkpatrick, 2006).

Such evaluation allows finding out what every learner has gained in the course of learning as well as what an organisation gains in the long run. An individual’s contribution to the aggregate knowledge of an organisation is important, since this knowledge is the organisation’s strategic asset (Bollinger and Smith, 2001).
Results
In the course of learning under the programmes of fast memorisation of information, speed reading and use of logicographic symbols for work with text information, evaluation of the learning results according to the first and second levels of Kirkpatrick’s model was carried out by means of questionnaires. Respondents filled out the first questionnaire right after completion of training; the second level was defined on the grounds of replies to letters sent electronically one month after completion of training. 100% of the learners pointed put that the training was important and necessary; 92% described the information obtained in the course of learning as new; 90% pointed out that they would be able to apply the skills acquired in the course of learning when performing their work duties; 76% said that the training met the organisation’s strategic aims (the rest of the learners commented on the aspects that had indirect influence in the open-ended questions). 
96% of the learners succeeded in increasing the speed of information processing more than twofold retaining the degree of understanding and accuracy at that; 92% pointed out that the results gained in the course of learning exceeded their expectations. 

The fourth level of Kirkpatrick’s model was evaluated 3-6 months after the training with the aim to identify the influence of the training results on the organisation’s performance. 
To do the evaluation according to the fourth level of Kirkpatrick’s model, managers who had completed training were involved as experts, since they could act as experts from the point of view of the influence their behaviour had on the organisation’s performance.  
The results obtained in Kazakhstan were the most impressive. When ordering the learning programme, top executive managers set themselves a task to put a new strategy into practice as quick as possible. According to the results obtained from the questionnaires sent electronically, the data was acquired that the organisation’s strategy was changed in a very short time, i.e. less than in four months. Achieving that result was possible due to several factors: the whole team of top executive managers was learning (in this case, all the managers were visitors); prior to trainings, the managers had clearly set the goals that were to be met in the process of learning and had precisely identified the skills they needed for implementing a new strategy in their organisation; the whole team of managers was ready for collaboration and was focused on the result; the whole team of top executive managers trusted the teacher and fulfilled all the requirements. 
100% of the learners, who were trained in Kazakhstan, pointed out that their training contributed to the development of the shared vision, increase in the speed of situation assessment and decision-making, as well as noted that the newly acquired skills facilitated the increase in the speed of thinking. According to the managers, ‘it seemed that having arrived at work we suddenly came to realise that we were thinking three times faster than others. Though it had not made us cleverer at once, it showed us totally new possibilities. It could have caused competition or a feeling of superiority if only some of the top executive managers had the skills of fast information processing, but we were learning all together. The most important thing was that all the top executive managers had obtained said skills, and while implementing a new strategy we were able to work as a well-coordinated team acting in practice much faster than we could have expected’.  
100% of the managers pointed out that the methods which they applied when working with knowledge were innovative and allowed them to meet the goals set. The authors would like to emphasise that apart from the fact that the training was focused on the increase in the speed of information processing preserving accuracy and understanding, an important criterion of implementation of the knowledge management methods was the fact that the whole team of the organisation’s top executive managers had acquired new skills. 
When teaching high-potential managerial staff resources within the Federal Programme ‘Training and Retraining for Managerial Staff Resources (2010-2015)’ (MSU, Moscow, Russia), the main factor was ‘what exactly will I gain in the course of this learning’. For learning, the groups were formed of one level managers; despite the fact that they all came from the public sector holding leading positions up to the deputy minister, they still represented different regions and, therefore, were not representatives of one organisation. In this case, the learners were interested in what skills acquired in the process of learning could be applied for the performance of their work duties and improvement of the knowledge management efficiency.
During the development of the training programme, top executive managers took the initiative by specifying which modules they needed for self-improvement with the aim to implement knowledge management and influence the organisation’s activity, since by virtue of the position every learner holds, he/she has a direct impact on the organisation’s performance. In addition, public servants who were lucky to be trained under the federal programme had to pass a competition to be selected for training and they had to be recommended for such training. If managers, on whom the government places its stake as the administrative staff resources, request to be ensured with the skills necessary for work with information, it means that that the need for such training is critical. After the training of the first four groups each consisting of 20 people was completed, evaluation according to the first level of Kirkpatrick’s model was obtained on the basis of which a decision was made to include additional modules on fast memorisation of information into the training of managers within the framework of the federal programme. 
According to the results of questionnaires filled out by the learners, among all the blocks of the federal programme for the year 2012, the programmes described by the authors were acknowledged as the most innovative, applicatory, interesting, demanded and necessary for managers.    
As a result of interviews of the managers who had undergone training under the federal programme, it was established that the training of managers described in this article allows implementing the basic strategic aims of knowledge management in the public sector: it enhances the organisation’s potential for innovations; improves the efficiency and competence of managers and, through it, of the whole organisation. The managers mentioned such basic weak aspects in the work of the public sector as inflexibility, insufficient speed of decision-making, small number of innovations, even though in the commercial sector innovations are regarded as one of the main strategic elements necessary to keep up with other companies. To meet the demands of taxpayers, the public sector also needs new ideas. From this point of view, the managers who had completed training start using knowledge management in a more effective mode to ensure joint activity of employees, including for the purpose of generation of new ideas regardless of geographic dispersion.  
From this perspective, it becomes possible not only to improve the capability of reacting to the customers’ needs, but also to quickly react to unforeseen events. The public sector may increase the effectiveness of work by reacting to signs of instability and other changes as quick as possible, and needs such managers and employees who would foresee the development of events and the impact of the occurring on other spheres of activity, to substantiate their conclusions. Also, it is a possibility to quickly react to new tendencies and make use of the new opportunities in the voters’ interests. The increase in the speed of decision-making in public sector managers from the point of view of knowledge management may be used to improve the efficiency of work by eliminating overlapping works and projects, and getting rid of redundancy. The efficiency of manager’s work may be regarded as a possibility in his/her daily work to simply and quickly use his/her prior experience and the experience of others for decision making. 
This way, self-improvement of managers is an essential part of work related to improvement of the managers’ competence, since they receive the largest portion of information also from their subordinates and colleagues taking into consideration the experience of the latter. According to public sector managers, the training described in this article allows using the means for collective work more effectively for more flexible and systematic distribution of experience among the employees within an organisation.   
Training conducted in Latvia was initiated at the request of heads of the Rezekne City Council with the aim to develop a shared vision, increase the speed of information processing and decision-making, which was especially topical at the moment when the decision on urgent realisation of training was made, since it was necessary to urgently take a number of strategically important decisions; in other words, it was initiated at the request received for solution of a specific practical task in the public sector. For implementation of this project, training focused on the increase in the speed of information processing was conducted. The results of training were being assessed during the process of learning, since the techniques of fast information processing were taught after the working day during the whole business week, three hours every day, and upon completion of training. As a result of training, 94% of the learners reported a considerable increase in the speed of searching for, processing and analysing of information; the most important to their mind was that the speed of decision making had also considerably increased. The speed of decision making was a key factor for the sake of which said training was actually planned, since the employees and the head of the Council had to adopt a number of decisions important for the city in the shortest possible time. 
Said decisions were made in the course of implementation of the training. According to the data of the questionnaires filled out by the learners, the key factors that had influence on making of the decisions were the shared vision and the speed of information processing developed in the process of learning; it allowed them to analyse information more quickly and more flexibly react to changes in the environment. 
Theoretical Substantiation of Theoretical Approach 
The results obtained in the course of the research require the development of a theoretical foundation. From the point of view of the authors, the contemporary knowledge management methods in an organisation may be depicted by arrows (see Figure 1).
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Figure 1. The relationship between self-improvement of managers and knowledge management methods in an organisation
Source: The authors have developed the design on the basis of scientific literature ideas (Senge, 1994; Jackson, 2007, p. 82)
Information that an organisation receives from the external environment becomes knowledge only if the employees pass it through themselves. A constant exchange of knowledge among the managers, experts and employees occurs at the individual level whereby knowledge is being constantly enriched and attains a new value. In this case, the exchange of knowledge is a two-sided process in which both sides have influence on the perception of each other’s knowledge. 

The individual level of knowledge has an impact on the group knowledge. This process is also two-sided. But it should be taken in consideration that since in the conditions of the knowledge-based economy organisations have no clear established structure, a group in this case implies not only structural divisions but also the formal work groups and informal groups. 

This way, for instance, activities according to the employees’ interests after a working day may ensure the group’s access to the knowledge that cannot be gained within the formal structures. 

For illustrative purposes, the authors may give an example of a volleyball team consisting of employees of a large public organisation. The team was selected on the basis of athletic abilities rather than working abilities. But, since the company’s vice-president and two heads of the largest subdivisions were involved in the team, the rest of the team members, through informal communication, gained access to the information that was unavailable to them in the formal structure.  

Group knowledge may become organisational knowledge if the employees are able to convert it into formal knowledge. Individuals will perceive formal knowledge in accordance with their cognitive abilities and personal experience and, after ‘being passed through oneself’ and ‘vitalized’, such knowledge will become individual knowledge. 
The process described above is cyclic. 
If these processes are considered within the context of a self-learning organisation, keeping in mind that it is a vision which should be strived for, such processes will take place on a regular basis. As it can be seen in the figure, at the level of individual knowledge the manager’s self-improvement will have an impact on the employees and experts, since the processes are two-sided. 
From this perspective, self-improvement of the manager and employees may be regarded as a method for knowledge management in organisations stimulating the processes of searching for, acquiring, evaluating, processing, transferring and reusing knowledge in an organisation.  

Discussion
Use of speed reading and fast memorisation techniques and logicographic symbols for memorisation and structuring of text information may be a powerful tool for self-improvement of staff and managers. Since managers hold important positions owing to the level of their development, skills and abilities not characteristic of many people, which, in fact, is the reason why they hold the leading positions, it was noted during the managers’ learning process that they constantly strive for self-improvement and continuously improve their efficiency.  

Said people initiate changes within organisations and contribute to introduction of novelties in them, as well as act as corporate culture agents. As soon as managers complete trainings described in this article, they come to realise that their subordinates can also work faster and more effectively; as a result, managers initiate on the job training for their subordinates under the same programmes, thus contributing to introduction of changes within organisations. 

A manager, who is sure that his/her employees have skills and abilities allowing them to process information faster and more effectively than employees of other organisations, or, for instance, twice as faster as before trainings, may also be sure that he/she makes a contribution to the development of the organisation through his/her own and his/her subordinates’ self-improvement, this way influencing the development of the organisation as such.   

In view of the new approach to knowledge management, we may discuss the question that self-improvement resulting from the training described above will have a positive effect on the search and retrieval of information and knowledge from knowledge carriers via the increase in the speed of information processing; it will also have a positive effect on structuring and systematising of knowledge, including by means of ensuring its faster search, since  the level of knowledge evaluation will increase, including identification of dependencies and analogies; in addition, the skills acquired will influence knowledge renewal (updating), its dissemination within an organisation and regeneration of new knowledge.  

In the authors’ opinion, the methods described in this article will help faster put new employees in the way of things; to unite knowledge of separate structural units; to accumulate knowledge and disseminate it throughout the whole organisation; to intensify the process of generating new ideas. 

According to the authors, a significant aspect in this article is the fact that exactly top executive managers as practitioners felt that their organisations needed that kind of training and initiated its practical implementation. In this case, we may say that the need in practice dictates terms for the development of theoretical substantiation of this approach to the knowledge management methods. 

Conclusions and Proposals
Speed reading and fast memorisation techniques and use of logicographic symbols for memorisation and structuring of text information may be used for the purpose of self-improvement both of employees and top executive managers. Increase in the speed and accuracy of knowledge processing among managers stimulates them to facilitate self-improvement of their subordinates, since a manager working fast and intensively is interested in having subordinates who are able to put the developed ideas into practice quickly and effectively. Therefore, self-improvement of employees and managers may be regarded as a method of knowledge management in an organisation, since it facilitates the increase in the aggregate knowledge of the organisation, thus contributing to the development of the organisation’s strategic asset. 
Increased speed and accuracy of information processing of the teams of top executive managers and the whole departments and subdivisions facilitates the development of other organisation’s departments and increases the amount of knowledge in the organisation because it encourages creation of new knowledge and stimulates the reuse of prior knowledge.  

The authors believe that the researches on how organisations develop after the managers thereof have completed training under the programmes of fast memorisation, speed reading and use of logicographic symbols could in future be conducted more extensively with the aim to determine the extent to which such organisations work more effectively in comparison with their competitors. 

This article examines the results obtained in the public sector; therefore, final conclusions with regard to competition cannot be arrived at. 

The popularity and necessity of such training in practice can be proved by the fact that it was initiated by managers and the necessity was built based on the skills requisite for fulfilment of position duties, i.e. the necessity for these skills was built by the learners on the basis of practice. 

In this case, practitioners’ demands require theoretical substantiation and may serve as a basis for further researches in this direction. 

It is evident that by acting faster managers stimulate their subordinates to work as fast and effectively as them, this way developing in them a necessity to master respective skills. From this point of view, the methods described may be considered as methods of knowledge management in organisations. 
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