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Abstract: This paper focuses on the impact of the COVID-19 pandemic on the knowledge 

conversion process. To observe the impact, we decided to use a model called SECI, created 

by Ikujiro Nonaka and Hirotaka Takeuchi. The model is widely recognized and has been 

used in many pieces of research. The question we ask is whether and how is the knowledge 

conversion process influenced by the pandemic. Further investigation revealed that the 

socialisation process (the first phase of the SECI model, where tacit knowledge is being 

converted and shared to create another tacit knowledge) is the most influenced process of the 

four processes. The methods used for the research are especially literature review and 

analysis and synthesis of papers. The results showed that the pandemics do influence the 

knowledge conversion, especially in terms of shifting the communication and cooperation 

toward virtual methods. This has a major impact especially on the socialisation process, as it 

is based on sharing experiences, usually in physical proximity. 
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1. Introduction 

Knowledge has been lately considered one of the most important assets for any 

organization. It is widely recognized as a source of competitive advantage (Zack, 1999; Macey 

et al., 2011; Cook, 2008). As Nonaka et al. mention, "knowledge creation is a continuous, self-

transcending process through which one transcends the boundary of the old self into a new self by 

acquiring a new context, a new view of the world, and new knowledge" (2000, p. 8). The knowledge 

creation and sharing process enables an organization to manage the ongoing change in its 

environment. The importance of knowledge management can be observed especially in the 

area of productivity and work efficiency, but incorrect management of knowledge processes 

in the organization can have far more serious effects than lower productivity. These effects 

can manifest themselves in organizations, that deal with human health and lives. Examples 

might be airlines, medical, military, or fire brigade organizations, where a loss of employee 

knowledge can result in the loss of human lives (Oliver et al., 2017; Weick & Sutcliffe, 2015). 

The subject of KM is very broad. It relates to different domains of research such as 

organizational theory (Weick, 2006; Nonaka et al., 2014), leadership theory (Manz & Sims, 

1991; Rojhe & Syal, 2014), the theory of employee inclusion (Lawler, 1986; Rana, 2015; Konrad, 

2006), etc. On the other hand, knowledge can be also seen as "commons" (Hess & Ostrom, 

2007), which represents a common shared resource that serves a given group or system and 

promotes the "common good". In the present paper, we focus on the role of knowledge in 
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organizational theory. There are several models depicting knowledge managing processes in 

an organization, such as SECI (Nonaka et al., 2014; Nonaka & Takeuchi, 1995), LIR (Born, 

2002), or Information security knowledge sharing integrated model (Safa & Von Solms, 2016). 

Previous research has shown, that the SECI model will be the most appropriate for our 

research. The main reason is that its applicability and usefulness have been verified by 

various research. Its role is to depict the process of creating and managing knowledge within 

an organization. The model has been implemented in several studies concerning knowledge 

creation and management. It was used in small organizations, universities, 

multiorganizational projects, etc. (Arias Velásquez & Mejía Lara, 2021; Saide & Sheng, 2021). 

Also, it is both complex in terms of application and simple in terms of understanding the 

process. If we look a little closer, the model explains a process of creating and managing 

knowledge within an organization, concretely the process of transforming and sharing 

explicit and tacit knowledge, utilizing four processes: socialisation, externalisation, 

combination, and internalisation (Figure 1). Each process represents the transition from one 

type of knowledge to another or the same, ex. socialisation (tacit-tacit), externalisation (tacit-

explicit) etc. 

 

Figure 1. The SECI process (Nonaka et al., 2000) 

The whole process of generating and managing knowledge is influenced by many factors, 

such as technological development, culture (national and organizational), a situation in the 

society, etc. At present, the situation linked with the COVID-19 virus represents a great 

challenge for knowledge management as such (Ammirato et al., 2021; Arias Velásquez & 

Mejía Lara, 2021; Saide & Sheng, 2021). Does it also influence the knowledge conversion 

process? 

Hence the research question is: 

Q: Does the pandemic COVID-19 influence the process of creating and managing knowledge in 

an organization? 

 



To address this question, we will use the IMRAD scheme. After this brief introduction of 

the subject, the methodology of the research will be outlined, subsequently, we will present 

the research results. In the end, the discussion of the findings, the limits of this approach, and 

recommendations for future research will be presented. 

2. Methodology 

The method used for the present research is mainly a literature review approach. The 

processes used especially study selection, analysis, and synthesis of papers and reporting of 

the results. The nature of the research is rather exploratory, as we are exploring links between 

two concepts (knowledge conversion and COVID-19), of which one has emerged recently 

(Saunders et al., 2015). Therefore, there is quite little known about the nature of the link 

between them. It might result in finding new relations between concepts, but it might result 

in reaching the deadlock as well. 

The main source of literature was the Web of Science Core Collection database. The 

algorithms used in the search were: 

1. TS=(knowledge AND management AND COVID-19) 

2. TS=(SECI model) 

In the course of the research two other algorithms were added, due to further 

investigation: 

3. TS=(SECI model AND socialisation) 

4. TS=(SECI model AND pandemics) 

For the publications concerning COVID-19, the year of publication was automatically 

2020 or later (as the influence of the virus became grave and known worldwide in the second 

half of 2019). For the first algorithm, there were 2,005 relevant publications. Afterward, we 

restricted the research area to management, business, multidisciplinary sciences, and social 

sciences interdisciplinary, excluding medical publications in particular. This process resulted 

in 270 publications. The search with the second algorithm resulted in 152 publications, with 

restrictions to the field of management only. Entering the third algorithm, the result was 16 

publications and the fourth algorithm resulted in only one publication, as the area of research 

is still new and much narrower than the first subject. The publications found in this process 

were then manually sorted according to their relevance to the topic. For complementary 

research, we also used the EBSCO database. 

3. Results 

In this section, we will outline the base for answering the research question. Previous 

research has confirmed that the pandemic COVID-19 has a significant effect on knowledge 

management and vice versa (Ammirato et al., 2021; Kirchner et al., 2021; Arias Velásquez & 

Mejía Lara, 2021), which means, it could have some impact on knowledge conversion process 

as well. A concrete example of such an influence can be an improvement of virtual 

instructions and the digital transformation of the educational process in the research made 



by Arias Velásquez and Mejía Lara (2021). Another research, that focused on the educational 

sector, identified five areas linked with knowledge management, which need to be addressed 

to maintain knowledge sharing effective, especially under the influence of pandemics (Saide 

& Sheng, 2021). Deliu (2020) suggests the importance of corporate governance supporting 

knowledge management governance, especially during a socio-economic crisis such as the 

COVID-19 pandemic. As we could see, the COVID-19 pandemic has had an impact on 

knowledge management. The question that follows is, whether specifically the process of 

knowledge conversion is influenced. 

3.1. Knowledge Conversion and the Influence of COVID-19 

To enable the analysis of the process of knowledge conversion, the SECI model will be 

used. As we mentioned above, the model depicts the process of creating and sharing explicit 

and tacit knowledge. The term knowledge conversion describes an interaction between two 

types of knowledge. There are four conversion processes: socialisation, externalisation, 

combination, and internalisation (see Figure 1). (The first letters of their names form the 

acronym "SECI".) The model has been implemented in several studies concerning knowledge 

creation and management. It was used in small organisations, universities, 

multiorganisational projects etc. (Arias Velásquez & Mejía Lara, 2021; Saide & Sheng, 2021). 

In the process of socialisation, tacit knowledge is converted through sharing 

experiences. As tacit knowledge is not possible to express by data or words, the best tool for 

its conversion is learning while working together (Dávideková & Hvorecký, 2017; Nonaka et 

al., 2000). In this process, people empathize with co-workers and others around them, which 

creates an environment more open to sharing knowledge. In the externalisation process, tacit 

knowledge is converted (articulated) into explicit. It is said that after this process, knowledge 

is crystalized and becomes the basis for new knowledge. The third conversion process is 

combination, where the explicit knowledge is connected and combined into a more complex 

system of explicit knowledge. It can be done through computer networks, for example 

creating databases. In the last process called internalisation, the explicit knowledge is 

embodied into tacit knowledge by individuals. It is often done through action (Nonaka et al., 

2000). After the internalisation, the process starts over at another level, continuing in the same 

scheme. 

As mentioned above, the pandemics of COVID-19 have had several impacts on 

organizations and their management. As we can observe, some of the most significant 

influences of COVID-19 are the increasing development and implementation of a virtual 

version of communication, cooperation, etc. (Arias Velásquez & Mejía Lara, 2021; Saide & 

Sheng, 2021). As a result of restricting personal contact among employees, there has been an 

increasing shift towards working from home (Crane & Matten, 2021). This tendency is quite 

important for our research, as it might have an impact on the way of sharing knowledge. 

Among other impacts of COVID-19 pandemics the main influence was, according to Crane 

& Matten (2021), reassessment of the stakeholder view in terms of what groups of 

stakeholders are essential for the economy to keep going. They mention that the focus on 

employees may be stronger, as they are the essential group of stakeholders, that keeps on 



organization going. If we consider knowledge-based organizations (or knowledge workers), 

changes in focus on employees may result in development in the knowledge conversion 

process, as it is one of the most important processes for such organizations. It may also relate 

to another research made by Rhodes and Fleming (2020) concerning Corporate social 

responsibility. They explain that besides the company's interest (which is rarely exceeded by 

an organization), other interests have become important, such as health quality of the 

stakeholders (employees for example). It is becoming more important to perceive an 

organization as a part of a system of social governance where political and social 

responsibility is based on the interests of the whole society. 

As we may have observed the knowledge conversion processes concern many activities 

in an organization. And some of them have been influenced by the pandemic quite 

significantly. We can remark that the most influenced is the process of socialisation. In the 

second part of the results section, we will explore the process and how it may be influenced. 

3.2. Process of Socialisation and the Influence of COVID-19 

As Nonaka et al. mention, "tacit knowledge is deeply rooted in action, procedures, routines, 

commitment, ideas, values and emotions" (2000, p. 7). As this type of knowledge is quite difficult 

to communicate, it requires a special way of sharing. That is why the socialisation process 

takes place while sharing and developing tacit knowledge. It might even require a kind of 

"simultaneous processing" (Nonaka et al., 2000). 

Another specificity of the socialisation process is that it requires more personal contact 

than the other processes. As Nonaka et al. highlight, "Since tacit knowledge is difficult to formalize 

and often time- and space-specific, tacit knowledge can be acquired only through shared 

experience, such as spending time together or living in the same environment. Socialisation 

typically occurs in a traditional apprenticeship, where apprentices learn the tacit knowledge needed in 

their craft through hands-on experience, rather than from written manuals or textbooks." (2000, p. 9). 

If we look at sharing data between computers, it has to be explicit data, as they are 

codifiable. On the other hand, as Dávideková and Hvorecký (2017) suggests, "tacit knowledge 

is primarily transferred by non-ICT methods" (2017, p. 105). Although some ICT methods, that 

can transmit human-oriented features, might still play a role in the socialisation process. 

Especially video and phone meetings or records that can transmit intonation and facial 

expressions and e-mails that transmit the writing style. 

4. Discussion 

We explored the influence of the COVID-19 pandemic on the knowledge conversion 

process in organizations using the SECI model. As we could see in the result section, the SECI 

model is comprised of four knowledge conversion processes. These processes are used in 

most organizations, like sharing, and developing knowledge is basic for evolving and 

proceeding in business activities. They comprise both personal and virtual communication. 

Given the COVID-19 situation, the proportion of virtual communication has grown at the 

expense of personal contact (Arias Velásquez & Mejía Lara, 2021; Crane & Matten, 2021). The 

answer to the research question is therefore positive. The process of knowledge conversion 



described by the SECI model is influenced by COVID-19 and has moved more into the virtual 

sphere. It also seems that the effect might be different for the four conversion processes. To 

deepen the understanding of the problem, we explored the process of socialisation and the 

influence of the pandemics on it. It is because the results have shown, that the socialisation 

process mostly requires personal contact as its main tool is sharing experience (Dávideková 

& Hvorecký, 2017; Nonaka et al., 2000). Based on this information, it seems it is influenced 

the most – out of all four processes. 

The pandemic influences the socialisation process, as the process is based on sharing 

experiences in person. The best way to share tacit knowledge is by sharing the same 

environment and spending time together (Nonaka et al., 2000). And the effect of the 

pandemic has been rather a reduction in "spending time together and sharing the same 

environment". The number of people working from home has been gradually increasing. 

But as Dávideková and Hvorecký (2017) mention the primary method of sharing tacit 

knowledge is by non-ICT methods. The socialisation process might be strongly influenced 

by the COVID-19 pandemic, as in many organizations, employees spend much more time 

in-home office, therefore they spend less time together and have fewer opportunities to 

share experiences in person. This supports the claim, that knowledge conversion can be 

influenced by pandemics. 

Some may ask whether personal contact is really necessary for the socialisation process. 

For example, Dávideková and Hvorecký (2017) mention, that e-mails and video calls, and 

conferences can transfer some human-oriented features. Which may to some extent replace 

personal contact. The problem is, that only some aspects are transferable – like facial 

expressions, voice intonation, etc. But it definitely cannot be fully replaced. Besides personal 

communication, Nonaka et al. (2000) also mention sharing the same environment or living 

together, which virtual communication and video conferences cannot substitute. 

Another question we may ask is whether the influence of pandemics in terms of working 

from home is so important. It seems to be almost over and even though some employers are 

keeping their employees in the home office, the situation does not require it anymore. So, do 

we have to worry about it, when the situation is slowly getting back on the old track? The 

truth is, that even if it might get partially back, there may be other similar problems, which 

would restrict personal contact. It might be the same, another pandemic, or something 

completely different such as weather conditions. Either way, it's always better to be prepared. 

We need to understand the causes and consequences and be ready to handle them. Another 

argument for dealing with this question is that we were not prepared for such a situation and 

it had quite a strong impact on the whole society. Also, working from home has many benefits 

for both employers and employees, so even after the pandemic will be over, some of the 

"home office" effects will remain. 

We found out that while using virtual communication methods, there are some 

restrictions to personal contact and sharing an environment. So, the question arises, what we 

can do about it, and to what extent does it mean a problem. As we mentioned above, working 

from home is more and more common. Therefore, some reduction of hours spent together 

will happen anyway. But the number of hours spent together does not mean good quality 



sharing knowledge. This means that maybe less time but more effectively spent may be valid 

for the socialisation process. If an organization creates an effective infrastructure for sharing 

tacit knowledge, it can work even better than before. The question is, what kind of 

infrastructure would it be and how would it function. This might be a subject of another 

research. 

The limits of this paper are given partly by its theoretical nature and partly by time 

options and conditions for articles. For example, it has been time-bound for a few months, 

therefore the complexity of the study and the possibility of more profound empirical research 

was limited. 

On the other hand, it could help us to understand the problem better if we made 

empirical research in an organization that had a significant increase of home office workers 

and a shift towards virtual communication. There we could observe changes in the process 

of knowledge conversion. Another recommendation for future research would be to study 

the knowledge spiral functioning under the influence of pandemics. Knowledge spiral is 

another concept created by Nonaka et al. (2000) that is comprised of the SECI model and two 

other knowledge creation models. Such research could bring us a more complex picture of 

the influence of pandemic and other incidents of this sort. 

5. Conclusions 

This paper aimed to find out, whether and how the COVID-19 pandemic influences the 

process of knowledge conversion in an organization. With the help of the SECI model (which 

describes the knowledge conversion between explicit and tacit knowledge), we found out, 

that the pandemic does influence the process described by the SECI model. The process, that 

is influenced the most, is the conversion between tacit and tacit knowledge (socialisation). 

The main influence comes from the shift towards virtual communication and working from 

home. As the socialisation process requires personal communication and sharing activities 

and the environment, the pandemic might reduce the quality of the process, which might 

disrupt the whole process of knowledge conversion. On the other hand, if the amount of time 

spent together decreases, but is not removed completely, it is possible, that the quality of the 

socialization process is maintained. In this process, it is not the quantity of time that matters, 

but the quality and manner of time spent. A proposal for a topic for further research may be 

just how to maintain the quality of the socialization process when the opportunity of meeting 

and sharing the same environment decreases. 

Conflict of interest: none 

References 

Ammirato, S., Linzalone, R., & Felicetti, A. M. (2021). Knowledge management in pandemics. A critical literature 

review. Knowledge Management Research & Practice, 19(4), 415–426. 

https://doi.org/10.1080/14778238.2020.1801364 

Arias Velásquez, R. M., & Mejía Lara, J. V. (2021). Knowledge management in two universities before and during 

the COVID-19 effect in Peru. Technology in Society, 64, 101479. https://doi.org/10.1016/j.techsoc.2020.101479 



Born, R. P. (2002). Knowledge integration: Its relation to organizational learning, knowledge management (KM) 

methods (e.g. BSC) and to measuring the benefits of KM. In Proceedings. 13th International Workshop on 

Database and Expert Systems Applications (pp. 188–192). https://doi.org/10.1109/DEXA.2002.1045897 

Cook, S. (2008). The essential guide to employee engagement: Better business performance through staff satisfaction. 

Kogan Page. 

Crane, A., & Matten, D. (2021). COVID‐19 and the Future of CSR Research. Journal of Management Studies, 58(1), 

280–284. https://doi.org/10.1111/joms.12642 

Dávideková, M., & Hvorecký, J. (2017). Collaboration Tools for Virtual Teams in Terms of the SECI Model. In M. 

E. Auer, D. Guralnick, & J. Uhomoibhi (Eds.), Interactive Collaborative Learning (Vol. 544, pp. 97–111). 

Springer International Publishing. https://doi.org/10.1007/978-3-319-50337-0_9 

Deliu, D. (2020). The Intertwining between Corporate Governance and Knowledge Management in the Time of 

Covid-19 - A Framework. Journal of Emerging Trends in Marketing and Management, 1(1), 93-110. 

Hess, C., & Ostrom, E. (Eds.). (2007). Understanding knowledge as a commons: From theory to practice. MIT Press. 

Kirchner, K., Ipsen, C., & Hansen, J. P. (2021). COVID-19 leadership challenges in knowledge work. Knowledge 

Management Research & Practice, 19(4), 493–500. https://doi.org/10.1080/14778238.2021.1877579 

Lawler, E. E. (1986). High-involvement management. Jossey-Bass. 

Macey, W. H., Schneider, B., Barbera, K. M., & Young, S. A. (2011). Employee Engagement: Tools for Analysis, 

Practice, and Competitive Advantage. Wiley. 

Manz, C. C., & Sims, H. P. (1991). SuperLeadership: Beyond the myth of heroic leadership. Organizational 

Dynamics, 19(4), 18–35. https://doi.org/10.1016/0090-2616(91)90051-A 

Nonaka, I., Kodama, M., Hirose, A., & Kohlbacher, F. (2014). Dynamic fractal organizations for promoting 

knowledge-based transformation – A new paradigm for organizational theory. European Management 

Journal, 32(1), 137–146. https://doi.org/10.1016/j.emj.2013.02.003 

Nonaka, I., & Takeuchi, H. (1995). The knowledge-creating company: How Japanese companies create the dynamics of 

innovation. Oxford University Press. 

Nonaka, I., Toyama, R., & Konno, N. (2000). SECI, Ba and Leadership: A Unified Model of Dynamic Knowledge 

Creation. Long Range Planning, 33(1), 5–34. https://doi.org/10.1016/S0024-6301(99)00115-6 

Oliver, N., Calvard, T., & Potočnik, K. (2017). Cognition, Technology, and Organizational Limits: Lessons from 

the Air France 447 Disaster. Organization Science, 28(4), 729–743. https://doi.org/10.1287/orsc.2017.1138 

Rana, S. (2015). High-involvement work practices and employee engagement. Human Resource Development 

International, 18(3), 308–316. https://doi.org/10.1080/13678868.2014.1003698 

Rhodes, C., & Fleming, P. (2020). Forget political corporate social responsibility. Organization, 27(6), 943–951. 

https://doi.org/10.1177/1350508420928526 

Safa, N. S., & Von Solms, R. (2016). An information security knowledge sharing model in organizations. 

Computers in Human Behavior, 57, 442–451. https://doi.org/10.1016/j.chb.2015.12.037 

Saide, S., & Sheng, M. L. (2021). Knowledge exploration–exploitation and information technology: Crisis 

management of teaching–learning scenario in the COVID-19 outbreak. Technology Analysis & Strategic 

Management, 33(8), 927–942. https://doi.org/10.1080/09537325.2020.1854714 

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2015). Research methods for business students (7th ed.). Pearson Education. 

Weick, K. E. (2006). The social psychology of organizing (2nd ed.). McGraw-Hill. 

Weick, K. E., & Sutcliffe, K. M. (2015). Managing the unexpected: Sustained performance in a complex world (3rd ed.). 

Wiley. 

Zack, M. H. (1999). Developing a Knowledge Strategy. California Management Review, 41(3), 125–145. 

https://doi.org/10.2307/41166000 

 

https://ideas.repec.org/a/aes/jetimm/v1y2020i1p93-110.html
https://ideas.repec.org/a/aes/jetimm/v1y2020i1p93-110.html
https://ideas.repec.org/s/aes/jetimm.html

