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Abstract 
Purpose: - The purpose of the study is to investigate the role of 

taxonomies within a knowledge management framework. This 

research paper is exploring the concept of taxonomies for 

organizational content. Knowledge can be defined as a fluid mix 

of framed   experience,   values,   contextual   information and 

expert insight that provides a framework for evaluating and 

incorporating new experiences and information (Davenport & 

Prusak 1998). Taxonomy is a hierarchy of categories which 

classify documents and other information.  The corporate 

taxonomy is a way of representing the information available 

within an organization (Woods 2004).  

Design/ Methodology: - The research questions and hypotheses 

were developed on review of the literature. The research was 

carried out on 250 employees of software firms. The Method of 

data analysis was the correlation coefficient and regression that 

performed by using spss software. 

Findings: -The results of this study will provide insight 

information about organizational taxonomy. Taxonomies, as a 

tool, focus on improving access, retrieval of information and 

knowledge by providing structured information. Structured 

information helps to prevent overload information & provide 

identification, retrieval of critical information and knowledge 

resources within the organization. 

Managerial Implications: Taxonomy is commonly used to help 

classify the types of "types" that are associated with Data, 

Information, and Knowledge. 

Future scope: - This study should be repeated on a regular 

basis, or after major changes in the organizational structure of 

the Organization.  

Limitations: - The research was carried out only on 250 

employees.  

Subtheme: - HRM & OB. 

 

Keywords: Organizational Taxonomy, Knowledge Management, 

Knowledge Organization System, Information Technology & 

Content Management System. 

 

1. Introduction 

The word taxonomy derived from the Greek word taxis, which 

means arrangement or order, and nomos, meaning law or 

science. For present day information management, the term 

taxonomy is used both narrow and broader sense. In the narrow 

sense, taxonomy referred as a hierarchical classification or 

categorization system. In the broader sense, taxonomy may also 

be referred to as a knowledge organization system or knowledge 

organization structure. The term knowledge organization system 

or structure is intended to enable all types of schemes for 

organizing information and promoting knowledge management. 

Knowledge organization systems include classification schemes 

that organize materials at a general level (such as books on a 

shelf), subject headings that provide more detailed access, and 

authority files that control variant versions of key information 

(such as geographic names and personal names). Knowledge is 

not easily measured or audited, so organizations must manage 

knowledge effectively in order to take full advantage of the 

skills and experience inherent in their systems and structures as 

well as the tacit knowledge belonging to the employees of the 

firm. Knowledge management is a managerial activity which 

develops transfers, transmits stores and applies knowledge, as 

well as providing the members of the organization with real 

information to react and make the right decisions, in order to 

attain the organization‟s goals. Man has an innate need to 

organize information (Taylor, 1999). This need of organize 

information lead to the development of various organizational 

tools like classification schemes, catalogues, indexes, etc. The 

idea behind developing these several organizational tools for 

storing information was to help users in easy access and quick 

retrieval of relevant documents in the library. There has been a 

rapid change in the way information is generated, stored and 

accessed in the last decade. Internet allows information to be 

generated and accessed in the digital form. Though likened to a 

library, the information available on the Internet is 

overwhelming, about 200,000,000 web pages (Bradley, 1999). 

And it is growing by the second. To find relevant information 

within this huge amount is not an easy task. Attempts are on to 

classify and catalogue the Internet resources to bring about some 

order to improve access and retrieval efficiency. Taylor defines 

classification as the "...the process of determining where an 

information package fits into a given hierarchy and then 

assigning the notation associated with the appropriate level of 

the hierarchy."  In practical terms, classification is about 

clustering information objects to make them easier for the user 

to find, and to gather together similar objects. Taxonomies are 

crucial for the management of organizations.  Pincher (2010) 

argues that, without a taxonomy designed for storage and 

management, or one that supports better searching, all types of 

management systems in an organization are nearly useless. 

Nevertheless, there is still reluctance among organizations to 

commit the necessary resources to the design and maintenance 

of taxonomies. There is reluctance may be linked to an 

insufficient understanding of what taxonomies are and what can 

they do for an organizations. Taxonomies can contribute to 

making explicit knowledge embedded in documents available at 

the point of need. They also help the mapping and categorization 
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of tacit knowledge embedded in staff expertise. They promote 

collaboration and sharing between units and departments of an 

organizations by mapping and coordinating the sharing. They 

also help putting knowledge into practice by making sense of 

the knowledge of the organization   and creating a common 

vocabulary and a common way of working. Taxonomies have 

therefore to be treated as an integral part of the knowledge 

management strategy of the organization and when the strategy 

is implemented as a project, taxonomies are a key task that 

needs to be planned and implemented by teams equipped with 

the necessary knowledge and skills. 

 

3.  Literature Review 

1. Ball (2000) 

In „The use of human resource information systems‟: a survey: 

(Ball, 2000) reviewed the issues surrounding the use of HRIS by 

personnel and human resources departments in smaller 

organizations. The study enquired as to the nature of 

information stored electronically in three core areas: personnel, 

training and recruitment. Additionally, the paper evaluated 

system usage in terms of previous research, its sophistication, 

and other debates, which apply to larger firms. The study 

employed empirical data, which profiled system usage by 115 

UK companies in the service sector in terms of information 

stored on personnel, training and recruitment and information 

processing features used. Consequently, the survey used random 

sampling to select Potential respondents from the Financial 

Analysis Made Easy (FAME) database, by using a postal survey 

to collect data for reasons of temporal expediency. They split the 

sample according to organizational size and the amount of time 

the technology had been in place. 

 

2. Tansley, Sue and Hazel (2001) 

„Effecting HRM-style practices through an integrated human 

resource information system (HRIS)‟ - An e-Greenfield site: In 

this study, Tansley et al., (2001) examined the move towards 

HRM-style practices in organizations that had developed HRIS 

as an opportunity structure that could enable a break with the 

past. Using a „Greenfield‟2 philosophy, they investigated a 

major UK engineering company, Quality Engineering Limited 

(QEL). Furthermore, they examined the reasons behind the 

greater shift in the required change in mindset for some 

particular managers. 

 

3. Baran, Karabulut, and Pekdemir (2002) 

Baran et al., (2002) examined the differences in HR practices 

and the effects of new HR practices on organizational change 

during 1995-1999 in manufacturing companies with ISO 9001-

9002 certificates received from the Turkish Standards Institute 

(TSI) in their article “The new HR practices in changing 

organizations” an empirical study in Turkey. 

The researchers used simple random sampling to select 253 

manufacturing firms from a list of the first ten sectors of the 

manufacturing companies registered at the TSI since 1992 with 

ISO 90001-9002 certificate. Questionnaires were mailed to the 

general managers of these 253 firms. In each firm, either the 

general manager or the assistant director was asked to respond 

and mail back. 

 

4. Gardner, Lepak and Bartol (2003) 

Gardner et al., (2003), in their research work, „Virtual HR: the 

impact of information technology on human resource 

professional‟, investigated the extensive use of IT influence on 

jobs in one professional occupational segment, human resources 

(HR). Additionally, they sought to examine how HR 

professionals handled HR information as well as the 

expectations placed on them resulting from an increased 

reliance on IT. The study used primary data about HR 

professionals working for a sample of HR executives. The 

Society for Human Resource Management (SHRM) provided 

these names and contact information. In addition, they obtained 

IT information usage from the HR executives. 

 

5. Shrivastava and Shaw (2003) 

Treating installation of HR technology as a form of innovation, 

Shrivastava et al., (2003) in their study on the topic „Liberating 

HR through technology‟ introduced a model describing 

technology implementation process. The aim was to use the 

model to highlight various issues that merited the attention of 

academics and practitioners. The researchers used an 

exploratory method of research. They designed a Descriptive 

Model for HR technology installations. The model was 

partitioned into three phases. They are adoption, 

implementation, and institutionalization. Using previous 

research findings, they compared the various HR technology 

implementation processes with the descriptive model. They 

reviewed that organizations that adopted a process-driven 

approach tend to customize IT solutions in support of their 

existing HR processes. In contrast, organizations that favoured a 

technology-driven approach tend to apply directly off-the-shelf 

packages. Moreover, Samir et al., (2003) found out that there 

was universal agreement that large-scale technology projects 

failed due to managerial and not technical reasons. 

6.  Ordónez de Pablos (2004) 

Ordónez de Pablos (2004) in his study on Human resource 

management systems and their role in the development of 

strategic resources empirically revealed evidence provided a 

conceptual framework linking human resource management, 

organizational learning and knowledge management. 

Additionally, the study built a causal model and tested it with a 

sample of firms from Spanish manufacturing industry. The 

researcher developed the HRM systems, knowledge 

management and organizational learning questionnaire. It was 

designed in an easy to read booklet format, which contained 

questions covering different areas. Using postal survey, he 

administered questionnaires to firms with 100 or more 

employees from Spanish manufacturing industry. 

7. Hussain et al., (2006) 

Hussain et al., (2006) studied „the use and impact of human 

resource information systems on human resource management 

professionals‟. The aim was to assess and compare the specific 

areas of use and to introduce a taxonomy that provides a 

framework for academicians. They also sought to determine 

whether HRIS usage was strategic, a perceived value-added for 

the organization, and its impact on professional standing for HR 

professionals.The researchers used two techniques to investigate 

the IS impact on HRM. Both a questionnaire survey and in-

depth semi-structured interviews were used. Whiles the former 
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was used to obtain responses from HR professionals in the UK 

organizations, the latter targeted a small number of senior 

executives, such as directors, in order to gain deeper insights 

into emerging issues. 

 

8. Florkowski (2006) 

Florkowski (2006) in his study, „The diffusion of human-

resource information-technology innovations in US and non-US 

firms‟, evaluated the diffusion of eight information technologies 

that are transforming HR service-delivery in North America and 

Europe. Such information technologies include HR functional 

applications, integrated HR suits, IVR1 systems, HR intranets, 

employee and manager self-service applications, HR extranets, 

and HR portals. 

The study applied external, internal, and mixed-influence 

models of Human Resource Information Technology (HRIT) -

adoption decisions of cross-sectional sample of US, Canada, UK 

and Irish firms. Senior HR executives provided the underlying 

data by means of a dynamically branching, web-based survey. 

The researcher reviewed that overall diffusion was best 

characterized as an outgrowth of internal influences, fueled 

primarily by contacts among members in the social system of 

potential adopters. Similar results were obtained when controls 

were introduced for national setting, targeted end-user, and 

technology type. 

 

4. Objectives 

 Understanding the concepts of organisational 

taxonomy (knowledge management) and 

organisational performance. 

 To determine the impact of organizational taxonomy 

on organizational performance in an organization. 

 To determine the relationship between organizational 

taxonomy (knowledge management) and performance 

management system. 

 

5. Organizational Taxonomy Factors 

Any enterprise taxonomy development effort should address 

four components, as shown in the figure below. Together they 

form the foundation for effective, ongoing content and 

information management on an enterprise level. Factors- Each 

of the components includes a number of key elements, as listed 

below:  

Structure  

Hierarchy – the classification that shows the relationships of 

how information is used within an organization, represented by 

a tree-like diagram  

Metadata attributes – literally, data that describes data; the 

“tags” given to documents and records, corresponding to key 

characteristics (such as Author, Title, Document Type, Subject) 

that are attached to each document in the ECM repository, 

typically assigned to the document at the time the item is saved 

in the repository  

Content inventory – the itemized list of an organization‟s 

content sources  

Thesaurus – inter-departmental cross-reference that lists the 

“approved” terms, with clear definitions of what the terms mean 

and when the terms should be used  

Development Process  

Design principles – a detailed description of the overall 

taxonomy development approach; for example, should the 

taxonomy be primarily structured around business processes or 

by organizational structure or when it is necessary to break a 

single taxonomy node into multiple nodes, etc.  

Maintenance model – a framework of defined policies, 

procedures, and staffing to manage and maintain the taxonomy 

over time and to enforce the use of the taxonomy throughout the 

organization  

Standards – the documented specifications to be used in 

assigning documents and records to the structure of the 

taxonomy  

Measurement – the ability to assess the impact the taxonomy 

has on business metrics, as well as the ability to measure the 

value of the taxonomy itself (which can manifest as user 

satisfaction, fewer searches to find information, etc.)  

Data Mapping Model  

Attribute linking – connecting the key characteristics of 

documents (such as Title, Creator, Subject, Description) in 

order to carry forward relationships that exist in the business 

use of the document  

Attribute translation – ability to map attributes and metadata in 

one system to attributes and metadata in a different system or 

repository in order to provide seamless information integration 

between the two systems  

Schema conversion – providing the capability to map one 

schema to another in order to facilitate data transfer (import or 

export of data between two systems, usually using XML)  

Management Tools and Infrastructure  

Integrated development – development tools and/or development 

environments that allow people to create, maintain, test, update, 

and deploy taxonomic artifacts and information  

Auto classification – the ability to classify content by analyzing 

its text and then automatically assigning it to a pre-defined class  

Batch conversion – a program that can leverage taxonomic 

information to mass-load content from one file format or 

repository into another without user interaction  

Indexing – assigning standard, pre-defined metadata to 

documents prior to storing them in the repository, such that the 

metadata can then be used as search terms for retrieving 

documents from the repository  

All four components are critical to the implementation of 

enterprise taxonomy. Furthermore, addressing each of the 

components requires the participation of both IT and the 

business units. While the taxonomy bridges all the document-

based systems and content repositories of an organization, 

ultimately, it must serve the needs of the users. In many case, 

taxonomy is a hybrid of how documents are stored from a 

database perspective, with business hierarchy placed upon it.  

6. Measures of Organizational performance  

Performance is the execution or accomplishment of work, tasks 

or goals to a certain level of desired satisfaction. In this study, 

however, organizational performance is defined in terms of the 

ability of an organization to satisfy the desired expectations of 

three main stakeholders comprising of owners, employees and 

customers. This is measured in terms of the following 

parameters: 

(i) Owners‟ satisfaction with financial returns or profits from 

organizational operations. 
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(ii) Employees‟ satisfaction with the conditions of work, such as 

wages and remuneration, style of supervision, rapid promotion 

and the ability of the organization to guarantee job security. 

(iii) Employees‟ expressed a desire to stay with the organization, 

i.e., the ability of the organization to retain its workforce. 

(iv) Customers‟ expressed satisfaction with the quality of the 

products of the organization. 

  

7. Hypothesis 

H1: Organizational taxonomy is positively associated with 

organizational performance. 

H2: Organizational taxonomy will significantly predict 

organizational performance. 

 

 

8. Methodology 

Research Design: The survey research design method was used 

in this study. It involves using a self-designed questionnaire in 

collecting data from the respondents. Sample sizes for the study 

were 250 employee of Software Company in North India. 

Convenience sampling method is used. The convenience 

sampling is a basic sampling design, which allows equal 

representation and selection of samples. The research 

instrument used in this study is a close-ended questionnaire  

Procedure: The subjects were given the questionnaire in their 

place of work. Instruction on how to fill the questionnaire was 

given. Confidential treatment of information was assured. 

Questions were ranged from 7-1 point scale in the following 

pattern. Strongly agree – 7 & Disagree – 1 

9. Correlation analysis 

H1: Organizational taxonomy is positively associated with 

organizational performance. 

Pearson correlation table has developed for finding association 

and testing first hypothesis of taxonomy as independent 

variables and organization performance as dependent variables, 

the below table is stating   Owners‟ satisfaction with financial 

returns :variable verses taxonomy variables Structure have 

correlation (R)= 38%,  Development Process R= 63%, and 

Management Tools & Infrastructure R = 31% positive 

Correlation is significant at the 0.01 , Data Mapping Model  

have 60 % negative correlation with 0.01 level .  Employees‟ 

satisfaction with the conditions of work:  structure  R = 14 with 

0.05 level,  Development Process is 86% , Management Tools &  

Infrastructure  has  87% positive correlation with 0.01 level  and 

Data Mapping Model having negative correlation with 93 at 

0.01 level . Employees‟ expressed a desire to stay with the 

organization all variables are having more that 50% correlation 

at 0.01 level.  Employees‟ expressed a desire to stay with the 

organization. Management Tools & Infrastructure, Development 

Process have negative correlation Structure, Data Mapping 

Model having positive correlation. Customers‟ expressed 

satisfaction with the quality except Structure all variables are 

having strong correlation more than 77%.  Data Mapping Model 

(r= 95) have negative correlation remaining Development 

Process, Management Tools & Infrastructure positive correlation 

as per the given below table. Majority of the variables are 

having positively significant in that cases H1 can accepted.  

 

Table 1 Inter correlations for the study variables 

Correlations 

 

          Taxonomy 

 

 

Owners‟ 

satisfaction with 

financial returns 

 

Employees‟ 

satisfaction with 

the conditions of 

work 

Employees‟ 

expressed a desire 

to stay with the 

organization 

Customers‟ expressed 

satisfaction with the 

quality 

Structure  

 

 

.380** 

 

-.143* 

 

.500** 

 

.074 

Development Process  

 

 

.631** 

 

.864** 

 

-.522** 

 

.864** 

Data Mapping Model  

 

 

-.605** 

 

-.938** 

 

.651** 

 

-.951** 

Management Tools &  Infrastructure  

 

 

.313** 

 

.875** 

 

-.871** 

 

.771** 

**. Correlation is significant at the 0.01 level (2-tailed), *. Correlation is significant at the 0.05 level (2-tailed). 

 

 

4. Regression Analysis 

H2: Organizational taxonomy will significantly predict 

organizational performance. 

For fulfilling second Hypothesis, below Regression analysis is 

generated.  We have done regression analysis using SPSS 20 

version and applied enter method for proving the second 

Hypothesis.  Majority of the independent variables are having 

good estimating indications while we are comparing with 

Owners‟ satisfaction with financial returns has correlation of 

78% and R Square is 61.  If R Square exceeds 50%, it indicates 

that there is good predictor.  All Dependent variables are having 

strong Associations, that is correlation, R square, and Adjust R 

square strongly recommends that maximum independent 

variables are good predictors for estimating Dependent variables.  

We can consider below Regression Model Equitation as per the 

Multiple Regression Analysis. 
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Table3.  Multiple regression analysis 

  

  

Dependent Variables  

 

 

 

 

Taxonomy  Independent  Variables 

R 

(%) 

    R 

 square      

      (%) 

Adjusted  

R square 

(%) C
o
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st

an
t 

S
tr

u
ct

u
re

  

D
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en
t 
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D
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M
o
d
el

  

M
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T
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o
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an

d
 

In
fr

as
tr

u
ct

u
re

  

Owners‟ satisfaction 

 with financial returns 

-12.67 3.45*** 0.35* -0.61*** -0.32* 78 61 60 

Employees‟ satisfaction  

with the conditions of work 

4.51 -0.04 .41** -.43*** 0.37*** 96 93 93 

Employees‟ expressed a 

 desire to stay with the  

organization 

-7.87 3.51*** 0.04 0.01 1.70*** 89 80 79 

Customers‟ expressed  

satisfaction with the quality 

1.37 1.23*** 0.12* -0.79*** 0.12* 96 92 92 

 

Note: P value 0.000 ***, 0.001**, 0.05* 

Regression Model Equitation: 

Y= Constant (a) +B1* Structure +B2*Development Process+B3Data Mapping Model+B4* Management Tools and Infrastructure 

 

 

10. Conclusions  

Taxonomies are a fundamental part of any modern organization. 

Any organization that needs to make significant volumes of 

information available in an efficient and consistent way to its 

customers, partners or employees needs to understand the value 

of a serious approach to taxonomy design and management. 

However, many organizations are unfamiliar with taxonomy 

development and management. At its simplest, taxonomy is a 

hierarchical organization of categories used for classification 

purposes. Such a simple definition hides the many challenges to 

be faced in building and maintaining an effective and usable 

taxonomy for organization. For organizations, making use of 

taxonomy is an effective means of reducing development time 

and supplementing a lack of in-house skills. Classifying data 

helps to fulfill one of the major objectives of organization to 

eliminate redundancy and promote the re-use of data in systems. 

The initial investment in documenting data elements pales in 

comparison to the long-term benefits derived from the effort. 

This research paper represents the relationship between 

organizational performance and organizational taxonomy. 
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