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ABSTRACT 

Research institutions are here for social good. Parastatal research institutions engage in 

activities relating to social and economic rights and are formed not to be suppliers of the 

goods and services but to advance knowledge and provide Science and technological 

support. However recent trends in the research sector from 2015 to date show increased 

beneficiaries on one hand but high employee turnover and de-motivation on another. This 

suggests a shortfall in application of knowledge management strategies. The need for 

performance cuts across the public and private sector yet previous studies have focused 

on the profit making entities but there is no known study relating to knowledge 

acquisition, conversion, protection and application in research institutions. The purpose of 

this study was to establish the effect of knowledge management on performance of 

research institutions focusing a case study of KEMRI Kisumu County. The specific 

objectives were to assess the effect of knowledge acquisition, knowledge conversion, 

knowledge protection and knowledge application on performance of KEMRI Kisumu 

County. This study was anchored on resource-based view theory and cognitive learning 

theory and adopted a case study design. The target population of this study was 201 

management staff working in the KEMRI. The study employed a purposive sampling 

technique where 164 Management staff was sampled for the study from the population.  

The study achieved a 96.3% which was sufficient. Primary data were collected from the 

respondents’ management staff working in the KEMRI using personally administered 

questionnaires. The instruments were tested for validity using the expert judgement of the 

supervisor and reliability using pre-test technique. A pilot study was conducted involving 

16 respondents who did not participate in the final study representing 10% of the sample 

size.  The pilot revealed Cronbach Alpha variables for Knowledge acquisition, 

conversion, protection and application as 0.888, 0.873, 0.743 and 0.831 subsequently.  

The Alpha Values were greater than 0.7 which was reliable. The data were cleaned which 

entailed checking for errors in entry, descriptive statistics such as frequencies, 

percentages, mean score and standard deviation was estimated for all the quantitative 

variables. Multiple regression analysis was used to establish the relations between the 

independent and dependent variables.  From the regression analysis, knowledge 

acquisition, knowledge conversion, knowledge protection and knowledge application 

correlates positively to performance given by β=0.921, p=.013, β=0.664, p=.004, 

β=0.718, p=.025, β=0.629, p=.000 respectively. It is concluded that increase in 

knowledge acquisition, knowledge conversion, knowledge protection and knowledge 

application lead to improved performance at KEMRI. In line with the findings, the study 

recommends that the firm vigorously adopts knowledge acquisition, conversion, 

protection and application as it will directly lead to improved performance of in areas 

such as teamwork, operating systems and processes, staff knowledge and expertise, 

learning and development and the results of the learning process, beneficiary satisfaction 

rates and stakeholder engagements, number of the beneficiaries of the firm’s ventures, 

customer service quality, employee motivation and customer satisfaction. Additionally, to 

optimize the gains of this strategy, the paper recommends that the firm reduces 

bureaucracies in access to knowledge, top management should ensure knowledge creation 

is a top priority, and that knowledge sharing culture begin early in the employees’ career 

and knowledge workers should be held accountable for their knowledge exchange efforts 
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CHAPTER ONE 

INTRODUCTION 

This chapter contains the background of the study on effect of knowledge Management 

on performance of research institutions. It contains the statement of the problem, research 

objectives and hypothesis, rationale of the study, scope and the conceptual framework to 

be adopted. 

 

1.1 Background of the Study 

Globalization, rapid technological developments and dynamic business environment have 

contributed to uncertainty and unpredictability in all sectors which have emphasized the 

importance of the ability of an organization to adapt to unexpected changes. Therefore, 

dynamism is important for organizations to tailor their operations and their capability to 

cope with changes in the operating environment in order to enhance their effectiveness in 

business. Organizations with adaptability as one of their main characteristics can survive 

and prosper in today’s environment. Beneficial impacts of dynamism are increasingly 

acknowledged and support that is more empirical emerges on the link between dynamic 

capabilities and firm effectiveness (Sharifi & Zhang, 2009).  

 

To cope with changes in business environment, research institutions are embracing the 

concept of knowledge management (KM) as a process of gathering, managing and 

sharing employees' knowledge capital throughout the organization to ensure 

organizational effectiveness. According to Kelleher and Levene (2009), knowledge 

sharing throughout the organization enhances existing organizational business processes, 

introduces more efficient and effective business processes and removes redundant 

processes. It is a discipline that promotes a collaborative and integrated approach to the 
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creation, capture, organization access and use of an enterprise's knowledge assets. KM 

has therefore become a mainstream priority for companies of all sizes and a complement 

to the organization’s business activities. With new economy increasingly becoming a 

more knowledge-based economy, knowledge is becoming the most important asset for 

organizational success among other assets such as capital, materials, machineries, and 

properties (Kelleher &Levene, 2009). 

 

Many research institutions have benefited immensely from adoption of KM techniques. 

Gray (2011) indicated that through successful knowledge capturing, sharing, and creation, 

firms can improve organisational effectiveness therefore enhancing the performance and 

creating more possibilities to gain performances . In knowledge management , an  

organization’s  competitive  advantages depend on the organization ability to learn faster 

than its competitors to ensure effectiveness in its operation do. Sunassee and Sewry 

(2011) noted that there is indisputable need for knowledge management practices in the 

workplace to enable managers to promote knowledge sharing, acquisition and retention of 

intellectual capital. Organizations irrespective of size have realized that for them to grow, 

stay competitive and survive; they have to constantly change their strategies to meet new 

business demands (Sandhawalia & Dalcher, 2011). The benefits that an organization can 

reap from knowledge management depends on the ability of the organization to collect 

and use knowledge, skills and behaviours which have the potential to enhance learning of 

its members and improve the organizational effectiveness and future performance 

(Rezgui, Hopfe & Vorakulpipat, 2010). 

 

Research institutions are agreeing that to grow, stay competitive and survive, they have to 

constantly change their strategies to meet new business demands and this explains the 
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growth of interest in knowledge management over the last decade. Those organizations 

that work as if their environment is still stable (old world of business), not only are they 

losing the organizational effectiveness; but also, they are facing huge financial losses. It is 

argued that companies are having difficulties in tackling KM. However, those that are 

advanced in implementing knowledge management are reaping benefits (Hannan & 

Freeman, 2012).  

 

1.1.1 Concept of Knowledge Management 

Knowledge is facts, skills and understanding that one has gained, especially through 

learning or experience, which enhance one’s ability of evaluating context, making 

decisions and taking actions (Earl, 2011). Knowledge is a justified personal belief. 

Davenport and Prusak (2010) highlighted that knowledge has been recognized as one of 

the most important resources of the 21st Century and has received considerable attention 

in the management literature. The rise of the knowledge economy has helped 

organizations to recognize that knowledge assets are rapidly becoming their most 

precious competitive advantage and that learning to manage those assets better has 

become a competitive necessity. Knowledge is a fluid mixes of framed experience, 

values, contextual information, and expert insight provides a framework for evaluating 

and incorporating new experiences and information.  

 

Polanyi (2009) indicated that knowledge comprises both the hardware and software side. 

The hardware side or the articulate form of knowledge is that which is represented 

explicitly in physical or material objects, such as a patent. It is the know-how of 

information. Tacit knowledge, the software side of information, is intuitive, non-

verbalized, and not yet articulated information. The creation of knowledge occurs when 
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tacit knowledge is articulated through the codification of experience and information into 

articulate form. More than half of the knowledge in organizations is tacit and that an even 

greater portion of the valuable knowledge is tacit. Bearing this in mind, it is apparent that 

knowledge operations processes that can enable the conversion and transfer of knowledge 

in firms are crucial. Furthermore, the risks associated with the transfer and sharing of 

knowledge should be the concern of all managers since making knowledge easy to 

transfer is a double-edged sword, because the characteristics that facilitate knowledge 

transfer inside the firm, articulability, observability, system independence - are also likely 

to make it relatively easy for competitors to imitate (Teigland, 2010).  

 

According to Bontis and Nikitopoulos (2011), knowledge management is the process of 

applying a systematic approach to the capture, structure, management, and dissemination 

of knowledge throughout an organization in order to work faster, reuse best practices, and 

reduce costly rework from project to project. Smith and Lyles (2013) highlighted that 

knowledge management also focuses on intellectual capital management (ICM) which is 

those pieces of knowledge that are of business value to the organization— referred to as 

intellectual capital or assets. Although some of these are more visible (patents, intellectual 

property), the majority consists of know-how, know-why, experience, and expertise that 

tend to reside within the head of one or a few employees. The best way to retain valuable 

knowledge is to identify intellectual assets and then to ensure that legacy materials are 

produced and subsequently stored in such a way as to make their future retrieval and 

reuse as easy as possible. 

 

Knowledge management is the planning, organizing, motivating, and controlling of 

people, processes and systems in the organization to ensure that its knowledge-related 
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assets are improved and effectively employed (Easterby-Smith & Lyles, 2013). 

Knowledge-related assets include knowledge in the form of printed documents such as 

patents and manuals, knowledge stored in electronic repositories such as a best-practices 

database, employees’ knowledge about the best way to do their jobs, knowledge that is 

held by teams who have been working on focused problems and knowledge that is 

embedded in the organization’s products, processes and relationships. 

 

King and Lekse (2013) stated that knowledge management is the deliberate and 

systematic coordination of an organization’s people, technology, processes, and 

organizational structure in order to add value through reuse and innovation. This 

coordination is achieved through creating, sharing, and applying knowledge as well as 

through feeding the valuable lessons learned and best practices into corporate memory in 

order to foster continued organizational learning. The basic aim of knowledge 

management is to leverage knowledge to the organization’s advantage. 

 

1.1.2 Concept of Organizational performance 

Kent and Weese (2012) indicated that performance of the organizations is measured by 

the congruence between the goals of the organization and the observed outcome. 

Measurement is important in deciding the degree of this congruence between the goals 

and the outcomes. The performance is measured as how well it works and achieves to its 

intended results. The participants who are in relationship with the organization such as 

employees, customers or shareholders play the main role for the organizational 

performance. Therefore, the organizational performance as related with the ‘supplying the 

customer and employee satisfaction’, ‘increase of the productivity’, and ‘profit for the 

organization’. 
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Kohli and Jaworski (2010) point out three groups of activities to ensure value creation for 

the customers to ensure organization performance. An analysis of these activities show 

both the element of knowledge management and dynamic capabilities by the 

organization. They noted that these activities include, generation of market intelligence 

relating to present and future customer’s needs, dissemination of intelligence across 

departments within the organization (knowledge management) and the organizational 

responsiveness to variation in business environment (dynamic capabilities). The points of 

inquiry in this study will therefore be: what knowledge management strategies are 

employed in the organization? What is their relationship with organization performance? 

According to Huber (2008), organizational performance is also defined by employees’ 

level of satisfaction. No matter how automated an organization, high productivity for an 

organization depends on how organization disseminates information to employees 

through staff training to equip employees with knowledge of how to perform their tasks 

with ease. Training is an indispensable strategy of knowledge management for 

organization to achieve its goals (effectiveness). Huber (2008) therefore notes that, 

organizations should endeavour to supply the employees’ informational expectations in 

order to approach the employee satisfaction to ensure effectiveness in an organization. 

Hartman (2013) noted that enhanced employees’ satisfaction increases the profitability of 

the organization and thus performance. 

 

According to Rastogi (2009) research institutions effectiveness captures organizational 

performance plus the myriad internal performance outcomes normally associated with 

more efficient or effective operations and other external measures that relate to 

considerations that are broader than those simply associated with economic valuation 
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(either by shareholders, managers, or customers), such as corporate social responsibility. 

It’s important to note that highly effective organizations exhibit strengths across five 

areas: leadership, decision-making and structure, people, work processes and systems, 

and culture.  

 

1.1.3 Relationship between Knowledge Management and Organizational 

Performance 

Knowledge management process involves planning, organizing, motivating, and 

controlling of people, processes and systems in the organization to ensure that its 

knowledge-related assets are improved and effectively employed (Easterby-Smith & 

Lyles, 2013). It is therefore a process through which organizations generate value from 

their intellectual and knowledge-based assets. It uses an integrated approach in 

identifying, capturing, retrieving, sharing/protecting, and evaluating an organization’s 

information assets. Knowledge-related assets include knowledge in the form of printed 

documents such as patents and manuals, knowledge stored in electronic repositories such 

as a best-practices database, employees’ knowledge about the best way to do their jobs, 

knowledge that is held by teams who have been working on focused problems and 

knowledge that is embedded in the organization’s products, processes and relationships 

(Earl, 2011). 

 

Knowledge management treats knowledge as an extremely important asset that deserves 

to be carefully looked after. Anything related to knowledge assets, their acquisition, 

creation, refinement, storage, transfer, sharing, and utilization, are KM activities (Earl, 

2011). Oliver and Kandadi (2012) noted that knowledge management process aims at 

systematic finding, selecting, organizing, distilling and presenting information to improve 
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an employee’s comprehension in a specific area of interest. KM helps an organization to 

gain insight and understanding from its own experience. Specific knowledge management 

activities help focus on organization on acquiring, storing and utilizing knowledge for 

problem solving, dynamic leaning, strategic planning and decision making. It also 

prevents intellectual assets from decay, adds to firm intelligence and provides increased 

flexibility. 

 

The KM function in the research institutions operates these processes, develops 

methodologies and systems to support them, and motivates people to participate in them. 

The goals of KM are the leveraging and improvement of the organization’s knowledge 

assets to effectuate better knowledge practices, improved organizational behaviours, 

better decisions and improved organizational performance. Although individuals certainly 

can personally perform each of the KM processes, KM is largely an organizational 

activity that focuses on what managers can do to enable KM’s goals to be achieved, how 

they can motivate individuals to participate in achieving them and how they can create 

social processes that will facilitate KM success (Oliver & Kandadi, 2012). 

 

1.1.4 Kenya Medical Research Institute 

Kenya Medical Research Institute (KEMRI) is a State Corporation established through 

the Science and Technology (Amendment) Act of 1979 as the national body responsible 

for carrying out health research in Kenya, a function it has performed by developing 

scientists and mounting research infrastructure. To perform its functions, it has to 

collaborate with other organizations and learning institutions to advance research and 

training. Research companies depend heavily on storage, and transfer of knowledge to 
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generate and advance knowledge. This study will study the effects of this on research 

companies. 

 

In order to achieve its mandate, KEMRI has developed a framework which has enabled it 

to decentralize its research functions and services to seven regional centers. The seven 

Centre’s serve the 47 counties in line with the strategic pillar of health research which is 

one of the goals of devolution. KEMRI has also empowered and developed a considerable 

number of scientists, administrative and technical staffs that have enabled the 

organization achieve recognition as a centre of eminence in health research. KEMRI is 

guided by the values of social action which is achieved through numerous corporate 

social responsibilities that include public health education, community involvement and 

community diagnostic services (www.kemri.org). 

 

Research institutions are under tremendous pressure for increased accountability from 

external and internal sources. External pressures raised by stakeholders like employers 

and government agencies for measurable improvements in performance. Can knowledge 

management lead to improvements in sharing knowledge, both explicit and tacit, and 

subsequently benefit the organization as a whole. According to Delphi Group (in 

Goodman and Schieman, 2010), employees spend 7 to 20 percent of their time on the job 

replicating existing solutions for others. This means that companies need not spend 

money on acquiring knowledge in their possession and reinventing the wheel, but in its 

transfer instead. A study by Ernst & Young reported that 44 percent of employees are 

poor or very poor at transferring knowledge (Goodman and Schieman, 2010). Stan 

Lomax (2003) in his article best practices for managers and expatriates reported that 

Multinational companies invest up to two million U.S dollars per expatriate and lose up to 

http://www.kemri.org/
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40 percent of its expatriates after just two years of their return from their assignment. 

Additionally, the collective amnesia of the remaining experts result in a loss of at least 50 

percent of the information they accumulated during their assignments.  

 

Gold, Malhotra and Segars (2001) provided a knowledge management model that entails 

acquisition, conversion, application, and protection knowledge. Nonaka et al. (2006) 

define knowledge creation as a constant process of learning and acquiring new contexts 

and views. Knowledge conversion according to Tseng (2010) is a social process where 

individuals with different knowledge interact and thereby create new knowledge which 

grows the quality and quantity of both tacit and explicit knowledge. It takes the form of 

synthesis, refinement, integration, combination, coordination, distribution, and 

restructuring of knowledge (Sandhawalia and Dalcher, 2011). Knowledge application 

involves implementing both tacit and explicit with the purpose of achieving organization 

goals in the most economically advantageous manner (Monavvarian and khamda, 2010). 

The knowledge protection process refers to the ability to guard organizational knowledge 

from illegal or inappropriate use (Gold et al., 2001). The theory of core competency 

(Prahalad & Hamel, 1990) states that firms must capitalize on their strengths relative to 

other organizations. A core competency can take various forms, including 

technical/subject matter know-how (Kawshala, 2007). Whereas there is a concurrence 

that knowledge management would be of immense benefits to organizations if adopted, 

Goodman and Schieman (2010) and Lomax (2003) paint a different picture. Solutions to 

organizations challenges remain localized but empirical review by the authors point to an 

absurd scenario where they never get adapted for replication, or key elements are 

forgotten. Anderson (2009) also notes that knowledge management has become one of 

the most important trends in business, yet many knowledge management initiatives fail. 
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Against this backdrop, the researcher will examine the significance of KM on 

organization performance in anticipation that the paper will give insights on its roles thus 

improve the status of KM in the organization. This study postulates that if knowledge is 

captured via a knowledge management process, then a firm will benefit positively and as 

such a study is hereby undertaken to examine the effects of knowledge management on 

performance of research companies. 

 

1.2 Statement of the Problem 

Lack of information access to those with the proper credentials in organizations and 

organizational culture that does not embrace learning, sharing and changes has greatly 

affected institutions performance. Knowledge management in the Kenyan research 

institutions has not accomplished the same scale of applications and empirical research as 

in other fields. This is even compounded by knowledge hoarding among the employees 

seeing it as a source of power. KEMRI has constantly changing structures that has 

directed employees learning how to be smart, quick, agile and responsive to be able to 

accomplish the goals of the institution. This has resulted in poor succession planning. In 

such circumstances, an understanding of the potentially strategic dimension to knowledge 

management could help KEMRI to break the vicious circle of resource constraints and 

market vulnerability by enabling them to compete on more sustainable terms.  Previously, 

studies have been done on the effect of knowledge management on organizational 

performance. Locally, studies have been conducted on effect of knowledge management 

on performance of institution. However, from the literature reviewed there is no precise 

information on the effect of knowledge management on the performance of research 

institutions in Kenya. Therefore, the study established the effect of knowledge 
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management on performance of research institutions focusing at a case study of KEMRI – 

Kisumu to bridge the research gap. 

 

1.3 Objectives of the Study 

1.3.1 General Objective 

The general objective was to establish the effect of knowledge management on 

performance of research institutions focusing at a case study of KEMRI - Kisumu. 

 

1.3.2 Specific Objectives 

The specific objectives of the study was; 

i. To establish the effect of knowledge acquisition on performance of KEMRI – 

Kisumu.  

ii. To examine the effect of knowledge conversion on performance of KEMRI – 

Kisumu. 

iii. To determine the effect of knowledge protection on performance of KEMRI – 

Kisumu. 

iv. To find out the effect of knowledge application on performance of KEMRI– 

Kisumu. 

 

1.4 Research Hypotheses 

Knowledge acquisition 

i. Ho There is no effect of knowledge acquisition on organization performance 

ii. H1 There is effect of knowledge acquisition on organization performance 

Knowledge conversion 

i. Ho There is no effect of knowledge conversion on organization performance 
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ii. H1 There is effect of knowledge conversion on organization performance 

 

Knowledge protection 

i. Ho There is no effect of knowledge protection on organization performance 

ii. H1 There is effect of knowledge protection on organization performance 

 

Knowledge application 

i. Ho There is no effect of knowledge application on organization performance 

ii. H1 There is effect of knowledge application on organization performance 

 

1.5 Justification and Significance of the Study 

There is general agreement that many managers all over the world are realizing that 

knowledge in the form of expertise, competence is the organization’s most important 

asset and its quality, and availability affects all aspects of the organization. Research 

institutions deal with numerous customers and have a wide range of products and 

therefore it is very important for them to develop and deploy knowledge management 

because their success and survival depends on the quality and relevance of their services.  

The practical importance of the study lies in its promotion of the understanding by 

managers of research institutions in respect to nurturing and harnessing organizational 

knowledge resources, which should enable them to identify those strategies, which would 

maximize the benefits to be gained from knowledge management and organizational 

effectiveness initiatives. The study would also benefit the government and other service 

firms in Kenya in that its findings would help them to continuously improve their 

capabilities for knowledge management. 
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This study would evaluate the strategies of KM and its effects on performance. This 

would help human capital managers optimize the gains of this strategy amidst challenges 

facing the current organization such as layoffs and high labour mobility rate. Research 

institutions would also benefit from this study as it would establish best practices and 

rationale of managing knowledge as a resource. It would also improve the researcher’s 

skills in people management. It would also sharpen the researcher’s skills in identifying, 

analyzing and solving business dilemmas. The study would add value to the existing and 

growing pool of knowledge in the field of KM. It would also recommend areas for further 

studies thus forming a basis for further research. 

 

1.6 Scope of the Study 

This study seeks to establish the effect of knowledge management on performance of 

research institutions. The study specifically established the effect of knowledge 

acquisition, knowledge conversion, knowledge protection and knowledge application on 

performance of KEMRI– Kisumu. To achieve this objective, the study was conducted at 

KEMRI – Kisumu for six months from June to November 2018. Staff of the institution 

constituted the target population from where a purposive sample of the management staff 

were drawn. The study collected primary data using questionnaires.  

 

1.7 Conceptual Framework 

A conceptual framework is an interconnected set of ideas (theories) about how a 

particular phenomenon functions or is related to its parts.  The framework serves as the 

basis for understanding the causal or correlational patterns of interconnections across 

events, ideas, observations, concepts, knowledge, interpretations and other components of 

experience (Marilla, 2010). 



15 

 

 

Independent Variable    Independent Variable 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework showing effect of Knowledge management on 

organization performance 

Adopted from Oso and Onen (2009) 

In the conceptual framework above Knowledge management is conceptualized to affect 

organization performance. In particular, knowledge acquisition, conversion, protection 

and application affect organization performance in terms of number of the beneficiaries, 

customer service quality, employee motivation, customer satisfaction 

 

It is conceptualized that knowledge management process ensures acquisition of 

knowledge throughout the organization and provides the necessary components to 

improve decision-making capabilities and hence improves organization effectiveness. In 

business organization, knowledge management avoids information redundancy and 

ensures that the information fits organizational operational and functional requirements 

and therefore promotes organizational effectiveness. 

 

Knowledge Management 

o Knowledge acquisition 

o Knowledge Conversion 

o Knowledge Protection 

o Knowledge Application 

Organizational Performance 

o Number of the beneficiaries 

o Customer service quality 

o Employee motivation 

o Customer satisfaction 

 

Intervening variable 

Organization culture 

Managerial style 
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Learnt information needs to be converted into forms that offer immediate use to 

organization to ensure effectiveness. Knowledge conversions occur when people engage 

in practical activities through participation in social practices, under the guidance of 

people who are more experienced. This process involves changing knowledge to a form 

that is readily applicable to an organization and therefore ensures organizational 

effectiveness. 

 

Knowledge theft and plagiarism result in substantial economic losses and damages to 

organizational image. Knowledge-intense product data created and utilized in 

organizations is particularly at risk, because many different stakeholders access sensitive 

content and hence the need to protect strategic knowledge resources of an organization to 

ensure organizational effectiveness. 

 

Knowledge application is an important knowledge management process because 

knowledge has become a strategic asset in today’s competitive advantage. Application of 

knowledge helps to achieve organizational effectiveness by inserting knowledge into 

organizations processes and procedure. 
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CHAPTER TWO 

LITERATURE REVIEW 

This study brings into focus previous literature on the KM and performance of a firm. It 

discusses the literature related to the KM, the theories that have shaped the understanding 

of KM and performance. A summary of the review and study gaps is also undertaken. 

 

2.1 Theoretical Literature Review   

This study is anchored on resource-based view theory and cognitive learning theory. 

 

2.1.1 Resource Based View Theory 

The resource-based view (RBV) emphasizes that a firm utilizes its resources and 

capabilities to create a competitive advantage that ultimately results in superior value 

creation and achieve organizational effectiveness. In order to achieve organizational 

effectiveness, the firm must allocate its resources and capabilities wisely against 

competing needs as a result of changing business environment. RBV depicts companies 

as a collection of resources and capabilities required for product or market competition. 

Resources are the physical capital, human capital, and organizational capital owned or 

controlled by a firm that can be used to conceive of and implement strategies (Barney, 

1991). According to Barney, resources and capabilities need to meet a four point criteria 

to provide superior performance. First, they must be valuable, enabling a firm to not only 

exploit its environmental opportunities but also neutralise its threats. Secondly they must 

be rare among its current or potential competitors. Thirdly they must be costly to imitate, 

and lastly they must be without close strategic substitutes. Capabilities reflect company’s 

ability to combine resources that the organization can muster in ways that promote 

superior performance in a dynamic business environment (Teece et al., 1997). Makadok 
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(2001) identifies two key distinctions between resources and capabilities. First, 

capabilities are a special type of organizationally embedded, non-transferable, firm-

specific resource. Second the purpose of capabilities is to improve the productivity of the 

other resources possessed by the firm. Based on the theory, could it be concluded that 

information and knowledge resources and capabilities are valuable, rare, costly to imitate 

and without close strategic substitutes? If the assertion holds, does information and 

knowledge therefore enable a firm to not only exploit its environmental opportunities but 

also neutralise its threats? Does it therefore mean that knowledge acquisition, knowledge 

conversion and knowledge application, can be used to manage and increase Social 

Capital, to enhance Firm Performance and to sustain competitive advantages? 

 

Building on the RBV, the knowledge-based view of the firm considers knowledge as the 

most strategically significant resource of the firm (Grant, 2008). This view considers a 

firm to be a distributed knowledge system composed of knowledge-holding employees, 

and this view holds that the firm's role is to coordinate the work of those employees so 

that they can create knowledge and value for the firm (Spender, 2006). Could this 

therefore imply that research institutions’ absorptive capacity could be enhanced through 

KM processes that allow the firm to acquire, convert and apply existing and new 

knowledge by adding value to the Social Capital while improving their performance?  

 

2.1.2 Cognitive Learning Theory 

This theory states that humans generate knowledge and meaning through sequential 

development of an individual’s cognitive abilities, such as the mental processes of 

recognize, recall, analyze, reflect, apply, create, understand, and evaluate. According to 

the Cognitivists’, (Stankosky, 1976; Bruner, 1960; Bruner, 1966) learning process is 
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adoptive learning of techniques, procedures, organization, and structure to develop 

internal cognitive structure that strengthens synapses in the brain.  

 

According to cognitive learning theory, learning involves a change in one’s cognitive 

structure. This change occurs when new information or experiences are combined with 

existing knowledge stored in long term memory. In this sense, new knowledge is 

constructed, remembered and applied by learners, a process that enables firms to be 

competitive in a changing environment. The turbulent and changing environments 

nowadays has intensified need to learn and get ahead of rival organizations (Takashi 

2001). According to Takashi, firms need to keep pace with rapidly changing market 

developments and respond rapidly to unexpected market dynamics by identifying 

investment opportunities to achieve advantageous positioning alignment with the 

environment thus placing the firm on a roadmap to achieving a sustainable competitive 

advantage and improving organizational performance.  

 

The theory holds that the learner is expected to use skill and knowledge obtained during 

learning to solve problems in real life situations, (Nonaka, 2013). Does it therefore mean 

that the gained knowledge can be used to a firms advantage. On the other hand, modern 

organizations are faced with highly skilled and educated but mobile human capital. 

Information overload is a common scenario too. Information must be effectively 

disseminated or learned in short periods of time. Despite these challenges, what is the 

rationale of adopting knowledge management? 
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2.2 Conceptual Literature Review 

2.2.1 Knowledge Acquisition 

The entire basis for the investment in and development of knowledge- management 

technologies is premised on the belief that an effective KMS should disseminate 

knowledge throughout the organization and provide the necessary components to improve 

decision-making capabilities (Alavi & Leidner, 2009). The impact of the use of KMS on 

explicit knowledge acquisition is critical given that explicit knowledge provides the 

foundation for and is the precursor of tacit knowledge development (Alavi & Leidner, 

2009; Roberts & Ashton, 2013). As such, acquisition of explicit knowledge is a critical 

component in the development and sustenance of expertise (Barua & Mukhopadhyay, 

2009). It is under the same premises that this study is founded.  

 

Broadly, knowledge can be tacit, and can be explicit and can be non-analysable. It can be 

difficult to transfer knowledge efficiently and effectively, especially across a range of 

units of analysis: individual, group and organisation, and can be socially complex, such as 

managing talent in mergers and acquisitions and other knowledge-intensive settings. 

Whelan, Collings and Donnellan (2010) view knowledge using this kind of lens. Schilling 

and Kluge (2009) found that ambiguity is negatively related to organizational learning. 

 

According to Robertson and Hammersley (2009), the acquisition of knowledge and the 

process of organizational learning, are foundational components of the knowledge 

process. From more specific socio-cultural perspectives, Tylor (2008) seek to explain 

knowledge acquisition and environment in SMEs and Mork, Yeh, Lai and Ho, (2008) 

discuss the significant questions surrounding conflicting epistemic cultures and obstacles 

for learning across communities of practice; the influence of social interaction on 
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knowledge creation; while Seufert’s (2000) view of work-based learning and the 

management of knowledge give an integrated concept of organizational learning.  

 

The philosophical role of organizational learning can be seen in Müller -Merbach (2007) 

and Blackman Connelly and Henderson (2004) who asks whether double loop learning 

creates knowledge which is reliable. Aspects of the changing nature of knowledge and its 

role in change management is stressed by Rowley’s (2000) articulation of the journey 

from learning organization to knowledge entrepreneur and also in Sternberg and 

Horvath(2008) view on the role of tacit knowledge in support of organizational learning.  

 

Rastogi (2009) noted that knowledge acquisition in an organization could be seen via a 

range of processes: the individual, shared understanding; diffusion and finally embedding. 

At the individual level, Spender (2000) focus on reflection and reflexivity, and on shared 

understanding in working groups to create and reframe meaning, while embedding is via 

inter level dialogue which addresses emotional, relational and political tensions. 

Embeddedness is seen in the addressing of systemic tensions, political and cultural 

barriers. Zollo and Winter (2002) view the individual level in the context of generation of 

a variation of ideas, while shared understanding is seen in internal selection, diffusion is 

via variation and spatial replication and embeddedness is in retention and routinization. 

For Lopez et al. (2005), the focus of the individual is on the acquisition of knowledge, 

shared understanding is achieved via interpretations, diffusion is via distribution among 

organizational members and embeddedness comes via organizational memory, systems 

and rules. As noted by Gao and Riley (2010), some forms of knowledge are valued for 

their symbolic or iconic status, which may have the function of distinguishing ‘insiders 
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from outsiders’, and they emphasize that knowledge and identity are intimately 

connected. 

 

Zollo and Winter (2002) indicated that, given that knowledge creation is a complex and 

fuzzy process, the main role of the organization is to provide the proper context for 

facilitating group activities as well as creation and accumulation of knowledge at an 

individual level. The following five conditions are considered as requirements in 

promoting the knowledge creation spiral. The first one is intention, this is the level of 

organizational aspiration to its goals is the driver of the knowledge spiral. Business 

settings within the efforts to achieve the goals usually take the form of the strategy. From 

the viewpoint of organizational knowledge creation, the essence of strategy lies in 

developing the organizational capability to assure, create, accumulate and exploit 

knowledge. Autonomy is the second condition for promoting the knowledge spiral. It 

increases individual motivation to create new knowledge or original ideas (Gao & Riley, 

2010).  

 

Fluctuation and creative chaos is the third one. Fluctuation (breakdown of routines, habits 

etc.) and 'creative chaos' increase tension and focus attention on defining problems and 

resolving crises. They promote the knowledge spiral by strengthening the subjective 

commitment of individuals as well as stimulation of interaction with the external 

environment. Also, there is redundancy as the forth condition for promoting knowledge 

creation in an organization. In business organizations, redundancy refers to intentional 

overlapping of information between employees and departments about various business 

activities, management responsibilities and the company as a whole. It is characterized by 

information that goes beyond the immediate operational and functional requirement for 
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an organization. It should be noted that this information is still useful as it helps speed up 

the knowledge creation process through sharing of extra information. Finally, required 

variety is the fifth condition for promoting knowledge creation in an organization. An 

internal diversity organization should match the variety and complexity of the 

environment. Providing equal access to information within the organization supports the 

exchange of different viewpoints and interpretations of new information. Organizational 

members can cope with many unexpected events if they have a variety of information and 

experience (Gao & Riley, 2010). 

 

Kong (2008) conducted a study on the role of intellectual capital in non-profits. This was 

necessitated since according to him, very little systematic research had examined the 

applicability of strategic management concepts like SWOT (strengths, weaknesses, 

opportunities and threats) analysis, industrial organization, resource-based view and core 

competency, knowledge-based view, Balanced Scorecard and intellectual capital (IC) in 

the non-profit context. The paper established that Knowledge is critical to for-profit 

organizations as it is to NPOs, and that organizations that accumulate, apply and share 

knowledge are often perceived as leaders rather than followers and to succeed as opposed 

to fail in a knowledge-based economy. This paper will add onto Kong’s study by taking 

into consideration the role of knowledge acquisition in the relationship between 

intellectual capital and competitive advantage.  

 

2.2.2 Knowledge Conversion 

Knowledge conversion involves the process where tacit knowledge has to be made 

explicit in order to be captured. Northouse (2008) makes a distinction between tacit and 

explicit knowledge. He defines the implicit knowledge as knowledge that can be observed 
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in a performance of a good professional – his/her approach, methods, or actions. Explicit 

knowledge, on the other hand, is academic or technical data or information that exists in a 

concrete form of a manual, book, copyright, patent, or mathematical expression. It is 

carefully and systematically codified, stored in databases and shared through print, 

electronic methods, formal education, and other formal means. It is commonly used and 

can be freely reused to solve similar types of problems (Smith, 2007). Tacit knowledge is 

mainly based on lived experience while explicit knowledge refers to the rules and 

procedures that a company follows (Chong, 2010). They both play very important parts in 

knowledge creation, sharing and storing processes. Chong (2005) adds cultural 

knowledge to the list of the essential knowledge categories and defines it as the 

environment in which the company and the individual (within the company) operate. 

Conversion and creation of knowledge occur based on explicit, tacit and cultural 

knowledge a person possesses or has access to (Chong 2005). 

 

Conversion of knowledge, as represented by: Nonaka, Oliver and KandadiK (2003); 

Bergman (2005); Chua (2002); and Robertson and Hammersley (2009 can be seen as a 

synthesizing process, incorporating the influence of social interaction on knowledge 

creation and as a model of change management. Tsoukas (2003) suggests that knowledge 

conversion occurs when people engage in practical activities through participation in 

social practices, under the guidance of people who are more experienced. Hildreth and 

Kimble (2002) emphasize the importance of a mentor in the organization who has a lot of 

tacit knowledge and who guides the newcomer in learning this tacit knowledge through a 

practice. In these authors’ view, action requires tacit knowledge, which is acquired in the 

social practice of which the individual is a member. An alternative to knowledge 

conversion is a process of shifting between focal and subsidiary awareness. The 
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individual shifts awareness between the task and the tools, reflects on their own 

experiences, uses language to remind oneself of what they already know, thematizes 

certain circumstances, and discusses them with others (Tsoukas, 2003). In this view of 

knowledge as social practice, Cook and Brown (1999) point out that new knowledge and 

novel ways of knowing are generated through the interplay between reflection, 

thematization, and experience within situated interaction. 

 

According to Nonaka and Krogh (2009) organizational knowledge conversion is based on 

two dimensions. The first dimension shows that only individuals create knowledge. The 

second dimension relates to the interaction between explicit and tacit knowledge. These 

two dimensions form the basis for defining the four processes of conversion of 

knowledge; socialization, externalization, combination and internalization. The process 

that transfers tacit knowledge in one person to tacit knowledge in another person is 

socialization. It is experiential, active and a living thing, involving capturing knowledge 

by walking around and through direct interaction with customers and suppliers outside the 

organization and people inside the organization. This depends on having shared 

experience, and results in acquired skills and common mental models. Socialization is 

primarily a process between individuals (Nonaka& Krogh, 2009; Nonaka & Takeuchi, 

1995). 

 

The process for making tacit knowledge explicit is externalization. One case is the 

articulation of one’s own tacit knowledge - ideas or images in words, metaphors, 

analogies. A second case is eliciting and translating the tacit knowledge of others - 

customer, experts for example - into a readily understandable form, e.g., explicit 

knowledge. Dialogue is an important means for both. During such face- to-face 
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communication people share beliefs and learn how to better articulate their thinking, 

though instantaneous feedback and the simultaneous exchange of ideas. Externalization is 

a process among individuals within a group (Nonaka & Krogh, 2009). 

 

Once knowledge is explicit, it can be transferred as explicit knowledge through a process 

Nonaka calls combination. This is the area where information technology is most helpful, 

because explicit knowledge can be conveyed in documents, email, data bases, as well as 

through meetings and briefings. The key steps collecting relevant internal and external 

knowledge, dissemination, and editing/processing to make it more usable. Combination 

allows knowledge transfer among groups across organizations (Nonaka & Krogh, 2009). 

Internalization is the process of understanding and absorbing explicit knowledge in to 

tacit knowledge held by the individual. Knowledge in the tacit form is actionable by the 

owner. Internalization is largely experiential, in order to actualize concepts and methods, 

either through the actual doing or through simulations. The internalization process 

transfers organization and group explicit knowledge to the individual (Nonaka & Krogh, 

2009). In summary, knowledge conversion aims at ease of transferability of acquired 

knowledge. The study will examine the forecast on the implications of this KM strategy 

on organization performance. 

 

2.2.3 Knowledge Protection 

Knowledge and competencies of various disciplines and involved stakeholders are 

combined so that synergies establish and broader and better solution spectra are created 

(Haberfellner, Daenzer & Becker, 2012). Knowledge sharing and exchange between 

involved parties is essential for a successful accomplishment of the task in an 

organization for organizational effectiveness. Globalized markets as well as increasing 
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cost and innovation pressure lead to heterogeneous, distributed environments, which 

require intense knowledge exchange via Internet communication across enterprise 

boundaries. In this regard, protection of innovative knowledge and intellectual property 

(IP) plays a decisive role because corporate knowledge is crucial for economic success 

and competitiveness of enterprises. Moreover, knowledge theft and plagiarism result in 

substantial economic losses and damages to organizational image. 

 

Knowledge-intense product data created and utilized in organisations is particularly at 

risk, because many different stakeholders access sensitive content. Strong access 

restrictions are not always advantageous because cooperation between participants is 

interfered as well as ability and efficiency of the organisation thought is compromised. In 

the area of conflict between knowledge provision and knowledge protection, industrial 

enterprises demand appropriate protection means that solve the problem. Practice shows 

that, until now, organizational and juridical protection means are not capable of solving 

the goal conflict and the piracy and plagiarism situation alone (Haberfellner, Daenzer, & 

Becker, 2012).  

Protecting valuable knowledge and intellectual property of companies is assisted by 

various existing protection means. These can be distinguished in different categories 

depending on their type of utilization and implementation into corporate processes and 

infrastructure. Juridical protection means, such as patents, copyright or trademarks are 

well-established instruments to protect own intellectual property. They set a legal 

framework for the utilization of protected knowledge and enable the copyright owner to 

pursue economic interests by civil law in case of illegitimate plagiarism or piracy. 

Juridical protection means are not suitable for pre emptive knowledge protection because 

they do not actively prevent knowledge from being stolen or misused. In addition to that, 
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they can be circumvented and even legitimate actions for injunction or compensation 

often take a long time (Bosch, 2011). 

 

Strategic protection means are targeted at controlling knowledge and knowledge bearer in 

context of a long-term company strategy. This includes retention of any stakeholder that 

is directly or indirectly involved with company’s own knowledge. Usual means in this 

category are long-term retention of partner firms or suppliers as well as own employees, 

they act as implicit knowledge bearers (Putz & von Rundstedt, 2006). Another way of 

protecting knowledge is through organizational protection means are means that are used 

to protect knowledge in a preventive manner. These methods focus on controlling 

behavior of personnel accessing knowledge inside and outside the company. Typical 

examples for this kind of measures are: Spatial separation of company departments, video 

surveillance, personnel identification, physical access controls and non-disclosure 

agreements (NDA). This category of means has a direct and wide impact on corporate 

environments and collaboration experience. Protection efficiency, implementation cost 

and reasonability have to be examined on an individual basis and under consideration of 

legal aspects (Mbirithi, 2014). 

 

Another method identified for knowledge protection is through technical protection 

means. Technical protection means are designed to provide protection of knowledge in 

physical objects or product and organizational data. Physical objects such as prototypes or 

complete products contain and represent knowledge in a materialized form, which can be 

protected by obfuscation methods (disguised prototype cars), copy-protection methods 

(high functional integration, software copy protection) and design methods (specialized 

manufacturing process, surface technology). In addition to that, different identification 
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technologies, such as radio-frequency identification tags (RFID tags), bar codes, micro 

color-codes, can be used to tackle plagiarism, piracy and loss of knowledge in 

cooperation and supply chains (Abele, Kuske & Lang, 2011). 

 

Also, as identified by Marwick (2004), organizations can protect knowledge through 

Digital product data. Digital product data can be protected by using methods that 

influence the processing of data, manipulate data or use IT security techniques. This sub-

category can be divided into reactive and pre-emptive protection methods. Digital 

Watermarking is designed for reactive protection and can be used for identifying where 

data loss occurred or who forwarded sensitive content. The most important pre-emptive 

methods are: Terminal Server (TS) connection, Data Leakage Prevention (DLP), Data 

Filtering (DF) and Enterprise Rights Management (ERM). 

 

Terminal Server is an application that receives user inputs and transmits graphical user 

interface output via a network connection. The engineer connects to the server and works 

remotely on the provided environment. Advantages of this method are scalability and 

central manageability of the server. On the other hand, compared to workstation usage, 

performance limitations exist when running graphically intensive tasks (Kiamba, 2009). 

Data Leakage Prevention monitors data and controls distribution ways in the system. DLP 

systems are implemented at host or network level. The DLP module controls any possible 

data channel and restricts accordingly. Examples for controlled channels are removable 

storage media, network file transfers, e-mail attachments, printers, etc. Many different 

DLP systems are available that suit corporate data protection requirements and allow 

permanent detailed tracking of information and user activities (Kiamba, 2009). However, 
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due to the latter, utilization may be problematic in respect to employee data privacy 

regulations (Kelleher, 2010). 

 

Data Filtering is the most important engineering knowledge protection approach that is 

based on knowledge reduction principles. Individual elements containing valuable 

knowledge are intentionally removed from documents before these documents are 

exchanged. Hence, the overall knowledge amount stored in specific documents is 

decreased to minimize risk of knowledge loss. Prior to removing parts of documents, 

knowledge containing elements have to be identified and classified first (Creswell, 2006). 

Knowledge management often includes management of intellectual property such as 

patents, copyrights, trademarks, and service marks. Organizations that own intellectual 

property need ways to automate workflow and support the management and analysis of 

inventions, patents and related matters. It often takes a long time to file and obtained 

approved rights to intellectual property, and organizations need support to track this 

process, more so for international organizations. Intellectual property regulations require 

owners of copyrights, trademarks, and service marks to pay legal fees at specific points in 

time; otherwise the rights can be lost. For licensing issues, it is also important to track 

licensees and royalties. Another aspect of intellectual property is the protection of digital 

content covered by copyright. Intellectual property management is mainly an explicit-to-

explicit knowledge conversion. It is based on knowledge repositories and, thus, deals with 

all aspects of knowledge storage, organization and knowledge distribution in a controlled 

way (Kelleher, 2010). 

 

Knowledge loss has been identified as a failure factor in KM adoption (Goodman and 

Schieman, 2010). This paper will examine the case for knowledge protection guided by 
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the following, is knowledge recognized as a strategic asset that needs protection just like 

other key assets? Does knowledge protection enhance organization performance or does it 

act as a barrier to knowledge sharing? 

 

2.2.4 Knowledge Application 

Knowledge application refers to activities associated with the flow of knowledge from 

one party to another (Newman & Conrad, 2009). According to Marwick (2011), efficient 

and effective knowledge management typically requires an appropriate combination of 

organizational, social, and managerial initiatives along with the deployment of 

appropriate technology for application of knowledge. Although a complete tacit-explicit 

split cannot be achieved (Inkpen & Dinur, 2012), it is a useful way to understand the 

different characteristics and nature of different types of knowledge that require different 

processing, procedures and tools to be managed and dealt with. Application of knowledge 

is an important process of knowledge management. Knowledge management (KM) is 

now becoming more vital for successful management of construction projects and a 

complement to the business activities of organisations. With the new economy 

increasingly becoming a more knowledge-based economy, knowledge is becoming the 

most important asset for organisational success among other assets such as capital, 

materials, machineries, and properties (Kelleher & Levene, 2010). 

 

Riungu (2015) examined the effect of knowledge management practices on organizational 

performance of the 21 mobile telephone companies in Kenya using a descriptive survey 

research design. The study found out that the management of mobile telephone 

companies in Kenya understand the term knowledge management, as an alternative 

strategy by organizations to improve competitive performance. KM is used for 
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acquisition, sharing and application of management knowledge in the institution so as to 

better manage and apply organizations tangible and intangible knowledge assets. The 

study concluded that knowledge management influences organization performance in 

various aspects such as, knowledgeable employees, improving decision making in the 

organization, improving service offering to clients, reducing operational costs and 

improving organizational competitiveness. 

 

According to Ahmad and Ann (2008), with the successful application of useful 

knowledge, industrial companies can improve the process of organisational learning to 

enhance performance and create more possibilities to gain competitive advantages for the 

organization. Blumentritt and Johnston (2009) suggested that in order to gain competitive 

advantages, organisations need to enhance the information-knowledge application 

especially through the implementation of IT-based improvements to enhance information 

management and socially-based mechanisms to enhance knowledge management. Love, 

Edum-Fotwe and Irani (2013) indicated that organisations have shown an increased 

awareness of KM application as a necessary prerequisite for improved quality, 

innovations, business performance, efficiency of project delivery, and relationships with 

partners, suppliers and clients to gain competitive advantages. 

 

Stankosky (2012) noted that businesses need knowledge management programs which 

concentrates with knowledge application, because knowledge has become a strategic 

asset in today’s competitive advantage. Chong (2010) indicates that 58.5 percent of the 

Malaysian IT companies have made significant investments in KM. The knowledge 

application is embedded in and carried through multiple entities including organization 

culture and identity, routines, policies, systems, and documents, as well as individuals. 



33 

 

Also, Eisemon (2014) indicated that knowledge application also includes technical 

resources, human resources and cultural, structural resources and the resources which 

builds KM capability that is related to competitive advantage. Doaei and Dehghani (2010) 

noted that knowledge infrastructure capabilities and knowledge process capabilities 

especially the application process influences organizational performance greatly. 

 

According to Eisemon (2014), application of knowledge is an important source of 

competitive advantage for organisations. Knowledge technology can be supportive in 

knowledge application, by inserting knowledge into organizations processes and 

procedure. Thus, information technology can enhance and provide a positive influence by 

integration and application with facilitating the capture a, updating and accessibility of 

organizational directives (Alavi & Leinder, 2011). An important role in the success of 

knowledge management system is the sharing of both the implicit and the tacit knowledge 

in which the motivation and commitment of the people plays a significant role (Dyer & 

McDonough, 2011; Kameli, 2009). 

 

The essential factor in knowledge application is creating an appropriate classification 

scheme to organize information into meaningful categories in a knowledge database that 

can be easily accessed by its employees (Blair & Wallman, 2001). Majority of knowledge 

management research has been on advanced technology and techniques used to facilitate 

knowledge sharing. A knowledge organization has been defined as an organization that 

realizes the importance of its knowledge and applies techniques to maximize the use of 

this knowledge to its employees, shareholders and customers. However, any firm 

interested in making the transition to becoming a knowledge organization has to ensure 

that its culture is aligned with the requirements for KM success. As attractive as KM is 



34 

 

for enhancing an organization’s operations, many commonly agree that there is an 

important precondition. 

 

Jelenic (2011) studied the importance of knowledge management in organizations – with 

emphasis on the balanced scorecard learning and growth perspective. Jelenic reviewed 

secondary data and established that globalization has brought enormous changes in 

business thinking and technologies and the organizations who want to survive in 

unpredictable and complex competitive markets should quickly adapt to the new 

dynamics of business. Jelenic concluded that intangible resources are the decisive factors 

of business success and modern companies should recognize all business processes as 

processes of knowledge. Knowledge should thus be considered as strategic company’s 

resource, the source of competitive advantage and business success in the 21st century.  

 

However, knowledge application has challenges which hinder its effective achievement 

of organizational goals. Carrillo, Robinson, Al-Ghassani and Anumba (2010) noted that 

the challenges for KM become more difficult when dealing with tacit knowledge because 

individuals normally regard tacit knowledge as a source of strength and personal rather 

than organisational property. Many individuals regard their knowledge as a personal 

property and source of strength and most of typical existing which hinders its application 

in organisations. Further, employees of the organisations are reluctant to share their 

knowledge with others, while changing   these  people’s  behavior  is  not  easy  (Nonaka, 

2011). Lack of trust among employees, lack of time, lack of KM awareness, lack of 

openness to new ideas, intolerance of management for creative mistakes and refusal of 

solutions from people in lower positions, can negatively affect knowledge application 

process (Davenport & Prusak, 2010). Past studies point to a positive correlation between 
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knowledge application and organization performance. However none of the studies can be 

linked to not for profit organizations. Does the argument hold for NPOs too? This paper 

will examine the case for knowledge application on performance of research institutions. 

 

2.2 Empirical Literature Review 

Previous empirical studies have investigated the knowledge management capabilities. 

This category focus on the relationships among the knowledge enablers, the emphasis is 

on the examination of the effect of knowledge management capabilities. 

2.2.1 Knowledge Acquisition  

Agbim (2014) assessed the effect of knowledge acquisition on competitive advantage 

based on a knowledge-based and resource-based study. The study adopted ex-post-facto 

research design and multistage sampling technique to select the elements that completed 

the questionnaire from the population of employees of the selected hotels. The validity 

and reliability of the questionnaire was confirmed using KaiserMayer-Olin (KMO), 

Bartlett and Cronbach alpha tests. Linear regression statistical method was employed to 

test the research hypothesis. It was found that knowledge acquisition is significantly 

related to competitive advantage. In view of this, hoteliers and hotel managers should 

employ ICT systems, skilled knowledge workers and all other relevant knowledge 

management resources that will further help to enhance knowledge acquisition. At every 

point in time, efforts should be made to acquire modern and latest systems and to improve 

employees’ skills through training and retraining. Again, a cordial relationship between 

employees/managers and customers/the general public should be encouraged to ensure 

free flow of relevant information/knowledge from the customers/public to the 

organization. 
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Saini (2013) adopted a structural equation modeling approach to investigate impact of 

knowledge management practices on selected industries. Using the literature review, 

Saini’s paper developed a knowledge management instrument and it tested a conceptual 

model linking knowledge management practices and organizational performance, using 

descriptive statistics and structural equation modeling technique. Primary data was 

collected from SMEs of three industries i.e. software, pharmaceutical and textiles in 

North India. The study confirmed the relationship between adoption of knowledge 

management practices and improved organizational performance, competitiveness and 

employee retention rates in the selected SMEs. This paper will examine this in the 

research organizations context. 

 

Shoo, Matuku, Ireri, Nyagero and Gatonga (2012) conducted an analysis of AMREF's 

progress to determine the place of knowledge management in influencing lasting health 

change in Africa. The aim of the paper was to identify AMREF's current Knowledge 

Management implementation status, problems and constraints encountered after two years 

of enforcement of the strategy and suggest the way forward. Quantitative data on number 

and foci of AMREF research publications were collected using a questionnaire. Focus 

group discussions and in-depth interviews were used to gather data on explanations for 

the trend of publications and the status of the implementation of the 2010-2014 

Knowledge Management Strategy. Key findings of the study point out the need to assess 

the effect of knowledge conversion, storage, application and protection in the health 

sector. It was evidenced from their paper that on research output, peer reviewed articles 

started declining in the year 2000 but there had been a rapid increase of technical 

documents afterward which however started declining from around 2005. This implies 

that knowledge creation and storage was on a decline then. They found out that although 
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knowledge sharing takes place in AMREF, it occurs in an unstructured way and is often 

unconscious, limited and inefficient. They also established that there was not only 

inadequate awareness of Knowledge Management and its potential impact on improved 

performance but also inadequate integration of KM into staff roles hence limiting sharing 

both tacit and explicit knowledge. They acknowledged that AMREF has not only an 

elaborate central and web-based system for storage, transfer and retrieval of its 

documents but also large amounts of documents which still mainly remain in form of 

donor reports, surveys and evaluation reports. However, they found out that only a small 

amount of this literature is captured, processed, and shared using the corporate knowledge 

and information dissemination platforms such as the main AMREF Website, the Intranet 

and the Digital Resource Centre. Moreover, a small amount of such documentation has 

been published into Health Learning Materials and in peer reviewed journals and a 

number of these publications were not in the Resource Centre database. The researchers 

extolled the organization has an impressive record of research and publications but 

faulted its systems for managing and sharing this knowledge to influence policy and 

practice in Africa hence called for urgent improvements to realize this potential. This 

paper addresses the rationale of knowledge management on organization performance. It 

is hoped that this paper will shed light on the impact of KM strategies on performance 

thus improving its place in research organizations. 

 

2.2.2 Knowledge Conversion  

Kinyua (2015) examined effect of knowledge conversion and knowledge application on 

performance of commercial banks in Kenya. The study adopted explanatory and cross-

sectional survey design. The target population of this study comprised of all the 43 

Commercial Banks in Kenya. The unit of observation was the functional area in each 
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bank. Five areas were identified in each bank comprising human resource, finance, 

marketing, information communication technology, and operations in each bank. This 

study used primary and secondary data. Primary data was collected using a semi 

structured questionnaire. The questionnaire was administered using the drop-and-pick 

later method. Quantitative data was analysed using descriptive and inferential statistics. 

Descriptive statistics included percentages, frequencies, means, and standard deviations 

while inferential statistics involved regression analysis. Results from quantitative data 

analysis were presented using figures and tables. Qualitative data was analysed on the 

basis of common themes and presented in narrative form. The findings of the study 

established that knowledge conversion and knowledge application positively influence 

performance. Management of Commercial Banks should encourage interaction between 

employees and customers. 

 

Oliver and Kandadik (2012) stress the central role of human factor in knowledge 

generation. According to them, knowledge is the individual ability to draw distinctions 

within a collective domain of action, based on an appreciation of context or theory, or 

both (Tsoukas & Vladimirou 2001). Thus, knowledge becomes organizational simply due 

to the fact that it is generated, developed, and maintained by individuals within 

organizations. The KPMG’s European Knowledge Management Survey 2002/2003 

conducted a detailed survey on knowledge management among top 500 organizations in 

the United Kingdom, France, Germany and the Netherlands. The aim of the survey is to 

act as a benchmark for the current state of knowledge management in the European profit 

and non-profit sectors. Key findings were that 80% consider knowledge a strategic asset. 

78% of respondents believe they are currently missing out on business opportunities by 

failing to successfully exploit available knowledge. Companies estimate that, on average, 
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6% of revenue as a percentage of annual turnover or budget is being missed from failing 

to exploit knowledge effectively. 51% state that involvement of the board members 

increased in the past three years. This implies that an analysis of the effect of KM on 

performance is important to giving strategic direction in this field. 

 

Detlor, Ruhi, Turel, Bergeron, Choo, Heaton, and Paquette (2006) sought to study the 

effects of organizational knowledge management (KM) context on KM practices. Data 

were collected at a large Canadian law firm via a Web-based survey instrument from over 

400 participants comprising professional and support staff working in various office 

locations. The purpose of the study was to gain insight on the antecedents of knowledge 

management behaviors in organizations. A theoretical model explicating the impact of an 

organization’s KM environment on both organizational and individual KM behaviors was 

developed and tested using structural equation modeling techniques. The moderating 

effects of age, biological sex, job category, and years spent in the organization were also 

examined. Results indicated that an organization’s knowledge management environment 

impacts on both organizational as well as personal knowledge management behaviors. 

Furthermore, organizational KM behavior also influences personal KM behavior, thus 

acting as a mediator between the overarching organizational knowledge management 

policies and practices and the employees’ individual practices. Based on this empirical 

evidence, recommendations are suggested for organizations wishing to institutionalize 

knowledge management initiatives in their firms. 

 

Abdul (2004) noted that knowledge management helps an organization to gain insight and 

understanding from its own experience. Specific knowledge management activities help 

focus on organisation on acquiring, storing and utilizing knowledge for problem solving, 
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dynamic leaning, strategic planning and decision making. It also prevents intellectual 

assets from decay, adds to firm intelligence and provides increased flexibility. According 

to Gray (2011), knowledge management process is an audit of intellectual assets that 

highlights unique sources, critical functions and potential bottlenecks, which hinder 

knowledge flows to the point of use. Knowledge management process protects 

intellectual assets from decay, seeks opportunities to enhance decisions, services and 

products through adding intelligence, increasing value and providing flexibility. 

Knowledge management process complements and enhances other organizational 

initiatives such as total quality management (TQM), business process re-engineering 

(BPR) and organizational learning, for enhanced organizational effectiveness. 

 

2.2.3 Knowledge Protection  

Bolisani, Paiola, and Scarso (2013) examined knowledge protection in 

knowledge‐intensive business services (KIBS). The paper addressed four research 

questions: whether KIBS firms perceive the necessity to protect their knowledge? If so, 

whether they protect it? What method (or combinations of methods) they typically use? 

What are the main factors affecting the approaches to knowledge protection adopted by 

these companies? They employed a survey of 471 KIBS companies located in the 

Northeast of Italy and operating in three different sectors: IT Services, Design and 

Communication, Professional Services. The study classified the types of knowledge 

protection mechanisms and investigated similarities and differences in knowledge 

protection between KIBS operating in distinct sectors, having different size, and pursuing 

different knowledge management strategies. The study focused on the profit making 

entities and did not highlight the role of knowledge protection on performance of the firm 
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but rather whether firms embrace knowledge protection, the knowledge protection 

methods and factors affecting them. 

 

Tseng (2010) analyzed the correlation between organizational culture and knowledge 

conversion on corporate performance. The study utilized knowledge externalization, 

knowledge combination, knowledge internalization and knowledge socialization to 

measure knowledge conversion and revealed that knowledge socialization has no effect 

on corporate performance, findings that are inconsistent to the extent that knowledge 

resources have been found to contribute to performance. Questionnaire and statistical 

analytical techniques were applied to gain best exploration on organizational culture, 

knowledge conversion and corporate performance. The study targeted the largest 

Taiwanese corporations, compiled by the China Credit Information Service (2006), from 

which 650 corporations were selected. Managers for knowledge management supervisors, 

senior human resource managers, and senior R&D managers were sampled and in total, 

139 questionnaires were returned out of which 131 were valid making the effective 

response rate 20.15%. This is not adequate for making generalization and drawing 

conclusions as recommended by Mugenda and Mugenda (1999).  

 

Shoo, Matuku, Ireri, Nyagero and Gatonga (2012) conducted an analysis of AMREF's 

progress to determine the place of knowledge management in influencing lasting health 

change in Africa. The aim of the paper was to identify AMREF's current Knowledge 

Management implementation status, problems and constraints encountered after two years 

of enforcement of the strategy and suggest the way forward. Quantitative data on number 

and foci of AMREF research publications were collected using a questionnaire. Focus 

group discussions and in-depth interviews were used to gather data on explanations for 



42 

 

the trend of publications and the status of the implementation of the 2010-2014 

Knowledge Management Strategy. Key findings of the study point out the need to assess 

the effect of knowledge conversion, storage, application and protection in the health 

sector. It was evidenced from their paper that on research output, peer reviewed articles 

started declining in the year 2000 but there had been a rapid increase of technical 

documents afterward which however started declining from around 2005. This implies 

that knowledge creation and storage was on a decline then. They found out that although 

knowledge sharing takes place in AMREF, it occurs in an unstructured way and is often 

unconscious, limited and inefficient. They also established that there was not only 

inadequate awareness of Knowledge Management and its potential impact on improved 

performance but also inadequate integration of KM into staff roles hence limiting sharing 

both tacit and explicit knowledge. They acknowledged that AMREF has not only an 

elaborate central and web-based system for storage, transfer and retrieval of its 

documents but also large amounts of documents which still mainly remain in form of 

donor reports, surveys and evaluation reports. However, they found out that only a small 

amount of this literature is captured, processed, and shared using the corporate knowledge 

and information dissemination platforms such as the main AMREF Website, the Intranet 

and the Digital Resource Centre. Moreover, a small amount of such documentation has 

been published into Health Learning Materials and in peer reviewed journals and a 

number of these publications were not in the Resource Centre database. The researchers 

extolled the organization has an impressive record of research and publications but 

faulted its systems for managing and sharing this knowledge to influence policy and 

practice in Africa hence called for urgent improvements to realize this potential. This 

paper addresses the rationale of knowledge management on organization performance. It 
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is hoped that this paper will shed light on the impact of KM strategies on performance 

thus improving its place in research organizations 

 

Serban and Luan (2011) noted that effective knowledge management helps in change 

management, influencing business strategy, and a host of other high-value-added 

activities that impact organizational effectiveness (OE). In knowledge management 

process, human resource is an indispensable resource. Many firms are highly dependent 

on their human capital for their organizational effectiveness. The market value of human 

resource increasingly depends on their intangible assets, such as their knowledge, core 

competencies, and organizational capabilities (Ulrich & Small Nonaka, 2011). In 

addition, change seems to be almost a constant today, so that organizations have an 

increased level of need for expertise and capability to handle changes in management and 

the implementation of new business policies, practices, knowledge and strategies. Chong 

(2011) proposed that activities such as appropriate employee’s staffing, employee’s 

ability and technology development, systematic organizational structure development, 

construction of compensation system about employee’s performance should be promoted 

to use knowledge asset effectively for enhanced organizational effectiveness. 

 

2.2.4 Knowledge Application  

Also, Earl (2011) conducted a study to establish effective knowledge management model 

from the perspective of organizational capabilities. This perspective suggests that a 

knowledge infrastructure consisting of technology, structure, and culture along with 

knowledge process architecture of acquisition, conversion, application, and protection are 

essential organizational capabilities or preconditions for effective knowledge 

management. Lee and Choi (2003) emphasized that knowledge management consists of 
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processes to manage knowledge and enablers (or capabilities) to support these processes. 

They also argue that knowledge management enablers consist of organizational culture, 

structure, people, and information technology support. 

 

Yusoff and Daudi (2010) using a 7-point Likert scale, correlation analysis and regression 

analysis concluded that knowledge application positively influences performance 

consistent with McKeen, Zack and Singh (2006) study that used a 5-point Likert scale, 

and showed that there was a statically significant positive link between perceptions of 

high adoption of the KM practices and perceptions of high organizational performance. 

However, the conclusion of Yusoff and Daudi’s study cannot be generalised because of 

the low response rate of thirty eight percent.  

 

Miguel, Saavedra and Lindemann (2016) in the International Design Conference 

reviewed factors influencing knowledge application. This was against the premise that 

most studies have concentrated their work on collection, storage and transfer of 

knowledge ignoring whether knowledge is finally applied. They did a review of the 

factors influencing knowledge application from relevant literature in the field of 

knowledge management and collected 364 factors named by the authors of 31 journal 

papers which were then analysed and classified into the 4 categories of the Work Centred 

Model (WCM) namely infrastructure, strategic, knowledge and psycho social factors. The 

paper provided a summary of a large amount of hardly comparable research results 

aligned to one unique model. They further proposed that the WCM can now be used as a 

base to develop new approaches to support knowledge application and understand to 

which factors new approaches contribute positively or negatively. 
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Clarke, Sankaran, Sankaran and Xu (2008) conducted a literature to review to investigate 

the gaps in the current literature on knowledge management. They reviewed 80 

knowledge management papers from seven selected journals in the disciplines of 

information systems, business, management and operations research, where they 

identified the current status, activities and directions of knowledge management research. 

They suggested the need for more research on the evaluation of knowledge management 

performance since knowledge management adoption decisions rely greatly on the 

expected performance of knowledge management. 

 

Mahmood and Shah (2015) conducted a literature review research on knowledge 

management in Pakistan. An overview of knowledge management initiatives and attempts 

in any form were focus of this research in and about Pakistan. Knowledge management 

related information was collected by literature search through websites, research journal 

archives, and library catalogues. The study found out that knowledge management is 

directly linked with organizational objectives of high productivity, innovation, and greater 

outputs and recommended that industry and academicians should join hands to go side by 

side for proper grooming of knowledge management in Pakistan. The researchers 

identified that knowledge management is gaining roots in Pakistan, that’s why there are 

many gaps in its theoretical and practical implications. Many research studies were 

conducted for academic purpose rather than for the fulfillment of industrial requirements. 

Gray (2011) examined empirically that the mutual relationships between knowledge 

management practice ways proposed in organization to support creation, storage, and 

transfer of knowledge can raise organizational effectiveness. Specifically, Gray presented 

five ways notably formal training of employees, construction of knowledge repository, 

informal knowledge fairs of employees, spur of communities of practices (CoP), and talk 
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rooms of R&D employees about their current projects for knowledge management 

practice ways to raise organizational performance. However, knowledge need in industry 

is influenced by a myriad of factors depending on geographical location, levels of 

technological sophistication, and economic status of the nation.  

 

2.3 Summary of Literature Review 

The acquisition of knowledge and the process of organizational learning are foundational 

components of the knowledge process. From more specific socio-cultural perspectives, 

organizations that accumulate, apply and share knowledge are often perceived as leaders 

rather than followers and to succeed as opposed to fail in a knowledge-based economy. 

Knowledge conversion involves the process where tacit knowledge has to be made 

explicit in order to be captured.  Explicit knowledge, on the other hand, is academic or 

technical data or information that exists in a concrete form of a manual, book, copyright, 

patent, or mathematical expression. It is carefully and systematically codified, stored in 

databases and shared through print, electronic methods, formal education, and other 

formal means. It is commonly used and can be freely reused to solve similar types of 

problems.  

 

Knowledge sharing and exchange between involved parties is essential for a successful 

accomplishment of the task in an organization for organizational effectiveness. 

Globalized markets as well as increasing cost and innovation pressure lead to 

heterogeneous, distributed environments, which require intense knowledge exchange via 

Internet communication across enterprise boundaries. In this regard, protection of 

innovative knowledge and intellectual property (IP) plays a decisive role because 

corporate knowledge is crucial for economic success and competitiveness of enterprises. 
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Moreover, knowledge theft and plagiarism result in substantial economic losses and 

damages to organizational image. Knowledge application refers to dimension of 

information. It refers to activities associated with the flow of knowledge from one party 

to another. Efficient and effective knowledge management typically requires an 

appropriate combination of organizational, social, and managerial initiatives along with 

the deployment of appropriate technology for application of knowledge. With the 

successful application of useful knowledge, companies can improve the process of 

organisational learning to enhance performance and create more possibilities to gain 

competitive advantages for the organization. Does the argument hold for not for profit 

organizations and in particular research institutions as it does for profit oriented firms? 

What therefore is the effect of KM on research firms? 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

This chapter discusses the research design that was adopted for this study, target 

population for the study, the sampling design, data collection instruments, and the data 

analysis methods that were adopted. 

 

3.1 Research Design 

Research design is the general plan of how one goes about answering the research 

questions (Bryman& Bell, 2007). This methodology allows researchers to develop a 

theoretical interpretation of an organizational phenomenon. As defined by Strauss and 

Corbin, (1990), the grounded theory approach is a qualitative research method that uses a 

systematic set of procedures to develop an inductively derived grounded theory about a 

phenomenon.  Using the grounded theory methodology, this study offered a conceptual 

interpretation of the various themes that emerge for the phenomenon under study. The 

qualitative approach is selected in this study since it is particularly useful for studying 

meanings, perceptions, and complex processes (Creswell, 2012), especially when the 

research question addresses little investigated phenomena and socially constructed 

elements (Charmaz, 2006; Yin, 2009). 

 

This research employed a case study design. According to Mugenda and Mugenda 

(1999), a case study design is an intensive and exhaustive investigation of an individual, 

group, institution or phenomenon for the purposes of generalizations. Gulsecen & Kubat 

(2006) also acknowledged that it can be considered a robust research method particularly 

when a holistic, in-depth investigation is required. Tellis, (1997) also notes that by 

including both quantitative and qualitative data, case study helps explain both the process 
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and outcome of a phenomenon through complete observation, reconstruction and analysis 

of the cases under investigation hence its justification for this study. 

 

3.2 Study Area 

The study area for the study was KEMRI – Kisumu which represented other research 

institutions in Kenya. The Centre for Global Health Research is one of the ten (10) 

Research Centres of the Kenya Medical Research Institute (KEMRI). The Centre is 

strategically located in Kisumu, western Kenya, in an area that is endemic for major 

infectious diseases. Since its establishment in 1984, Centre for Global Health Research 

has been on the world map as the site of ground-breaking research focusing on infectious 

diseases of medical importance. 

 

3.3 Target Population 

According to Nassiuma (2000), a population is a well-defined or set of people, services, 

elements, and events, group of things or households that are being investigated. The target 

population of this study was the all 201-management staff working in the KEMRI– 

Kisumu.  

 

3.4 Sample Frame 

The sampling frame describes the list of all population units from which the sample was 

selected (Cooper & Schindler, 2013). The study adopted a 2-stage purposive sampling 

technique. The researcher purposively sampled all the management staff of KEMRI who 

was stratified into top, middle and lower level management and a random sample picked 

from each strata. According to Mugenda and Mugenda (1999), purposive or judgemental 

sampling is a  sampling  technique in which  the researcher consciously selects specific 
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elements or  subjects for  inclusion in a study in order  to  ensure that the  elements have  

certain characteristics relevant to the study hence its justification for the study. Stratified 

sampling on the other hand involves dividing the target population into several groups 

that are alike and a random selection is made from each group. This enabled the 

researcher achieve greater precision as it enables more accurate representation of the 

subgroups within the population 

 

Table 3. 1: Management Staff Strata 

 Frequency Percentage 

Top management  36 17.9 

Middle level management  77 38.3 

Low level management  88 43.8 

Total  201 100 

 

To obtain the desired sample size for the study with the population of 201, Nassiuma 

(2000) formula is used as shown; 

    n    =               N (cv
2
)                 …………………………………………………3.1 

                     Cv
2
 + (N-1) e

2 

Where n= sample size 

 N = population (201) 

 Cv= coefficient of variation (take 0.6) 

 e= tolerance of desired level of confidence (take 0.05) at 95% confidence level) 

 

  n    =              201 (0.6
2
)   =164 

                     0.6
2
 + (201-1) 0.05

2 
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To obtain the desired sample size from each stratum, stratified sampling formula is used   

i = n (
N
/P), (Kothari, 2009). Where: i are the number of respondents in the stratum to be 

sampled, n is the sample size, N is the population of the specific stratum, P is the 

population.  

The sample size of each stratum is calculated using the formula  i = n (
N
/P), 

 

The study employed stratified random sampling technique in coming up with a sample 

size of 164 respondents from a total of 201 of representatives of management staff. 

Stratified random sampling is unbiased sampling method of grouping heterogeneous 

population into homogenous subsets then making a selection within the individual subset 

to ensure representativeness (Bryman & Bell, 2013). The goal of stratified random 

sampling is to achieve the desired representation from various sub-groups in the 

population. In stratified random sampling subjects are selected in such a way that the 

existing sub-groups in the population are more or less represented in the sample (Sekaran, 

2012). The method was used since the population can be divided into distinct groups 

bearing distinct characteristics. From each stratum, simple random sampling was used to 

select the respondents for the questionnaires. 

 

Table 3. 2: Sampling Frame 

 Frequency Ratio Sample Size 

Top management  36 0.816 29 

Middle level management  77 0.816 63 

 Low level management  88 0.816 72 

Total  201  164 
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3.5 Data Collection Methods 

Data collection is a means by which information is obtained from the selected subjects of 

an investigation (Sproul, 2011). He further explains that primary data is data that is used 

for a scientific purpose for which it was collected. Primary data collection was adopted 

for this study. 

 

3.5.1 Sources of Data 

Primary data was collected from the respondents’ management staff working in the 

KEMRI – Kisumu. Questionnaires had questions prompting the respondents to avail the 

information being sought. Closed ended questions were used in an effort to conserve time 

and money as well as to facilitate an easier analysis as they are in immediate usable form; 

while the open-ended questions were used as they encourage the respondent to give an in-

depth and felt response without feeling held back in revealing of any information. With 

open ended questions, a respondent’s response gives an insight to his or her feelings, 

background, hidden motivation, interests and decisions. 

 

3.5.2 Data Collection Procedures 

This refers to means by which the researcher used to gather the required data or 

information. The study used primary data (Kothari, 2003). On the primary data, 

questionnaires were used to collect data. The researcher administered the questionnaire 

individually to all respondents. Care and control by the researcher was exercised to ensure 

all questionnaires issued to the respondents were received. To achieve this, the researcher 

maintained a register of questionnaires, which was sent and received. The questionnaire 

was administered using a drop and pick later method to the sampled respondents. 
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3.5.3 Instrument for Data Collection 

Primary data was obtained using self-administered questionnaires while secondary data 

was obtained using data collection sheet. The questionnaire is made up of both open 

ended and closed ended questions covering issues associated to effect of knowledge 

management on performance of research institutions focusing at a case study of KEMRI - 

Kisumu. The open-ended questions were used so as to encourage the respondent to give 

an in-depth and felt response without feeling held back in illuminating of any information 

and the closed ended questions allow respondent to respond from limited options that had 

been stated. According to Edwards (2014), the open ended or unstructured questions 

allow profound response from the respondents while the closed or structured questions 

are generally easier to evaluate. The questionnaires were used in an effort to conserve 

time and money as well as to facilitate an easier analysis as they are in immediate usable 

form. 

 

3.5.4 Reliability of Research Instruments 

Instrument reliability on the other hand is the extent to which a research instrument 

produces similar results on different occasions under similar conditions. It's the degree of 

consistency with which it measures whatever it is meant to measure (Bell, 2010). The pre-

testing aimed at determining the reliability of the research tools including the wording, 

structure and sequence of the questions. Reliability is a measure of the degree to which a 

research instrument yields consistent results or data after repeated trials (Neuman, 2010).  

A construct composite reliability co-efficient (Cronbach alpha) of 0.7 or above, for all the 

constructs, is considered to be adequate for this study (Rousson, Gasser &Seifer, 2012). 

Reliability coefficient Cronbach’s alpha (α) which is computed as follows: 
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α =k/k-1× [1-∑ (S
2
)/∑S

2
sum]  ………………………………………….…………..…3.2 

Where: α= Cronbach’s alpha  

k = Number of responses  

∑ (S
2
) = Variance of individual items summed up 

∑S
2
sum = Variance of summed up scores 

 

Reliability analysis was subsequently done using Cronbach’s Alpha which measures the 

internal consistency by establishing if certain items within a scale measure the same 

construct. Kothari (2004) established the Alpha value threshold at 0.7. The results were as 

shown in Table 3.3. 

 

Table 3. 3: Reliability Analysis 

 Cronbach's Alpha Decision 

Knowledge acquisition 0.888 Reliable 

Knowledge conversion 0.873 Reliable 

Knowledge protection 0.743 Reliable 

Knowledge application 0.831 Reliable 

Source: Research data (2018) 

 

From the results in Table 3.3, Cronbach Alpha was established for every objective which 

formed a scale. All the variables were reliable since their Cronbach Alpha value were 

greater than 0.7 in which knowledge acquisition had the highest Cronbach Alpha value of 

0.888 and knowledge protection had the lowest Cronbach Alpha value of 0.743. As per 

Malhotra (2015), if all the variables are reliable then the research instrument is reliable 

and therefore no amendments required. 
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3.5.5 Validity of Research Instruments 

Pilot testing was done to establish the validity of the research instrumentation and to 

enhance face validity (Joppe, 2009). The purpose of pilot study was to check 

completeness, ambiguity and gauge time taken to collect data using proposed data 

collection instrument. Validity is the degree to which results obtained from analysis of the 

data actually represent the phenomenon under study. To ensure construct and criterion 

validity of this study, a pilot study was conducted involving 16 respondents who was not 

participate in the final study representing 10% of the sample size. To ensure content 

validity, the researcher relied on the expert judgement of the supervisor.  

 

3.6 Data Analysis  

Data was analysed using Statistical Package for Social Sciences. All the questionnaires 

received was referenced and items in the questionnaire was coded to facilitate data entry. 

Descriptive statistics was used because they enable the researcher to meaningfully 

describe distribution of scores or measurements using few indices. The qualitative data 

from the open-ended questions were analysed using conceptual content analysis.  

 

Inferential analysis was also done using correlation and regression analysis (multiple 

regression analysis). Multiple regression analysis was used to establish the relations 

between the independent and dependent variables. Multiple regression tools were used 

because it is the procedure that uses two or more independent variables to predict a 

dependent variable. Multiple regression attempts to determine whether a group of 

variables together predict a given dependent variable (Babbie, 2010). The multiple 

regression model was generally assuming the following equation; 
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Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4+ ε……………………………………………..3.3 

Where:-  

Yi= organizational performance 

β0=constant  

β1, β2,β3 and β4 = Beta coefficients 

X1= knowledge acquisition 

X2= knowledge conversion 

X3= knowledge protection 

X4= knowledge application 

ε = Error term 

 

In testing the significance of the model, the coefficient of determination (R
2
) was used to 

measure the extent to which the variation effect of knowledge management on 

performance of research institutions. F-statistic was also computed at 95% confidence 

level. 

 

3.7 Data Presentation 

Primary data obtained from questionnaires were analysed and descriptive statistics such 

as frequencies, percentages, mean score and standard deviation was estimated for all the 

quantitative variables and information presented inform of tables and graphs. Based on 

Saunders, Lewis and Thornhill (2009) recommendation on the analysis of qualitative 

data, collected data was organized, sorted out, coded and thematically analysed, searching 

for meaning, interpreting and drawing of conclusions on the basis of concepts. Then it 

was presented in prose. 
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3.8 Research Ethics 

The researcher requested for a letter of introduction from Maseno University to present to 

KEMRI – Kisumu so as to be allowed to collect data from its staff. Before collecting the 

data for the study, respondents in the sample were briefed by the researcher on the 

importance of the study and the overall expectations.  An affirmation of confidentiality 

observance was given indicating that a firm’s information was kept confidential and was 

only used for the purpose of this study. The researcher requested the respondents to fill in 

the questionnaire out of their own free will. Respect for the respondents were observed.  

The researcher acknowledged the source of information. 
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CHAPTER FOUR 

RESULTS AND DISCUSSIONS 

The findings from the respondents’ responses on the questions in the questionnaires are 

presented in this chapter. The chapter is organized to present the findings by first looking 

at the response rate, the demographic variables and objectives. In order to simplify the 

discussions, the researcher provided tables that summarize the collective reactions of the 

respondents on their demographic data and the effect of knowledge management on 

performance of KEMRI– Kisumu County, Kenya. 

 

4.1 Response Rate 

As shown in Table 4.1, the questionnaires that the researcher administered were 164 out 

of which only 117 fully filled questionnaires were returned. This gave a response rate of 

96.3% which was within what Sekaran (2003) prescribed as a significant response rate for 

statistical analysis and established it at a minimum value of 50 percent.  

 

Table 4.1: Response Rate 

 Frequency Percentages 

Response 117 71.3% 

Non-response 47   28.7% 

Total  164 100.00 

Source: Research data (2018) 
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4.2 Background Information 

This section required the respondents to indicate their background information including 

gender, highest level of education and how long they had been with KEMRI. This 

information is presented in form tables and sections. 

 

4.2.1 Gender of the Respondents 

The researcher required the respondents to indicate their gender. Their responses are 

presented in Table 4.3. 

 

Table 4. 2: Gender of the Respondents 

 Frequency Percent 

Male 72 61.5 

Female 45 38.5 

Total 117 100 

Source: Research data (2018) 

 

As per the findings, the results showed that most of the respondents were male as 

illustrated by 61.5% and the rest of the respondents were female as shown by 38.5%. The 

findings show that most of the respondents were male. This was male are more interested 

in research more than women and hence they are more likely to be employed in KEMRI. 

However, some female respondents participated in the study implying that the researcher 

was not gender biased in data collection. This made the data collected to be reliable since 

all the genders were represented providing a wide range of responses. 
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4.2.2 Highest Level of Education 

The respondents indicated their highest level of education as requested by the researcher. 

Table 4.4 presents their responses. 

 

Table 4.3: Highest Level of Education 

 Frequency Percent 

Diploma 15 12.8 

Bachelors 63 53.8 

Masters 25 21.4 

PhD 14 12 

Total 117 100 

Source: Research data (2018) 

 

From Table 4.3 the results show that the highest level of most of the respondents was 

bachelors as shown by 53.8%, followed by masters as shown by 21.4%, followed by 

diploma as shown by 12.8% and the least of the respondents indicated that their highest 

level of education was PhD as shown by 12%. This implied that most of the respondent’s 

level of education was bachelors. This information was of great importance for it helped 

the researcher to know whether the respondents were fit to give reliable information. This 

also showed that most of the respondents had basic education to be able to respond to the 

questionnaires effectively. 

 

4.2.3 Working Experience with KEMRI - CGHR  

The researcher requested the respondents to indicate how long they had been with 

KEMRI - Kisumu. Their responses were presented in Table 4.4. 
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Table 4.4: Experience with KEMRI 

 Frequency Percent 

Less than 3 year 20 17.1 

4 to 6 years 30 25.6 

7 to 9 years 56 47.9 

10 years and above 11 9.4 

Total 117 100 

Source: Research data (2018) 

 

Table 4.4 results show that most of the respondents had been with KEMRI – Kisumu for 

7 to 9 years as expressed by 47.9%, followed by those who had been with KEMRI – 

Kisumu for 4 to 6 years as illustrated by 25.6%, followed by those that had been with 

KEMRI – Kisumu for less than 3 years as shown by 17.1% and the least were those who 

had been with KEMRI – Kisumu for more than 10 years as shown 9.4%. This implied 

that all the respondents had been with KEMRI – Kisumu for some time. It also implies 

that since most of the respondents had an experience of 7 to 9 years, the information they 

provided could be relied upon. The more years respondents have in experience in research 

the more information he or she possess. 

 

4.3 Knowledge Acquisition 

The study sought to establish the effect of knowledge acquisition on performance of 

KEMRI – Kisumu. Therefore, the researcher asked the respondents to indicate the extent 

to which knowledge acquisition affect performance of KEMRI – Kisumu. Their replies 

were as shown in Table 4.5. 
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Table 4.5: Responses on Extent to which Knowledge Acquisition affects 

Performance of KEMRI  

 Frequency Percent 

Little extent 4 3.4 

Moderate extent 43 36.8 

Great extent 43 36.8 

Very great extent 27 23.1 

Total 117 100 

Source: Research data (2018) 

 

As per the findings, 36.8% of the respondents indicated that knowledge acquisition affect 

performance of KEMRI – Kisumu to a great extent, 36.8% indicated to a moderate extent, 

23.1% indicated to a very great extent and 3.4% indicated that knowledge acquisition 

affect performance of KEMRI CGHR – Kisumu to a little extent. These findings imply 

that knowledge acquisition has effect on performance of research institutions. These 

findings are in line with Robertson and Hammersley (2009) who noted that the 

acquisition of knowledge and the process of organizational learning, are foundational 

components of the knowledge process. From more specific socio-cultural perspectives. 

Knowledge acquisition in an organization could be seen via a range of processes: the 

individual, shared understanding; diffusion and finally embedding. The findings are in 

line with Resource Based View Theory that emphasizes that a firm utilizes its resources 

and capabilities to create a competitive advantage that ultimately results in superior value 

creation and achieve organizational effectiveness. In order to achieve organizational 

effectiveness, the firm must allocate its resources and capabilities wisely against 

competing needs as a result of changing business environment 
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Further the researcher requested the respondents to indicate extent to which various 

aspects of knowledge acquisition affect performance of KEMRI – Kisumu. The findings 

were as illustrated in Table 4.6. 

 

Table 4.6: Aspects of Knowledge Acquisition Affecting Performance of KEMRI  

 

Mean Std. Dev. 

Employees obtain new knowledge from external sources 

(e.g. through seminars, journals, expert networks, 

business partners and clients). 

4.145 0.802 

Employees acquire knowledge from written sources 

(e.g. projects documentation, organisational procedures, 

instructions and formal documented sources). 

3.821 0.816 

Employees acquire knowledge from other employees 

informally from co-workers 

3.470 0.566 

Knowledge acquisition results in Development of 

knowledge 

2.615 0.555 

Knowledge acquisition facilitates knowledge 

dissemination  

3.769 0.648 

Knowledge acquisition facilitates development and 

sustenance of expertise 

2.393 0.707 

Source: Research data (2018) 

 

As per the findings, to a great extent the respondents indicated that employees greatly 

obtain new knowledge from external sources (e.g. through seminars, journals, expert 

networks, business partners and clients) as shown by a mean of 4.145, that employees 

greatly acquire knowledge from written sources (e.g. projects documentation, 

organisational procedures, instructions and formal documented sources) as shown by a 

mean of 3.821 and that knowledge acquisition facilitates knowledge dissemination as 

shown by a mean of 3.769. The respondents also indicated that employees moderately 
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acquire knowledge from other employees informally from co-workers as shown by a 

mean of 3.470, that knowledge acquisition moderately results in Development of 

knowledge as shown by a mean of 2.615 and that knowledge acquisition lowly facilitates 

development and sustenance of expertise as shown by a mean of 2.393. This implies that 

to a great extent, knowledge acquisition enables employees get new knowledge from 

external sources, written sources, and co-workers, and facilitates development and 

sustenance of expertise thereby affecting the firm’s performance. However the low mean 

of 2.393 on development and sustenance of expertise points to a labour mobility 

challenge affecting the modern organization and knowledge management. These findings 

are in line with Alavi and Leidner (2009) who argues that the impact of the use of KMS 

on explicit knowledge acquisition is critical given that explicit knowledge provides the 

foundation for and is the precursor of tacit knowledge development. As such, acquisition 

of explicit knowledge is a critical component in the development and sustenance of 

expertise and consequently a firm performance driver. It is under the same premises that 

this study is founded. 

 

The respondents were asked to state other ways in which knowledge acquisition affects 

performance and from research data it was established that it improved focus in human 

capital and created an organized approach to knowledge acquisition enabling the 

organization to tap optimally into this resource thereby directly contributing to 

performance, it creates an active people to people network thereby improving 

collaboration and teamwork, and it aligns the organization culture by creating an optimal 

knowledge sharing strategy. These findings show that knowledge application has effect 

on organization performance 
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4.4 Knowledge Conversion 

The researcher sought to determine the effect of knowledge conversion on performance of 

KEMRI – Kisumu. Hence the respondents were requested to indicate the extent to which 

knowledge conversion affect performance of KEMRI – Kisumu. The study results were 

as shown in Table 4.7. 

 

Table 4.7: Responses on Extent to which Knowledge Conversion affects 

Performance of KEMRI  

 Frequency Percent 

Little extent 8 6.8 

Moderate extent 47 40.2 

Great extent 42 35.9 

Very great extent 20 17.1 

Total 117 100 

Source: Research data (2018) 

From the findings, 40.2% of the respondents indicated that knowledge conversion affect 

performance of KEMRI – Kisumu to a moderate extent, 35.9% indicated to a great extent, 

17.1% indicated to a very great extent and 6.8% of the respondents indicated that 

knowledge conversion affect performance of KEMRI – Kisumu to a little extent. This 

implies that knowledge conversion has effect on performance, a finding that is in 

agreement with Nonaka and Krogh (2009) who noted that organizational knowledge 

conversion is based on two dimensions. The first dimension shows that only individuals 

create knowledge. The second dimension relates to the interaction between explicit and 

tacit knowledge. These two dimensions form the basis for defining the four processes of 

conversion of knowledge; socialization, externalization, combination and internalization 

which were postulated as performance drivers. 
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Further the researcher requested the respondents to indicate extent to which various 

aspects of aspects of knowledge conversion affect performance of KEMRI – Kisumu. The 

findings were as illustrated in Table 4.8. 

 

Table 4.8: Aspects of Knowledge Conversion Affecting Performance of KEMRI  

 

Mean Std. Dev. 

Employees are willing to share learnt knowledge and experience 4.060 0.874 

Employees consider both successful and unsuccessful 

experiences valuable 

4.214 0.879 

Learnt knowledge and experience are shared routinely 3.675 0.859 

Learnt knowledge and experience are documented for future 

reference 

3.786 0.869 

There is a structured format, such as a classification scheme, to 

follow when documenting lessons learned 

2.393 0.491 

Documented knowledge is available for use as and when 

required 

3.992 0.876 

Source: Research data (2018) 

From the findings, the respondents indicated that to a great extent, employees consider 

both successful and unsuccessful experiences valuable as illustrated by a mean of 4.214, 

employees are willing to share learnt knowledge and experience as illustrated by a mean 

of 4.060 and that documented knowledge is available for use as and when required as 

illustrated by a mean of 3.992. Further the respondents indicated that to great extent learnt 

knowledge and experience are documented for future reference as illustrated by a mean of 

3.786 and learnt knowledge and experience are shared routinely as illustrated by a mean 

of 3.675. However, the respondents indicated that to low extent, there is a structured 

format, such as a classification scheme, to follow when documenting lessons learned as 

illustrated by a mean of 2.393. These findings imply that past experiences, willingness to 

share knowledge, documentation and classification schemes affect performance. The low 
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mean of 2.393 on classification scheme suggests need for improvement in this area as 

regards knowledge conversion. These findings are in line with Tsoukas (2003) who 

suggests that knowledge conversion occurs when people engage in practical activities 

through participation in social practices, under the guidance of people who are more 

experienced. An alternative to knowledge conversion is a process of shifting between 

focal and subsidiary awareness. The individual shifts awareness between the task and the 

tools, reflects on their own experiences, uses language to remind oneself of what they 

already know, thematizes certain circumstances, and discusses them with others which 

was proposed to affect performance. 

 

The respondents were asked to state other ways in which knowledge conversion affects 

performance and from research data it was established that it is a perfect strategy for 

reducing loss of organizational know-how by capturing both explicit and tacit knowledge, 

it enables the firm and participants capture critical knowledge across projects, teams and 

departments through explicit mediums thereby making key data resources not only 

discoverable but also reusable, and it enhances timely access to knowledge thereby 

speeding processes within the organization, it promotes cooperation and exchange of 

experience among workers, and it enables consistency in capturing and sharing of 

information thereby affecting the firms performance.  

 

4.5 Knowledge Protection 

The study sought to assess the effect of knowledge protection on performance of KEMRI 

– Kisumu. Thus, the researcher also asked the respondents to indicate the extent to which 

knowledge protection affect performance of KEMRI – Kisumu. Their replies were as 

shown in Table 4.9. 
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Table 4.2: Responses on the Extent to which Knowledge Protection affects 

Performance of KEMRI  

 Frequency Percent 

Little extent 18 15.4 

Moderate extent 23 19.7 

Great extent 48 41 

Very great extent 28 23.9 

Total 117 100 

Source: Research data (2018) 

As per the research data findings, 41% of the respondents indicated that knowledge 

protection affect performance of KEMRI – Kisumu to a great extent, 23.9% indicated to a 

very great extent, 19.7% indicated to a moderate extent and 15.4% indicated that 

knowledge protection affect performance of KEMRI – Kisumu to a little extent implying 

a cause effect relationship between knowledge protection and performance. This is in line 

with Bosch (2011) who argues for knowledge protection and emphasizes that juridical 

protection means are not suitable for pre emptive knowledge protection because they do 

not actively prevent knowledge from being stolen or misused. In addition to that, they can 

be circumvented and even legitimate actions for injunction or compensation often take a 

long time. 

 

Further the researcher requested the respondents to indicate extent to which various 

aspects of knowledge protection affect performance of KEMRI – Kisumu. The findings 

were as illustrated in Table 4.10. 
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Table 4. 3: Aspects of Knowledge Protection Affecting Performance of KEMRI  

 

Mean Std. Dev. 

Training is available for documented knowledge 4.137 0.819 

Strategic protection ensures retention of knowledge and 

expert workers 

3.744 0.842 

Technical protection measures are in place to avoid 

unauthorised access 

2.274 0.467 

Classification and codification of documented 

knowledge is in place to enable quick access 

3.778 0.975 

Digital records are held for documented knowledge for 

ease of access and future reference 

4.205 0.783 

As per the findings, to a great extent the respondents indicated that digital records are 

held for documented knowledge for ease of access and future reference as indicated by a 

mean of 4.205, that training is available for documented knowledge as indicated by a 

mean of 4.137, that classification and codification of documented knowledge is in place 

to enable quick access as indicated by a mean of 3.778 and that strategic protection 

ensures retention of knowledge and expert workers as indicated by a mean of 3.744. 

However, to a low extent, the respondents indicated that technical protection measures are 

in place to avoid unauthorized access as indicated by a mean of 2.274. It is evident here 

that digital records, training, classification and codification, strategic protection and 

technical protection have an effect on performance. The mean of 2.274 on strategic 

protection points to a scenario where there should be more investment on this area. These 

findings correlate with Haberfellner, Daenzer and Becker (2012) who noted that 

protecting valuable knowledge and intellectual property of companies is assisted by 

various existing protection means and aim at improving a firms capabilities and 

competitive strengths.  
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The respondents were asked to state other ways in which knowledge protection affects 

performance and from research data findings it was established that it played a critical in 

complementing employment policies which created guidelines on use and sharing of 

company information, and acted as an enabler to a robust recovery system is thereby 

ensuring efficiency in storing company documents and records that are required for the 

company and its operations thereby impacting on performance. It was however noted that 

knowledge protection created a red tape that ensured access against authorized sanctions 

but increased time to access to information and decision making. 

 

4.6 Knowledge Application 

Further the researcher sought to find out the effect of knowledge application on 

performance of KEMRI – Kisumu. Therefore, the respondents were asked to indicate the 

extent to which knowledge application affect performance of KEMRI – Kisumu. Their 

replies were as shown in Table 4.11. 

 

Table 4.4: Responses on Extent to which Knowledge Application affect Performance 

of KEMRI  

 Frequency Percent 

Little extent 12 10.3 

Moderate extent 24 20.5 

Great extent 56 47.9 

Very great extent 25 21.4 

Total 117 100 

Source: Research data (2018) 
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As per the findings, 47.9% of the respondents indicated that knowledge application affect 

performance of KEMRI – Kisumu to a great extent, 21.4% indicated to a very great 

extent, 20.5% indicated to a moderate extent, 10.3% indicated that knowledge application 

affect performance of KEMRI – Kisumu to a little extent. From research data, a causal 

relationship exists between knowledge application and performance. This concurs with 

Marwick (2011) who argues that efficient and effective knowledge management typically 

requires an appropriate combination of organizational, social, and managerial initiatives 

along with the deployment of appropriate technology for application of knowledge.  

 

Further the researcher requested the respondents to indicate extent to which various 

aspects of knowledge application affect performance of KEMRI – Kisumu. The findings 

were as illustrated in Table 4.12. 

 

Table 4. 5: Aspects of Knowledge Application Affecting Performance of KEMRI  

 

Mean Std. Dev. 

Use of documented knowledge aids faster and superior decision 

making 

2.470 0.566 

Use of documented knowledge enhances creativity and 

innovation 

3.684 0.582 

Use of documented knowledge enhances replication of past 

successes and avoidance of failures 

4.120 0.800 

Employees regard knowledge as organization property and 

freely share and adopt it 

2.803 0.591 

Employees regard knowledge as learning tools 3.915 0.847 

Source: Research data (2018) 

From the findings, the respondents indicated that to a great extent, use of documented 

knowledge enhances replication of past successes and avoidance of failures as shown by a 
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mean of 4.120, employees regard knowledge as learning tools as shown by a mean of 

3.915 and use of documented knowledge enhances creativity and innovation as shown by 

a mean of 3.684. However, the respondents indicated that to moderate extent employees 

regard knowledge as organization property and freely share and adopt it as shown by a 

mean of 2.803 and that to a low extent, use of documented knowledge aids faster and 

superior decision making as shown by a mean of 2.470. This implies that documented 

knowledge guides future actions, facilitates learning, enhances creativity and aids faster 

and superior decision making thereby impacting on the firm’s performance. This is in line 

with Riungu (2015) who examined the effect of knowledge management practices on 

organizational performance of the 21 mobile telephone companies in Kenya and found 

out that the management of mobile telephone companies in Kenya understand the term 

knowledge management, as an alternative strategy by organizations to improve 

competitive performance. The low mean of 2.47 on aiding faster and superior decision 

making may be in line with the previous finding on knowledge protection where there 

seems to be bureaucracies hampering quick access to documented knowledge and 

consequently affecting decision making speed.  

 

The respondents were asked to state other ways in which knowledge application affects 

performance and from research data it was established that knowledge application aids 

continuous improvement processes hence efficiency in the overall business process, it is a 

good motivation tool as it not only supported employee growth and development but also 

served as a reward tool, it enabled sharing of specialist know-how thereby enabling goal 

achievement 
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4.7 Performance of KEMRI – Kisumu  

The respondents were also asked to indicate the trend of performance of KEMRI – 

Kisumu for the last five years. Their replies were as shown in Table 4.13. 

Table 4. 136: Trend of Performance of KEMRI – Kisumu  

 

Mean Std. Dev. 

Number of the beneficiaries 4.162 0.861 

Customer service quality 3.838 0.820 

Employee motivation 3.205 0.714 

Customer satisfaction 4.120 0.832 

Source: Research data (2018) 

 

As per the findings, the respondents indicated that number of the beneficiaries as shown 

by a mean of 4.162, that customer satisfaction as shown by a mean of 4.120 and that 

customer service quality as shown by a mean of 3.838 had improved for the last five 

years while employee motivation as shown by a mean of 3.205 had been constant for the 

last five years. These findings show improved performance trends in the firm implying a 

positive effect of knowledge management strategies on the firm’s performance. These 

findings concur with Kent and Weese (2012) who indicated that performance of the 

organizations is measured by the congruence between the goals of the organization and 

the observed outcome. Measurement is important in deciding the degree of this 

congruence between the goals and the outcomes. The performance is measured as how 

well it works and achieves to its intended results. The participants who are in relationship 

with the organization such as employees, customers or shareholders play the main role for 

the organizational performance. 
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The respondents were asked other performance indicators recorded over the past five 

years and from research data it was found out that the firm experienced improvements in 

teamwork, operating systems and processes, staff knowledge and expertise, learning and 

development and the results of the learning process, beneficiary satisfaction rates and 

stakeholder engagements. 

 

The study respondents were asked to make recommendations as regards knowledge 

management to improve the performance of KEMRI – Kisumu and the research data 

found out that a measurement system should be in place to show the value of KM in the 

organization and thereby improve its status, the firm should invest more in exit interviews 

and succession planning to capture knowledge optimally from outgoing staff, top 

management should prioritize KM activities to improve its place and results, and ease of 

access to information should be improved to reduce response time. 

 

4.8 Regression Analysis 

This was conducted to determine the relationship between knowledge acquisition, 

knowledge conversion, knowledge protection and knowledge application as the 

independent variables against the dependent variable performance of KEMRI – Kisumu. 

The researcher conducted a multiple regression analysis so as to test relationship among 

variables (independent) on performance of KEMRI – Kisumu. The researcher applied the 

statistical package for social sciences to code, enter and compute the measurements of the 

multiple regressions for the study. The results were as presented in Table 4.13, Table 4.14 

and Table 4.14. 
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Table 4.7: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.839 0.704 0.694 1.313 

Source: Research data (2018) 

 

From the study results, Table 4.14 is a model fit which establishes how fit the model 

equation fits the data. The results of multiple regression analysis obtained multiple 

correlation coefficient (R) of 0.839 indicates positive correlation of knowledge 

acquisition, knowledge conversion, knowledge protection and knowledge application 

with Performance. Our coefficient of determination R
2 

is 0.704 implying that 70.4% of 

variations in dependent variable (Performance) are explained by the independent 

variables (Knowledge management) present in our model. The adjusted R
2
 was used to 

establish the predictive power of the study model and it was found to be 0.694 implying 

that 69.4% of the variations in performance of KEMRI – Kisumu are explained by 

changes in knowledge acquisition, knowledge conversion, knowledge protection and 

knowledge application. 

 

Table 4.8: Analysis of Variance (ANOVA) 

Model Sum of Squares Df Mean 

Square 

F Sign. 

1 

Regression 471.632 4 117.908 66.625 .000 

Residual 198.208 112 1.770   

Total 669.84 116    
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The probability value of 0.000 indicates that the regression relationship was highly 

significant in predicting how the knowledge acquisition, knowledge conversion, 

knowledge protection and knowledge application affected performance of research 

institutions in Kenya. The F calculated at 5 per cent level of significance was 66.625. 

Since F calculated is greater than the F-critical (value = 2.405) and p-value was less than 

0.05, we reject the null hypothesis and conclude that the overall model was significant. 

 

Table 4.16: Regression Coefficients 

 Un standardized 

Coefficients 

Standardized 

Coefficients 

t Sig 

 B Std. Error Beta 

(Constant) 0.864 0.112   7.714 .000 

Knowledge acquisition 0.995 0.393 0.921 2.532 .013 

Knowledge conversion 0.717 0.244 0.664 2.939 .004 

Knowledge protection 0.775 0.339 0.718 2.286 .025 

Knowledge application 0.679 0.178 0.629 3.815 .000 

The regression equation obtained from this outcome was: - 

Y = 0.864+0.995X1 + 0.717X2 +0.775X3 + 0.679X4 

 

As per the study results, it was revealed that if all independent variables were held 

constant at zero, then the performance of KEMRI – Kisumu will be 0.987.  
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4.9 Effect of Knowledge Acquisition on Performance of KEMRI – Kisumu 

To test the hypothesis that there is no effect of knowledge acquisition on organization 

performance, regression analysis was used and revealed that knowledge acquisition 

correlates to performance (β=0.921, p=.013) which is positive and significant hence the 

null hypothesis is rejected and the alternative hypothesis is adopted. This means that 1 

standard deviation in knowledge acquisition will result in a change of 0.921 standard 

deviation units in performance implying that investment in knowledge acquisition will 

improve performance of KEMRI – Kisumu. The t calculated value of 2.532 is also greater 

that t 0.05,116 of 1.980626 hence the conclusion that the regression variable is significant. 

This data concurs with Riungu (2015) who established positive correlation between 

knowledge acquisition and performance of mobile telephone companies in Kenya 

(β=0.628, p=.028) 

 

4.9.1 Effect of Knowledge Conversion on Performance of KEMRI – Kisumu 

To test the hypothesis that there is no effect of knowledge conversion on organization 

performance, regression analysis was used and revealed that knowledge conversion has a 

cause effect relationship with performance (β=0.664, p=.004) which is positive and 

significant hence the null hypothesis is rejected and the alternative hypothesis is adopted. 

This implies that 1 standard deviation in knowledge conversion will result in a change of 

0.664 standard deviation units in performance implying that if the firm adds to its 

knowledge acquisition efforts it will experience improved performance. The t calculated 

value of 2.939 is also greater that t 0.05,116 of 1.980626 hence the conclusion that the 

predictor variable is significant. This data concurs with the knowledge-based view of the 

firm considers knowledge as the most strategically significant resource of the firm (Grant, 
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2008) but contrasts Tseng (2010) assertion that knowledge socialization has no effect on 

corporate performance 

 

4.9.2 Effect of Knowledge Protection on Performance of KEMRI – Kisumu 

The researcher tested the hypothesis that there is no effect of knowledge protection on 

organization performance, regression analysis was used and revealed that knowledge 

protection has a causal relationship with performance (β=0.718, p=.025) which is positive 

and significant hence the null hypothesis is rejected and the alternative hypothesis is 

adopted. This finding implies that 1 standard deviation in knowledge protection will 

result in a change of 0.718 standard deviation units in performance thereby signifying that 

if the firm improves its knowledge acquisition efforts it will experience enhanced 

performance. The t calculated value of 2.286 is also greater that t 0.05,116 of 1.980626 

hence the conclusion that the regression variable is significant. This is in concurrence 

with the KPMG’s European Knowledge Management Survey 2002/2003 that established 

that 80% of top 500 organizations in the United Kingdom, France, Germany and the 

Netherlands consider knowledge a strategic asset hence its protection. 

 

4.9.3 Effect of Knowledge Application on Performance of KEMRI – Kisumu 

Finally, the researcher tested the hypothesis that there is no effect of knowledge 

application on organization performance, regression analysis was used and revealed that 

knowledge application has a contributory relationship with performance (β=0.629, 

p=.000) which is positive and strongly significant hence the null hypothesis is rejected 

and the alternative hypothesis is adopted. This finding implies that 1 standard deviation in 

knowledge application will result in a change of 0.718 standard deviation units in 

performance thereby signifying that if the improvement of the firm’s knowledge 
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application efforts it will result in superior performance. The t calculated value of 3.815 is 

also greater that t 0.05,116 of 1.980626 hence the conclusion that the variable is significant. 

This data is in concurrence with Riungu (2015) who established positive cause effect 

relationship between knowledge application and performance of mobile telephone 

companies in Kenya (β=0.555, p=.027). 

 

Overall, Knowledge acquisition strategy had the greatest effect on performance of 

KEMRI – Kisumu followed by knowledge protection strategy then knowledge conversion 

strategy while knowledge application strategy had the least effect on the performance of 

KEMRI – Kisumu. All the variables were significant since p-values were less than 0.05. 

 

 

 

 

 

 

 

 

 

 

 

 



80 

 

CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents summary of the data findings, conclusion drawn from the findings 

highlighted and recommendation made. The conclusions and recommendations drawn are 

focused on addressing the objective of the study. 

 

5.1 Summary of Findings 

The first objective of the study sought to establish the effect of knowledge acquisition on 

performance of KEMRI – Kisumu. The study found that knowledge acquisition affect 

performance of KEMRI – Kisumu to a great extent. The study found that employees 

greatly obtain new knowledge from external sources (e.g. through seminars, journals, 

expert networks, business partners and clients), that employees greatly acquire knowledge 

from written sources (e.g. projects documentation, organizational procedures, instructions 

and formal documented sources) and that knowledge acquisition facilitates knowledge 

dissemination. The study found that employees moderately acquire knowledge from other 

employees informally from co-workers, that knowledge acquisition moderately results in 

Development of knowledge and that knowledge acquisition lowly facilitates development 

and sustenance of expertise. Moreover The respondents also stated that Knowledge 

acquisition improved focus in human asset and created an organized approach to 

knowledge acquisition enabling the organization optimize this resource, created an active 

people to people network thereby improving collaboration and teamwork, and it aligned 

the organization culture by creating an optimal knowledge sharing strategy thereby 

improving organization performance. 

 



81 

 

The second objective explored the effect of knowledge conversion on performance of 

KEMRI – Kisumu. The study found that knowledge conversion affects performance of 

KEMRI – Kisumu to a moderate extent. The study established that to a great extent, 

employees consider willing both successful and unsuccessful experiences valuable, 

employees are willing to share learnt knowledge and experience and that documented 

knowledge is available for use as and when required, and that learnt knowledge and 

experience are documented for future reference and learnt knowledge and experience are 

shared routinely. The study also revealed that to low extent, there is a structured format, 

such as and classification scheme, to follow when documenting lessons learned. 

Additionally it was established that it reduced loss of organizational know-how by 

capturing both explicit and tacit knowledge, it enabled the firm and participants explicitly 

capture critical knowledge thereby making key data resources not only discoverable but 

also reusable, it promoted timely access to knowledge thereby speeding processes within 

the organization, it encouraged cooperation and exchange of experience among workers, 

and it enabled consistency in capturing and sharing of information thereby improving the 

firms performance. 

 

The third objective sought to assess the effect of knowledge protection on performance of 

KEMRI – Kisumu. The study found that knowledge protection affect performance of 

KEMRI – Kisumu to a great extent. The study revealed that digital records are held for 

documented knowledge for ease of access and future reference, that training is available 

for documented knowledge, that classification and codification of documented knowledge 

is in place to enable quick access and that strategic protection ensures retention of 

knowledge and expert workers. The study also established that to a moderate extent, 

technical protection measures are in place to avoid unauthorized access. Moreover, the 
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respondents noted that knowledge protection created guidelines on use and sharing of 

company information, enabled backup recovery system is thereby minimizing data loss 

and impacting positively on performance. However, knowledge protection also created 

bureaucracies that ensured only authorized access on one hand but increased time to 

access to information and decision making. 

 

Lastly the study sought to find out the effect of knowledge application on performance of 

KEMRI – Kisumu. The study found that knowledge application affect performance of 

KEMRI – Kisumu to a great extent. The study established that to a great extent, use of 

documented knowledge enhances replication of past successes and avoidance of failures, 

employees regard knowledge as learning tools and use of documented knowledge 

enhances creativity and innovation. The study revealed that to low extent employees 

regard knowledge as organization property and freely share and adopt it and use of 

documented knowledge aids faster and superior decision making. Moreover it was 

established that knowledge application results in continuous improvement processes 

hence efficiency in the overall business process, is a good motivation tool that supported 

employee growth and development and reward mechanisms, and enabled sharing of 

specialist know-how thereby enabling goal achievement and improved performance. 

 

The respondents acknowledged improvements in teamwork, operating systems and 

processes, staff knowledge and expertise, learning and development and the results of the 

learning process, beneficiary satisfaction rates and stakeholder engagements, number of 

the beneficiaries of the firms ventures, customer service quality, employee motivation and 

customer satisfaction attributed to investment in knowledge management. 
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5.2 Conclusions 

The study found that knowledge acquisition significantly facilitates knowledge 

dissemination, enables acquisition of knowledge from other employees, results in 

development of knowledge, and facilitates development and sustenance of expertise.  

 

Moreover, the strategy results in continuous improvement processes employee motivation 

tool and improved sharing of specialist know-how thereby enabling goal achievement and 

improved performance. The researcher therefore concludes that knowledge acquisition 

affects performance of KEMRI significantly.  

 

The findings have exhibited that through knowledge conversion, employees consider both 

successful and unsuccessful experiences valuable, employees are willing to share learnt 

knowledge and experience, that documented knowledge is available for use as and when 

required, learnt knowledge and experience are documented for future reference and learnt 

knowledge and experience are shared routinely. Additionally from research data it was 

deduced that knowledge conversion reduced loss of organizational know-how, enabled 

the firm and participants explicitly capture critical knowledge thereby making key data 

resources not only discoverable but also reusable, promoted timely access to knowledge, 

encouraged cooperation and exchange of experience among workers, and enabled 

consistency in capturing and sharing of information thereby improving the firms 

performance. The researcher therefore concludes that knowledge conversion affects 

performance of KEMRI positively.  

 

The study found that through knowledge protection, digital records are held for 

documented knowledge for ease of access and future reference, training is available for 
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documented knowledge, that classification and codification of documented knowledge is 

in place to enable quick access and that strategic protection ensures retention of 

knowledge and expert workers. In addition it was realized that the strategy created 

guidelines on use and sharing of company information, enabled backup recovery system 

is thereby minimizing data loss and impacting positively on performance. In conclusion, 

knowledge protection affects performance of KEMRI significantly. 

 

The study found that knowledge application enables use of documented knowledge that 

enhances replication of past successes and avoidance of failures, employees regard 

knowledge as learning tools, use of documented knowledge enhances creativity and 

innovation, employees regard knowledge as organization property and freely share and 

adopt it and use of documented knowledge aids faster and superior decision making. 

Moreover, knowledge application results in continuous improvement processes, employee 

motivation and enables sharing of specialist know-how thereby enabling goal 

achievement and improved performance. The researcher therefore concludes that 

knowledge application affects performance of KEMRI positively.  

 

5.3 Recommendations 

The study has exhibited a strongly positive causal relationship between knowledge 

management variables (knowledge acquisition, conversion, protection and application) 

and performance of KEMRI. In particular the study subjects noted improvements in 

teamwork, operating systems and processes, staff knowledge and expertise, learning and 

development and the results of the learning process, beneficiary satisfaction rates and 

stakeholder engagements, number of the beneficiaries of the firm’s ventures, customer 

service quality, employee motivation and customer satisfaction to be attributed to 
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investment in knowledge management. The researcher hereby recommends that the firm 

improves investment in knowledge acquisition, conversion, protection and application as 

it is a noble idea as it adds value to the organizations goal and ultimately its performance. 

 

The study recommends that the research institutions should ensure they have formalized 

by way of policy the following knowledge capture and acquisition practices; 

brainstorming, subject matter experts, expert systems/ knowledge bases and after-action 

reviews. This is to ensure sufficiency in operational knowledge. The research institutions 

should also implement the following knowledge sharing practices; succession planning, 

communities of practice, storytelling, mentorship, phased retirement, coaching and 

orientation. This is to ensure identification of relevant operational knowledge in the 

institution, and facilitate the sharing of available knowledge in the institution. 

 

The study also points out that for faster decision making, bureaucracies as to access of 

knowledge should be reduced. Moreover top management to make sure that knowledge 

creation is a top priority, ensure that knowledge sharing culture begin early in the 

employees’ career and knowledge workers should be held accountable for their 

knowledge exchange efforts. The management should.  

 

5.4 Limitations of the Study 

The following constraints were encountered in the course of the research study: 

Some respondents targeted in this study were reluctant in giving information fearing that 

some of the knowledge management strategies were considered as core secrets and as 

such the information being sought could print a negative image about them. The 

researcher carried an introduction letter from the University to assure them that the 
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information they give was treated with confidentiality and was used purely for academic 

purposes. Further, the results of the study was limited to the extent to which the 

respondents were willing to provide accurate, objective and reliable information. The 

researcher checked for consistency and test the reliability of the data collected. 

5.6 Areas for Further Research 

This study was limited to KEMRI. The study therefore recommends the same study to be 

redone to cover all the other research institutions in Kenya. Knowledge management 

implementation is not without challenges. A study on the challenges in knowledge 

management in research institutions in Kenya should be conducted. The same study 

should be carried out in the other sectors to find out if the same results will be obtained.  

 

The study also recommends further studies to determine the impact of management factor 

as a major determinant to the adoption of knowledge management practices and 

organization performance.  
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APPENDICES 

Appendix I: Research Questionnaire 

All the information in this questionnaire will be treated with strict confidentiality. 

Section A: General Information 

1. Indicate your Gender 

Male:[  ] Female:[  ] 

2. Indicate highest Level of Education 

PHD    [  ]   Masters [  ]    Bachelors [  ]         Diploma[ ]  Certificate[  ] 

3. How long have you been with KEMRI - CGHR? 

Less than 3 years  [  ]   4-6 years  [  ]   7-9 years [  ]  

10 years and above   [  ] 

Section B: Effect of Knowledge Management on Performance of Research 

Institutions Focusing at a Case Study of KEMRI CGHR - Kisumu 

Knowledge acquisition 

4) To what extent does knowledge acquisition affect performance of KEMRI CGHR – 

Kisumu? 

 Very great extent [   ] Great extent  [   ] 

Moderate extent  [   ]  Little extent  [   ]  No extent  [   ] 

5) Please indicate the extent that the following aspects of knowledge acquisition affect 

performance of KEMRI CGHR – Kisumu?  

Where: 5- Very Great Extent  4-Great Extent   3-Moderate Extent   

2-Low Extent  1- No Extent 

 1 2 3 4 5 

Employees obtain new knowledge from external sources 

(e.g. through seminars, journals, expert networks, business 

partners and clients). 

     

Employees acquire knowledge from written sources (e.g. 

projects documentation, organisational procedures, 

instructions and formal documented sources). 

     

Employees acquire knowledge from other employees 

informally from co-workers 

     

Knowledge acquisition results in Development of 

knowledge 

     

Knowledge acquisition facilitates knowledge 

dissemination  

     

Knowledge acquisition facilitates development and 

sustenance of expertise 
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6) In what other ways does knowledge acquisition affect performance of KEMRI–

Kisumu (specify)?  

..........................................................................................................................................

..........................................................................................................................................

.......................................................................................................................................... 

 Knowledge conversion 

7) To what extent does knowledge conversion affect performance of KEMRI – Kisumu? 

      Very great extent [   ] Great extent  [   ] 

Moderate extent  [   ]  Little extent  [   ]  No extent  [   ] 

8) Please indicate the extent that the following aspects of knowledge conversion affect 

performance of KEMRI CGHR – Kisumu?  

Where: 5- Very Great Extent  4-Great Extent   3-Moderate Extent   

2-Low Extent  1- No Extent 

 1 2 3 4 5 

Employees are willing to share learnt knowledge and 

experience 

     

Employees consider both successful and unsuccessful 

experiences valuable 

     

Learnt knowledge and experience are shared routinely      

Learnt knowledge and experience are documented for 

future reference 

     

There is a structured format, such as a classification 

scheme, to follow when documenting lessons learned  

     

Documented knowledge is available for use as and 

when required 

     

9) In what other ways does knowledge conversion affect performance of KEMRI –

Kisumu? 

..........................................................................................................................................

..........................................................................................................................................  

Knowledge protection 

10) To what extent does knowledge protection affect performance of KEMRI – Kisumu? 

 Very great extent [   ] Great extent  [   ] 

Moderate extent  [   ]  Little extent  [   ]  No extent  [   ] 
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11) Please indicate the extent that the following aspects of knowledge protection affect 

performance of KEMRI CGHR – Kisumu?  

Where: 5- Very Great Extent  4-Great Extent   3-Moderate Extent   

2-Low Extent  1- No Extent 

 1 2 3 4 5 

Training is available for documented knowledge       

Strategic protection ensures retention of knowledge 

and expert workers  

     

Technical protection measures are in place to avoid 

unauthorised access 

     

Classification and codification of documented 

knowledge is in place to enable quick access  

     

Digital records are held for documented knowledge for 

ease of access and future reference  

     

12) In what other ways does knowledge protection affect performance of KEMRI –

Kisumu? 

..........................................................................................................................................

..........................................................................................................................................

.......................................................................................................................................... 

Knowledge application 

13) To what extent does knowledge application affect performance of KEMRI – Kisumu? 

  Very great extent [   ] Great extent  [   ] 

Moderate extent  [   ]  Little extent  [   ]  No extent  [   ] 

14) Please indicate the extent that the following aspects of knowledge application affect 

performance of KEMRI CGHR – Kisumu?  

Where: 5- Very Great Extent  4-Great Extent  3-Moderate Extent   

2-Low Extent  1- No Extent 
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 1 2 3 4 5 

Use of documented knowledge aids faster and superior 

decision making 

     

Use of documented knowledge enhances creativity and 

innovation 

     

Use of documented knowledge enhances replication of 

past successes and avoidance of failures 

     

Employees regard knowledge as organization property 

and freely share and adopt it 

     

Employees regard knowledge as learning tools       

15) In what other ways does knowledge application affect performance of KEMRI–

Kisumu? 

..........................................................................................................................................

..........................................................................................................................................

.......................................................................................................................................... 

Performance of KEMRI CGHR – Kisumu 

16) What has been the trend of performance of KEMRI – Kisumu for the last five years?  

Where: 5- Greatly Improved  4-Improved       3-Constant 

2-Decreased  1- Greatly Decreased 

 1 2 3 4 5 

Number of the beneficiaries      

Customer service quality      

Employee motivation      

Customer satisfaction      

Others (specify) 

..........................................................................................................................................

..........................................................................................................................................

.......................................................................................................................................... 

17. In your opinion what do you recommend as regards knowledge management to 

improve performance of KEMRI – Kisumu? 

..........................................................................................................................................

.......................................................................................................................................... 

THANK YOU 
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Appendix II: Work Plan 

 

 

Activity/Months  

Aug 

018 

Sept 

018 

Oct 

018 

Nov 

018 

Dec  

018 

Jan  

019 

Feb 

019 

  

Project proposal writing         

Corrections         

Data collection          

Data analysis         

Report writing         

Submission of report          
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Appendix III: Budget 

Item Quantity Cost (Kshs.)      Total (Kshs.) 

1. Personnel 

Research assistants   

 

3days  

 

 @4000.00 

 

               12000.00 

2. Materials  

      Photocopy paper 

      Ball pens 

       Foolscap 

      Calling card (Telkom) 

      Scratch card 

      Internet 

 

3reams 

1 case 

3 reams 

 

    @ 500.00 

    @ 500.00 

    @ 300.00 

 

                 1500.00 

                   500.00 

                    300.00 

                 1,000.00 

                 1,000.00 

                 1000.00 

3.  Data analysis 

     Statistical analysis 

   

               35,000.00 

 4. Report Preparation 

     Typing    

     Printing  

     Binding         

   

                 4000.00 

                 5000.00 

                  2000.00 

    Total                   63,300.00 

 


