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ABSTRACT

The study of organizational effectiveness is given a lot of attention in business. The
phenomena, however, is complex and has several dimensions. Execution might be described
as a company's competence to produce beneficial results and behave appropriately. For many
firms, effective management of intangible knowledge resources is equally as crucial as
efficient use of real assets and natural resources. Knowledge-based companies hold the view
that market domination requires disruptive knowledge. Because earlier studies did not
concentrate on certain facets of the capabilities of the knowledge managing process, the vast
implications that knowledge management has on firm’s performance have gone largely
unappreciated. Although some firms have put knowledge management methods in place,
there haven't been any measurable performance increases, and the adoption of knowledge
management process in Somali financial sector was missing phenomena in the literature. The
general objective of this study was to “determine influence of knowledge management
process on performance of financial Institutions in Mogadishu, Somalia and to investigate
whether organizational learning culture moderates the relationship between knowledge
management and the performance of Financial Institutions in Mogadishu, Somalia”. The
study's particular objectives were to explore how knowledge conversion, sharing and use
affect performance financial institutions in Mogadishu, Somalia, and moderating effect
organizational culture on this relationship. The study used a correlational cross-sectional
survey approach to accomplish these objectives. In Somalia, 244 financial institutions staff
took part in the survey for this research. The respondents were drawn from five each
organization's five key functional areas. A questionnaire instrument was used to collect
primary data. The survey data were reviewed using descriptive and inferential statistics to
evaluate hypotheses. The performance of financial institutions in Mogadishu was shown to
rise as a result of knowledge conversion and utilization (Wald = 4.519, df = 1, p=0.0340.05,
and OR = 1.909, respectively). Conversely, knowledge sharing had no significant influence
on performance (OR=1.265, Wald = 0.086, df=1, p=0.347>0.05). It has been shown that
knowledge management improves financial institution performance in Mogadishu Somalia
(OR=1.419) without any significant moderating influence from organizational culture (Wald
=0.331, df = 1, p = 0.565>0.05). The study's conclusions might be used to other firms that
heavily depend on information to create knowledge management policies and encourage
knowledge management process capabilities. According to the study, knowledge
management techniques like knowledge use and conversion may be used to monitor,
enhance, and grow an organization's performance. Further researchers were recommended on
other dimensions, and benchmark cases for competing firms.

Vi
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study

Information background for the research may be found in the next section. In addition, it
clarifies the reasons why this investigation was really required in the first place. The success
of an organization is examined in connection to its knowledge management methods as well
as its culture. This chapter outlines not just the study's general and specific aims, but also it’s

working hypothesis for the investigation.

Globally, fast transformation of the new knowledge economy offers a similar difficulty for
organizations worldwide according to according to Zwain, et al. (2012). This conclusion was
reached after the author’s analyzed data from several companies. It is becoming more
difficult for many companies to remain one step ahead of their rivals currently, which is
marked by the fast progression of technological improvement. According to Martin-Rios and
Erhardt, (2016) knowledge is fast becoming more important than other factors such as labor,
land, and money in the manufacturing process. Meher and Mishra, (2019) state that one of the
essential responsibilities of knowledge managing is to distribute useful information to the

proper staff at the appropriate times.

Meher and Mishra, (2019) defined Knowledge management as the act of methodically
communicating information to the relevant persons at the proper time so that it may be used
and shared. According to Igielski, (2017) in order for an organization to increase its
performance, it is essential for the organization to put equal significance on the management

of its knowledge as it does on the utilization of its physical assets and natural resources.



Study on strategic management has traditionally focused on the variety of organizational
performance making the capacity of the theory to explain this phenomenon an essential
component. Singh and Kota, (2017) stated that the resource-based view (RBV) proposes that
organizations may differentiate themselves from competitors in a way that is not only for
short-term but also long-term by investing in the expansion of scarce but strategically

essential resources and competences.

The resource-based approach focuses an emphasis on the qualities of a firm's resources that
give it a superior competitive advantage in performance and help it stand out from the
competitors. This contrasts with the traditional perspective, which lays less of an emphasis on
the characteristics of an organization's assets. According to RBV, firms who are in direct
competition with one another have access to a wide array of resources, all of which are
stationary. Because of this, an internal arrangement of strategically essential resources might

lead to the achievement of a durable advantage in terms of competitiveness over the long run.

The American Management Association (AMA) (2007) identifies five elements as having an
impact on productivity in an organization. There is a correlation between the philosophy of
the company, the leadership style, the organization’s structure, and the values that it upholds,
and the interactions it has with its consumers. A dynamic and intricate structure is produced
as a result of the interaction and influence of various components. If you make a modification
to any one of these items, it is possible that it will also influence the other things. Businesses
that are successful often have leaders, managers, and workers that all believe in the same
things and are all focused on the same goals. In addition to this, they typically adhere to

singular principles and points of view.



Ever since the notion of strategic management was originally suggested, academics and
business executives have been searching for broad concepts that can be used when
formulating plans that may distinguish themselves in a crowded market. Sukaatmadja et al.
(2021) Research has been done on the topic of strategic management from the standpoint of a
resource-based approach, and some of the questions that have been studied include: what

separates successful organizations from failed ones, and how to outperform competitors.

In addition, Holford, (2019) stated that making use of limited but important resources and
abilities may offer firms with a long-term edge over their competitors. There has been a
suggestion that intangible assets, including knowledge, innovation, and intellectual property,
hold substantial importance as sources of competitive advantage. From a KBV point of view,
that innovative information is essential for the success of businesses (Figurska & Sokol
2020). Because their value proposition will inevitably be duplicated, firms have to innovate

in order to keep their edge over their competitors.

African Perspective: The duties of a new manager in Africa extend much beyond the
administration of financial resources and human resources. In this context, "it" refers to
something called Knowledge Management (KM). The initial conference was conducted in
2005 in Johannesburg, South Africa. In Nairobi, Kenya the second was held in July 2007, and
moreover, the third was hosted in Dakar, Senegal, in 2009. All of these conferences were

held in Africa to fine-tune this innovative approach to governance.

Knowledge is gradually being recognized as a new competitive essential by a growing
number of companies. It is a commonly held belief that information is power; hence, in order
to maintain one's competitive advantage, one must accumulate as much of it as possible

(Kombo, 2015).



The (MDCM), Multimedia Development Corporation of Malaysia asserts that in today's fast-
paced business climate, companies must effectively manage their information in order to
exert influence and obtain competitive advantages. Nowacki and Bachnik, (2016) assert that
the new economy that is built on knowledge sets a priority on the invention of new
knowledge, its application, and then efficient transmission of existing knowledge (Aiken,

2016).

Somalia: The current political upheaval that has gripped Somalia has had a negative effect on
the country's financial industry, which was already in a precarious position to begin with. As
a direct consequence of this, Somalia has a growing number of banks and money transfer
firms that function and provide certain limited financial services as well and Microfinance
and insurance companies. According to Smyrnios (2013), the rapid rise in the number of
commercial banks in Somalia over the last few years has led to an enhance in both the
liquidation of markets and the mobilization of resources. This phenomenon has been seen in
recent times. According to Leso et al, (2023), the culture of an organization, its organizational
structure, and its technological infrastructure all have an effect on the knowledge

infrastructure competency of that organization.

According to Ramos Cordeiro et al, (2023), it has been widely acknowledged for a long time
that businesses can acquire the knowledge and resources necessary for success by relying on
strategic partnerships, outperforming market leaders in benchmarking, and learning about
their own products from a new perspective by studying products that are similar to those from
the past. Customers and distributors are two other groups that might serve as potential

information resources on the external market.



The knowledge management’s field has recently started to acknowledge the relevance of
information sharing practices conducted at the corporate level. This is considered to be
essential to the effectiveness of organizations because it takes into account the human,
institutional, and technological aspects that determine how easily knowledge can be
transferred from one place to another. According to Njoki (2013), successful information
sharing is contingent upon the presence of the following conditions: an environment that
promotes active employee participation; evaluation of employee perspectives; and a corporate
culture that encourages and rewards this kind of participation. The conversion, sharing, and
use of new knowledge are all aspects that benefit from an organization having a culture that is
knowledge centered and a necessary component for the communication that takes place

between people who can normally be trusted.

Sharing one's knowledge is vital to the development of a company since it makes it simpler
and more efficient to immediately disseminate information to those areas of the company that
have the most potential to benefit from it. On the other hand, incentive is necessary to
persuade personnel to reveal knowledge so that it benefits the business well (Van Long, et al.,
2014). 1t is unreasonable to expect all of the workers to voluntarily share their skills without
first weighing the potential advantages and disadvantages of the situation. Tang, et al. (2015)
state that the of an organization’s culture is what allows its members to efficiently develop
new knowledge, acquire new information, communicate existing knowledge, and manage

existing knowledge.

In addition, the culture of the organization helps to the establishment of a competitive
advantage (Ruparel & Choubisa, 2020). This is accomplished by limiting individual contact

and/or the scope of information processing to suitable levels within the company. There are a



lot of leaders that are conscious of the fact that performance is tied to the interrelated
behaviors of collaboration, information sharing, and mutual assistance. Consequently, in
order to make it simpler for information to be converted, shared, and used, organizations need

to work to cultivate the culture that lies underneath their operations.

Knowledge Management and Performance and Organizational Culture

Knowledge Management (KM) seeks to upgrade workplace productivity and effectiveness
by methodically gathering, recording, analyzing, and spreading the expertise of its members.
Knowledge is seen as an irreplaceable resource that must be protected by whatever means
necessary, and knowledge management was developed for this purpose. Knowledge
management activities include of acquiring information, arranging that information,
disseminating it, and using it. The purpose of (KM) knowledge management is to integrate
and coordinate the personal knowledge of employees within an employer organization. This
is accomplished via the effective management of the knowledge already held by the company

as well as the creation of new information (Rahimli, 2012).

Although the fact that transitioning to a knowledge-centered organization is a necessary step
for firms to take in order to remain competitive, top managers have struggled to implement
knowledge management programs throughout their companies. This is particularly the case if
their companies have a history of running lucrative operations in the past. In order for
businesses to increase their capability to sustain a long-term competitive advantage, they
need to strengthen their capability to execute knowledge management programs and make
use of the data they collect. To prove that knowledge improves a company's competitiveness,
it is not enough for businesses to simply create the skills or strategies necessary for internal

KM. According to Rahimli (2012), when more information is made accessible and properly
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used, all of the characteristics that give rise to exceptional performance—including
organizational creativity, operational effectiveness, and product/service quality—improve.
This includes the ability to obtain new knowledge, and the core concept underlying the
management of organizational knowledge. Rahimli (2012) asserts that the knowledge
management infrastructure serves as the fundamental building block for effective knowledge
management. The following is the statement made by Nowacki and Bachnik (2016) which
was supported by this argument: Initiatives relating to knowledge management (KM) gain a
great deal from having a strong basis, just like practically every successful firm that makes
use of KM does. As a consequence of this, it is commonly understood that the successful and
beneficial use of knowledge management (KM) demands a strong and adequate KM
infrastructure. This infrastructure must contain intellectual capital, organizational structure,

organizational culture, and technology.

Knowledge is becoming an increasingly crucial factor in the upkeep and creation of
competitive advantages in the fast-paced world of business today. There has never been a
time in history when competitors, customers, investors, and regulators have been more
competitive or demanding of firms. To be effective in today's information age and
knowledge-centered economy, business executives need to acknowledge that their company's

knowledge is its most asset and establish strategies for maximizing the use of that knowledge.

Fattah et al. (2022) are among a few of the scholarly articles that have been published about
knowledge management, which is yet in its inception as a subject of study. None of them, on
the other hand, talked about the knowledge management methods and moderators that are
used by Kenya's banking industry. The drive of this research was to determine the responses

to the inquiries "What are influence the knowledge management processes on the efficiency



of financial institutions, and how does organizational culture moderate the association

between these KM processes the performance of these institutions?"

Abzari and Barzaki (2011) postulate that one of the highest critical and significant properties
that a company may possess is its knowledge. This particular aspect has received a great deal
of attention in their study that has been done on knowledge management. The new era of
technologically used knowledge in key forecasting, assessment, decision making, evaluation,
and reshaping of the organization’s operational systems will be referred to as knowledge
management (KM), Kingsley (2022) used KM as the abbreviation for knowledge-
management. Knowledge-based assets or resources, such as patents, give a range of

capabilities that are at the foundation of competitive advantage, as stated by Liu and Wei.

Itoe and Karadas (2022) asserted that knowledge-management (KM) is a projected and
methodical approach for maximizing an organization's performance by using the collective
and individual knowledge, competence, and creativity of its workers. KM also refers to the
term knowledge-worker which refers to a person who has all of these characteristics.
Improved employee knowledge creation, dissemination, application, and protection leads to

enhanced organizational performance (Igbal & Asrar-ul-Haq, 2017)

According to Santoro et al 2019), activities related to knowledge management (KM) like the
gaining, conversion, and use of knowledge were utilized to manage and increase social
capital while also boosting the performance of the organization. Businesses are able to keep
their market competitiveness while also boosting their absorptive capacity by using KM
techniques that ease the conversion, sharing, and application of both current knowledge and
new information while adding value to social capital. In addition, Sujatha and Krishnaveni

(2018) emphasized the relevance of an organization's continual efforts to develop new
8



information, distribute that knowledge across the organization, and transform that knowledge
into real outputs. These activities are essential for a firm to remain competitive in the modern

business environment.

Significance of managing knowledge

In order for a company to be profitable in today's highly competitive business environment, it
IS imperative that they incorporate high-quality information into their most crucial business
operations.

According to Rahimli (2012), knowledge management should be considered for a variation of
reasons, including the following:

The market is getting more competitive, and knowledge-based management is undergoing
fast development at the same time. As a consequence of this, improving our level of
understanding is more essential than it has ever been. The production of worth for one's
clientele need to be the major concentrate of each and every company. The challenges that
come with working from home: There has been a rise in the quantity of working people
choosing early retirement in recent years. Because of the growth in the number of people who
travel, some information has been lost. As a direct outcome of globalization, businesses today
have access to resources and markets located all over the globe. Because of this, they are
required to provide the board with persuasive data so that they can effectively deal with
opposing interests. This research will primarily concentrate on the processes involved in
knowledge management, where Organizational culture serves as a mediator between the
relationships between knowledge is used, communicated, and transformed, and the

performance of a firm.



Knowledge Conversion.

Knowledge management is generally seen as good for company performance indicators such
as revenue growth, reducing production and design time, enlightening employee, and
customer satisfaction. According to Wu et al (2017), the distinctions between information,
data, and knowledge were front and Centre throughout the whole of our investigation. From
the point of view of stock and process, there is a hierarchical structure of data that consists of

four levels: information, data, knowledge, and wisdom.

It is possible to turn raw figures into information by first analyzing it to see how well it
satisfies certain needs or goals. The development of knowledge takes place whenever
information is either arranged in a methodical fashion or produced for scholarly reasons.
Knowledge, which is a powerful tool, is a catalyst for both the development of wisdom and
the process of making decisions. As a consequence of this, information serves as the basis for
educational pursuits. Data does not have a distinct hue, and the information it includes is
compiled for a certain objective. The value of data may be increased via the processes of
collecting, analyzing, and incorporating them into preexisting knowledge bodies. There is a
significant gap between information and knowledge in terms of how they come to be
cultivated. The term knowledge refers to more than just information about particular objects;
it also includes specifics about the processes by which those things are produced Wu et al
(2017. This suggests that the knowledge associated with a process encompasses not just the

topic at hand but also the procedures that are used to bring about the desired results.

Tacit information is first externalized, and then it is used to develop new knowledge, when
the model is paired with knowledge managing techniques. This is in accordance with the

concept held by Professor Nonaka that the conversion of knowledge and the betterment of

10



oneself follow a quatern-step spiral. Internalization, externalization, socialization and
combination are the four stages of development. The stage of depth of the company's
knowledge rises because of the incorporation of this new information into the explicit

knowledge that already exists.

Additionally, the organization is responsible for absorbing and spreading this knowledge.
Last but not least, tacit knowledge is shared with others in order to enhance overall
effectiveness and efficiency. It was proposed that the idea of an epistemic component of
knowledge (tacit) contributed to gains in understanding (Zhu, et al. 2014). According to Zhu,
et al. (2014) the formation of knowledge happens when individuals' unspoken “knowledge is
changed into obvious knowledge at the group level and company levels and is then
internalized by each and every member of those groups”. This process takes happen at
several levels, including the person, the group, and the organization. After that, an analysis of
the four different methods in which the two different kinds of information may be converted
is carried out, as is an examination of the procedure of converting knowledge, which is an

element of the knowledge spiral.

The four pillars of integration are: integration, reflection, action, and interaction. When
individuals interact with one another, they are able to pick up on the ways of thinking and the
subtle technical details of one another, which assisted to the creation of tacit knowledge. The
goal of the group is for its members to learn from each other's implicit knowledge and
experience by working closely together and applying what they learn in practical settings.
Knowledge acquisition via face-to-face or digital contact with external customers, suppliers,

and internal personnel is the initial step towards accomplishing these results.

11



This engagement may take place in person or online. Taking decisive action on this front is
very necessary for achieving success. Knowledge may be communicated and transmitted in a
manner that is much more efficient when individuals collaborate in productive teams.
According to Prabhakar and Savinkina, (2018) the definition of externalization is the process
of formalizing knowledge (tacit) into explicit ideas or comprehensible for any
organization/individual via the enunciation of this one to support that is promptly
understandable. The process of formalizing tacit knowledge into explicit thoughts or
understandable for any institution or individual through the own enunciation are immediately

comprehensible.

These core components are the building blocks upon which any externalization toolset is
constructed. Internal and external socialization are two methods that contribute to the spread
of information within an organization. The tacit knowledge of the firm is formed by the
amalgamation of the workers' individual experiences and mental models, and it is then
distributed via the process of externalization. According to what Prabhakar and Savinkina,
(2018) has indicated. According to Prabhakar and Savinkina, (2018), in order to formalize
explicit notions, externalization requires the transmission of implicit knowledge that was
obtained via socialization. Socialization influences externalization because it forces
participants to work through direct experience and connect with tacit and explicit knowledge

in the same setting.

New essential explicit knowledge is captured and integrated through combination of explicit
and implicit knowledge via collection, reflection, synthesis, and propagation through the
sharing process through methods such as meetings, emails, and presentations that are

frequently used within the organization; and According to Sujatha and Krishnaveni (2018)
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in order to successfully synthesize explicit ideas and incorporate them into a knowledge base,
it is necessary to carry through all three phases, known as processing b. According to Wioleta
and Scott (2023), findings, a mix is required to demonstrate knowledge in a method that is

concrete adequate to accelerate additional knowledge formation in a broader social context.

When knowledge is gained via internal sharing and information gained through
externalization are combined, it results in the creation of new information that is clearer.

According to Wioleta and Scott (2023), internalization is described as the development of
unconscious intuition from conscious awareness. This occurs when explicit information is
transformed into tacit knowledge. Combination procedures allow organizations to learn new
things by combining what they already know about applications with what they already know

about externalization.

The process of putting theory into practice is quite similar to this. When they write something
down or tell it to someone else, people are able to recall knowledge better. The use of
computer simulations is another viable method for accomplishing this change. Internalization
is a process that usually happens in two stages: first, the assimilation of explicit data into tacit
knowledge via the use of metaphors, and then, second, the rewriting of explicit ideas or
methods. However, in order for a person to assume explicit knowledge in his or her own
approach and habits, it must also exist in the form of participation, simulations, role-playing
exercises, or personal experience. Those are the only ways it may exist. They enter a new
phase in which they work to improve and expand their implicit knowledge at this point

(Wioleta & Scott, 2023),
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Knowledge Sharing.

For organizations to succeed, knowledge sharing (KS) is crucial. KS within organizations
will greatly influence their success as it encourages individuals in the organization to deal
with problems and concerns. An organization’s employees’ ability to share information is an
indicator of its knowledge management effectiveness. Understanding the factors that cause
employees to engage in KS activities in an enterprise are an essential aspect of knowledge

management (AlShamsi & Ajmal, 2018).

According to Muhammed and Zaim (2020), Knowledge sharing is a key knowledge-
management-related behavior that is studied widely in the knowledge management literature.
However, knowledge sharing could be viewed at many levels, including individual, team and
intra- and inter-firm levels. Individual-level knowledge sharing among these forms the basis
of all other knowledge-sharing levels, which fundamentally involves people even when
considered at other levels. Individual-level knowledge sharing is also a key mechanism
through which knowledge is created within organizations through various activities such as
socialization, internalization, externalization, and combination (Sujatha & Krishnaveni,
2018). Even when knowledge sharing is considered at an individual level, it can occur

horizontally or vertically along the organizational hierarchy.

This research focused on a specific type of knowledge sharing that happens within
organizations at a horizontal level and addressed it as peer knowledge sharing. Focusing on
specific types of knowledge sharing based on knowledge flows can provide a better picture of
different types of knowledge sharing that occur within organizations, as well as knowledge
sharing’s contributing factors and outcomes, helping to advance the research on knowledge

sharing more effectively. This perspective can supplement the current view, which examines
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knowledge sharing from a tacit and explicit perspective that is prevalent in literature.

(Muhammed & Zaim 2020).

An important contention of this article is that peer knowledge sharing, which is knowledge
sharing that occurs horizontally within the formal or informal organizational hierarchy, can
be viewed differently from general intra-organizational knowledge sharing. They posit that it
contributes to organizational performance through more intermediate outcomes on
knowledge management success. The benefits from intra-organizational knowledge sharing
for organizations needs to be documented in the literature generally and in the context of

Somalia in particular.

Use of knowledge:

The process of applying newly acquired knowledge to a task or problem is referred to as
knowledge utilization. Companies gain more from the application of knowledge than they do
from its mere possession. Knowledge can be owned and used by individuals or groups.
Igbal and Asrar-ul-Haq (2017) state that a company's ability to quickly respond to changing
technology by combining both learned technology and knowledge into good new products
and processes is important to the successful development of new goods. Knowledge can
come in a variety of forms, such as elaboration (when a more precise translation is essential),
imbuement (when basic concerns are sought out), and care (when diverse individuals or

groups foster unique understanding).

Furthermore, Santoro et al. (2019) discovered, through the utilization of Likert scale a 7-
point, relationship scrutiny, and regression examination, that knowledge use certainly
impacts performance. The findings of the research had never been generalized to a larger

population due to the low response rate (only 38 percent). Likert scales were used by
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McKeen, et al. (2006) to demonstrate a correlation between how many employees participate
in knowledge management activities and how well an organization is perceived to be doing.
As per Fattah, et al., (2022). KM envelops a great many different however interconnected
exercises, including yet not restricted to information age, stockpiling and recovery,
transmission, and application. Accor ding to Al-Hakim, and Hassan, (2016) incorporating
KM principles into supply chains can help businesses achieve breakthroughs. Organizational
success has been shown to be influenced by knowledge acquisition, application, and

protection, as demonstrated by (Li et al., 2019).

The most straight forward way to describe the performance of an organization as the level to
which an organization succeeds in achieving its planed goals. It has been demonstrated that
measurable goals significantly boost employee engagement and brand loyalty. An
organization's success can be measured in several ways, including profitability, financial
gain, and internal development. The organization's leadership is responsible for devising and
carrying out the strategies and actions that will bring the business closer to its stated goals
and objectives in order to achieve performance. In addition to enhancing performance has
always been a top priority for any business, regardless of whether it is run for profit or not
(Fattah et al, 2022). However, it has been challenging to define, conceptualize, and measure
performance. Because it is regarded as the most significant metric by which organizations,
their activities, and their surroundings can be judged, performance evaluation has long been

the focus of organizational research (Li et al., 2019).

Research scholars have focused more on the three main features of knowledge management
in recent years: knowledge application, knowledge conversion, and knowledge transfer

(Musa, & Adamu, 2017; Ndabari, 2021; Njoki, 2013).
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According to Muraga (2015), one sure way to increase productivity within an organization is
to guarantee the efficient application of information. Therefore, in order for businesses to
reap the benefits of improved performance, it is essential for them to concentrate on these

aspects of KM when managing their knowledge assets.

A knowledge management (KM) system can boost a company's market competitiveness.
(Cordeiro et al., 2013). Additionally, a crucial element of any effective knowledge
management (KM) system is the generation of new data. By assisting a company to preserve
its advantages and expand its knowledge base, a KM system has the potential to increase
productivity as well as competitiveness. However, the empirical research on the association
between knowledge-intensive organization and the performance in and knowledge
management (KM) needs to be expanded to include moderating factors. Kinyua et al. (2015)

asserts that additional evidence from the field is required.

Additionally, a well-established organizational learning culture may significantly enhance an
organization's overall effectiveness by acting as a mediator between managing knowledge
resources and performance. Utilizing a centralized platform for knowledge management and
sharing like this can encourage workers to pool their expertise, which can improve an
organization's performance. Effective knowledge management necessitates well-informed
staff members and supervisors, according to the study. According to Kinyua et al. (2015),
KM gives financial companies a competitive advantage and drives and maintains

performance.

Furthermore, an organization's norms and values must be fundamentally altered for
successful knowledge management. According to Kinyua et al (2015), financial institutions

can improve internal processes, customer service, and product offerings with the help of
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effective knowledge management. This is because rivals based on knowledge and work own
the financial industry. According to Kinyua et al (2015), financial indicators can only provide
information about a financial institution's past performance and offer no insight into its
current or future state of affairs. The best way to evaluate a company's financial success is not
always traditional accounting, which places a greater emphasis on short-term indicators like
revenue, sales, bank deposits, and stock price. Because they can be used at all stages of an
organization and provide a more complete image, non-financial indicators are preferable to
financial indices, which only provide a superficial picture of performance (World Bank,
2016).

Organization Culture

The culture of a group can be defined as: “A pattern of shared basic assumptions that the
group learned as it solved its problems of external adaptation and internal integration, that has
worked well enough to be considered valid and therefore, to be taught to new members as the

correct way to perceive, think, and feel in relation to those problems (Akpa et al., 2021)

Research done by Abdi, et al (2018) and Alsabbagh (2017) in Education sector of Damascus
City of Syria mentioned that there is a relationship between organizational learning culture
and creating the good working performance of the employee. Organizational learning is
assumed as the dynamic process based on the knowledge that forces all level of employees to
keep on moving, started with the personal level, then group level until the organizational

level.

Hasan and Nikmah (2019) conducted research in banking business area, namely Bank
Negara Indonesia (BNI) with some reasons, first, bank is a company that directly involves the

people’s activities both in formal or informal and at all levels that occur in the community use
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this service. Second, BNI applies some elements related to the human resources management

including organizational culture, organizational learning, and performance.

This research has found that organizational learning culture positively and significantly
affects creativity and performance. It means that when the good organizational learning
culture is well built, the employees will have greater awareness and better motivation to

create creativity and perform well.

It should be noted that the limitation of this study is particularly focus on the banking field
which makes the result is specific and unable to be generalized for financial Industry.
Accordingly, future study may be carried out by making broader comparison between the

other financial institutions in the sector.

Famiyeh et al. (2018), investigated the connection between bank customer loyalty and service
quality examined the moderating influence of organizational culture with data from Ghana's
banking sector to ascertain the aspects that underwrite customer satisfaction and the

comparative importance of the numerous dimensions of service to Ghanaian banking clients.

A study and incomplete smallest squares structural equation modeling were used in the
analysis of the association between customer happiness and loyalty and service quality. The
findings indicate that customers' satisfaction with doing business with these institutions is
significantly impacted by a number of social, ambiance, and dependability factors. However,
it does not appear that the satisfaction of customers is affected in any way by the confidence
and responsiveness of the staff. It's also vital to keep in mind that the positive association
amongst customer satisfaction and aspects of service quality tends to be supported by

organizational culture.
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According to Central Bank of Kenya (CBK, 2013), bankers must continue their education
and training in order to provide customers with more dependable services. In addition,
managers can make an effort to maintain a well-groomed staff, provide appealing advertising
materials, direct customers in the right direction, clean waiting areas, and provide sufficient
parking for customers. The fact that the data only covered Ghana's banking system is one
drawback of this analysis. According to the findings, factors such as dependability, social,
and environmental factors are all crucial to customer reliability and satisfaction in the finance

industry bottom line.

As a result, financial institutions must maintain work environments that encourage employees
to take ownership of their jobs and make significant contributions. According to some
experts, adapting corporate cultures to the industries in which they operate boosts a
company's bottom line. Researchers in the field of economics have demonstrated that an
organization's culture has a significant effect on its economic activities. They argue that big
and small business decisions are influenced by an organization's culture, whether the changes
are big or small. They also looked at how four aspects of the company's culture affected its
performance: openness, reliability, adaptability, and dedication to the company's objective
Organizational culture, according to Abdi, et al. (2018) initially has an indirect effect on
performance by influencing how managers' output is measured. Therefore, the company will
be able to recruit workers who are most in line with the organization’s current values and, as
a result, increase its performance via culture if it implements management practices that

encourage job security, fair compensation, and appropriate incentives.

Furthermore, Paais and Pattiruhu (2020) investigated how employee performance and job

satisfaction were affected by organizational learning culture. 155 employees made up the
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research's sample. They used Proportionate Stratified Random Sampling to choose
respondents. Data collection was conducted using a questionnaire instrument, while the
analysis of structural equation modeling was performed using Amos. It was indicated by the
data that the three factors of, leadership, learning culture and motivation have a 73.55%
impact on workers performing according to the coefficient of determination test, while their
impact on work satisfaction is 57.44%. Greater job satisfaction necessitates enhanced
leadership, learning culture, and employee motivation. Workers will perform better if they

are satisfied in their jobs because of the organizational learning culture and leadership style.

According to Xanthopoulou et al. (2022), employees who act in accord with the recognized
learning cultural norms and ethics of the organization exhibit greater loyalty and dedication
to the success of the business. Regard for workers' commitments, open lines of
correspondence, an emphasis on development, client support, schooling, and preparation, and

a guarantee to long lasting learning are signs of a flourishing organization culture.

Edeh et al. (2022) state that, instead of being an example of a goods-based economy, banking
is an example of a knowledge-intensive service economy. In this instance, commercial banks'
competitiveness is enhanced because knowledge development and integration are essential to
the process of creating value. As a result, a culture to manage knowledge is a much higher
priority for financial Industry than it is for other types of businesses. How the existence of
firm’s learning culture impacts the relationship between knowledge management and the

performance of financial institutions needs to be investigated in the context of Somalia.

Financial Institutions in Mogadishu, Somalia

Before the civil war, Somalia’s formal financial sector was composed of the Central Bank of

Somalia, Commercial and Savings Bank of Somalia, Somali Commercial Bank, Cooperative
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Bank of Somalia, Somali Development Bank and the State Insurance Company of Somalia.
However, at present, the financial sector is composed of the Central Bank of Somalia, Somali

Remittance Companies, and Micro-finance institutions as well as Insurance companies.

The Central Bank of Somalia (CBS) is the monetary authority of Somalia that is in charge of
ensuring financial stability, maintaining the internal and external value of the local currency,
and promoting credit and exchange conditions that facilitate the balanced growth of the

national economy. It also contributes to the financial and economic policies of the country.

The governing body of the Central Bank of Somalia, as stipulated by the Central Bank Act of
2011 in Part IV Section 10, is the Board of Directors. The Board is charged with formulating
and supervising the implementation of the Central Bank’s policies. It also supervises the
administration and operations of the Bank. The Board of Directors consists of five directors
who are appointed by the President upon the proposal of the Council of Ministers. The
governor, who runs the day-to-day activities of the Bank, is the Chairperson of the Board

(Central Bank of Somalia, [CBS], 2017)

Somalia is recovering slowly from its long drawn civil war, which is still continuing, albeit,
at a lesser intensity. The financial system along with all other aspects of Somali life is also
coming back to shape, although it appears it has a long way to go before, we can truly speak

of a strong Somali financial sector (Walhad, 2021).

Financial Institution comprises of a central bank, a growing number of commercial banks,
money transfer operators (“MTO”), microfinances and two takaful and re-takaful companies.
It is not clear as yet whether there are regulatory guidelines to manage these institutions. But

one thing is clear. The central bank has substantive authority over these institutions, as most
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of them were operating without any central bank licensing before the re-invigoration of the
Central bank in 2012 and do provide full information of their activities to it. They were born
out of the true Somali trust in other Somalis when it comes to money matters without,
sometimes, any paper trail. It is how the MTOs started and how they operated until they were
forced to keep records of the many transactions, they make daily by anti-money laundering
rules and regulations of the many countries where they operate. MTOs operate in over some

144 countries where Somalis reside today as citizens or permanent residents (Walhad, 2021).

Central Bank of Somalia gets statutory reports from all the licensed financial institutions that
are officially recognized by the Somali Central Bank. The Somalia Bankers Association
(SBA\) is the organization that speaks for the banking industry and lobbies on its members'

behalf in significant policy matters.

According to Njoroge et, al. (2020), the bulk of studies on organizational learning culture
and performance have been conducted in the Asia and Europe, contexts which limit the
generalization of the findings to the developing world since organizational learning culture
and employee performance are influenced by the contexts the firm operates in. This points to
a contextual gap in extant literature and calls for research that considers the contextual effects
of industry diversity. In response to this call, this study focused on the classified Financial

Institutions in Mogadishu, Somalia.

Study by Njoroge et, al (2020), provided empirical evidence of the moderating effect of
organizational culture on the relationship between organizational learning and employees’
performance using Greenberg and Baron, (2013) model of organizational culture. The
organizational culture dimensions considered for this study were innovation and risk taking,

outcome orientation and people orientation. They call for future research which considers the
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other dimensions, in order to have a broader assessment of organizational learning culture
and establish combination of dimensions that have greater influence on organization’s
performance. To fill this gap, this study considers other dimensions of organizational learning
culture including openness, learning orientation to investigate their moderating influence on

the performance of financial Institutions in Mogadishu, Somalia.

1.2 Problem Statement

According to Abubakar et al. (2019), knowledge is perceived as a significant element in
determining the ability to build up prosperity and achieve success in the fast-growing
knowledge economy. According to the findings of the most current study done by Zaim and
colleagues (2019), knowledge is the single most important aspect in an organization's

potential to perform and accomplish its goals.

When it comes to the strategic management of a company, there is nothing more vital than
acquiring an edge over one's competitors. As a direct consequence of this, scholars and
researchers would have a significant amount of room to explore and investigate. Given the
ever-changing landscape of global competition and the ubiquitous influence that practices of
knowledge management have on organizations in the modern day, it is more necessary than
ever to distinguish yourself from the rest of the pack. Knowledge and the managing of that
knowledge are normally seen as key assets and significant ideas that provide firms a
competitive advantage. This is something that every company aspires to achieve, so it is not
surprising that many people regard them in this light. Not only does the information that
companies save in databases or on physical maps constitute part of a person's knowledge, but
it also includes all of the information that an individual has obtained via their education,

training, and experience in the job.
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According to CBS (2017), Somalia's financial institutions have shown significant
development and progress over the course of the previous five years. In spite of the fact that
the general impression is favorable, a deeper inspection shows that the performance of the
many different financial institutions has been rather variable. According to Agbo and
Okeoma (2020) the conversion, exchange, and application of information all have an effect
on performance. The sharing of information was not a component of the KM framework, and
it was proved that performance was not significantly impacted by the usage of knowledge or

by corporate culture.

As a result of the increased speed and volatility of the new market, a great number of
companies have been presented with a competitive incentive to consolidate and coordinate
the knowledge assets under their control in order to generate value for the long term. In order
for many companies to confirm that they will maintain their stages of performance in the
industry, they are devoting a significant portion of their financial resources to the creation of
their own knowledge management systems. Competence is a paradigm that states that firm-
specific features are equally as essential in determining advantage over time as industry
market variables .This paradigm occupies a considerable section of the larger territory of
competitive strategy and is one of the major players in the competitive strategy debate.
Before the link between KM and operations strategy can be formed, the underlying ideas,
which in this instance are operations, strategy for operations, and knowledge management,

need to be defined and examined.

Given these conditions, it is of the utmost importance to illustrate how knowledge
management influences performance. In an era marked by the exponential growth of human

knowledge, Somalia's monetary institutions have shown varied degrees of success over the

25



course of the previous several years. In addition, our comprehension of how knowledge
management (KM) impacts execution is still in its beginning. This comprehension, the
construction of new connections, and the general formation of passing criteria for proper KM
procedures are all expected to be assisted by extra data organization and study. Because of
this, it was necessary to explore the function of a firm culture to moderate in the relationship
between knowledge management and the achievement of success by Somalia's financial

institutions, based in Mogadishu.

According to Abubakar et al, (2019) numerous studies have been conducted to explore the
implications that knowledge management has on learning, and organizational performance
without any moderating effect analysis. Although a significant amount of study has been
done on the relationship between organizational performance and knowledge management,
insufficient high-quality study has been conducted on the topic of how the learning culture of
an organization influences the processes. This is a knowledge gap that has to be filled, and
that is the purpose of this study. There is a lack of research on the Somali situation regarding
financial institutions, and previous studies have focused on developed countries with different
working environments. This creates a gap that needs to be addressed. Therefore, the current

research aims to investigate this relationship and fill the existing gap.

1.3 Objective of the Study

General objective and four specific objectives are as follows:

General Objective
To evaluate the influence of knowledge management process on the performance of Financial

Institutions in Mogadishu, Somalia, and to investigate whether organizational learning culture

26



moderates the relationship between Knowledge Management and Performance of Financial

Institutions in Mogadishu, Somalia.

Specific objectives

i.To explore the influence of knowledge conversion on the performance of
Financial Institutions in Mogadishu, Somalia.
Ii.To determine the influence of knowledge sharing on the performance of
Financial Institutions in Mogadishu, Somalia.
Iii.To establish the influence of knowledge use on the performance of Financial
Institutions in Mogadishu, Somalia.
iv. To investigate whether organizational learning culture moderates the
relationship between Knowledge Management and Performance of Financial
Institutions in Mogadishu, Somalia.

1.4 Hypotheses

The study centered on the following working hypotheses:

HO1: Knowledge conversion has no influence on the performance of Financial
Institutions in Mogadishu, Somalia.

HO02: Knowledge sharing has no influence on the performance of Financial
Institutions in Mogadishu, Somalia.

HO03: Knowledge Use has no influence on the performance of Financial
Institutions in Mogadishu, Somalia.

HO4: Organizational learning Culture has no moderating effect of the
relationship between knowledge Management process and Performance of

financial Institutions in Mogadishu, Somalia.
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1.5 Significance of the Study

The purpose of this research was to establish whether or not there is an influence that the
dynamics of knowledge management process on the performance of financial institutions in
Somalia. In addition, the study would establish the framework for finding the connection
between employee productivity and an organization's culture and the dynamics of its
knowledge management. This would be accomplished by laying the groundwork for
determining the association between employee productivity and a firm's culture. Because of
this, the results of the research can end up influencing bank regulations. Research such as this
one has the potential to increase productivity by making it simpler and more convenient to
utilize information assets in a way that is both efficient and effective. The study's highlighted
hypotheses served as a source of inspiration for the two overall research goals as well as the
survey instruments that were used to gather data. The following categories of people could

benefit from the knowledge provided by this study:

Advantages for financial institutions: With the aid of this study, financial institutions (FIs)
will be able to determine whether internal and external stakeholder groups within their
knowledge management systems have conflicting agendas. The outcomes of this research
should assist managers at Fls better realize that the driving force believed to be behind
accomplishing business objectives and retaining competence is supposed to be information
sharing and application. If financial institutions (FIs) are going to be successful in reaching
their performance objectives, they are going to have to acknowledge how critical it is to
shape a knowledge base that allows for the translation, sharing, and implementation of

information.
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Benefit to other organizations: It's possible that several parts will have the same knowledge
and will benefit from the benefits of information gained from the jobs that executives do at
the corporate level. In light of the findings of this research, it is possible that many businesses
will need to reassess the techniques they use to cultivate an atmosphere that encourages free
information sharing and fruitful cooperation. Productivity is one aspect that might be
improved for businesses, and service providers in particular, if certain features are addressed

in this article.

Academic benefit: The results of this study might be beneficial to information management
since they provide light on the link between a company's culture and the effectiveness with
which information is translated, shared, and utilized. This study was conducted to investigate
this connection. The results will prompt more study, especially into the implications for other
companies that could benefit from establishing programs that encourage the sharing and
exploitation of knowledge resources to boost the organization's performance and sustain its
knowledge base. This line of inquiry will be particularly important since it will focus on the

ramifications for other firms.

Benefit to policy makers: Policymakers may utilize the results to design strategies for
developing a more coherent knowledge-management process that motivates employees to
share and use their tacit knowledge on the job by taking into account the credibility of
academics and scholarly outputs. This can be accomplished by using the findings.
Policymakers may be inclined to embrace the use of mentoring programs, models, and in-
person contacts as a method of stimulating the flow of knowledge conversion, sharing, and
implementation at the organizational level. Short-term approaches for knowledge

management process skills might be offered by training providers via group discussions and
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collaborative activities like collaboration. Some of the findings of the investigation, such as
the use of online entertainment and sites to assist consumers in gaining a better understanding
of their products, providing ideas, and gathering feedback, may be adopted by other insurance

agencies.

Because they give a body of information on the function and involvement of knowledge
resources in creating and preserving an industry's competitive advantage, the results of this
research would also be valuable to policymakers in other organizations. This is because the
findings provide a body of information on the function of the study. It is possible that the firm

may become the most successful in its industry if this knowledge is put to good use.

Benefit for other academic institutions: Researchers are able to effectively communicate
the value of their work to their contemporaries in the field, industry experts, and the general
public when they publish their findings in academic journals and present them at conferences.
The results of research are often disseminated to the broader public via the medium of some
kind of publishing. The findings of this study will aid future researchers in appreciating the
relevance of a strategy of knowledge management in promoting the exchange of information
and expertise across teams, departments, and individual workers. These findings will also be
of use to researchers now working in the field. Because of the insights gained from this, the
company will have a lot easier time achieving its objectives and keeping the edge it now has
over its competitors. In light of the fact that other researchers are contributing to the
construction of the body of knowledge, it is key to identify research gaps. The results of the
study would also be valuable to the academic community since they would contribute to the
accessible body of knowledge and literature on effective management. The outcomes of the

research would also highlight how essential it is for an organization to make use of its
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knowledge resources to boost its performance. In addition, the study laid the groundwork for
further investigation in the fields of performance and knowledge management (KM) in the

future to come.

1.6 The Research Scope

This research looked at both the active members who contribute to Fls as well as the tiny
quantity of information given by non-members. The researchers selected Fls because of the
knowledge-intensive character of these organizations (Alsabbagh, 2017). When it comes to
generating cutting-edge goods, a knowledge-intensive organization relies heavily on its own
specialized skills. In Somalia, financial institutions are employing KM on the “cutting edge."
In this research, the outcome of knowledge management was presumed as independent
factors, whereas the processes of knowledge management were regarded as dependent

variables.

A more in-depth understanding of the cultural norms that are prevalent inside the model
organization. Each bank had its finance department, human resources department, operations
department, marketing department, information communication department, and financial
department assessed. Members of the senior management teams of financial institutions are
in charge of the designated functional areas in the central offices of the respective

institutions.

1.7 Limitations

In this research, the efficacy of firms and knowledge management as a process were the sole
topics of interest. This was a challenge, since it was possible that some individuals had not

previously been exposed to the subject matter of the investigation. This research investigated
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the ways in which knowledge management has the potential to improve the performance and

productivity of Somalia’s financial sector.

Furthermore, the purpose of this study was to explore whether the culture of a business acted
as a moderator between the failure and success of knowledge management (KM) process on
the performance of Fls. It was challenging to get in touch with the people who were supposed
to take part in this research because of the constraints put on them by their companies and the

sensitive nature of the work that they do.

This constraint was removed after research permission was obtained from the proper
authorities, consent was obtained from the appropriate Somali Financial Institutions, and
meetings were scheduled with the appropriate management. The researcher faced additional
obstacles because of the sensitive and deliberate nature of some of the material that was
included in the study. However, the magnitude of this challenge will be mitigated if
participants are given the assurance that the anonymized data, they provide would be kept
confidential. Codes, rather than the respondents’ real names and the names of their financial
institutions, will be used in this survey so as to protect their privacy. It is difficult for the
researcher to conduct a thorough review of the empirical literature since there is so little
previous study done on the subject in these developing countries, especially in the
background of the country. This limitation, however, may be alleviated by looking at
analogous empirical studies from other areas and countries that have industrialized their
economies. The fact that the participants were approachable and active members who made

major contributions to the Fls contributed to the study's overall level of success.
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1.8 Research Assumptions

The researchers operating the study proceeded with the presumption that some of the
participants would need help reading and interpreting the materials in order to offer an honest
answer. To oversimplify the results of this assessment, the research also made the assumption
that all participants in the scheme were treated similarly, regardless of whether they worked
in the formal or informal sector. This assumption was made in order to generalize the

findings of this evaluation.

1.9 Definition of Operational Terms

Knowledge management is termed as the process of systematically, explicitly, and
deliberately developing, updating, and applying information to improve an organization's
profitability and competitive advantage by better utilizing its knowledge resources. The
techniques that are used to acquire information, organize it, share it, create it, and use it

within an organization are referred to as knowledge management (KM) techniques.

According to Aiken (2016) the use of Knowledge Management methods should raise the
amount and quality of the explicit and implicit knowledge held by people, teams, and the

organization. This includes both explicit and tacit forms of information.

The intention of knowledge sharing is to ensure that information will be passed down to
subsequent generations and to make it more widely available. According to Njoki (2013),
companies are continuing their efforts to formalize the role of information sharing inside their
organizations. Enabling technologies and organizational structures are referred to as
knowledge management enablers. These elements work together to foster effective
knowledge exchange and innovation inside a company. Governance, strategy, culture, and

people, as well as the technology, are all reflected in these tools. They also demonstrate the
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official and informal means through which information is exchanged, interpreted, and

absorbed in accordance with the people and groups that profit from carrying out their duties.

Socialization: When we engage in conversation with other individuals, our tacit knowledge
evolves into implicit understanding. The transmission and acquisition of this freshly gained
tacit information is made easier by face-to-face exchange of experiences, which requires trust
on both sides. According to Njoki (2013), the distinct collection of experiences and
information that each individual has impacts their comprehension all the way through the

transfer.

Performance may be described as the degree to which an organization is successful in
carrying out the responsibilities it has accepted and meeting the objectives it has set for itself.
These objectives include not just quantitative but also qualitative assessments of the progress

that has been made.

Explicit knowledge refers to information that a person is aware of, is capable of
comprehending, and makes use of. This information may be conveyed in a more formal

manner since it is both clear and succinct.

A learning corporation integrates efficient and speedy learning into every facet of
operations, from the creation of products to the performance of administrative duties. It is
desired that the members of this organization continue to grow, exchange knowledge with

one another, and learn from one another.

Drivers of performance are the pieces of an organization's operations that are considered to

be the most significant and have the most influence on the organization's level of success.
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Tacit Knowledge: Know-how is a particular sort of tactical information that is only known
by a select few people. Know-how contributes to the processes of decision-making of
organizations and impacts the collective behavior of its members automatically and without
effort. Tactic information is known as tactic information. This knowledge could be found
throughout the many life events that a person has had throughout their lifetime. According to
Nurung et al (2023), tactic information is not documented since it is not shared with other
people. According to the findings, it is dependent on the environment. The dynamics of its
creation as well as the technique by which it is formed serve as its defining characteristics. In
addition to drawing on one's prior experiences, a significant amount of introspection is also
required. This priceless asset is typically composed of a person's brains, their deeds, and their
viewpoint. The conditions essential for the propagation of tacit knowledge include a culture
of support, social networks, a high degree of worker trust, and strong incentives for the
motivation of workers. The tacit knowledge of an organization's workers is its most valuable
basis of competitive advantage since it is so difficult for rival companies to get and reproduce

the information.

Knowledge-based culture: The "knowledge viewpoint” is a business concept that tries to
make it simpler and more effective to manage all areas of the knowledge management
process. It does this by bringing together essential ideas contributed by people, teams, and the
industry as a whole. The objective is to make it more commonplace for people to share

information.

"Financial institutions™ are businesses that are organized and managed to facilitate
payments between economic units against their liabilities, obtain savers' funds against their

own liabilities, and then lend to others for a variety of purposes. Because they act as a
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middleman when people want to spend money, financial institutions are referred to as

"financial institutions."
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction

The theories underpinning this research are presented in this chapter. Also the review of
empirical literature for each of the variables Knowledge Management (Knowledge
conversion, Knowledge sharing, Knowledge use), organization learning culture and
performance efficiency, empirical review, and the conceptual framework which shows the
relationships that were tested in this study. In addition, the intent of this section was to
emphasize the basis of knowledge managing processes in strategic management in order to
give an illustration of the skills and culture complicated in the management of knowledge.
The connection between the procedures for knowledge management and a strategy for
achieving organizational performance that is impacted by culture empowers us to have a
better understanding of the level of organizational performance that is required by strong
internal and external forces.

2.2 Theoretical Framework

This study anchors on the Resource Based Theory of the firm, Knowledge-Based View and
the Organizational Learning Theory. A discussion of these theories is presented and their

relation to the study variables explained. The theoretical framework is presented in Figure 2.1
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Figure 2.1:

Theoretical framework

Resource-Based Theory —_—>

Organizational Performance

Knowledge-Based Theory

4

Organizational Learning
Theory

Source: Author, 2023

The number of explanation hypotheses and models that are acknowledged by the majority of
people is rather high. In this section, we focus on the theoretical reasons that are provided for
the links that were found between the different variables that were investigated. This study
examined the creation of linkages between tacit and explicit knowledge and, more
importantly, the transmission of this information. It was achieved by using the SECI model
and the resource-based perspective. In addition to that, there was a short discussion of

organizational learning culture theory and knowledge-based firm’s theory.

Clarification is provided on the connection between these concepts and the elements that
were considered in the study. After finishing this article, the reader will have a better
understanding of the correlation between the organizational learning cultures of Somalia's
financial institutions and the knowledge management process capabilities of those

institutions.
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2.2.1 Resource-Based View of the Firm.

When we discuss the management of strategic initiatives, one of the most helpful theoretical
frameworks is the resource-based approach of the business, often known as the RBV. Along
with the five-force paradigm, it has attained an academic preeminence that has never been
seen before. The fact that it is covered extensively in such a large number of classes devoted
to business strategy is another evidence of its preeminence in both of these spheres. Less
obvious is the effect that it has on service. After thirty years, the RBV model is now firmly

established as an essential component of the business methodology research canon.

Penrose's (1959) interpretation of an organization as both an administrative framework and a
stockpile of material and human means of production serves as the foundation for the
Resource-Based theory (RBV) of an organization. Both a company's material holdings, like
its land and its equipment, and its human capital, its employees, may potentially have a big
impact on its bottom line. The same assets might be used for a variety of different objectives,
depending on the strategy that was used to deploy them. There is a connection that can be
seen between the level of expertise acquired by employees and the level of service that is
provided by the company. Because of this, companies are really just giant data centers (Davis
& DeWitt, 2021). The RBV focuses a disproportionate amount of emphasis, while discussing
the profit and worth of the business, on the firm's internal resources and talents. Differences
in operational efficiency across companies operating in the same market might be clarified by
using this concept. Inequalities in performance in the RBV of an organization may emerge
when certain organizations have access to resources that other organizations do not. This
gives the former organizations the ability to create rent in a monopolistic manner, which can
lead to inequalities in performance. The idea that different employees in a company's

workforce have varying levels of capability is one of the RBV's core beliefs. Every single
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company has a one-of-a-kind combination of competencies, as well as both strengths and
shortcomings. The Resource-Based theory of the firm provides an explanation for the wide
variety of rivals by beginning with the concept that nearby businesses differ significantly and

extensively from one another.

The idea that different employees in a company's workforce have varying levels of capability
is one of the RBV's core beliefs. Every company is one of a kind since it has a different set of
capabilities and areas of expertise. The relative advantage of the firm (RBV) provides an
explanation for the prevalence of varied rivalry on the basis that even in the midst of strong
competition, adjacent rivals may have substantially different resources and talents. This idea
suggests that resources and capabilities may be used to the fullest extent possible based on
aspects such as the amount, sort, and nature of the resources and capabilities in question.
Freeman et al. (2021), if the company makes purchases of resources that have the potential to
create rent, it may be able to increase the total amount of rent generated and, as a result, its

future profitability.

The resource-based view (RBV) of firm suggests that the strengths and weaknesses of a
company may be evaluated by looking at the resources that the organization has. According
to Grunert and Hildebrandt's (2004) RBV theory, a corporation may be able to attain a
competitive advantage in the long term by making use of its in elastically accessible, valued
resources and capabilities. This idea was developed by Grunert and Hildebrandt (2004). The
assumption that a corporation may retain a competitive advantage by making a generous
contribution of assets that are fundamentally valuable but would be difficult to copy or
replace for other assets is challenged by this line of reasoning. To disregard the realities of

the situation and presume that a corporation may be successful without successfully obtaining
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and controlling key resources is to ignore reality. According to Holford, (2019), the
definition of organizational success derived from the resource-based approach is the degree to

which an organization can effectively integrate and manage its finite and valuable resources.

RBV acknowledges that social and behavioral interactions are of the utmost significance
when it comes to the process of establishing and carrying out a strategy. According to
Sherringham, and Unhelkar (2020) this method combines two separate but related types of
research: an internal investigation of corporate phenomena and an external investigation of
the industry and its rivals. In addition, RBV recommends that the assets of a firm be
evaluated according to how valuable they are, how uncommon they are, and how difficult it
would be for a rival to copy them in their own business. The company would be unable to
compete successfully in the market without these essential assets. These priceless assets may
often be found in the type of tacit knowledge, which, according to Surawski (2019) is often

possessed by enterprises.

When we speak about a company's resources, we might be referring to a number of different
types of assets, including financial, material, social or human, technological, and
organizational assets. According to Surawski (2019) an organization might have either
significant or insignificant assets at any one time. Brand names, the character of the firm, the
expertise and knowledge of workers, and the intellectual property of the organization
(trademarks, copyrights, and patents) are all examples of intangible resources that have been
generated by management and the individuals working for the company. The terms "land"
and "buildings” and "plants” and "equipment"” and "inventory™ and "money" are all examples
of tangible resources. Wioleta and Scott (2023) contends that intangible resources, which

have been developed via a one-of-a-kind historical categorization and have a communally
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complex character, are responsible for developing and retaining a company's competitive
edge. While tangible resources may be the cause of above-average earnings, immaterial

properties have a character that is socially complex.

According to Holford, (2019) a sustainable competitive advantage in the long term relies on
an organization's internal arrangement of strategically vital resources, which forms the basis
of the Resource-Based View (RBV).This is due to the heterogeneity and immobility of
resources. It is an indication that a business has a unique skill if it is difficult for rivals to
replicate the resource that the company uses. In addition, a distinctive competence, which is a
capacity that is exclusive to a business and enables it to better differentiate its products from
those of rivals or to acquire significantly lower prices, may be used to gain a competitive
advantage. A unique strength refers to an ability that supports a company to effectively
distinguish its products from those offered by competitors. According to Jones and Hill
(2009), a resource has reached the point where it can no longer be replaced after it has given

rise to distinctive capabilities.

According to Hill and Jones (2009), even if a company has access to a wealth of internal
resources, it may not be able to establish a distinct competence if it lacks the skills essential
to make the most of those assets. They claim that this might prevent the company from
achieving its goals. The capabilities of a corporation are a reflection of the organization's
ability for efficient administration of its resources. It has been hypothesized that the origin of
these capabilities lies in the decision-making and internal management processes of a
corporation, in addition to the final outputs that these processes generate. The organizational
structure, processes, and control systems of a corporation all contribute to the formation of

the company's cultural norms and values, as well as how choices are made and where they are
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made, what sorts of behavior should be rewarded, and what those standards and values are.

All of these factors contribute to the success of a firm.

Hill and Jones (2009) state that capabilities are hard to imitate since the imitator must make
changes to its own management practices, which is seldom easy. The RBV theory of a
company is suitable for examining the impact of KM on performance. It argues that a
business may improve its capabilities and performance by using KM techniques to generate
and develop new resources and capabilities and to fortify current ones. It also hints that
knowledge assets and competencies like Knowledge Management might be a basis of
sustainable competitive advantage. This statement argues persuasively for the need to study
the correlation between (KM) knowledge management and effectiveness. If KM does, in fact,
impact performance, Financial Institutions may take advantage of their perceived competitive
advantage and higher performance thanks to RBV's view of KM as unusual, distinctive,
organization-specific, and difficult to imitate. Therefore, the RBV postulates served as a

framework for determining the direction of the independent variable.

2 €6

The resources that fit the description of “valuable”, “rare”, “difficult to imitate” and “non-
substitutable” (VRIN) are strategic properties as opposed to the common assets like land,
cash and buildings which are simple to obtain. These resources give competitive advantage in

the market by enduring and strengthening the presence of the firm in the market arena.

Rare resources: These are items needed by an organization but only available to a limited
number of companies. By pooling together unique and valuable assets, the company achieves
a short-term competitive edge. However, competitive parity occurs when many rival
companies use identical strategies and have access to comparable resources. This is because

both companies have access to the same resources for strategy implementation, and as a
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result, no one outperforms the other. Although market parity is sometimes adverse, successful
organizations should hold on to their most valued assets. This would have adverse effect on

the organization's adaptability in the long run (Barney, 2001).

The term "costly to copy" is used to describe a resource when it is impossible for a company
without that resource to compete with one that does. At the same time, competitors can't
afford to buy it or replace it. Studies have shown two distinct modes via which imitation
might take place. First, by facilitating direct duplication of the resource by competing
businesses; second, by facilitating the arrangement of similar products and services, or
fundamentally by the condition of subs. Organizations place a high value on resources that
are both rare and costly to replicate. Barney (2001) claims this asset will continue to serve the

company for the foreseeable future.

Barney supported certain constraints that made resource duplication difficult: In the first
place, historical resources are those that have been utilized in the past, have evolved through
time or as a consequence of historical events, and are thus very difficult or costly to recreate.
Second, when a resource has causal ambiguity, it is difficult for businesses to pinpoint the
exact factor that has contributed most to the advantage. Third, when we consider a resource
in terms of the social complexity it entails (i.e., interactions between people or corporate

culture (Barney, 2001).

In order for a company to reap the benefits of its assets, they must be unified in a manner that
captures the value they provide. Management structures, methods, and strategies should be

organized to make the most of her rich resources, as suggested by (Smyrnios et al., 2013).
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This will guarantee that such assets retain the scarcity and high reproduction costs, as well as
the major talents essential to achieving sustained benefit and maintaining flexibility. Due to
the ease with which businesses may get real resources from the market, an otherwise
disadvantageous source is transformed into a competitive one. Whereas tangible assets may
be quickly replicated and depleted, intangible ones like a company's good name, trademarks,
training techniques, or the way it goes about its business can provide a steady stream of

revenue for years to come.

Consequently, intangible assets are the primary consideration for every business in need of
scarce, high-value, and one-of-a-kind resources. Due to their likely to greatly improve a
firm's performance and adaptability, the authors of this investigation recognized the
importance of immaterial resources like knowledge-centered culture and tacit knowledge.
These resources may be found by conducting value chain and SWOT studies. The majority of
initiatives, regardless of their worth, are the root of either expense or difference in utility, as

shown by an examination of the value chain's advantages.

The SWOT analysis identifies the firm's strengths and weaknesses, as well as the risks and
opportunities posed by the competition one that can spot useful materials. If a company is
having problems tracking down its most valuable assets, these questions might assist
(Nowacki & Bachnik, 2016). What kinds of actions may reduce manufacturing costs without
sacrificing the value of the consumer? How can we make products and services better so that
consumers appreciate them more? What kinds of awards and acknowledgment does the firm
have to show for its efforts in areas like innovation, employment, service, and exports? Does
the group have access to limited raw materials in the distribution corridors? Can a company

really build amazing connections if it uses her services in a manner that makes the software
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that handles distribution very indispensable? Is it possible that the employees of this
organization has exceptional qualities? Is this a firm that consistently delivers cutting-edge
products and excellent service? Is it realistic to expect the firm to do better than its
competitors, taking internal benchmarking into account? Is the firm able to provide anything

else that sets it apart from the competition?

According to Barney (2001) when trying to locate scarce resources inside an organization,
managers should think about the three issues presented below. For instance, what other
organizations have access to the same kinds of resources or expertise as yours does? Will
rivals be able to buy or simply obtain the same organizational resources in the future?. When
trying to identify resources that are expensive to duplicate, companies should ask and answer
the five questions below. Can competing companies easily copy a resource you own? Can
other companies quickly replicate your resource? Is there a patent on the item of use? Are
they socially complicated talents or organizational resources? How difficult do you find it to

identify internal processes that boost productivity? (Teece, 2014)

The first step is to find out whether these assets are being used in the organization's
structures. Addressing these concerns head-on is crucial if businesses are to maintain a
competitive edge in their ability to use these assets. Is there a clear path for strategic
management development inside the companies. Second, do you have any other techniques
other financial incentives for maintaining client motivation. Third, she wants to know
whether her client's innovative recommendations are valued by the organization. Fourthly,
does the company's setup make the most of its precious resources? Is there proof of the

effectiveness of the company's management and control structures? (Barney, 2022).
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Step two. Once a corporation recognizes the existence of a resource or capacity, it has a
responsibility to safeguard that asset to the greatest degree feasible, since doing so will ensure
the company's continued success and competitive advantage. Managers at all levels of an
organization should be responsible for making senior management aware of these assets and
soliciting ideas for how they might be used to improve efficiency or set the firm apart in the
marketplace. Organizations that lack the ability to reproduce such skills at realistic prices will
stay unusual for a longer amount of time, hence it's important that they come up with a plan
to make imitation of resources expensive (Barney, 2022).

Research has shown that the value of government assets depreciates with time, thus it's vital
to regularly assess them to determine their current worth. Simultaneously, rivals are eager to
imitate the benefits, making the resources even more scarce. To help the company and better
protect her advantage sources, it is important to continually create new VRIO capabilities 63.
Barney has shown that a firm's resources and capabilities are both fixed and vast. It might be
difficult for certain companies to keep their advantages over the competition. Therefore,
businesses who are in a position to execute the aforementioned guidelines are in a strong
position to keep their edge by assessing these crucial features of their available resources.
The company, likewise, must learn to effectively put these assets to work. Organizational
managers and supervisors are tasked with capitalizing on the benefits of the resources at their
disposal. In addition to increasing competitiveness, this will help in the creation of asset- and
competence-based policy. This would also help in the fight against mounting external

pressures.

2.2.2 Knowledge-Based Approach of the Firm
This (KBV) asserts that cutting-edge information is crucial for businesses to compete

successfully in a given market (Igbal & Asrar-ul-Haqg 2017). According to KBV, a company
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is a "distributed knowledge system™ made up of people who have information, and any
management may estimate the potential return created in exploiting any accessible resource
and ability among employees (Ndabari, 2021). From this perspective, the organization's duty
is to facilitate the efforts of its members to maximize the generation of expertise and value.
Knowledge assets, according to Carlucci and co-authors (2004), are crucial to long-term
success and may provide businesses with an edge in the marketplace. By arguing that
knowledge is the key resource enabling new value making, and reasonable advantage Meher
and Mishra (2019). Knowledge and capabilities-based strategies have considerably broadened
resource-based thinking. Furthermore, according to Barua (2021) there is an abundance of
empirical and sketchy evidence showing people are the primary source of new information

and value in both study and practice.

According to Feng, Ndabari, (2021) a company's greatest competitive advantage is its
knowledge. Martin-Rios and Erhardt (2016) assert that KBV has made it possible to move
away from a competitive advantage based on marketplace rank and toward one that
emphasizes an organization's resources. Contrary to the traditional view which holds that
individual knowledge is the cause of competitive advantage and a key resource for an
organization's strategies. The strategies of the corporation have also shifted their focus from
positions to capabilities. Organizations routinely gain fresh data to improve their skills by
means of association Yu-Min and Yao-Ching, (2016) by means of the development of

efficient models.

Knowledge Based view offers a helpful theory for knowledge management, human capital
archives, and productivity. According to this school of thought, knowledge-intensive firms

rely primarily on knowledge assets like the capability to convert, share, and use information
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in order to strategically create new goods, processes, and markets. Furthermore, this value
making process calls for the capabilities currently existent in and exploited by managers and
staff in order to show an organization to technical limitations that mount its ability to absorb
and apply knowledge assets. One conceptual aspect of this theoretical statement is the need of
a human capital repository to moderate the influence of Knowledge Managing on
performance. In this case, KBV's hypotheses served as the foundation for the mediating

variable in the research.

As the economy shifted from material-based to information-based manufacturing, so did the
company's employees. Technology and Concept designers, as well as management and
financial experts, are becoming more vital to the success of businesses. Other people are
characterized by the work they are doing now since they are on the perimeter of the firm.
Therefore, their roles are always changing. A new division of work emerges as a

consequence, as stated by (Cancialosi, 2017)

Cancialosi, (2017) claims that given the present economic context, many companies consider
that being knowledge-based is crucial to their survival. Few, however, understand what this
entails or how to make the required changes. Perhaps the most widespread misconception is
that the greater the information content of an organization’s goods and services, the closer the
firm is to becoming a truly knowledge-based corporation. However, what consumers see, and
experience (the tip of the iceberg) is just the surface of the company's operations. Like
genuine icebergs, the bulk of the reality that allows the corporation to generate lies dormant
in the intangible assets of the business. This reality can only be accessed by those who are

familiar with the company's operations, procedures, and rationale.
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The Knowledge-Based View of the firm aligns with this cultural method to business.
Organizations, in the same way as cultures learn by doing, are expected to do so via the use
of cultural artifacts. Organizational learning allows the corporation to build, improve, and
sustain its internal capabilities. Benaim (2015) defines culture as "a set of shared assumptions

and beliefs" is the one that has caught on.

At any one moment, an organization's culture consists of the body of information, encoded or
not, that has been incorporated into patterns and recipes of behavior in anticipation of certain
scenarios. Through repetition and habit, knowledge becomes tacit, embedded, and a source of
motivation for action. A routine is a pattern of learnt, structured, repetitive behavior that

relies at least in part on tacit information (Yang et al., 2020).

According to Benaim (2015) "the only genuine permanent competitive advantage is
knowledge." This fact, that firm performance is influenced by non-observable factors, is
highly valued by these authors, and it is the basis for a number of associated concepts, such
as the knowledge-based advantage and the knowledge-based organization. Management

skills, technological know-how, and even unspoken organizational practices.

Recently, researchers in the field of strategic management have looked at intangibles as a
potential cause of competitive advantage. It's also worth noting that the knowledge
management literature views differences in knowledge resources as the foundation of
competitive advantage and that larger knowledge bases, the result of organizational learning,
are linked to better firm performances. On the other hand, intangible assets are more likely to
provide a competitive advantage since they are uncommon, socially complicated, and, if
imitable at all, very difficult to replicate. Due to its correlation with increased strategic

adaptability and more rapid reactions to changes in the environment, acquiring knowledge
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stands as a paramount resource in establishing a sustainable competitive edge (Kassaneh et al

2021).

When faced with a quickly changing environment, organizations may employ dynamic
capabilities to better adapt by integrating, creating, and reorganizing their internal and
external capacity. Capabilities grow and evolve over time via a process known as

organizational learning (Medase & Barasa, 2019).

Knowledge-based talents are the most crucial for getting and sustaining a competitive
advantage. According to Medase and Barasa (2019) the main reason high-performing
organizations are able to maintain their competitive edge is because of their exceptional
employees. It has been suggested that the capacity to gain knowledge more rapidly than
competitors is the only maintainable competitive advantage. With time, this formidable
capability develops a verifiable or way reliance, creating causal vagueness (which hinders
imitability and makes it extremely difficult for other companies to refabricate the novel
verifiable advancement every association creates) and laying the groundwork for a

competitive advantage.

Capabilities and capacities contribute to greater sustained performance since they are
momentarily static and unique to each firm, valuable to consumers, non-substitutable, and
difficult to copy. Nurdin, and Yusuf (2020) made the claim that it's tough to replicate abilities
back in 2020. For example, it is difficult and expensive to replicate organizational procedures
since replication is a competence that can only be gained via execution. Nurdin and Yusuf
(2020) further argue that, organizations get long-term advantages by cultivating their own

store of tacit, specialized, and complicated knowledge. Knowledge is gathered from within
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and outside the organization, integrated with existing databases, and used to develop

innovative products.

By using current knowledge in novel ways, a corporation may increase the size of its
knowledge base by creating new connections between previously known pieces of
information. New and exclusive knowledge may be created when a firm's proprietary
information is combined with the peripheral, explicit knowledge that has a high cost to the

company and is concurrently accessible to rivals.

Internal normative standards and social rewards replace authoritative authority in knowledge-
based economies. According to Andreeva et al (2021), when intense knowledge companies
age, they become more inflexible, making size a crucial factor for these enterprises. Structure
and control are major points of discussion when academics examine the "productive process"
that converts knowledge into services and goods. The tension between personal freedom and
conformity is widely explored in written works. There are many who, as stated by Rylander
and Peppard (2006), believe that formal hierarchy and structure are superior to cultural and

prescriptive methods when it comes to resolving such conflicts (Massaro, et al., 2015).

A company's competitive position may be strengthened by its intangible resources, as shown
by studies. Intangible assets are the ones that genuinely produce persistent competitive
advantage since they are often exceptional and socially complicated. Intangible assets are
non-monetary assets that are employed in the creation of products and services, leased out to
third parties, or used in daily administrative tasks but do not exist in physical form (Akhavan

& Pezeshkan, 2014).
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Some examples of "intangible resources™ cited by Nwachukwu, et al (2018) include the
capability to resolve problems, to understand the value of information, to incorporate it, and
to put one's knowledge to commercial use. This information is valued highly by the company
Human capital, culture, learning potential, and collaboration are singled out as key factors in

maintaining the company's competitive edge over the long term.

Recognizing and absorbing one another's resources includes information, relevance of
relationships, linkages, and industry knowledge. If you want to maintain a competitive
advantage based on your superior knowledge, you need to do two things: 1) know certain
things better than rivals, and 2) acquire that information quicker than competitors, even if
they're ready to spend more money on it. According to Yang et al. (2022), the competence of
people is the most important intangible resource in knowledge-based strategy formulation.
The company's KBV may, generally speaking, be based on the insights and knowledge of its
employees. This makes extensive use of the term "new economy,” also known as the
knowledge-based post-industrial economy. Companies in the modern economy are often
virtual, span several locations, and rely heavily on computer-mediated communication. Njoki
(2013) argues that in today's firms, learning and knowledge-based work are given top
priority. Using networked communication tools, businesses may function anywhere in the

world.

Akhavan and Pezeshkan (2014) argues in that information is just as important to a company's
or nation's competitiveness as land, labor, and money. In 1998, knowledge was the primary
driver of global prosperity, accounting for 55 percent of total wealth creation. The
mercantilist age was the first to recognize the importance of education in building a powerful

and competitive country and a prosperous one. Research papers in the contemporary
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literature continue to detail the hunt for the KB underpinnings of countrywide prosperity.
However, not all resource-rich nations avoid the "commodity trap" and instead place more
value on physical production than on intellectual capital. A country's true riches lies not in its
diamond mines or rubber tree forests, but in the technology developed to put such resources
to good use. The challenge is that it is far more difficult to quantify ideas and specialization

than it is to count money or quantities of products (Kinyua et al., 2015).

Implications for KBV The knowledge-based economy: At the dawn of this century, a new
component is being credited with economic success: the paramount importance of preserving
competitive advantages. There are similarities between economic history and the
concentrations of land, labor, and money that have been employed traditionally to produce
prosperity throughout the years. Luo and Lee (2015) asserts that we are living in the
"knowledge century." Those who are endowed with an abundance of natural resources or
who are physically large do not have an upper hand over their competitors. Possibly the
greatest benefit of all is the increased emphasis on education and training in today's global
economy. Knowledge-based competitiveness will become more important for businesses in
future years. "New economy" proponents Omotayo, (2015) claim that information is the
engine that keeps everything turning. The fundamental product, knowledge, is intangible; this

IS an economy based on intangibles.

Intangibles are more valuable than physical ones: From this new economic vantage point,
businesses are regarded as places where people’s skills and knowledge are taken in and turned
into things that may be sold for a profit. New studies suggest that businesses do better when
their plans take into account intangible resources (such as those based on historical

dependence, causal ambiguity, or social complexity). Therefore, this economic strategy is
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now more suitable. Carla et al. (2021) argues that intangible resources, and especially firm-
specific resources like expertise, are more expected than physical properties to grant a

competitive advantage.

Knowledge resources have unique characteristics: Knowledge is unlike any other resource
and may be used to gain and maintain an advantage over rivals. The value of knowledge does
not diminish when it is used in several situations at the same time. When compared to more
traditional and limited production inputs, organizational knowledge offers a great deal of
upside potential due to the compounding benefits gained from its methodical use.
Organizational knowledge, unlike other resources, really grows in value as it is put to more
and more uses. Carla et al. (2021) argues that a company's intellectual legacy may be a
strategic advantage if it is put to good use, increasing rather than declining in value.

The need for knowledge integration in manufacturing processes also contributes to the
company's KBV. How well a business is able to integrate and use its information will
determine how much of an advantage it will have in the marketplace. Since then, studies have
switched their attention from institutions to the processes of coordination and the
environments in which they function. Self-disciplined people will be essential to the future of

coordination and control in organizations (Carla et al., 2021).

As was indicated before, Carla et al. (2021) states that the company's KBV is an expansion
of its RBV. Since writers in the firm's RBV literature criticize the RBV method for lacking
prescriptive models, we may deduce that the firm's KBV encourages the development of such

models, since the RBV approach is attacked for being too descriptive.

Indicative of the topic's continued interest among academics is the wide range of

classification schemes, classifications, and theories dedicated to organizational knowledge
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that have been published in the texts. However, there is a dearth of overall theoretical
progress in this field of research. Since the theoretical development of this topic is still in its
infancy, there is a need for the development of university research that brings attention to a

clear, important subject topic.

There is still a lot of work to be done, but the firm offers certain crucial features from a
knowledge-based standpoint. Researchers integrate theoretical deduction with practical study
provides the required and uniform theoretical body widely recognized in academia. However,
scholars studying organizational knowledge still lack a common vocabulary and paradigm.
Therefore, it is important to create a common lexicon that can bring scientists together. The
firm's strategic theory of the KBV is therefore challenged by the persistent critiques and

limits of organizational knowledge.

The KBV of the corporation is based on a Schumpeterian assumptions of rent generation.

Considering the firm's KBV, organizational learning is essential to maintaining a competitive
edge over time. Schumpeter asserts that the company's key value drivers are mostly
intangible and ever-changing. Moreover, the company's ability to produce economic rent in
the KBV is predicated on the unique intangible assets it develops as a result of route
dependence and uncertainty about the underlying causal mechanism. Lastly, the KBV of the

firm is regarded as a unique asset since it may provide growing profits and does not degrade.

2.2.3 Theory of Organizational Learning (OLT).

Organizational learning refers to the process through which organizations enhance their
performance by adapting or adjusting their mental models, processes, rules, or knowledge
(Chiva, & Alegre, 2009). Its goal is to alter standard operating procedures within an

organization. Associations that operate in volatile environments rely heavily on old people to
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respond to unexpected situations faster than their rivals. As a means of expanding, one's
horizons, OL provides a fertile ground for the discovery of new ways of knowing inside an
organization. There is a growing need for this ability in today's workforce as a result of the

complexity and velocity with which corporate settings are changing (Chiva, & Alegre, 2009).

Organizational learning refers to the management practice of regulating and planning. The
emphasis here, according to Cheng et al. (2011), is on the deliberate processes through which
businesses produce, acquire, and store their accumulated expertise. Management of
information is essential for Organizational Learning Culture to have a beneficial influence on
performance. The goal of knowledge management (KM) is to improve worker efficiency and
output by the systematic collection, classification, and dissemination of information on
relevant topics inside a company. This is conducted as a separate but related line of study. In
the context of knowledge management, "OIld" is presented as a major authoritative way of
enhancing the production and use of knowledge through time. The intersection of the
domains of KM and OL is where we find the processes of knowledge acquisition, storage,
and dissemination. Individual learning processes must be understood before one can grasp
organizational learning (Wu & Chen, 2014). According to Wu and Chen (2014), the
organizational context is significantly more intricate compared to the individual learning
environment. They argue that it encompasses more than just a combination of individual
learning processes. Instead, it involves the interplay between individuals within the
organization, interactions among organizations as a whole, and the interaction between the

company and its broader context.

Organizations gain new knowledge, even when without formally using a learning

management system. However, this does not guarantee that the initiatives would result in
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streamlined operations inside the company. Inadequate learning processes may contribute to
erroneous inferences. Therefore, businesses depend on methodical approaches to develop the
aptitude for methodical learning. Organizational learning (OL) is a field that includes tactics
like these. With the help of OL, individuals and businesses are better able to comprehend
their surroundings, make sound decisions, and consider the consequences of their actions. It's
crucial to a company's ability to stay ahead of the competition. Organizations still have
trouble implementing OL due to the complexity of the idea, the absence of clear

recommendations, and the general lack of familiarity with the term. (Dirk & Thilo, 2018).

According to Dirk and Thilo (2018), there is a theoretical and a practical route in the realm of
online education. The first provides a theoretical framework for online competencies like
single- and double-loop learning. However, there are no specific instructions on how to put
the capabilities provided in the literature into reality, therefore a standard learning structure
has not yet been formed. Theory has not yet provided practitioners with a more complete and
instrumental view on the strategic process of Organizational Learning. From this vantage
point, the organizational practices that facilitate OL are examined, including knowledge
repositories and retrospective analyses. Although these systematic methods are helpful for

OL implementation, they cannot be evaluated or compared to one another.

Previous research was based on the assumption that theoretical and practical routes may be
integrated by matching the features of the approaches to specific abilities proposed by OL
theories. Previous publications have concentrated on narrow views of both routes (i.e., few
techniques, single theory), making it difficult to perform a thorough review of systematic

approaches based on OL theories.
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A selection of theories has been made, including single and double-loop learning. The theory
of organizational knowledge generation (Nonaka, 1991), and the five building blocks
proposed by Garvin in 1993. Despite receiving the most citations from the reviewed

literature, the following supports the theories' usefulness:

Different types of looped learning: We believe that single- and double-loop learning are
two of the most prominent learning assumptions. This work is especially relevant since it

takes a "theory of action™ approach to understanding human behavior.

Instructional Loops: In single-loop learning, the values of a theory of action are not changed
by revising either the methods or assumptions that underpin them. A model is the visible
evidence and subsequent correction of a flaw in the creative process. Engineers revise the
product requirements to avoid such issues in the future. Single-loop learning analyzes

problems by contrasting them with the standards and values of the organization.

Dual feedback learning: Fixing a fault calls for shifting cultural norms and values, then
double-loop understanding is essential. The term "double loop” is used to describe the
relationship between observable effects and the tactics and ideals that those techniques serve.
Employees may have disagreements if they have different expectations for the organization's
success. These disagreements may be resolved by the adoption of novel approaches to
performance, the analysis of trade-offs between competing points of view, or the
investigation of the underlying ideas that give rise to conflicting needs. “Effective
performance is characterized by a specific set of norms and values, and a feedback loop exists
that establishes a connection between recognizing errors and not just effective performance
strategies and expectations, but also the wvalues and norms that delineate genuine

performance.”
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There is a theory of the generation of authoritative information. Researchers stress the
importance of the ever-evolving process of knowledge generation as an integral part of OL
(Cheng et al., 2011). Therefore, we take into account the idea of knowledge production in
organizations, which sees OL as an evolving system of tacit and explicit knowledge practices.
Knowledge of tactics, on the other hand, is in an individual's dedication to a specific
background and hence cannot be expressed in words or written down. “Tacit knowledge
encompasses the technical expertise and mental models that greatly influence our perception
of the world. This form of knowledge is difficult to articulate explicitly. Due to its potential
to influence future research, many researchers have utilized this theory to connect practical

methods with organizational learning (OL) theory on a regular basis” (Wu et al., 2014).

Structured on five pillars: In light of the fact that a company's success depends on its
members' capacity to acquire new skills and knowledge, we examine five building blocks
(Garvin, 1993), which outline the factors that must be in place for an organization to achieve
a position of dominance and foster learning among its members. Garvin's (1993) study was
among the pioneer to develop the learning organization concept. The five pillars are as
follows: “methodical problem solving, experimenting, learning from others, learning from

experience, and teaching”.

Conscious, analytical deliberation: Scientific methods of diagnosis are essential to the
systematic elimination of problems. Instead of taking wild guesses, businesses use
methodologies to come up with and test hypotheses. In systematic issue solving, conclusions

are drawn from observed patterns rather than speculated causes.
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Experimentation: Experimentation refers to the methodical pursuit and examination of new
information. Organizations might select between two distinct sorts of this action: ongoing
initiatives and projects that serve as examples. Ongoing programs seek to gather incremental
information via a continual succession of modest tests. These initiatives often call for out-of-
the-box thinking and incentives to take risks. However, demonstration projects are often
larger, more intricate, and constructed using rub. They look at the whole system and make

adjustments there to better it or to conform to some ideal that the company has adopted.

Educating oneself via doing: Effectively assessing and learning from past experiences is a
cornerstone of the review technique. The lessons acquired should be readily available to all
colleagues of the organization. To fail is the ultimate teacher and facilitator of success,
therefore it's important to reflect on both. Due to managers' indifference to, or even hostility
toward, failure, learning should be the product of deliberate action rather than by

happenstance.

Taking knowledge from others: The idea behind gaining knowledge from others is that
different points of view may help broaden one's horizons. One such example is
"benchmarking," the practice of emulating the success of other companies by adopting their
best practices. The goal is to find examples of successful strategies used by other businesses
so that recommendations may be made. Customers are an extra source of motivation since
they are subject matter experts. In any event, organizations can only grow if they welcome

input from their constituents, not only positive but also negative.

The passing on of knowledge: Knowledge sharing prevents knowledge from being siloed
and promotes efficient communication throughout a company. When discussed by a big

group, ideas strengthen one another. Site visits and tours, oral and written reports, and visual
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and audio reports are all common ways to disseminate information. However, there are issues
with these approaches due of the difficulty of understanding some messages without face-to-
face interaction. Knowledge may be successfully transferred via training, but it must then be

used to real-world problems.

Due to the prevalence of common OL and KM terminology (such as "people,” "processes,"
and "technology™), we were unable to include approaches that did not fall into one of these

categories.

People: Chief Knowledge Officer: A CKO's job is to make major contributions to the
company's knowledge development and application processes, and to facilitate efforts to
enhance such processes if needed. This is why this kind of instruction only produces results
after one cycle. CKOs are responsible for easing the development of new capabilities and the
growth of current ones inside an organization. Moreover, features developed to provide the
company with a significant competitive edge. CKOs are able to advocate for changes in the
behavior of both individuals and the organization as a whole. CKOs are also in charge of
creating knowledge strategies, which allows for double-loop learning. CKOs have discretion
over what kinds of activities are appropriate, but their executive-level positions prevent them
from actively participating in the learning process. As a consequence, the CKO had no
inherent connection to either the organizational knowledge production theory or the five

building blocks. However, the role of the CKO in this context is discussed.

Casual, one-off associations. Coaching and mentoring are important techniques for
professional development and improving performance in the workplace. According to Stone
(2007), coaching is a process that assists individuals gain the skills, knowledge, and

confidence needed to enhance their professional abilities. Matolo and Mukulu, (2016) defines
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a coach as someone who holds you accountable and supports you in achieving your goals. On
the other hand, mentorship is a long-standing learning method that describes a relationship
between a more experienced senior employee and junior worker with a less experience
(Ogbonnaya & Nielsen, 2016). The mentor serves as a friend, role model, advocate, and
protector, guiding the mentee in areas such as professional growth and direction (Stone,
2007). Overall, both coaching and mentoring contribute to the development and effectiveness

of individuals in their professional pursuits.

Knowledge is more easily shared in dyadic interactions because they center on the learner
acquiring "something that he/she would have learned less well, more gradually, or not at all if
left alone™ Greenberg and Baron (2013) both highlight the importance of dyadic connections
in promoting socialization inside companies. Furthermore, it is essential to mention that a
coach or mentor plays a crucial role in directing a protége's alignment and individual growth,
specifically when dealing with a particular issue, while adhering to the business's standards
and principles as outlined by Omotayo (2015). The mentor's involvement in the protégé's
work activities can result in both single-loop learning and continuous improvement of the
organization's performance. OL may be promoted at the corporate level via events for

informal contacts, even if dyadic connections are formed in more casual situations.

Social gatherings. Opportunities for casual conversation at events facilitate information
sharing. In addition, talking to other people is crucial to developing social skills.

(Valmohammadi, & Ahmadi, 2015).

Job rotations. The purpose of job rotations is to create knowledge redundancy, which
promotes the spread of information and expertise, Kombo (2015), Kinyua et al (2015)and

Njoki, (2013) argues that when employees are able to learn from one writer's experiences,
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the company as a whole benefits. According to Rusly, et al. (2015), workers participate in
sense-making (also known as socializing) when they are given the opportunity to switch
occupations. Within the framework of single-loop learning the acquisition of additional
knowledge by an individual results in improved capabilities for resolving problems. Two-way
learning may occur when workers use information gained from a variety of workplace
activities to improve their own unique characteristics and standards. However, learning
organizations help contemporary companies adapt to the challenges they confront and stay
competitive in the global marketplace by encouraging and supporting their members' personal
and professional growth. Mental models, shared vision, systems thinking, individual mastery,
and group learning are the five supports of a learning company (Mungai, 2019). The idea of a
"learning organization” promotes a more collaborative mindset inside businesses. Rana and
Chopra (2016) argue that businesses should model themselves after communities in order to
foster a feeling of community among workers and inspire them to exert more effort.
Organizational learning, as defined by Ogbonnaya and Nielsen (2016) is the process through
which a group of people gain new information and understanding that has the capacity to
influence their actions. In order to be competitive, companies, according to Ogbonnaya and
Nielsen (2016) must continually adjust their strategies and tactics. However, for learning to
occur, the organization must actively relate action to consequence, remember the outcome,
and then repeat the process. Organizational learning is like the fields of psychology and
cognitive science because it begins at the individual level with the acquisition of knowledge;
however, it does not become organizational learning until that knowledge is disseminated
throughout the organization, stored in a way that makes it simply reachable, and put to use to

achieve organizational goals
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The initial stage in any learning method is collecting relevant data. A business builds up a
"remembering” of legitimate relationships of action-to-outcome, together with the
circumstances under which those links hold, the likelihood of the outcomes, and the degree of
uncertainty associated with those likelihoods. Various approaches, including direct
experience, controlled experimentation, benchmarking, and grafting, are used to connect
actions with their consequences. However, in order to prevent blind acts that depend on
chance for success, it is vital to make an effort to identify, con organize, or employ a cause
and effect. Each relationship of action-outcome must be described in terms of the
circumstances that apply, so an organization's activities will and do change as the
environment does. Finally, prosperous businesses look at their environments to determine if
and when adjustments need to be made; this, of course, assumes that they are aware of the
most imperative indicators to look for and the extent to which a shift in an environmental

indicator calls for action (Rana & Chopra, 2016).

Translation is the next part of the encounter. Businesses constantly compare actual outcomes
to predicted results in order to refresh or add to their "memory." It is required to improve
learning, investigate the root causes of unexpected results, adjust course of action, or define
new action-result relationships. Nothing has been done so far that can be seen. While some
models insist on active participation in order for learning to take place, others insist that what
really important is an improvement in know-how or comprehension. The final phase is doing
something with what you've learned. The organization selects new links of action-outcome
that are suitable for the new environmental situations by interpreting knowledge. The
organization's knowledge base is renewed with the new action-outcome link, uncertainty,

probabilities, and relevant situations following adaptation, and the process maintains. That
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feedback occurs at every stage of the process and is a continuous and iterative process (Rana,

& Chopra, 2016).

Due to the move to a knowledge economy and the intensified streamlining of activities in
technological innovations, organizations have experienced a number of changes in their
operations. Additionally, a rise in awareness of the significance of a firm's knowledge has
resulted from the shift from products to services. Any business that intends to gain and
continue a competitive advantage must learn more quickly and better from its successes and

disappointments.

According to Kinicki and Kreitner (2009), a learning organization constantly examines the
external environments, and new ability and expertise are employed when necessary, and
devotes substantial means to employee training and development. Furthermore, errors made

by workers ought to be viewed as possible sources of novel concepts and approaches

Companies try to apply a mixture of authoritative sources, such as individual knowledge and
the organization's knowledge systems. Explicit knowledge can be conveyed to others through
explanations, demonstrations, and other forms of transferring, as well as documented,

categorized, and passed on as information.

However, because it is grounded on amalgamation of expertise, research, and training that
may have been refined over many and years, tacit knowledge is difficult to duplicate, change,
or interpret. Knowledge is actively created, acquired, and shared by a learning organization
(Kinicki & Kreitner, 2009). A learning organization must be open to new ideas; Indeed, the

organization alters its behavior based on new information and insights.
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Corporate strategically grows, learns, and develops alongside its individual members through
strategic knowledge management. The key responsibility of manager’s organizations with
learning culture is to encourage employees to experiment and benefit from their experiences
by providing timely feedback and widespread disclosure. Open doors are made through the
whole association to foster information, abilities, and perspectives (Li et al. 2019). Figure 2.2

depicts the two primary factors that influence an organization's level of learning.

Figure 2.2:
Building an organization’s Leraning Capacity
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Source: Klinicki and Kreitner (2009)

Factors of facilitation are the structure and procedures that touch how easy or difficult
learning is and how much effective learning takes place. Supportive learning environments,
real learning procedures and practices, and reinforcing leadership behavior are all

characteristics of successful organizations.
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Learning modes are one method that businesses try to foster and encourage education.
Understanding that a learning company encourages learning to enhance operations, goods,
and services is crucial. People in a learning society stop worrying about making errors and
instead use them as opportunities to collect useful information for use in iterative, data-driven

improvement processes (Kinicki & Kreitner, 2009).

This research used the organization learning theory as a basis to involve and understand the
role of organizational culture in Knowledge Management and performance. As was observed
before, implementing KM successfully requires a substantial shift in both mindset and
culture. To sustain process, product, and technological innovation and boost corporate

performance, a learning company must foster a culture of learning.

A company's culture may affect how well its information is transformed, shared, and used. In
this case, a firm with a positive culture would encourage its workers to learn from their errors
and use them to guide future choices and the launch of innovative procedures, goods, and
services. Therefore, the study's conceptual framework for the moderating variable was guided

by the assumptions and contributions of organizational learning theory.

2.3 Reviewing Empirical review:

Existing empirical literature is reviewed based on the interplay between the selected study

variables.

2.3.1 Knowledge conversion and performance:
According to Masrek and Zainol (2015), knowledge conversion is defined a social process in
which individuals with varying levels of expertise work together to generate new information

that improves the state of both tacit and explicit knowledge. Businesses apply KM with the
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intention of improving their performance, as stated by (Aiken, 2016). According to a process
model of knowledge generation, individuals and organizations generate and grow their
knowledge stores through translating between tacit and explicit forms of information.
According to Tseng, knowledge conversion allows an organization to disseminate newly
produced explicit information and change it into tacit knowledge for people. Informal

training is the major mode of information transfer, as stated by (Sureena , 2013)

In order for a company to make effective use of the information it gathers from diverse
sources, that information must be transformed into organizational knowledge. Wu and Birge
(2014) argue that effective (KM) knowledge management and (BI) business intelligence
incorporation facilitates the translation of explicit information into knowledge. The bank may
then use this information to improve their position in the market and improve their decision-
making. Additionally, the bank as a whole benefits from simplified knowledge capture,
coding, retrieval, and sharing as a result of this integration, which in turn helps the bank stay
ahead of the competition. Knowledge acquisition, knowledge application, and knowledge
protection all play a role in an organization's success, as stated by (lgielski, 2017; Ling-hsing,

C.C., & Tung-ching & Ndabari, 2021).

The research, however, found that performance wasn't significantly affected by knowledge
transfer or company culture. Not all information resources are discovered to boost
performance, and this inconsistency is largely to blame. Igielski, (2017) found that when
knowledge conversion was assessed by knowledge externalization, combination of
knowledge, knowledge for internalization, and knowledge for socialization, knowledge

socialization had no influence on business performance.
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The composite character of knowledge conversion, on the other hand, has a beneficial effect
on business results. Multiple regression analysis was used for model specification in this

research.

However, just 135 out of 650 respondents filled out and returned the questionnaire, for a
mere 20.15 percent response rate. As Mugenda and Mugenda (2003) suggest, this doesn't
provide enough information to make broad judgments. According to a process model of
knowledge production, individuals and organizations generate new information and grow
their existing body of knowledge by translating tacit understanding into more formally
codified forms of information. According to Tseng, knowledge conversion allows an
organization to disseminate newly produced explicit information and convert it into tacit

knowledge for people.

How well an organization is able to achieve its stated goals and objectives is what is meant
by the term "organizational performance” (OP). There have been several empirical and
theoretical investigations on the possible link between KM and OP. Atkoditiniené et al.
(2022) investigated the effects of knowledge management methods on businesses. Financial
good performance, new product victory, client satisfaction, and market share are just some of
the metrics that benefited from implementing knowledge management practices like
acquisition, policies and strategies for KM, training, and communication, as found in the
study. The success of a new product, one of the Organization’s Performance magnitudes, was

found to be the area where training had the biggest influence on Organizational Performance.
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2.3.2 Knowledge Sharing and Performance

According to Elci (2019), knowledge sharing is synonymous with knowledge flow and may
be described as the movement of information or expertise between people, groups, or
organizations via any number of means of communication. Abubakar et al. (2019) stated that,
"soft issues™ such as providing encouragements and drives to boost personal ethics, share
knowledge, and self-identity, trust, national culture, organizational culture, organizational
assets such as time, access, and space to knowledgeable employees, and "hard issues™ such
as: tools and technologies of today Practices in human resources (HR) had a significant
influence on knowledge sharing behaviors of individuals. For instance, the quality of new
goods and services is affected when workers engage in information sharing to motivate

creative actions.

Very few empirical research on knowledge sharing and KM have been undertaken, and even
fewer in underdeveloped countries, as Cegarra-Navarro et al (2016) observed. Main cultural
aspects in the knowledge sharing process include meeting times and locations, trust, , frames
of reference, vocabularies, broad concepts of creative effort rank and prizes that do not go to
knowledge holders, absorbentability, the credence that knowledge is not the honor of specific

teams, and acceptance for wrongdoings.

Bolisani and Bratianu, (2017) found no statistically significant connection between
knowledge sharing effectiveness and company structure in their empirical research. It was,
however, noted that upper management should consider making the company's data and
expertise easily available and shared. According to Tan and Wong (2015) businesses
benefitted from increased knowledge sharing, sharing, and reuse when they encouraged

employee participation in community outreach behavior and provided appropriate training.
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Knowledge management was also helped along by employees' exposure to work in other
departments. Saini emphasized several essential knowledge management practices, such as
capturing knowledge, sharing information, storing knowledge, and reusing knowledge.
Furthermore, the research found that the organizational culture of software SMEs played a
vital role in converting tacit knowledge into explicit knowledge and facilitating its sharing
among team members. Tan and Wong (2015) argue that and company’s performance and

competitiveness be contingent on its ability to create and disseminate information.

Dirk and Thilo (2018) employed an experimental study methodology to propose linking
agents as key players in the information sharing process in education. Crucially, linkage
agents facilitate the adaptation and implementation of research results by practitioners. The
players, determinants of knowledge qualities, and systems for exchanging information all
play important roles in ensuring the process runs well. The exploratory nature of this study
prevents any implications from being drawn from the data. Knowledge conversion, storage,
and human resources all have a role in a company's overall success. According to a recent
study by Alaa et al., (2021) states that, knowledge sharing was not a part of the Knowledge
Management framework, and the research showed that knowledge use and culture had no
effect on performance. It has been found that when people share their expertise with one
another, it assists the organization and tends to enhance competence in both parties (Massaro
et al, 2015). He also asserted that, the most common ways in which technical design
information was disseminated were via problem-solving talks among colleagues, mentorship

relationships, and product investigation.
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According to Edeh et al (2022) in order to help businesses, such as banks, make informed
decisions about how best to put their money into knowledge resources, according to an
empirical study, certain aspects of knowledge management, such as organizational structure
and knowledge utilization, have been found to enhance operational performance, whereas
other elements like technology and knowledge conversion do not exhibit the same positive
impact. Knowledge management plans often aim to improve communication, collaboration,
and problem solving by encouraging employees to share their expertise and hear from one
another. Knowledge management enablers like factor strategy and leadership have the most
positive correlations with all of the KM process indicators. However, numerous research with
comparable aims have been carried out to discover the impact that KM resources have on the
productivity of businesses. Knowledge application and organizational structure lent credence
to the results, but technological advancements and knowledge conversion did not. This allows
us to demonstrate that not all Knowledge Management resources have a direct, positive effect
on Organizational Performance, and that not every resource is independent of the others in
terms of its contribution to performance. It has been shown that, contrary to expectations,
most workers would prefer to rely on their own expertise and insight than exchange or
retrieve information. There is an urgent need to build the culture in order to simplify
information sharing among staff since culture may be considered a practice of knowledge

management (KM) alongside procedures, human capital, and strategy.

2.3.3 The Use of Knowledge and Performance

Generally the development of KM refers to the process of organizing an organization's access
to, and use of, its accumulated body of knowledge. Njoroge, et al (2020) describe the
capabilities of a KM process as a higher-order construct that includes gaining of knowledge,

conversion of knowledge, use of knowledge, and knowledge preservation. The firsthand
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outcome of this research showed that the use of KMPC had a beneficial effect on the key

competences of the Iranian automobile sector.

According to the research, the two most significant types of core skills are integration and
marketing. Organizational performance increases with the generation and use of new

information (Mohrman et al., 2013).

Knowledge usage concerns to the procedure through which knowledge is put to work in
solving problems or completing tasks. Knowledge may be held and used by both individuals
and group’s organizations benefit more from the effective use of information than from the
mere possession of it (Nickol, 2017). Organizational practices, clear directions and
guidelines, and teams who are self-organizing, are the major systems that ensure the
implementation of knowledge. Different types of knowledge use include elaboration (when a
new interpretation is needed), infusion (when underlying concerns are uncovered), and

completeness (when different people or groups generate diverse perspectives).

Nasser (2019) found that knowledge use favorably affects performance using a 7-point Likert
scale, association, and regression analysis. The study's finding is not generalizable, however,
because of the low response rate of 38%., Zack, et al. (2009) used Likert scales to show a
correlation between individuals' views of their organization's success and the prevalence with
which KM methods are used. The processes of knowledge production, storage and retrieval,
sharing, and application are all part of knowledge management (KM). Holden (2005) claims
that companies may achieve breakthroughs by using (KM) knowledge management ideas to

their supply chains ( Kassaneh et al ., 2021).
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2.3.4 Organizational learning Culture and Organizational Performance

Values, ideas, conventions, and symbols make up a culture. In general, culture places a high
value on knowledge, supports its development, dissemination, and use, and fosters an
environment that is conducive to the free exchange of ideas. In order for a business to
maintain a competitive advantage through innovation, culture determines both what
knowledge is amounted to and what knowledge must be kept inside. Businesses should build
a culture that assists employees to develop and share knowledge among themselves. The
main challenge to knowledge management initiatives is the creation of such a culture (Musa

& Adamu, 2017).

According to Musa and Adamu (2017) a survey revealed that organizations' dealing with
culture are what prevent them from building successful knowledge-based businesses. The
study concentrated on learning, leadership, teamwork, and trust. Collaboration can be
summed up as how much a group's members actively assist one another in their work.
Knowledge generation requires knowledge exchange among various participants. This kind
of dialogue is encouraged by collaborative cultures because they lessen fear and develop

more member openness.

Collaboration among team members of an organization also tightens individual differences.
Through encouraging and reflecting dialogue, it can aid in the development of a common
understanding of the internal and external contexts of a company. Little information is ever
developed without shared understanding among organizational members. Maintaining mutual
trust in one another's intentions and actions is the definition of trust. An organization has

mutual trust when its members have faith in one another's moral character and competence.
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Lack of confidence among the workforce includes the primary barriers to knowledge sharing
since it prevents open, meaningful, and influential knowledge exchange. Leadership is the
capacity to motivate, inspire, and help teams and individuals achieve organizational
objectives. The inability of an organization to utilize information is caused by the senior

leadership's lack of commitment to share organizational knowledge.

Mohsen et al. (2020) utilized and customized existing questionnaires to explore the impact of
a firm’s culture on the performance of workers in Afghanistan's telecommunications sector.
Both the organizational culture (independent variable) and the dependent variable, which is
employee performance, are divided into their component parts in order to facilitate
measurement inside the selected firms. Since this issue has not been addressed systematically
in Afghanistan, it is considered essential to conduct a research and provide suggestions for
the improvement of the selected sector. About 2000 people in the telecoms business are
expected to read this report. This survey includes 211 Afghan telecoms employees who were
picked at random. To do this, we examine the data using the regression model to find
connections between the variables. The results show that there are connections between
corporate culture and overall employee performance. However, the degree to which this
influence is felt varies with the specifics of the company's culture. Attaining one's goals and

adapting to new situations are two good examples.

An organization’s culture was found to moderate the connection between quality of service,
client happiness, and loyalty in the banking industry in an analysis conducted by Famiyeh
and colleagues (2018) applying data from the banking sector of Ghana. The research's
objectives were to identify the factors that most affect Ghanaian banking customers' levels of

happiness and loyalty, and to rank these factors in order of significance. Using a assessment
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and partial least squares structural equation modeling, the authors looked at how satisfied and
loyal customers relate to service quality. According to the findings, a number of social,
ambience, and dependability aspects have a substantial impact on clients' satisfaction with
doing business with these institutions. Nonetheless, it does not seem that staff' confidence and
responsiveness have any impact on customers' pleasure. It's also important to note that a
company's culture tends to support the favorable association between service quality aspects
and customer happiness. The results also show that customer happiness and loyalty go hand
in hand. Customers in Ghana's banking sector continue to place a high value on the

institutions' dependability, pleasantness of atmosphere, and friendliness of staff.

Famiyeh and others (2018) argue that it is crucial for bankers to continue acquiring education
and training in order to offer consumers better reliable services. Managers can also make an
effort to keep their staff well-groomed, provide enticing advertising materials, point
consumers in the right way, keep waiting areas clean, and offer sufficient parking for clients.
One disadvantage of this analysis is that the data only touched the banking system in Ghana.
Results show that service quality variables including reliability, environment, and social
aspects are crucial to client satisfaction a in the banking business. It shows that the
organization's culture supports the positive link between customer satisfaction, empathy,
dependability, and measurable outcomes. Therefore, it is essential for banks to maintain work
environments that encourage workers to have a sense of ownership over their work and to

contribute in substantive ways.

Organizational culture was not identified as a major barrier to success in the studies
conducted. Organizational culture, as defined by Leso et al .(2023) is a group's shared mental

beliefs about how to understand and respond to circumstances. Companies may have their
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"own unique culture,” but bigger companies sometimes have a number of cultures that
survive despite their differences. This is due to the composition of the management team.
There might be good and bad elements to the company's culture Adeinat, and Abdelfattah,
(2019), argues that an organization's culture is strongly linked to the shared experiences of its

long-serving employees. In terms of shaping actions, it is crucial.

Organizational culture has been mentioned as a facilitator of knowledge management (Lam et
al., 2021), and further empirical research Giménez Espin, et al. (2023) supports this idea. The
performance effect of KM is reduced when organizational culture is employed to promote
knowledge sharing, conversion, and use. A company's capacity to sustain innovation across
its processes, products, and technologies, as well as its overall corporate success, is
dependent on its learning culture and knowledge management (KM) strategies (Helmig et al.,
2014). According to Trivellas et al. (2015), an organization's culture is a knowledge asset if
it fosters the development, dissemination, and management of expertise among its members.
The culture of a business has a significant effect on how well it works in the marketplace.
Cooperation, information exchange, and mutual aid all contribute to performance, and many

leaders are aware of this fact.

By creating boundaries that encourage individual collaboration and/or describing the level of
information processing to the proper stages, organizational culture aids in the development of
a competitive advantage (Warrick, 2017). Therefore, in order to support information sharing
activities, the business demands of knowledge workers, and the collaborative requirements,
businesses must foster the underlying culture. A company's culture may be used to determine
how healthy it is, and research has shown that a healthy culture is good for output, growth,

and efficiency (Wei, & Miraglia, 2017).
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According to Warrick, (2017), organizations often have unspoken rules about how workers
should behave and respect one another in the workplace. Lee & Choi (2003) argue that a
conducive corporate culture is necessary for inspiring innovation and the spread of learned
skills among workers. According to Shahzad et al. (2017) a company's culture aids in both
adapting to the outside world and teaching employees how to get along with one another.
Lendzion, (2015) argue that employees show greater loyalty and dedication to the
organization's success when they act in accordance with its established cultural norms and
values. These workers are more invested in the success of the firm and are more inclined to

take initiative to develop their skills in line with the company's priorities.

This research sought out to answer the question, "Can a company's culture boost performance
by increasing the efficient use of its knowledge assets?" It has been observed that the culture
of an organization influences the values that its members should uphold and the norms of
behavior that its workers should follow. When it comes to knowledge management, a
company's culture fosters an environment where employees are open to new ideas and
motivated to adapt to changing circumstances. Knowledge management (KM) and a strong
company culture may inspire workforce to think and behave in ways that boost productivity.
Employees' openness to change and, by extension, the KM implementation process, are
shaped by the company's culture. Thus, the link between knowledge management (KM) and

performance may be impacted by the culture of the company.

Facilitators of knowledge management practice include mutual trust, collaboration, learning,
incentives, leadership, and rewards. Organizational transformation helps with process
optimization and the design of a process-oriented structure which is necessary for successful

KM implementation. In addition, there has to be a major transformation in culture and
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behavior for KM to be implemented successfully. There should be a solid culture, trust, and

openness across the whole company ( Shahzad et al. 2017).

Setini et al. (2020) found that opposition to switch was a key barrier to implementing a
knowledge management system. According to Setini et al. (2020) open communication and
peer cooperation are impacted by the culture of a company. Lack of openness to sharing
information has been identified as a major dissatisfaction factor. Knowledge as power is
problematic, says Bardo et al (2017), as is an organizational culture that rewards exceptional
performance above teamwork. According to Singh and Kota (2017), some people may see

seeking the expertise of a friend or family member as a show of weakness.

Businesses that are actually relevant in today's market anticipate client needs rather than react
to them. To do so, one must be creative, have the capacity to forge new connections, and be
flexible in the face of extraordinary change. Knowing that a learning organization does more
than only promote learning, but rather provides learning to enhance service and work
processes, is crucial. Kinicki and Kreitner (2009) argue that this is why workers in
organizations with a learning culture are less likely to shy away from making errors and more
likely to utilize the knowledge gained from them to guide future actions. According to
research by Danish and colleagues, Knowledge Managing processes have a robust positive
association with organizational effectiveness, and this relationship is tempered favorably by
the culture of the firm. While regression analysis was used, no preliminary checks were

performed to ensure the data were suitable for drawing conclusions.

Furthermore, the analysis did not account for the specifics of Knowledge Management. In
their study conducted in 2013, Hamzah and collegues employed a levels multiple regression

approach to demonstrate the influence of organizational culture in moderating the
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relationship between leadership skillfulness and worker productivity. Despite this, the study's
response rate was just 43%, which is much below than the minimum acceptable response rate
of 50% (Mugenda & Mugenda, 2003). According to Mushref (2014), the correlation between
intellectual assets and financial gains is influenced by the moderating role of company
culture. Mushref's indicators are more slanted toward corporate culture than social culture,
including power distance, individuality-collectivism,, uncertainty avoidance, masculinity and

femaleness.

2.4 Conceptual Framework

Based on the findings of the literature review, Figure 2.3 illustrates the connections among
the research variables within the conceptual framework.

Figure 2.3:
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2.5 Operational Framework

Based on the findings of the literature review, Figure 2.3 illustrates the connections among
the research variables within the conceptual framework.
Figure 2.4:

Operational Framework
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It is assumed in this study that KM has not an influence on the performance of Somalia's
financial Institutions. Knowledge use, knowledge sharing, and knowledge conversion are the
study's independent variables. The reliant variable in the review is execution. In addition, it is
hypothesized that the human capital repository acts as a mediator between KM and
performance. The connection between KM and performance is also hypothesized to be

moderated by an organization's culture.

2.6 A Brief Synopsis of the Existing Literature and Research Gaps

According to Musa and Adamu, (2017), KM has been the subject of several empirical
research. While many such studies have been undertaken in developed countries, they also
noted that few have been carried out in poor countries. Kinyua et al. (2015) claim that
Knowledge Management influences business success after reviewing the results of several

empirical investigations.

Knowledge assets are crucial for survival and competitive advantage (Njoroge et al., 2020).
On the basis of RBV, we stress the advantageous relationship between learning and success.
Certain types of information are considered essential to success because of their rarity,
specificity, and in transferability. While greater information may improve an organization's
performance, Ling-hsing and Tung-ching (2020) stated that this conclusion is not supported
by the available empirical evidence. Therefore, relevant knowledge generation is crucial for

every firm that wishes to compete.

Despite the link between the two KM may nonetheless have an adverse effect on business
results. (Nowacki & Bachnik, 2016). To grasp this, it is helpful to think about three essential
KM processes: knowledge leverage, knowledge protection, and knowledge acquisition. The

projected competitive advantage may be diminished if there is friction across processes,
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notwithstanding the importance of each individually. However, aggressive efforts to leverage
knowledge often result in short-term financial gains whereas knowledge acquisition often
does not. Valmohammadi and Ahmadi (2015) used statistical methods of correlation and
regression to conclude that putting learned skills to use improves productivity. The 38%
response rate is below the 50% level proposed by Mugenda and Mugenda (2003) hence the
study's findings cannot be generalized. There is a favorable relationship between strategy and

KM activities, according to research (Njoroge et al., 2020).

However, research hypotheses cannot be formulated and tested in this study because of its
exploratory nature. Kombo (2015) noticed that KM affects the way things get done. This
conclusion, however, cannot be generalized since it was based on descriptive data. The
performance evaluation conducted by Nyaboke (2019) utilized metrics like return on equity,
and return on assets, and net interest margin. Although the research found that some bank
elements greatly impact performance, it did not include non-financial measures, which
provide a more exact description of performance based on current and future operational

circumstances

Further, it had been pointed out that prior research has not accounted for specific Knowledge
Management components (Njoki 2013; Riungu, 2015; Rua, 2018), so the extent to which
Knowledge Management influences performance is poorly understood, which is especially
problematic given the complexity of the concept. Financial Institutions are knowledge-
intensive businesses that play avital role in the economic growth of countries by acting as
intermediaries; however, their performances decline as knowledge is stored in silos that are
distributed by subdivision, region, division, and a slew of other organizational elements

including processes, culture, the repository for human capital, and management style. Despite
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the abundance of literature on the topic, the relationship between Knowledge Management

and organizational success is poorly understood, especially in the context of Commercial

Banks and other businesses. Further study and knowledge consolidation is necessary to fill

these gaps in understanding, provide long-lasting policy guidelines for suitable Knowledge

Management (KM) practices, and maximize the returns on investment in businesses'

stockpiles of information.

Table 2.1:

Summary of Literature Review

Author(s) Topic

Findings

Research Gap

Njoroge et al, (KM)Knowledge

A different set of

A gap exists between the KM

(2020) management and KM practices was practices that organizations
organizational associated with believe to be important and
performance: each value those that were directly related
an exploratory discipline (i.e. to organizational performance.
assessment. customer intimacy,

product
development  and
operational
excellence).

Mushref The intermediary Organization The way in which certain

(2014) function of culture  moderates indicators such as
organizational culture the link between individualism-collectivism,

in the

relationship intellectual

capital

power distance, uncertainty
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between intellectual and performance avoidance, and masculinity
capital and business and femininity are put into
performance. practice is influenced by

societal  culture,  thereby

introducing bias.

Mungai KM in Small and KM practices are  Exploratory research design is
(2019) Medium-Sized immature and  fit for formulative study and
Enterprises: New emphasizes thus constraints hypotheses
Zealand focus personalization testing and generalization of
rather than  results
codification
strategy
Fattahiyan et Relationship between Organizational Organizational culture and
al., KM enablers, processes structure, knowledge conversion do not
(2013) resources and knowledge have a considerable impact on
organizational acquisition, performance. Inconsistent f
performance in application, and that not all knowledge
universities protection affect resources affect performance
performance
Okiro and Effect of mobile and Financial Focused on features of
Ndungu internet  banking on Institutions have the knowledge but not KM. Low
(2013) performance of highest rate of stage of statistical restriction

Somalia’s financial usage of internet limits generalization of
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institutions

banking

outcomes

Saini (2013) Model development for Community Results based on judgmental
key enablers involvement and convenience sampling
in the Use  of programs and techniques which are not fit
Knowledge training affected for hypotheses teste and
Management (KM) KM practices generalization of results

Zaied et al., Enhancing  company Knowledge The incorporation of

(2012) performance  through conversion, sharing knowledge sharing into the
the  utilization  of and human KM framework was
knowledge resources affect unsuccessful. The utilization
management (KM). performance of knowledge and the

prevailing culture do not affect
performance.

Yusoffand  The Mediating The performance of The incorporation of

Daudi Role of Social an organization is knowledge sharing was

(2010) Capital in SMEs: enhanced when its unsuccessful in the KM

Exploring the
Relationship
between KM and
Organizational

Performance

KM processes and
social capital are

integrated.

framework. Additionally,
the low response rate of
35% hinders the

generalization of results.
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Mosoti and

Knowledge

KM practices Conclusion were based on

Masheka management: The case influence efficiency descriptive statistics limiting

(2010) for Somalia making of inferences

Tseng (2010) The impact of Cultural differences The impact of socialization on
organizational culture impact knowledge corporate  performance s
on corporate conversion and negligible, as the low response
performance through performance rate of 20.15% undermines the
knowledge conversion. validity of any broad

conclusions.

Andrew et al Strategy-based Performance was Making generalizations is

(2020) process for influenced by KM invalidated due to the low
implementing KM response rate of only 16%.

Ohiani, ICT in banking Technology is the Findings were based on

(2021), operations in Nigeria  main driving force descriptive statistics and thus

of competition cannot be generalized

Rana, and The Influence  of Culture affects KM Culture incorporates integrated

Chopra, Culture on Knowledge practices leadership as one of its

(2016). Management Practices: dimensions. The study
A Quantitative Case employed an  exploratory
Study of Companies research design, which is
with MSC Status unsuitable for drawing

inferences
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Sukaatmadja RBV on KM KM capability Low response rate of 32.7%
etal (2021) capability and affects competitive invalidates making
competitive advantage advantage generalizations
Lendzion KM in public Organizational The formulation of political
(2015). organizations: the link culture impacts systems takes into account

btw organizational performance  of

elements and  the knowledge sharing
performance of

knowledge sharing

internal elements like cultural
norms and technological
advancements. However, the
chosen approach for case study

design does not facilitate the

use of inferential statistics.

Source: Author, 2023
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction

The methods used to test the hypothesis that organizational learning culture moderates the
connection between knowledge management (KM) processes and financial institution
performance in Somalia is discussed in depth in this chapter. This section discusses the
motivation for this work, the organization of the research, the participants, the sampling
procedure, the instruments applied to gather data, the validity and reliability of those
instruments, how the data will be evaluated, and any ethical considerations that may develop

as a result of the study.

3.2 Research Philosophy and Methodology

According to Johnson and Clark (2006), when a researcher decides on a research philosophy,
they are better able to define the scope of their study, balance the advantages of alternative
techniques, and come up with new ideas when deciding on a course of action or making
alterations to current processes. This is because a researcher is better able to weigh the merits
of different ways and come up with novel ideas. In addition, a study paradigm is a point of
view that is founded on a number of assumptions, conventions, and processes that are held by
the majority of people. According to Mcnabb (2013), positivism, interpretivism, and realism
are three research paradigms that assist researchers in learning about and becoming

acquainted with the topics they are studying.

Creswell's recommendations were taken into consideration, and a positivist technique was
used for the research. According to Mertens (2005), positivism is a reflection of a

deterministic philosophy in which causes establish consequences or results. Positivism is a
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mirror of this philosophy. It is a philosophical position that is founded on logic and the
accumulation of factual facts (Sekaran & Bougie, 2016). Mertens contends that positivism is
capable of being used to the shared world on the grounds that it presupposes that the societal
world can be researched in the same value-free way as the natural world in order to offer
explanations for its phenomena. He bases this argument on the fact that positivism believes
that the social world can be researched in order to provide explanations for its phenomena.
Creswell goes on to point out that the positivist approach attempts to explain interactions by
locating the fundamental causes of those interactions, so establishing the framework for
inference and prediction. The positivist method was of assistance to the researcher in better
comprehending the perspectives and judgments of the people who took part in the study. This
made it possible to obtain wide information and data from huge groups by using highly

structured gquestionnaires

3.3 Research Design

Researchers who subscribe to the positivist school of thought intentionally retain their
distance from the subjects of their studies so that they may maintain their capacity for
emotional objectivity and draw a distinct line between logic and emotion. The researcher also
made use of positivism, which is the concept that there are several factors that contribute to
events. According to Saunders et al., (2016), it is necessary to have an understanding of these

interactions in order to have accurate forecasting and control.

The drive of this study was to determine and give an explanation for the association between
successful knowledge management and Somalian financial institutions' overall performance.
The study also makes use of quantitative data in order to explore the elements that have an

influence on performance outcomes and to propose ideas for policy. Creswell maintains that
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one of the most essential tenants of positivism is the idea that companies are logical entities,
and that logical explanations lead to results that are also logical. The positivist research
paradigm nevertheless allows for the use of qualitative methodologies, despite the fact that
quantitative techniques are often used in the procedure of data collection and analysis.
Positivism was a pragmatic philosophy that encouraged the collection of factual data in
support of hypotheses. Positivism also allowed for the testing of hypotheses. The study was
simple to summarize when seen through the lens of positivism, and Nowell et al. (2017),

found that the results can be general to apply to the population as a whole.

According to Njoki (2013), if researchers take the time to thoroughly plan for and carry out
their investigations, they have a greater chance of achieving their aims and acquiring
information that is of benefit to them. Quantitative research designs, also known as non-
numerical research designs, and qualitative research designs, sometimes known as numerical
research designs, are the two primary categories of research designs. Qualitative research is
crucial if one want to understand the "why" behind a theory as well as "what research
participants have to say about it." A quantitative or numerical research approach tries to
collect numerical data and generalize the findings to the whole population in order to give an
explanation for a phenomenon (Njoki, 2013). This is done in order to provide an explanation

for a phenomenon.

According to McNabb (2013), the major emphasis of quantitative design is the mathematical
and statistical analysis of data obtained mostly via surveys and questionnaires, or by the
transformation of existing data using special computer techniques. Alternatively, quantitative
design may include the collection of data using particular computer methods. The ability to

compare findings from different studies (which is made possible by available hard copy data
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and consistent analysis), increased objectivity and dependability as a result of clear analytical
procedures and measures, 105 and the possibility of data generalization and validation from
external sources are the four primary benefits of quantitative methods. (1) The ability to
compare findings from different studies (which is made possible by available hard copy data
and consistent analysis). In addition, businesses and other types of organizations often choose
the quantitative research technique since it makes use of numerical data (statistics) to arrive at
findings. Mainly due to the fact that numbers provide owners of businesses a more objective
foundation for making decisions. The following is a list of the five components that make up
the technique of quantitative research (Saunders et al., 2016). Methods of research may be
arranged into one of the following classifications: descriptive, experimental, correlative,

explanatory, or diagnostic.

Finding the right approach to take with the study is one of the most valuable factors affecting
its outcome. When it comes to this study, quantitative correlational research has the most
potential since it will assist us in developing long-term strategies that will enable our
company to maintain its flexibility. A numerical correlational study approach was used for
this study's investigation. The purpose of this research strategy that does not include
experiments is to discover the link that exists between two related aspects. The purpose of a
method referred to as "correlational research™ is to define a phenomenon by determining the
existence of a causal connection between two or more variables. In relational design, both the

interaction between the components and their compatibility is taken into consideration.

According to), there are three different tactics to research: descriptive, and exploratory, and
explanatory (Saunders, et al., 2016). Exploratory research seeks answers, presents new

questions, and adopts an approach that is different from the norm. In addition, the purpose of
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an explanation study is to locate the processes that underlie the interactions between the
various variables being investigated. On the other hand, descriptive research should provide
an accurate portrayal of the individuals, events, or situations that are the subject of the study.
The research employed a blend of cross-sectional and explanatory survey methods to
ascertain the relationships between the variables. The objective of the study team was to
provide a solution to the enquiry, "How do KM processes, capabilities, and culture affect the
performance of Somalia's financial institutions?" Cross-sectional research, on the other hand,
aims to explain the frequency of an event by measuring the link between variables at a single
moment in time. This contrasts with the objective of longitudinal research, which is to find

out how something changes over time.

We only have a limited amount of data at our disposal, but we may nevertheless make
informed assumptions regarding the direction that future research should go. The views of
respondents were obtained through a cross-sectional survey employing a Likert scale
comprising five categories: "very much agree” (5), "agree" (4), "neutral” (3), "disagree" (2),
and "very much disagree” (1). This methodology employed in the study had a scientific
foundation as it facilitated establishing a cause-and-effect relationship between the different

components.

3.4 Target Population

All functional area employees from Somalian financial institutions made up the population of
this study. Monetary Organizations were separated into; according to Table 3.1, commercial
banks, remittance companies, insurance companies, and microfinance institutions by the

extent of their market share.
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Table 3.1:

Target Population

Category Functional Area Heads
Commercial Banks 125
Remittances 250
Insurance Institutions 50
Microfinance Institutions 200
Total 725

Source: Researcher (2023)

3.6 Sample size determination

The financial institutions in Somalia were surveyed as part of a census. The feasibility and
expense of conducting a census, the survey's representativeness, and the population were all
taken into account when selecting a survey. The financial institution served as the unit of
analysis, while the employees of each institution's functional areas served as the unit of
observation. Each financial institution was divided into five areas: finance, human resources,
marketing, operations, and information and communication technology. These functional

areas contained relevant knowledge management information.
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Table 3.2:

Sample Size

Category Population ~ Sample
Commercial Banks 225 95
Remittances 250 89
Insurance Institutions 50 18
Microfinance Institutions 200 55

Total 725 257

Source: Author (2023)

The study used Yamane’s (1967) formula for calculating samples (Singh & Masuku 2014).

The study employed the same to calculate the appropriate sample as;

Where:
n = sample size;
N = total population (723);

e = margin of error or level of preciston of 5 percentage points (hence, 0.03).

|
L&
Il
|
L&
]

Therefore, n = 7

1+725(0.05%
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Using the five different functional categories, as well as the number of financial institutions
that fall into each stratum, a proportionately stratified sample of respondents was carried out.
The basis of the sample factor was comprised of the functional areas that were chosen for
each different kind of financial institution. In this scenario, commercial banks contributed
25% and 45%, respectively, while hawalas contributed 10% and 20%, respectively,
depending on the size of their respective stratums. As a consequence of this, it was
hypothesized that the 257 people who participated in the sample were representative of the
four different categories, which included commercial banks, remittances (Hawalas),

microfinance organizations, and insurance.

3.7 Sampling Design

Sampling involves picking a representative example of a population to establish its
properties. A population of 257 may be a good estimate for sample sizes above 7,000.
Sampling is to acquire a symbolic sample of the target population. This study used two-stage

cluster selection.

It is a sampling of probability strategy in which the researcher splits the population into parts,
picks some at random, and then picks items for the sample from the clusters. Industries
developed first. The researcher randomly selected 257 active FI members from these subjects.
The researcher may sample hypothetical population outliers. Statistically more accurate than
a random sample, this method required a smaller population percentage. Since this, the

researcher may save time, money, and effort while decreasing bias.

3.7.1 Data Collection Techniques
This study collected primary data. Surveys collected data. A semi-structured questionnaire

was issued to managers and workers in each financial institution's five functional areas to
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assess how KM practises affect performance in Somalia. Closed-ended questions helped
quantitative analysis, hypothesis testing, and decision-making by organising responses. Open-

ended questions yielded information that closed-ended ones did not.

All respondents in the three sample sets received questionnaires. The surveys comprised
short, multiple-choice questions and lengthier, open-ended ones. Constrained closing
questions helped code responses to open-ended queries. These findings assessed the
researched parameters accurately. A questionnaire asked questions on each variable, with
answers ranging from "strongly agree" (SA) to "strongly disagree” (SD). Responses were

graded from 1 to 5 on a scale from strongly disagreeing to highly agreeing.

3.7.2 Research instrument setup

The questionnaire has eight parts.

Section A: Section B: General information regarding respondents’ knowledge conversion

questions.

Section C covers knowledge transfer.

Details on the practical use of the information are provided in Section D.

Section E describes the organization's culture. Section F details Somalia's financial

institutions' performance.

Secondary data will be collected from CBS publications including the CBS Bank Supervision
Annual Report. These data will be used to generate new data and validate questionnaire

results.
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3.8 Pre-Test

A 25-person pretest research preceded the larger examination. A pilot study needs 10% of the
sample size, according to (Mugenda & Mugenda 2003). Pilot study respondents were
excluded from the main analysis. The research tools were analysed for validity and reliability,

as mentioned below.

3.8.1 Validation

Research validity depends on accuracy. This term describes how well an instrument measures
a characteristic. It calculates how well the study data correspond to a variable or construct,
according to (Mugenda & Mugenda 2003). The pilot study includes 25 target audience
members. The entire sample analysis excluded pilot study participants. The pilot study tested
the questionnaire's presentation and content. The pilot research sought professional and

specialised opinion.

The suitability of the independent variable (KM) dimensions—conversion of knowledge,
sharing, and use—determined by a literature study and industry experts. The dependent and
moderating variables were chosen and created from literature. All performance-related
factors, and organizational culture were picked and created. Expert recommendations and
careful grouping of the items based on the literature reviewed modify and tweak the study to

improve face and content validity.

To verify validity, factor-analysed every variable in this investigation. Factor analysis loaded
all variables to match theoretical expectations. Confirmatory factor/item analysis (CFA) was
used to assess instrument reliability. Since CFA has fewer unseen or inactive variables, it
shows changes in seen and linked elements. Factor analysis helps organise similar variables.

This reduces the number of variables for modelling by selecting subsets of variables

99



depending on their correlations with the factor (Kothari, 2014). The original variables with
the strongest correlations with the factor are selected. Field (2009) defines squared factor

loading as a factor's share of original variable variance. Square percentage.

3.8.2 Reliability

The scale's dependability was assessed using Cronbach's Alpha, which determines if scale
items measure the same notion and internal consistency. We estimated the correlation and
average of the measurable portions using SPSS-derived index alpha. Nowell et al. (2017),
argue that the highest Cronbach Alpha value for absolute quality is 0.7. Kline (2000) defines

good as 0.6-0.7 and adequate as 0.7-0.9.

Intrinsic, constructural, and external validity and reliability are examined to analyze the
research's goal. This basic numerical research may be used to qualitative research that
combines flexible study designs with systematic procedures to discover systemic errors.
Research helps assess mistake likelihood in a methodical manner (Kothari & Garg, 2014).
"Construct validity" refers to the conceptualization and measurement of the examined
constructs. If this goal is not met, the study may explore other topics. This study resulted to
three knowledge management system process components. Conversion, information

exchange, company culture, and performance are examples.

A researcher must ensure that the study's findings are correctly explained due to concerns
with research outcomes clarity. We used numerical research-compatible statistical approaches
to prove internal validity. The study focused on chronology and research methods. Previous
study corroborated our findings, resolving any ambiguity. "Reliability”" is the ability to
replicate study findings such that a fresh researcher may replicate the study and get identical

results. In the preceding statement, "generalizability" stressed the need of new ideas.
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The researcher's capacity to collect and record data reliably and participant responses'
uniformity, consistency, and repeatability determine dependability (Njoroge et al., 2020).
Dependability also includes participant response repeatability. It measures how effectively a

research technique may provide comparable outcomes after several testing rounds.

This investigation used Cronbach's alpha. Exams employ internal consistency to assess
erroneous answers. This instrument is valuable in educational and social science research
because respondents utilise a scale to indicate their pact or disagreement with a claim. Thus,
it benefits both disciplines. Information-gathering technologies were assessed for

trustworthiness.

3.9 Data Collection Methods

Gathering data on many aspects allows one to answer important questions and analyse
different possibilities. According to Polit and Beck (2014) questionnaires are used to collect
primary data from participants. One of their goals was to "gather reliable data that allows for
analysis and analysis that yields substantial and reliable answers to the issues addressed."
Primary sources are more dependable. Research units must provide data. Data collection
required authorization. Management must authorize data collection from managers and staff

at all stages of the company. Respondents have to consent to the study.

The researcher gave each participant a questionnaire. The findings were collected after all
respondents completed their surveys. The researcher contacted respondents via their
workplace to encourage survey participation. The researcher carefully controls the delivery of
all surveys to responders. A questionnaire register tracks delivered and returned surveys. The

registration contains both surveys.
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Analysing Data and Presentation

Before answering, the data were processed for statistical analysis. The field-collected
questionnaires were verified and validated. Each response was graded on readability, clarity,
and relevance to the subject. The surveys were checked for consistency and
comprehensiveness, and respondents were geotagged. The survey data was summarized
through the utilization of descriptive and inferential statistics in quantitative data analysis.
Percentages, frequencies, averages, and standard deviations were employed to provide a
comprehensive overview of the data. Logistic regression analysis and inferential statistics

investigated hypotheses and drew results.

After that, instrument serial numbers allowed data entry into an Excel spreadsheet and SPSS
analysis. Sample adequacy, normalcy, linearity, multicollinearity, and homogeneity were
utilised to assess data for conclusions and inferences. Kinyua et al (2015), breaking numerous
regression analysis assumptions may result in inaccurate confidence ranges, significance

tests, association estimates, and regression coefficients. This also biases confidence intervals.

This study used ANOVA to verify linearity. This test uses variance estimates to compare the
means of different groups to see whether they are equal. ANOVA compares variables side by
side to identify linear and nonlinear components, according to Garson (2012). If the F
significance value for the nonlinear component is below 0.05, then nonlinearity holds
significance. The linearity assumption was tested using Garson's 0.05 p-value. The researcher
employed the Durbin Watson (DW) test to evaluate whether model residuals were
autocorrelated. According to Garson (2012), the DW statistic spans from 0 to 4, with values

between 1.5 and 2.5 indicating no autocorrelation.
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The Tolerance and Variance Inflation Factor (VIF) determines multicollinearity. VIFs of 10
or tolerances of 0.1 indicate multicollinearity. This study will employ VIF 10 and tolerance
0.1 (R2 0.90) to determine multicollinearity. Levine's statistics also examined variance
homogeneity. Andrew et al (2020) argue that the null hypothesis cannot be denied even if the
test results are not significant (p-value 0.05). A 0.5 p-value threshold was used to verify

variance homogeneity.

This study used multiple regression analysis to meet the aims (Saunders, et al., 2016). This
investigation created a weighted estimate equation to forecast dependent variable values
based on independent factors. The study used, exchanged, and converted knowledge to

predict commercial bank performance.

Somalia's commercial banks' efficiency and knowledge management practises were
examined. Inferential analysis examined KM and performance using multivariate analysis.
The study assumptions were evaluated to 95% confidence to provide a statistical foundation

for inferences and findings.
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Table 3.3:

Hypothesis Testing

Research Objective Analytical Model Thresh-hold

Hypotheses (H,) for Interpretation

Determine the relationship There is no link between Multiple regression R> Value F
between knowledge knowledge  conversion analysis Value t Value
conversion and and  performance  of

performance of Financial Financial Institutions in

Institutions in Somalia

Somalia

There isY =g +

no X1 +
Explore the relationship between knowledge sharing and performance of relationsh B,X; +
Financial Institutions in ip

between B3X3 + ¢
Determine the There is no relationship knowle_dg
relationship between between & sharing
knowledge application knowledge application and
and performance of and performance of performa
Financial Institutions in Financial Institutions nce of
Somalia in ?Omme“’

Somalia ial Banks

Determine the moderatingOrganization’s culture  Regression analysis .

Somalia

effect of organization’s culturehas no moderating effect Y =fo+ X + ¢
on on Y = Bo +
the link between KM andthe relationship betweenf;X+p,XZ + ¢
performance of Financial KM and performance of
Institutions in Somalia. Financial Institutions in

Somalia

Source: Author (2023)

Results of Andrew et al (2020) suggested using tables and graphs to simplify quantitative
data analysis. Quantitative continuous variables were summarized using mean, standard
deviation, quartiles, minimum, maximum, and skewness/kurtosis, whereas categorical data
were summarized using proportions and frequencies. Due to their greater performance,

parametric techniques were used for bivariate analysis.
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3.9.1 Empirical Model

Quantitative data may be analysed using a number of different models, including regression,
discriminant, logit, and probit. When the dependent variable is discrete and binary, Field
(2009) suggests using discriminant analysis, Logit, or probit models. However, linear
regression analysis is relevant when the dependent variable is continuous. In this research,
performance was regarded as a permanent variable, hence a regression analysis was
conducted. Multivariate logistic regression analysis uses regression on the interrelationships
between variables to estimate the significance of each predictor variable. This is the typical
structure of a logistic regression:

. 1
P (¥) = ot bama e DD e

Eqn2

Where:

* P (T} 1s the projected odds that Y 1s true for case i
* ¢1s a mathematical constant approximated as 2.72
s [, 15 a constant estimate from the data

o b; ba  b; 15 a b-coefficient estimated from the predictor 1, 2, 3.,k

X1i Xoi X 15 the observed score on predictors X7, X5, X; for case i

Equation 2 was used to model both the direct effect and the moderated effect.
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3.9.2 Measuring the direct effect the first empirical model regresses knowledge
application, sharing, and conversion on performance.

The procedure was as follows:

I. Using the compute function to calculate the variables. The binary responses, which

contained the likert-scaled items for each variable, provided the variables themselves.

ii. Entering the information into the binary logistic regression model.

iii. Defining the four reference categories producing the results.

This study's relevant logistic regression output included:
I. The statistic of Hosmer and Lemeshow
ii. Nagel Kerke R-Square
v. statistics on log likelihood Odds ratios

3.9.3 Moderated effect

The binary star logistic regression model with all independent variables and the
moderator was used to determine the moderated effect of organization's culture on
financial institution performance in Somalia. Authoritative execution was taken as reliant
variable while hierarchical culture was taken as the arbitrator. To determine which model
was parsimonious, the odds ratios and variations in the -2 loglikelihood statistics were
used. The steps included:

i. Using the computer function to calculate the variables. The binary responses, which

contained the likert-scaled items for each variable, provided the variables themselves.

ii. Entering the information into the binary logistic regression model.

iii. Defining the four reference categories

The results of the logistic regression that are relevant to this study included:

v. Lemeshow and Hosmer statistic
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vi.NagelKerke R- Square

viii, loglikelihood statistics  ratios of odds.

Table 3.4:

Moderated effect

Model 1 Model 2

Conclusion

Odds Ratios Odds Ratios

a) If odds of model 1> odds of model 2, then the

moderator has a positive moderating role.

a) If odds of model 1< odds of model 2, then the

moderator has a negative moderating role.

Deviate score Deviate score

If the model with a moderator has smaller value of
deviate score when compared with the model without
the moderator, then the moderator has a moderating

role.
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3.10 Ethical Factors

Concerns about human subjects' rights were allayed by the Wits University code of ethics,
which lays forth principles for conducting responsible studies. Ethics, as defined by Freeman
(2015) is the study of good and wrong conduct. Ethics are the rules for conduct that have a

bearing on the well-being of society as a whole.

Confidentiality is an issue in this investigation due to the strategic nature of the information
at play. The identities of the banks and the responders were thus kept secret. Codes were
employed to protect the privacy of the information submitted by employees at the different
financial institutions so that no replies could be traced back to any specific institution or

employee.

The researcher gained authorization from the selected financial institutions and participant
informed consent by avoiding extraneous queries and language likely to terrify the

participants. These procedures increased the respondents' openness and objectivity.

Research ethics are the standards of conduct established for academics and scientists.
information transfer, information exchange, and the avoidance of mistakes were all facilitated
by the criteria used in the study. It also guarantees that scientists are answerable to the
general people (Shamoo & Resnik, 2015). The researcher has also done what all beginning
researchers must do and that is to get the necessary study authorization from Kenya
Methodist University. Beneficially and human dignity were maintained at all times

throughout data gathering.

The researcher's careful attention to ethical and logistical details confirmed the study's

reliability and validity. Participants were promised that their answers would remain
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confidential and that their data would be utilized only for the study. The witnesses were
polled based on the aforementioned three categories. Although the self-employed individuals
and several non-employee groups were uncomfortable with the ideas of tacit knowledge
usage and organizational performance, assistance was offered when the informant asked

explanations.

Data collection requires clear and precise operational definitions. It helps keep things
consistent and reduces the likelihood of mistakes happening. Because of the nature of the
study's variables, an ordinal scale was used for data collection. The mean was easily
determined since scores were assigned to each variable. The research relied on the usage of
the Likert Scale. This technique of data collecting was selected since it is the most common

one and is straightforward to explain to newcomers.

The acquired replies were simply recorded during data collection, numbered, and given to
statistical analysis since a single number indicated the participant's response. Quick methods
include using Likert-type surveys, which are both efficient and cheap. They are so versatile
that they may be sent via the mail, shared on social media, or even just handed out.

3.10.1 Tests for Diagnosis

Assumptions are created in statistical study, and when they are violated, the findings become
invalid. Thus, this investigation successfully put to the test the assumptions behind Pearson's
correlation and regression analysis. Commonness, homoscedasticity, linearity, and

multicollinearity are the four hypotheses that might raise eyebrows.

Normality tests in statistics are used to validate data normality, or the assumption that a
normal distribution curve accurately represents data collected in a group setting. In a similar

vein, they are used to test whether the underlying random variable in a data set follows a
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normal distribution. Normality and other assumptions should be treated with great care, since
drawing correct and trustworthy conclusions depends on them. In this work, we tested for
normality using histograms and the Q-Q plot (quantile-quantile plot) since these plots are
intuitive even when dealing with large samples (Landau et al., 2004). The tests' reliability
was predicated on the following hypotheses: the data originated from a well-defined
procedure and fit neatly into a single statistical distribution. Second, there was a three-normal

distribution, which means that the data eventually loses all significance.

Homoscedasticity means consistent and comparable variance across samples. All
explanatory words are supposed to relate to residuals. A residual scatter plot verified the
predicted conclusion, and standardized residual values tested for homoscedasticity. Strong
correlation between independent variables is called "multicollinearity”. Independent variables
seldom correlate. Multicollinearity was examined using tolerance intervals and VIFs.
Tolerance levels around 1 indicate low multicollinearity, values around O indicate
multicollinearity, while VIF values above 10 indicate difficulties. Outliers may cause

statistical errors. Extreme values were found using box plots.

Linear relationships have constant slopes. Analysis assumes linearity. The linearity test
employed Pearson correlation coefficient. The independent relationship exists if the p-value

is below 0.05.

3.11 Conclusion

The factors were linked via correlational research. 257 people were chosen to represent
Somalia's 725 FI members using Cochran's method. The study employed two-stage cluster
sampling. Industries organized communities historically. 257 FI members from the

designated counties were sampled.
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Interviews using a semi-structured questionnaire provided this study's primary data. First-
hand stories gave the researcher study-relevant data. This ensured desired demographic
responses. The researcher tailored the questions to the study goals. Finally, primary data
gives researchers information from the source. Self-administered post-selection
questionnaires collected data. 244 active members responded to this study. The research
employed descriptive and inferential statistics. The researcher utilized mean, frequency,
standard deviation, and percentage. The research used analysis of variance, and regression

and correlation.
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CHAPTER FOUR
RESULTS AND DISCUSSIONS
4. 1Introduction

This section exhibits, discusses, and compares research findings. The findings include
participation rates, reliability analyses, frequencies, descriptive statistics, and inferential
statistics. Next, diagnostics, regression, and relationships are shown. Research goals
determine results and presentation. This study examined how knowledge management
(converting, sharing, and utilizing information) influences a company's performance and

learning culture. The chapter concludes with hypothesis testing results and discussions.

4.2 Reliability, Response, and Characteristics of Respondents

244 people filled out a structured questionnaire that was delivered using a drop-and-pick

method.

4.2.1 Rate of response

244 representatives from 257 financial institutions participated in the survey. This translates
to 95.3% response rate as shown in Figure 4.1. The researcher determined that this was
enough to go on with the analysis required to reach solid results and recommendations. An
adequate response rate is typically regarded as 60%, while a response rate of 70% or higher is
considered exceptional, according to (Mugenda & Mugenda 2003). As a consequence, we
determined that the study's response rate was adequate for doing analyses, reporting results,

and making recommendations.
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Figure 4.3:

Response Rate

Non  Response Rate
response

4.7%

Source: Author 2023

4.2.2 Validity of the survey for gathering information

Reliability is the degree to which a data gathering tool can be relied upon to provide the same
findings whenever it is utilized. According to Mugenda and Mugenda (2003), it is a
measurement of how reliably a research instrument yields the same findings across
independent tests. The consistency of studies is impacted by random mistakes. Random error
refers to the inaccuracy in a measurement that results from sources the researcher has not
adequately controlled for. Zikmund (2003) suggests that a number of variables might lead to
inaccuracies in interviews, including sloppy coding, unclear instructions or questions,
interviewer weariness, interviewee exhaustion, and interviewer prejudice. There are three
types of random mistakes that might occur during data collecting. Instrumental mistakes,
researcher scoring errors, and unexplained errors all fall within this category. These three

forms of mistakes interact to create measurement inconsistencies, which in turn reduce
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confidence in the data. Preliminary test objective was to collect data useful for fine-tuning the

instrument.

Thus, 25 non-participating Premier bank respondents were provided with the questionnaire in
advance to test its reliability. Cronbach's alpha assesses how well a set of questions or
variables measures a unidimensional latent component. Dependability coefficients range from
zero to one. Test reliability increases with coefficient. According to Cronbach (1951), if your
Cronbach alpha value is 0.7 or above, one may proceed. The correlations between
information sharing, knowledge utilization, organizational culture, and performance were
0.707, 0.891, 0.751, and 0.751, respectively. Results showed that the correlation between
knowledge sharing and performance was 0.707 (n=6), between knowledge usage and
performance was 0.891 (n=6), between organizational culture and performance was 0.751
(n=12), and between knowledge sharing and knowledge use it was 0.751 (n=3).

Table 4.1:

Reliability Test of Constructs

Reliability Statistics

Variable Cronbach's Alpha N of Items
Knowledge

Conversion 0.848 13
Knowledge Sharing 0.750 3
Knowledge Use 0.891 6
Organisational

Culture 0.751 12
Performance 0.707 6

Source: Research Data

Table 4.1 shows that the Cronbach's alpha for each construct was greater than or equal to
0.700, indicating that the questionnaire was adequate for assessing the components of interest
in the research. Organizational culture was broken down into three factors: openness, focus

on the future, and a willingness to learn. By integrating these three instruments, we were able
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to construct a valid measure of company culture (Cronbach alpha = 0.751, n=12).
Furthermore, the organizational culture that was evaluated was the learning organization
culture. Cronbach's Alpha values for all constructs in the research were over 0.700, indicating
their reliability. Results on the dependability of the study's constructs are summarized in
Table

4.2.3 Sample size sufficiency

Additionally, the sample adequacy was assessed by the Kaiser-Meyer-Olkin (KMO) statistic,
and the sphericalness of the data was analyzed using Bartlett's test. A sufficient sample size is
showed when KMO is larger than 0.5.

Table 4.2:

KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 743
Barletts Test of Sphericity ~ Approx.Chi-Square 226.714
Df 78
Sig .000

Source: Author, 2023

Table 4.2 shows that the KMO sampling adequacy test statistic was more than 0.5,
representing an acceptable sample size. The Bartlett's test of sphericity revealed a significant
correlation between the independent and dependent variables (Chi. Sg. = 226.714, p0.01 and

p0.05).
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4.3 Respondent Demographics

Age, gender, years of service, and responding division are some of the variables shown in

Table 4.3.

Respondent's Gender

Table 4.3:

Variable Attribute Frequency Percent

Gender Male 127 52
Female 117 48
Total 244 100

;ifﬁf o 3 years and below 48 10.7
4-7 vears 84 344
8-11 vears 69 283
12 vears and above 43 17.6
Total 244 100

Department Finance manager 34 13.0
Human resource 55 225
Marketing manager 63 25.8
ICT manager 59 242
Operations manager 28 11.5
Other 5 2
Total 244 100

Table 4.3 shows that men made up 52% of the sample while women made up 48%. This

seemed to indicate that males predominated in Somalia's banking sector.
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Term of employment

Table 4.4 displays the distribution of respondents according to their tenure in the financial

institution.

Table 4.4:

Length of Service

Length of Service N %

3 Years and below 48 19.7
4-7 years 84 34.4
8-11 years 69 28.3
12 Years and Above 43 17.6

Source: Research data

Table 4.4 shows that 34 percent of respondents have worked for the bank for 4-7 years, 17
percent have worked for 12 years or more, 28.3 percent have worked for 11 years or less, and
19.7 percent have worked for the bank for 3 years or less. The majority of respondents had

adequate job experience to give useful information, as shown by the findings.

Respondents' Department

Table 4.5:

Department of the Respondent

Department Frequency Percent
Finance 34 13.9
Human Resource 55 22.5
Marketing 63 25.8
ICT 59 24.2
Operations 28 115
Others 5 2.0
Total 244 100

Source: Research Data
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Table 4.5 shows the results from the several departments that were polled. The findings
showed that 24.2% of respondents worked in information technology management, 22.5%
worked in human resources management, 19.5% worked in finance management, 28.5%
worked in marketing management, and 11.5% worked in operations management. The results
are reflective of the knowledge management method, culture, and performance of Somalia's

financial institutions, indicating that all relevant departments were included in the sample.

4.4 Current state of knowledge process competence, company culture, and productivity

In order to determine which method is most often employed and which practices within each
approach are most widespread among the organizations included in this study, we provide
them in the form of tables comprising descriptive statistics (means and standard deviations).
4.4.1 Knowledge Transfer

Knowledge conversion, a critical KM process, was evaluated along four dimensions: the
extent to which information was shared, integrated, and internalized. Multiple indicators were

used to assess each underlying component.

These findings align with Nyaboke (2019) research, which discovered that through
knowledge conversion, the entire company can distribute the recently obtained explicit
knowledge and change it into actionable information accessible to individuals. Nyaboke
(2019) study also supports the notion that the organization as a whole can share the newly
acquired explicit knowledge and convert it into tacit knowledge for individuals using the
process of knowledge conversion. These results corroborate those of Sherringham and
Unhelkar (2020) who indicated that the primary motivation for businesses to adopt

knowledge management strategies is to boost their bottom lines.
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Table 4.6:

Knowledge conversion

Descriptive Statistics

Knowledge Conversation N M SD
Our organization actively encourages customer engagement 244 3.59 1.10
Interactions with employees in this company facilitate the
sharing of knowledge and experiences. 244 3.77 0.79
Interactions with suppliers facilitate the exchange of knowledge
and experiences. 244 3.80 0.85
Socialization 244 3.72 0.68
Members of the organization have the capability to articulate
their thoughts and visuals using language, employing words,
metaphors, and analogies to make them easily comprehensible. 244 391 0.91
Members of the organization possess the ability to extract and
convert customer knowledge into a form that is easily
comprehensible. 244  4.02 0.88
Externalization 244  3.96 0.71
Reports are utilized to structure and combine knowledge
effectively. 244  3.96 0.87
Meetings contribute to the integration of knowledge 244 3.95 0.86
Briefs are used to distribute knowledge. 244 0.92
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Information technology is employed to edit or process
information.
The sharing of documents facilitates the integration of

knowledge.

Combination

The processes of the institution improve the comprehension and
conversion of explicit knowledge into tacit knowledge, which is
then utilized by the organization's staff members.

Concepts and methods are brought to life through practical
implementation.

Concepts and methods are effectively implemented through the

use of simulations.

Internalization

Knowledge conversion

244

244

244

244

244

244

244

244

4.01

3.49

3.73

3.83

3.90

3.86

3.91

3.89

3.85

1.08

0.94

0.58

0.91

0.84

0.95

0.69

0.55

Source: Research data, 2023

Table 4.6 shows that knowledge conversion is commonplace across the businesses studied

(M = 3.85). The majority of respondents (M = 3.96, SD = 0.55) agreed that knowledge

externalization is the most effective strategy. M = 3.89 for internalization, M = 3.83 for

combination, and M = 3.72 for socialization came next. The most often used method of
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socializing among the ones described above was talking to vendors and learning from their
experiences and insights (M = 3.80). In the same way, the ability of an organization's
members to extract and transform consumer information into a clearly understood form (M =
4.02) was a leading factor in the process of externalization. Most organizations (M = 4.01)
believe that briefs are an effective means of disseminating information. When it comes to
internalization, the most prevalent approach among the examined businesses was the

actualization of ideas and procedures via simulations (M = 3.91).

All replies under "knowledge conversion™ were uniformly distributed, with standard
deviation values below 1. Data on these variables were normally distributed, as shown by

kurtosis and skewness values in the -7 to +7 and -2 to +2 ranges, respectively.

Overall, the most common strategy for knowledge transfer was exchanging information with
others (n=2, M=3.96; SD=0.71), followed by socialization (n=3; M=3.70; SD=0.68),
externalization (n=2; M=3.90; SD=0.69), combination (n=5; M=3.80; SD=0.58), and

internalization (n=3; M=3.89; SD=0.69).

Kombo (2015) research on the study of how knowledge management strategies affect

businesses confirms these findings

According to the study, the impact of knowledge management processes, such as
communication, the ability to generate new knowledge, and strategies and policies of
Knowledge Management, and guidance, is positive on various measures of OP. These
measures include financial performance, success in introducing new products, customer

satisfaction, and market share. The study further revealed that among these factors, training

121



had the most significant influence on OP. Additionally, one dimension of OP was identified

as the success of new product launches.

The results were confirmed by study conducted by (Zaied et al., 2012). The author draws the
conclusion that performance is impacted by information conversion, storage, and human
resources. However, the KM framework did not account for information sharing, and the
research found no correlation between knowledge application and organizational culture and

productivity.

Udriyah, et al. (2019) research aligns with the notion that the entire organization can
collectively utilize newly acquired explicit knowledge by converting it into tactical
information through knowledge conversion. Udriyah, et al. (2019) findings also support the
idea that the whole company can share newly acquired explicit knowledge and convert it into
tacit knowledge for individuals through the process of knowledge transformation. These
results corroborate those of Kinyua et al. (2015), who showed that the primary motivation for

businesses to adopt a knowledge management strategy is to boost their bottom line.

Knowledge is assumed to be created and expanded through the change of tacit into explicit
knowledge and the other round in a process model of knowledge generation. Knowledge
conversion allows for the dissemination of newly acquired tacit knowledge across an
organization. In addition, for information to be effectively used inside an organization, it

must be transformed from its original form, gathered from a variety of sources.

4.4.2 Sharing of Information/Knowledge
Knowledge transfer was evaluated in three dimensions. On a scale from 1 to 5, the average

answer was close to 4, indicating that respondents generally believed that information was
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being successfully shared in Somalia's financial institutions. Table 4 displays the final

outcome.

In Abdi et.al. (2018) study, it was found that connecting individuals, known as linking
agents, play a crucial part in facilitating the exchange of information. The research indicates
that certain knowledge management assets, including organizational structure and knowledge
utilization, have a positive influence on Organizational Performance. However, other
resources like technology and knowledge conversion do not show the same impact, according
to Abuaddous et al. (2018) who conducted an empirical study to help organizations, including
financial institutions, correctly choose the approaches for investing in knowledge assets.
Focusing on knowledge transfer, having an open mind, sharing skills, and incorporating
value-added information are all elements that might be addressed by a KM strategy. Strategy
and leadership exhibit the strongest positive correlations with the overall measurement of
knowledge management process performance, making them key facilitators in this area.
However, other research with the same goals and methods have shown that KM resources
have a significant impact on OP along the same measurements. The findings were backed by
both organizational structure and the application of knowledge, but not by the conversion of
knowledge or the use of technology. Consequently, it can be deduced that not all knowledge
management (KM) assets directly and positively influence Organizational Performance.
These resources primarily impact overall performance rather than individual outcomes. It is
noteworthy that a small number of employees prioritize storing and accessing collective
knowledge, opting to rely solely on their personal experience and intuition. Therefore, there
is a significant need to cultivate a culture that fosters knowledge sharing among workers.
This culture should be considered an essential aspect of KM, alongside procedures, human

capital, and strategy.
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There had been a significant lack of empirical study focused on knowledge management
(KM) and knowledge sharing, particularly in underdeveloped nations, as theorized by (Syed-
Ikhsan & Rowland , 2004). The process of transferring knowledge is influenced by various
cultural factors, such as trust, vocabularies, reference settings, meeting times and locations,
broad notions of fruitful work, recognition and rewards not being limited to knowledge
holders, absorbent capacity, the confidence that knowledge is not restricted to small teams
only, and a acceptance for mistakes (Giménez et al. 2023; Tseng, 2010; Syedlkhsan &
Rowland 2004) found no evidence of a correlation between company structure and
knowledge-sharing effectiveness in their empirical research. On the other side, it was said
that upper management should think about making sure that data and expertise are easily
available and shared. The open flow of ideas and contributions from all workers were shown
to be significant factors in the adoption of KM techniques (Saini, 2013).

Table 4.7:

Knowledge sharing.

Descriptive Statistics

Knowledge Sharing N M SD
There is a process for ensuring that information is shared with the

target recipients 244 3.70  0.89
The FI staff is being provided with valuable information. 244 389 094
There are open discussions in our org 244 3.87 0.95
Knowledge sharing 244 3.86 0.55
Valid N (listwise) 244

Source: Researcher, 2023
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Four knowledge-related metrics from the organization's descriptive statistics are shown in
table 4.7. By giving all of the categories mean scores over 3, the respondents agree that there
is a framework in place to guarantee information sharing, that valuable knowledge is
exchanged among employees, and that there are open conversations inside the firm. The most
common knowledge sharing practice among Financial Institutions employees was the
dissemination of useful information (M = 3.89, SD= 0.55). There may be room for
improvement on "knowledge sharing” as a knowledge practice approach across these

organizations, as evidenced by the category's lower mean score of 3.86.

The data are slightly crooked to the left, which is to be expected, since all of the skewness
values are negative. All of the kurtosis values fall between +7 and 7, indicating a roughly
normal distribution, and the skewness values range from -2 to +2. with addition, the results of
this research agree with those of Becheikh, et al. (2012), who proposed that linking agents
(which might include groups, as was the case with financial institutions in Somalia) are

crucial participants in the transfer of information.

The findings of a study conducted by Kenedi et al. (2023) align with our perspective,
indicating that informal teaching plays a crucial role in knowledge transfer. To effectively
navigate the ever-changing business environment, banks can enhance their adaptability by
incorporating business intelligence and knowledge management. This integration allows for
improved handling of explicit information, converting it into valuable knowledge. The study
also highlights that such integration facilitates the capture, coding, retrieval, and sharing of
information within the bank, leading to strategic advantages and sustained competitiveness in
the market. This notion is further supported by the research conducted by (Rao & Kumar,

2011).
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According to Abubakar et al. (2019), their findings align with the results of the study. The
author defines knowledge sharing, also referred to as knowledge flow, as the process of
transferring information among individuals, groups, or organizations through different
communication channels. They describe it as a collection of behaviors that involve
exchanging information or providing assistance to others. Various factors influence the
knowledge sharing behaviors of individuals, encompassing both "soft" aspects such as
incentives and motivations to encourage knowledge sharing, as well as "hard" elements such
as the utilization of advanced technologies and the presence of knowledgeable individuals
within an organization (Abubakar, et al., 2019). Human resource management (HRM)
practices are major factors influencing the dissemination of information. For instance, the
degree to which employees participate in information sharing to motivate creative behaviors

impacts the quality of new goods and services.

The findings are substantiated by the study conducted by Ling-hsing, and Tung-ching, (2020)
and Lara et al (2012), which employed an exploratory research approach to study the
classroom's knowledge-sharing process. The researchers determined that participants known
as linkage agents play a vital role within this system. Researchers produce knowledge, but
practitioners often struggle to adopt and implement it. This is where linkage representatives
come in. The success of this process relies heavily on the factors that influence knowledge
attributes, the individuals engaged in the process, and the methods employed for sharing
information. This study's exploratory nature precludes the use of statistical analysis or the

extrapolation of its results.

The results were confirmed by research conducted by (Zaied et al., 2012). The author draws

the conclusion that performance is impacted by knowledge conversion, storage, and human
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resources. However, the KM framework did not account for knowledge sharing, and the
study also found no correlation between knowledge application and organizational culture
and productivity. Knowledge sharing between employees is beneficial for the company as a
whole, but it also has a positive effect on the competence of the employees involved (Zaied et
al., 2012). The most prevalent methods of sharing technical proposal knowledge were
discovered to be through peer-to-peer or group debates aimed at problem-solving, mentoring
initiatives, and conducting research on novel products.

4.4.3 Knowledge Use

Knowledge Use is the act of putting one's acquired information to practical use, whether in
the form of task completion or problem solving. Both individuals and groups can be
knowledgeable and use that knowledge (Ajmal & Koskinen, 2008). Knowledge is only useful
to businesses if it is put to good use. Organizational habits, clear instructions, and self-
organizing groups are the key mechanisms that substantiate the use of knowledge (Cheng,

2021).

Knowledge utilization can manifest in various ways, such as through elaboration, which
entails the need for a fresh interpretation; infusion, where underlying issues are recognized,;
and thoroughness, which occurs when individuals or teams arrive at divergent conclusions.
The knowledge uses outcomes mean was 3.84, with a standard deviation of 0.88, lending

credence to Cheng (2021) claim that "knowledge use improves organizational performance."”

The capabilities of the knowledge management (KM) process encompass various aspects
such as knowledge acquisition, knowledge conversion, knowledge application, and
knowledge protection, forming a higher-level. The study's empirical findings confirmed that

KMPC has a beneficial effect on the foundational skills used in Iran's automotive sector.
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Core competencies were broken down into several categories, but integrative and marketing
competencies were singled out as having the greatest impact. According to Edeh et al. (2022),
knowledge creation and utilization are two factors that contribute to an organization's

SUCCesSS.

The knowledge sharing process was assessed using six (n=6) items where respondents were
asked to indicate the level of agreement with statements that elicited information on
knowledge use. The result is presented in Table 4.8

Table 4.8:

Knowledge Use

Knowledge Use N M SD
Organizational leadership has established and driven KM adoption and

use 244 3.55 0.99
There is a KM training program 244 4.07 3.42
The utilization of KM leads to ongoing enhancements. 244 3.88 0.84
There is a KM strategy in the org 244 3.86 1.04
KM has yielded efficient processes 244 4.07 2.67
IT use in KM has supported worker’s needs 244 3.91 1.01
Knowledge use 244 3.89 0.88
Valid N (listwise) 244

Source: Researcher, 2023

Descriptive statistics provide light on how the observed companies see and implement
knowledge management (KM), and more precisely how they put that knowledge to use. The

presence of a KM training program is the most widespread practice, with a mean of 4.07
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across all businesses. The mean score of 3.55 (SD=0.99) for leadership having pioneered and
promoted KM adoption and usage in a company indicates that these businesses appreciate the
critical role that leadership plays in advancing KM initiatives. It's the least widespread belief
among knowledge-use practices in companies. Knowledge usage, with a mean of 3.89 (SD =
0.88), highlights the companies' commitment to putting what they've learned to use in their
daily work. In sum, these illustrative metrics reveal how extensively different types of
businesses prioritize various aspects of knowledge management (KM) activities, such as
leadership, training, continuous improvement, strategy alignment, process efficiency,

information technology support, and knowledge use.

In addition, as shown in Table 4.8, the average score for Knowledge application was 3.89 on

a scale from 1 to 5.

This conclusion (M=3.89, SD=0.88) agrees with the work of Lam et al. (2021) who suggests
that the presence of knowledge is less important than its use in the workplace. In instance,
financial institution activities in Somalia made moderate use of expertise. Table 4.8 shows
that when asked to rate the importance of creating and using knowledge to an organization's
performance, respondents gave it a mean score of 3.89 on a scale from 1 to 5, with a standard

deviation of 0.88 in support of the claim.

Abuaddous's research supports this conclusion. The positive impact on Organizational
Performance is attributed to knowledge management resources, specifically the
organizational structure and knowledge utilization, whereas other resources like technology
and knowledge conversion do not exhibit the same effect (Hayfa et al., 2018). This is
important for organizations, including financial institutions, to know so that they can make

informed decisions when investing in these areas. Knowledge integration (KI), open-
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mindedness (OM), skill-sharing (SSH), and knowledge transfer (KT) are all possible goals of
this technique. The knowledge management enablers with the strongest positive associations
from across all KM process performance metrics are factor strategy and leadership. However,
additional research with a similar focus have been done to show how KM resources affect a

firm’s performance along the same magnitude.

The findings were backed by both firm’s structure and the application of knowledge, but not
by the conversion of knowledge or the use of technology. This suggests that individual KM
resources are not necessarily tied to performance, but rather that performance is a function of
the sum of its parts. It is surprising to find that only a small number of employees prioritize
the storage and retrieval of collective knowledge, opting instead to rely solely on their own
experiences and intuition. There is a significant need to establish a culture that encourages the
sharing of knowledge among workers, as this culture can be considered an essential aspect of
knowledge management, along with procedures, human capital, and strategy. This agrees
with the research of Gasik (2011), who argues that the possession of information is not what

brings value to businesses, but rather the effective application of such knowledge.

Consistent with previous research, Torugsa and O’Donohue (2016) found that the application
of knowledge positively affects performance. The study's results are limited in their
applicability due to the low response rate (38.2%). McKeen et al. (2016) are in agreement
with these results. Using Likert scales, we found that respondents who said their company
had widespread adoption of KM procedures also said their company had strong performance.
Knowledge management (KM) encompasses the individual but intertwined activities of

knowledge generation, archiving, retrieval, dissemination, and application.
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4.4.4 The culture of the company

As defined by Ravasi and Schultz (2006), an organization's culture is its members' commonly
held beliefs about what institutes acceptable behavior in the workplace. While it's true that
every business has its "own unique culture,” bigger companies sometimes include many
cultures that compete with one another owing to differences in the company's leadership.
There might be both good and bad characteristics of the company's culture. A company's
culture is inextricably linked to the individuals who have worked there for a long time. It's the

single most important determinant of individual behavior.

Culture, according to Kombo (2015), helps an organization adapt to its external environment
by integrating its people so that they know how to interact to one another. Subscribing to the
cultural norms and values of an organization strengthens the bonds between its people, and
encourages them to think creatively about ways to contribute to the company's success.
Employees who feel this way are more inclined to buy into the company's mission and work

hard to improve their own talents and those of others.

The presence of a specific workplace culture plays a vital role in gaining a competitive edge
by establishing guidelines for employee interactions and narrowing down the scope of
information processing to focus on what truly matters (Tseng, 2010). Consequently,
companies must foster a culture that encourages information sharing, meets the knowledge-
based requirements of employees, and supports collaborative efforts among staff members.
Having a positive company culture has been shown to have positive effects on productivity,

growth, efficiency, and retention of personnel.

Employees' interactions with one another and with management are governed by the

unspoken rules and expectations that make up an organization's norms. An organization has
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to foster a culture that rewards and promotes knowledge creation and dissemination (Abdi, et

al., 2018).

Each of the three dimensions of organizational culture was assessed by a battery of items, for
a total of 12 items. Three participants rated themselves highly on openness, four on hope for
the future, and five on a desire to learn. Financial institutions in Somalia were analyzed to

determine the state of their organizational culture, and the results are shown in Table 4.9.
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Table 4.9

Organization’s Culture

SD D M A SA

Openness
Employees are frequently involved in dialogue by 0% 2% 17% 6%  76%
management.
Adequate time is dedicated to communication, exchanging

0% 5% 4% 62% 29%
knowledge, and fostering learning.
Management embraces and encourages change. 0% 0% 9% 25% 66%
Important business processes actively engage employees 4% 6%  18% 41% 31%
Futuristic orientation
Developing the future necessitates the significance of 0% 2%  33% 25% 40%
planning.
The actions taken now have an impact on future outcomes. 0%  16% 39% 16% 29%
Employees are encouraged to recognize and decipher
alterations in their surroundings. b SH 2% 2z Ak
SEur:erS:;e;ga(r:z :dritle:ntso adequately adapt to changes in the 1% 25%  20% 159  39%
Learning orientation:There exists an appealing
atmosphere conducive to the sharing of novel information 0% 3% 35% 21% 41%
and viewpoints.
New information and ideas are being collaboratively

- 2% 5% 33% 24% 36%
developed and utilized.

A commitment to acquiring knowledge is present. 0% 0% 20% 37% 43%
The institution exhibits a spirit of open-mindedness. 0% 0% 41% 18% 41%
Adequate resources have been dedicated to training. 0% 6% 11% 29% 54%

Source: Author 2023
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According to table 4.9, 81% the respondents agreed that management frequently engaged
employees in dialogue, 2% of the respondents were not agreeing that management frequently
engaged employees in dialogue, while 17% of the respondents were indifferent. According to
the study, it was discovered that 91% of the participants were in agreement that sufficient
time is allocated for communication, knowledge sharing, and learning. On the other hand, 5%
of the respondents agreed that enough time is set aside for communication, knowledge
discussion, and learning. The remaining 4% expressed indifference towards the matter. From
the study it was found that 91% of the respondents were in agreement that management
welcome and stimulates change while 9% of the respondents were not agreeing that
management welcome and stimulates change. On the other hand, 72% of the respondents

agreed

The findings of Njoroge et al. (2020) align with the idea that organizational change plays a
role in enhancing processes and fostering trust and transparency across all aspects of an
organization. The study found out that 65% of the respondents were in agreement that
planning was important for developing the future, 2% of the respondents disagreed that
planning was important for developing the future, while 33% of the respondents were
indifferent. On the other hand, 45% of the respondents agreed that the current action affected
future result and 16% of the respondents disagreed that the current action affected future

result while 39% were indifferent.

Based on the study, it was found that 67% of the participants agreed that employees were
motivated to recognize and understand changes in the environment. Conversely, 10% of the
participants disagreed with this statement, and 28% expressed no particular opinion. In

addition, 54% of the respondents agreed that employees were encouraged to respond

134



effectively to environmental changes. On the other hand, 26% of the respondents disagreed
with this idea, and 20% remained neutral. The results aligned with Lee & Choi's (2003)
findings, which proposed the need for fostering a suitable organizational culture to promote
knowledge creation and sharing among employees. The study revealed that 62% of the
participants agreed that there existed a favorable environment for sharing new information
and ideas. Conversely, 3% of the respondents disagreed with the presence of such an
environment, while 35% remained indifferent. Additionally, the study indicated that 60% of
the participants agreed that collaboration occurred in the development and utilization of new
information and ideas. On the other hand, 7% of the respondents disagreed with the presence

of collaboration, and 33% expressed indifference.

These findings align with Daft's (2010) argument that a company's culture brings together
members who possess at least a basic understanding of how to interact with one another, thus
facilitating the organization's adaptation to the external environment. Furthermore, these
findings are consistent with Chua and Lam's (2005) and Olger's (2007) research, which
identified a lack of readiness to transfer knowledge as a significant factor contributing to
failure. It was noted that considering knowledge as a source of power can pose a problem
(Dalkir, 2005). It was also observed by Chua and Lam (2005) that in many cultures,

individuals may perceive seeking another member's knowledge as a sign of inadequacy.
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Table 4.10:
Organizational Culture

Descriptive Statistics

N M SD
Employees are regularly involved in dialogue by the management. 244 3.42 0.98
Sufficient time is dedicated to communication, sharing of knowledge, and
fostering learning. 244 3.83 0.89
Crucial business processes engage the workforce 244 3.83 1.03
Openness 244 3.75 0.60
Developing the future necessitates the significance of planning. 244 3.97 0.83
Future outcomes are impacted by current action 244 4.07 0.79
Employees are urged to notice and analyze environmental changes 244 3.96 0.92
Employees are urged to react appropriately to environmental changes 244 3.92 0.87
Futuristic orientation 244 3.98 0.54
The atmosphere is favorable for exchanging novel insights and concepts. 244 3.84 0.86
The creation and application of novel knowledge and concepts are
collaborative processes. 244 3.99 0.91
There is commitment to learning 244 3.88 0.86
There is tolerance in the organization. 244 3.84 0.92
There is commitment of sufficient resources to training 244 3.96 0.96
Learning orientation 244 3.90 0.55
Organization's culture 244 3.88 0.46
Valid N (listwise) 244

Source: Research data, 2023
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According to the result in Table 4.10, the most prominent culture dimension was future
orientation (M=3.98, SD=0.54), while the least was Openness (M=3.75, SD=0.60). Learning
orientation had a mean of was 3.90 (SD=0.55).

As shown in Table 4.10 the mean results represent the perception and practice
acknowledgement of the respective organizations by their respective representatives with
regards to their organization’s culture. Openness (M = 3.75, SD=0.6), futuristic orientation
(M = 3.98, SD= 0.54) and learning orientation (M = 3.90, SD = 0.55) are the organization
culture approaches described in the table. In general, the organization culture had a mean of
M = 3.88 (SD= 0.46) which represents its fair acknowledgement across the observed

organizations.

Regarding transparency, allocating adequate time for dialogue, knowledge sharing, and
concurrent learning (M = 3.83) and employees being involved in important business
processes (M = 3.83, SD = 1.0) shared the same mean making them the most common
practices in the organizations. Management frequently engages employees in dialogue (M =

3.42) was the least common practice among the participants.

It was also found that” current action affecting future results” (M = 4.07, SD= 0.79) was the
most common practice across the futuristic orientation approach among the observed
organizations. With means greater than M = 3.9 (SD<1) futuristic orientation was the most
popular approach in the view of the organizations’ representatives. Additionally, fresh
information and ideas were created and used collaboratively (M = 3.99, SD=0.91) which was
highlighted as the most common perception within the learning orientation approach.
Furthermore, from the skewness and kurtosis statistics, data on organization culture was

normally distributed with reference to the kurtosis values lying within the -7 to + 7 value.
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There being collaboration in development and use of new information and ideas (M = 3.99,
SD= 0.91) was highlighted as the most common perception within the learning orientation
approach.

The results of this study, particularly “There is collaboration in development and use of new
information and ideas” (M=3.99, SD=0.91) corroborate those by Mungai (2019), who
suggested that organizational change, such as through “collaboration in development and use
of new information and ideas” helps an organization to optimize processes and to instil

confidence and transparency in all areas of the organization.

The results agreed with those of Musa and Adamu (2017) who argued that an organization's
culture should be built in order to encourage staff members to produce and subsequently
share knowledge. The overall mean for organizational culture was 3.98 (SD: 0.98). These are
in line with the claims made by Muraga (2015), who contends that a company's culture unites
its members so they can communicate with one another and helps the organization adapt to
its environment, particularly through routine communication between management and

employees.

The results concur with those of Mohsen et al (2020), who researched on the effect of
organizational culture on employee’s performance in the Afghan telecommunications
industry. Researchers employed and took into account formerly used surveys for this. Both
the independent variable organizational culture and the dependent variable employee
performance are dissected into its component parts in order to be quantified in the targeted
firms. It is deemed necessary to conduct such a study and provide recommendations to the
selected sector in order to advance because this topic has not been properly investigated in

the context of Afghanistan.
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The study's target audience is roughly 2000 workers in the telecoms sector. This study
included 211 individuals from several Afghan telecommunications companies who were
picked at random. The regression model is used to examine the data and discover
relationships between the variables in order to meet the goal. Results show how each is
impacted as well as the relationship between corporate culture and total employee
performance. The strength of this impact, however, varies based on the numerous

organizational culture sub-elements establishing goals, adjusting to change, and other things.

The conclusions of the research are supported by authors (Hamzah et al. 2013; Mushref,
2014). Using hierarchical multiple regression, Hamzah et al. (2013) discovered that a firm’s
culture modifies the link between workers' job performance and leadership abilities.
However, this research was characterized by a low response rate of 43%, which is under the
suggested cut off point of 50% (Mugenda & Mugenda, 2003). According to Mushref (2014),
the correlation between intellectual capital and financial success is moderated by company
culture. Some indications include individualism-collectivism, power distance, uncertainty
avoidance, and the differences between men and women used by Mushref (2014) that are
more biased towards social culture than organizational culture.

4.4.5 Efficacy

The impact of motivation, leadership, and organizational culture on job satisfaction and
worker performance at Wahana Resources Ltd Indonesia, was examined (Paais & Pattiruhu,
2020). The analysis of the data showed that, while both had a positive and significant effect
on performance, work motivation and organizational culture did not have a significant impact
on employee job satisfaction. Performance is unaffected by leadership, while employee job
satisfaction is greatly impacted. The findings of calculating the coefficient of determination

show that although motivation, leadership, culture, and other variables affect employee
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performance elements for 73.5% of the variation, they also affect work satisfaction factors for
57.4% of the variance. Variables unrelated to this study have an impact on the rest.
Improvements in company culture, employee leadership, and motivation are required to
increase workplace satisfaction. Employee performance will always improve as work

happiness increases.

By setting limits that encourage individual interaction and/or by limiting the breadth of
information processing to necessary levels, organizational culture aids in the creation of
competitive advantage. The underlying culture that supports information sharing activities,
business requirements of knowledge workers, and collaborative needs must thus be fostered
by organizations. To boost production, growth, and efficiency as well as to lower
unproductive conduct and staff turnover, organizations should work to create a positive

organizational culture.

According to the result in Table 4.10.2 the most prominent culture dimension was future
orientation (M=3.98, SD=0.54), while the least was Openness (M=3.75, SD=0.60). Learning

orientation had a mean of was 3.90 (SD=0.55).

The findings of the research concur with those of Paais and Pattiruhu (2020), who examined
the effects of leadership, organizational culture, and motivation on job satisfaction and
worker performance at Wahana Resources Ltd. in Indonesia's North Seram District of the
Central Maluku Regency. 155 workers made up the study's sample. Applying the
proportionate stratified random sampling approach, the respondents were chosen. Amos's
structural equation modelling was used to analyze the data after it was gathered through a
questionnaire. The analysis of the data showed that, while both had a positive and significant

effect on performance, work motivation and organizational culture did not have a significant
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impact on employee job satisfaction. Performance is unaffected by leadership, while

employee job satisfaction is greatly impacted. According to the results of calculating the

coefficient of determination, although job satisfaction factors are influenced by motivation,

leadership, culture, and other variables for 57.4% of the variance, employee performance

factors are affected by these variables for 73.5% of the variance. Variables unrelated to this

study have an impact on the rest. Improvements in company culture, employee leadership,

and motivation are required to increase workplace satisfaction. Employee performance will

always improve if they are happier at work.

Table 4.11:
Performance

SD D M A SA
We have launched new products in the market 0% 2% 37% 28% 33%
We have increased the speed of response to market demand 0% 20% 31% 45% 4%
We have made improvements (such as branding) of existing products 0% 36% 24% 33% 7%
We have created new processes for delivering our financial services 0% 0% 47% 42% 11%
We have improved our existing processes leading to better service to
customers 0% 14% 50% 10% 26%
We have increased our profits 0% 2% 14% 68% 16%
I have acquired new useful skills to do my job 0% 6% 53% 21% 20%
Our customer retention has improved over the last two years 0% 11% 20% 40% 29%

According to table 4.11, 61% of the respondents agreed that they had launched new products

in the market, and 2% of the respondents disagreed that they had launched new products in

the market, while 28% of the respondents were indifferent. It was noted from the study that
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49% of the respondents agreed that they had increased the speed of response to market
demand, 31% of the respondents disagreed that they had increased the speed of response to
market demand while 20% of the respondents were indifferent. Table 4.10.1 indicate that
40% of the respondents agreed that they had made improvements (such as branding) to
existing products, 36% of the respondents disagreed that they had made improvements (such
as branding) to existing products, while 24% of the respondents were indifferent. It was
further noted that 53% of the respondents agreed that they had created new processes for
delivering our financial services while 47% were indifferent that they had created new
processes for delivering our financial services. According to the study, 36% of the
respondents agreed that they had improved their existing processes leading to better service
to customers, 14% of the respondents disagreed that they had improved their existing
processes leading to better service to customers, while 50% were indifferent. On the other
hand, 84% of the respondents agreed that they had increased their profits, 2% of the
respondents disagreed that they had increased their profits, while 14% were indifferent. The
study further found out that 41% of the respondents agreed that they had acquired new useful
skills to do their job, 6% of the respondents disagreed that they had acquired new useful skills

to do their job, while 53% of the respondents were indifferent.

Further, 69% of the respondents agreed that their customer retention had improved over the
last two years, 11% of the respondents disagreed that their customer retention had improved
over the last two years, while 20% of the respondents were indifferent average in terms of
performance, this is consistent with the findings of Okira and Ndungu (2006) who
discovered that companies perform better when they produce, share, use, and safeguard

knowledge. Santoro et al (2019) managed and increased social capital and improved
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organizational performance using knowledge management procedures, such as knowledge

acquisition, knowledge conversion, and knowledge use.

Numerous academicians, including Piece-Qinonez, (2015), Papa et al. (2020), Njoroge et al.
(2015), Nyaboke (2019) and Warrick, (2017) conducted investigations that supported the
study's findings. According to these researchers, the organizational culture facilitates KM. As
a result, culture limits how KM affects performance. KM methods and a learning culture are
crucial for improving corporate performance and maintaining the innovativeness of an

organization's procedures, goods, and technology.

Organizational culture is seen as a knowledge resource that enables individuals to develop,
acquire, share, and manage knowledge in context. Organizational culture and a company's
competitive performance are strongly correlated. Many business executives are aware that
cooperative, knowledge-sharing, and helpful behaviors are interrelated and contribute to

performance.
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Table 4.12:
Performance

Descriptive Statistics

N M SD
24 3.6

We have launched new products 4 0 1.00
24 3.8

We have increased the speed of response to market crises 4 3 0.87
24 3.9

We have improved existing products 4 5 0.99
24 3.9

We have implemented new processes 4 3 1.01
24 4.1

We have improved our existing processes 4 0 0.87
24 4.0

Our customer retention has improved 4 4 0.86
24 3.9

Performance mean 4 1 0.60
24

Valid N (listwise) 4

Source: Research Data

Table 4.12 shows the results representing the organizations’ performance through steps and
ongoing procedures within the organizations. With a mean of 3.91 (SD=0.61), there was
moderately good performance across the organizations (financial institutions in Somalia) as
shown by the aggregate mean of performance. The financial institutions had improved their

existing processes (M = 4.10, SD=0.87) which was the most highly ranked organizational

performance indicator followed closely by improvement in customer retention (M = 4.04,

SD=0.86). Launching new products was the least agreed upon measure of performance/
indicator of performance across the observed organizations (M = 3.60, SD=1.00). The
skewness values for organizational performance which is within the -2 to +2 range shows that

the distribution of data on organizational performance was normally distributed; that is it was

not significantly different from a normal distribution.
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As seen from the table of results, performance was above average as represented by an
aggregate mean of 3.89 (SD=0.96). This result is consistent with Ongore and Kusa (2015)
who found out that, organizational performance is improved when organizations create,
sharing, use and protect knowledge. Abubakar et al (2019) found that Processes used in
knowledge management, such as knowledge conversion, knowledge utilization, and social

capital building, improve organizational performance.

The culture of an organization, according to Ramirez et al (2011), includes its members in
order that they understand how to interact with one another and aids in the company's ability
to adapt to its surrounding environment. When members of an organization adhere to its
cultural norms and values, this deepens their bonds with the company and inspires them to
look for new ways to contribute to its success (Van Long, et al. 2014). These staff members
are more expected to be dedicated to the organization's goals and actively pursue the

acquisition of new skills and competences that will help them accomplish those goals.

The goal of this study was to determine whether an organization's culture could improve the
exploitation of knowledge resources and, in turn, performance. It has been observed that an
organization's culture dictates the kind of objectives its members should be committed to and
the norms of behavior they should adhere to in order to achieve these objectives.
Organizational culture supports a learning environment that encourages creative responses to
problems, threats from competitors, and new opportunities in relation to knowledge
management. Employees can think and act in ways that support an organization's superior
performance thanks to KM and organizational culture. Organizational culture affects how

readily employees embrace fresh ideas, which in turn affects how knowledge management is
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implemented. The culture of an organization may consequently have an impact on the

relationship between KM and performance.

4.5 Analytical Models Diagnostic Tests

To establish the data’s suitability for making inferences and drawing conclusions based on the
selected analytical model, the data were subjected to the appropriate diagnostic tests for
sample size, normality, linearity, multicollinearity, and homogeneity of error variances. In
this work, the assumptions of the conventional linear regression model were assessed in
addition to the sample size measurement. When using linear regression analysis, it was found
that the data violated the assumptions of the classical regression analysis model, leading to
biased estimates of relationships, estimates of the accuracy of the regression coefficients that
were over- or under-confident, and unreliable confidence levels and significance tests. Next
are the findings of the model diagnostic tests for the conventional linear regression model.
4.5.1 Test for Linearity

The hypothesis of linearity was examined using the ANOVA test, which compares group
means by analyzing variance estimate comparisons to determine if the means of multiple
groups are equal. By computing the linear and nonlinear components of two variables, the
ANOVA test determines if nonlinearity is significant. Nonlinearity is significant if the F
significance value for the nonlinear component is less than 0.05. As recommended by
Garson, the assumption of linearity in this study was tested with a p-value of 0.5. Significant
linearity existed between knowledge conversion, knowledge sharing, and knowledge use,
with a deviation from linearity of p = 0.0000.05 for knowledge conversion, p = 0.0000.05 for
knowledge sharing, and p = 0.0000.05 for knowledge use. The relationship between

organizational culture and customer satisfaction was not linear (p = 0.816>0.05).
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Table 4.13:

Combined ANOVA Table for Linearity Testing

Sum of Mean P-
Squares df Square F  Value
24,
Knowledge 40
conversion Between Groups (Combined) 163.403 28 5.836 3 0.000
56
7.6
Linearity 135.762 1 135762 91  0.000
Deviation from 4.2
Linearity 27.641 27 1.024 81  0.000
Within Groups 49503 207 0.239
Total 212,906 235
30.
37
Knowledge sharing  Between Groups (Combined) 146.774 16 9.173 8 0.000
44
6.8
Linearity 134.95 1 13495 97  0.000
Deviation from 2.6
Linearity 11.825 15 0.788 11  0.001
Within Groups 66.132 219 0.302
Total 212,906 235
40.
75
Knowledge use Between Groups (Combined) 164.306 18 9.128 7  0.000
65
3.7
Linearity 146.426 1 146.426 9 0.000
Deviation from 4.6
Linearity 17.879 17 1.052 96  0.000
Within Groups 48.6 217 0.224
Total 212,906 235
ANOVA Table
Organizational 0.6
culture Between Groups (Combined) 5.934 10 0593 45 0.774
1.2
Linearity 1.162 1 1162 63  0.262
Deviation from 0.5
Linearity 4772 9 053 76 0.816
Within Groups 206.972 225 0.92
Total 212,906 235

Source: Research data, 2023
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4.5.2 Tests of Normality

Normality tests are used to determine whether a data collection can be properly characterized
by a normal distribution and to calculate the likelihood that a random variable underlying the
data set is normally distributed. Numerous statistical techniques, especially the assumption
that the data has a normal distribution underlies parametric tests including correlation,
regression, t tests, and analysis of variance (Papa et al., 2020). In addition to the graphical
evaluation of normalcy, there are normality tests. The procedure for implementing KM is
influenced by urn. The culture of an organization may consequently have an impact on the

relationship between KM and performance.

The key tests for assessing normality include D’Agostino skewness test, and test of
Kolmogorov-Smirnov (K-S), Shapiro-Wilk test, Anderson- Darling test, Cramer-von Mises
test, the Lilliefors adjusted K-S test. Anscombe-Glynn kurtosis test, D'Agostino-Pearson
omnibus test, and Jarque-Bera test. For sample sizes as big as 2000, the Shapiro-Wilk Test is

preferable (Sekaran & Bougie, 2016).

The distribution being normal is the null hypothesis, whereas the distribution not being
normal is the alternative hypothesis. If the Shapiro-Wilk test statistic's significance value is
more than 0.05, the data is considered to be normal. The data considerably deviates from a

normal distribution if it is less than 0.05.

The Shapiro-Wilk test of normality was applied in this investigation, and the outcome is

shown in Table 4.14.
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Table 4.14:

Tests of Normality on Performance/Knowledge management process/organizational
culture

Shapiro-Wilk

Statistic Df Sig.
Knowledge .956 234 .605
conversion
Knowledge sharing .928 234 .166
Knowledge use .930 234 236
Organizational

975 234 .602

culture

a Lilliefors Significance Correction

Source: Research Data

Table 4.14 shows that the data that was collected for all variables in the study did not
meaningfully differ from a normal distribution since the significance of Shapiro-Wilk (SW)
statistic was is greater than 0.05 (Knowledge conversion: SW=.956, p=.605>.05; Knowledge
sharing: SW=.928, p=.166>.05; Knowledge use: SW=.930, p=.236>.05; Organizational
culture: SW=.975, p=.602>.05). In this regard the normality assumption of the classical liner

regression model was not violated.

Furthermore, data on knowledge use exhibited high kurtosis and skewness and thus violated
the normal distribution assumption based on these two statistics (skewness = 5.801; kurtosis
= 57.613). The absolute values of these statistic should be 2 and 7 or less respectively for

skewness and kurtosis (skewness < 2; kurtosis < 7) (West et al., 1995). However, on the basis
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of skewness and kurtosis the distribution of data on all other variables did not violate

normality assumption.

4.5.3 Multicollinearity Test

To check for multicollinearity, tolerance and the Variance Inflation Factor (VIF) were used.
According to Table 4.15, VIF was less than 10 between the independent variables;
knowledge conversion, knowledge sharing and knowledge use which indicated that no severe

multicollinearity existed in the model.

Table 4.15:

Test of Multicollinearity

Unstandardized Standardized Collinearity
Coefficients  Coefficients Statistics
Std.
Model B Error Beta T Sig. Tolerance  VIF
1 (Constant) =778 193 -4.030 .000
Knowledge conversion 143 130 16 1.098 273 116 8.621
Knowledge sharing 279 125 211 2229 027 144 6.960
Knowledge use .623 15 533 5.399  .000 131 7.608

Given that tolerance and VIF were larger than 0.1 and less than 10, respectively, there was no
multicollinearity among the predictor variables. More specifically, the tolerance value was
larger than 0.1 and all VIF were less than 10. According to Landau and Everitt (2004),
tolerances of no more than 0.1 or VIFs of at least 10 indicate the presence of

multicollinearity.
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4.5.4 Test of Homoscedasticity

The study used Levene’s statistic to examine the homogeneity of variance. If the test is not
significant (p-value>05), the two variances must be significantly different in order to reject
the null hypothesis. As a result, the limit for determining variance homogeneity was set at a
p-value of 0.5.

A breach of this assumption is indicated by a value of p.>05, which indicates a substantial
difference in the error variances of the dependent variable across groups. The result of test of
homoscedasticity is presented in Table 4.16

Table 16:

Levene’s Tests of Equality of Error variance

F dfl df2 Sig.
Knowledge conversion 5.979 28 207 0.000
Knowledge sharing 7.076 16 219 0.000
Knowledge use 3.121 18 217 0.000
Organization’s Culture 1.689 10 225 0.004

Dependent Variable: Customer satisfaction
Source: Researcher, 2023

Tests the null hypothesis that the error variance of the dependent variable is equal across
groups.

a Design: Intercept +knowledge conversion, knowledge sharing, knowledge use and
organizations culture

According to Table 4.14 result, the homoscedasticity assumption of the classical linear
regression analytical model was violated (all p<.05) for knowledge conversion, knowledge
sharing, knowledge use and organizational culture p=.004 <.05). For this assumption to be

satisfied, all p-values should have been greater than .05 (p>.05)
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4.5.5 Normality
The data on knowledge use exhibited high kurtosis and skewness and thus violated the

normal distribution assumption based on these two statistics (skewness = 5.801; kurtosis =
57.613). The absolute values of these statistic should be 2 and 7 or less respectively

(skewness < 2; kurtosis < 7).

4.6 Association Between Knowledge Management Process and Performance

To determine whether there is a relationship between knowledge management practices and
organizational performance, crosstabs and Chi square tests were performed. The results are

presented and explained below.

4.6.1 Organizational Performance Vs Knowledge Management Practices

Classification of responses across the different variables against performance are presented in

table 4.17.
Table 4.17:
Classification of responses
Count
Performance Total
Poor Good
Knowledge conversion Poor 79 46 125
Good 40 79 119
Total 119 125 244
Knowledge sharing Poor 66 37 103
Good 53 88 141
Total 119 125 244
Knowledge use Poor 47 15 62
Good 72 110 182
Total 119 125 244
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Knowledge conversion: From the table 4.15 above there are 244 total observations, 119 of
which have a performance value of "Poor,” and 125 of which have a performance rating of
"Good." Poor knowledge conversion and poor performance was represented by 79
respondents. 46 responses on poor knowledge conversion had good organizational
performance. 40 responses had good knowledge conversion and poor organizational
performance. 79 observations with good knowledge conversion had good organizational

performance.

Knowledge sharing: good knowledge sharing and good organizational performance was
represented by 88 while 53 represented good knowledge sharing but poor organizational
performance. 66 observations had poor knowledge sharing and poor organization
performance. 37 observations had poor knowledge sharing and good organizational

performance.

Knowledge use. Poor Knowledge use and poor organization performance had 47
observations. Good organization performance and poor knowledge use was represented by
15. 110 of the observation was between good knowledge use and good organization
performance. Good knowledge use and poor organization performance was represented by 72

observations.
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Table 4.18

The chi square test results for the association between the knowledge management
processes performances

Chi-Square Tests

Chi-Square Tests

Valu D Asymp. Sig. Exact Sig. Exact Sig.
e f (2-sided) (2-sided) (1-sided)
Knowledge Pearson Chi- 21.3
conversion Square 59a 1 <0.001
Continuity 20.1
Correction® 91 1 <0.001
21.6
Likelihood Ratio 89 1 <0.001
Fisher's Exact
Test <0.001 <0.001
Linear-by-Linear  21.2
Association 71 1 <0.001
Knowledge Pearson Chi- 16.7
sharing Square 16a 1 <0.001
Continuity 15.6
Correction® 72 1 <0.001
16.9
Likelihood Ratio 08 1 <0.001
Knowledge Pearson Chi- 243
use Square 17a 1 <0.001
Continuity 228
Correction® 88 1 <0.001
25.1
Likelihood Ratio 86 1 <0.001
Fisher's Exact
Test <0.001 <0.001
Linear-by-Linear  24.2
Association 18 1 <0.001
N of Valid Cases 244

a 0 cells (0.0%) have expected count less than 5. The minimum expected

count 1s 30.24.

b Computed only for a 2x2 table

Value Df

Asymp.

Sig. (2-

sided)

Exact Sig. (2-sided)
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Knowledge

conversion Pearson Chi-Square 21.359a 1  <0.001
Continuity Correction® 20.191 1  <0.001
Likelihood Ratio 21689 1  <0.001
Fisher's Exact Test <0.001

Linear-by-Linear Association 21271 1  <0.001

Knowledge
sharing Pearson Chi-Square 16.716a 1  <0.001
Continuity Correction® 15672 1  <0.001
Likelihood Ratio 16,908 1  <0.001
Fisher's Exact Test <0.001
Linear-by-Linear Association  16.647 1  <0.001
Knowledge
use Pearson Chi-Square 243172 1  <0.001
Continuity Correction® 22888 1  <0.001
Likelihood Ratio 25.186 1  <0.001
Fisher's Exact Test <0.001

Linear-by-Linear Association 24218 1  <0.001

N of Valid Cases 244

From the chi square results presented in table 4.18 above, the three knowledge processes
Knowledge conversion (x* = 21.359 df = 1 P < 0.001<0.05), Knowledge sharing conversion
(* =21.359 df = 1 P < 0.001<0.05) and Knowledge use conversion (y° = 16.716 df = 1 P <

0.001<0.05), have a significant association with organization performance.
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Table 4.19

Phi and Cramer’s V results.

Symmetric Measures

Value Approx. Sig.
Knowledge conversion  Phi 0.296 <0.001
Cramer's V 0.296 <0.001
Knowledge sharing Phi 0.262 <0.001
Cramer's V 0.262 <0.001
Knowledge use Phi 0.316 <0.001
Cramer's V 0.316 <0.001
N of Valid Cases 244

a Not assuming the null hypothesis.

b Using the asymptotic standard error assuming the null hypothesis.

Phi and Cramer’s V tests were run to assert the effect size between knowledge management

process and performance.

Table 4.19 shows the results on the effect size of the significant association between
knowledge process and organizational performance. Knowledge conversion (® = 0.296, df =
1, p < 0.001<0.05), Knowledge sharing conversion (® = 0.262, df = 1, p < 0.001<0.05) and
Knowledge use conversion (® = 0.316, df = 1, p < 0.001<0.05). with 1 as the degree of

freedom, the effect size can be summed as low to moderate.

4.6.2 Knowledge Management Process versus Organizational Culture
To examine any correlation between the knowledge management process and the

organizational culture, cross tabulation and Chi square testing were used. The following are

the results and interpretation.
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Table 4.20:

Knowledge Management Process Versus Organizational Culture

Count
organizational culture Total
0 1

0 71 54 125
Knowledge conversion 1 45 74 119
Total 116 128 244

0 66 37 103
Knowledge sharing 1 50 91 141
Total 116 128 244
Knowledge use 0 50 12 62

1 66 116 182
Total 116 128 244

For knowledge conversion, out of the total of 128 observations with a good organizational
culture rating, 54 had poor knowledge conversion while 74 had good knowledge conversion.
On the other hand, out of the total of 116 observations with a poor organizational culture

rating, 45 had good knowledge conversion while 71 had poor knowledge conversion.

Out of the total of 116 observations with a poor organizational culture rating, 50 had good
knowledge sharing while 66 had poor knowledge sharing. Furthermore, 37 respondents
reported poor knowledge sharing while 91 had good knowledge sharing out of the total of

128 observations with a good organizational culture rating.

From the 128 observations with a good organizational culture. rating, 116 had good
knowledge use while 12 had poor knowledge use. 66 observations had good knowledge use
while 50 had poor knowledge use, out of the total of 116 observations with a poor

organizational culture rating.
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4.6.3: Organizational Culture Vs Knowledge Management Practices

Table 4.21 presents the chi square results for the association between knowledge

management practices and organizational culture.

Table 4.21:

The association between KM processes and organizational culture.

Chi-Square Tests

Val d Asymp. Sig. Exact Sig. Exact Sig.

ue f (2-sided) (2-sided) (1-sided)
Knowledge Pearson Chi- 8.81
conversion Square 0? 1 0.003
Continuity 8.06
Correction® 6 1 0.005
8.86
Likelihood Ratio 8 1 0.003
Fisher's Exact
Test 0.003 0.002
Linear-by-Linear  8.77
Association 4 1 0.003
Knowledge Pearson Chi- 19.5
sharing Square 442 1 <0.001
Continuity 18.4
Correction® 14 1 <0.001
19.7
Likelihood Ratio 82 1 <0.001
Fisher's Exact
Test <0.001 <0.001

Knowledge
use

Linear-by-Linear 19.4

Association 64 1 =0.001
Pearson Chi- 36.5
Square 25" 1 <0.001
Continuity 34.7
Correction” 67 1 =<0.001
=001

38.3
Likelihood Ratio 5 1
Fisher's Exact
Test =001 =0.001

. . <0.001
Linear-by-Linear 363

Association 75 1

M of Valid Cases 244

a 0 cells (0.0%) have expected count less than 5. The mimimum expected
count is 29,48,

b Computed only for a

2x2 table
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According to the results of the chi-square test presented in Table 4.21, there is a significant
relationship between the three knowledge processes (Knowledge conversion, Knowledge
exchange, and Knowledge use) and organizational culture. The Pearson Chi-Square value for
the Knowledge conversion test was 8.810 with one degree of freedom and a p-value of 0.003.
This indicates that at the 0.05 level, the association between Knowledge conversion and
organizational performance is statistically significant. Similarly, the Pearson Chi-Square
values for Knowledge sharing and Knowledge use were 19.544 and 36.525, respectively,
with one degree of freedom and p-values less than 0.001. Both Knowledge sharing and
Knowledge use were found to have a significant association with organizational culture,

according to these findings.

The results are in line with those of Paais and Pattiruhu (2020), who looked at Wahana
Resources Ltd in the North Seram District of the Central Maluku Regency in Indonesia to
determine how leadership, motivation, and organizational culture affected job satisfaction and
employee performance. There were 155 employees in the research sample. The proportional
stratified random sampling method was used to select the respondents. Data was collected
using a questionnaire, and Amos' Structural Equation Modeling was utilized to evaluate it.
The examination of the data showed that, while work motivation and organizational culture
had no effect on employee job satisfaction, they had a favorable and statistically significant

impact on performance.

According to Paais and Pattiruhu (2020), leadership has no impact on performance even
though it significantly affects employee work satisfaction. According to the results of testing
the coefficient of determination, work satisfaction factors are influenced by motivation,

leadership, and culture variables by 57.4%, while employee performance variables are
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influenced by motivation, leadership, culture, and job satisfaction variables by 73.5%. Other
factors beyond the scope of this investigation impact the other variables. To increase
employment satisfaction, the motivation, leadership, and organizational culture of employees
must be enhanced. If employee job satisfaction increases, performance will certainly increase

as well.

The results are also in line with those of Famiyeh et al. (2018), who examined the moderating
effect of organizational culture in the link between service quality, customer satisfaction, and
loyalty using data from the Ghanaian banking sector. Understanding the relative importance
of the various service aspects to Ghanaian banking customers is the main goal, along with
figuring out what drives customer pleasure and whether it has any impact on customers'
loyalty. The relationship between service quality and its impact on client satisfaction and
loyalty was examined using survey methodology and partial least squares structural equation
modeling. The findings show a substantial positive association between dependability,
environment, and social characteristics and customer satisfaction with these banks. Employee
responsiveness and confidence don't seem to be significantly correlated with customer
happiness, though. Importantly, company culture seems to strengthen the beneficial
relationship between customer happiness and service quality aspects. The findings also show
a direct and favorable relationship between client loyalty and customer satisfaction. In the
Ghanaian banking industry, dependability, ambiance, and social elements continue to be the

three most important predictors of customer satisfaction.

Therefore, Famiyeh et al. (2018) conclude that bankers must consistently receive training and
education in order to provide more reliable services to consumers. Managers should also

invest in the development of employees, the distribution of appealing promotional materials,
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the provision of directions to banks, the maintenance of clean waiting areas for customers,
and the provision of sufficient parking for customers. The fact that this study's data were
restricted to Ghana's financial landscape is one of its limitations. The study shows how
important customer satisfaction and loyalty in the banking sector are to service quality
characteristics including reliability, environment, and social elements. Organizational culture
seems to strengthen the link between empathy, dependability, tangibles, and customer
pleasure. Therefore, it is crucial for banks to keep cultivating work environments where
employees feel ownership over their job and have the opportunity to make a meaningful

contribution.

Neyazi and Ebtekar (2020) concur with the findings of a study conducted to ascertain the
impact of organizational culture on the performance of employees in Afghanistan's
telecommunications industry. For this purpose, researchers utilized and adapted formerly
used questionnaires. To measure them in the targeted organizations, the dependent variable
employee performance and the independent variable organizational culture are each divided
into their corresponding subcomponents. It is regarded necessary to undertake this study and
make suggestions for changes to the selected sector because this subject has not been
thoroughly discussed in the context of Afghanistan. This study's target population consists of
approximately 2,000 employees in the telecommunications industry. This investigation
contains 211 randomly selected employees from Afghanistan's numerous telecommunications
companies. To accomplish the aforementioned goal, the regression model is employed to
analyze the data and determine the relationships between the variables. The results
demonstrate the existence of relationships and influences between organizational culture and

overall employee performance. However, the extent of this effect varies based on various
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organizational culture sub elements. Specifically, change management and objective

achievement.

Symmetric Measures of Association for Organizational Culture Vs Knowledge

Management Process

Table 4.22:

Association for Organizational Culture Vs Knowledge Management Process

Symmetric Measures

Value Approx. Sig.
Knowledge conversion Phi 0.190 0.003
Cramer's V 0.190 0.003
Knowledge sharing Phi 0.283 <0.001
Cramer's V 0.283 <0.001
Knowledge use Phi 0.387 <0.001
Cramer's V 0.387 <0.001
N of Valid Cases 244

a Not assuming the null hypothesis.

b Using the asymptotic standard error assuming the null hypothesis.
The effect size of the association between knowledge management process and
organizational culture were tested using Phi and Cramer’s V. The results are shown in Table

4.20

The effect size of the significant association between knowledge processes and organizational
culture can be interpreted as low to moderate, as indicated by the Phi coefficient values in
Table 4.20. The Phi coefficient, which runs from 0 (no correlation) to 1 (perfect association),

assesses the degree of association between two categorical variables.

For knowledge conversion, the Phi coefficient value is 0.190, indicating a weak to moderate
association with organizational culture. For knowledge sharing, the Phi coefficient value is

0.283, indicating a moderate association with organizational culture. Knowledge use, with the
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Phi coefficient value of 0.387, indicates a moderate to strong association with organizational

culture.

4.7 Influence of Knowledge Management Processes on Performance

The effect of knowledge management process on performance was assessed using binary
logistic regression. Specifically, three models of Binary Logistic regression were run to
assess the influence of knowledge management processes on the organization’s performance.

The results are presented and explained in this section.

Model 1 examined how the organization's performance was impacted directly by the
knowledge management processes (knowledge conversion, knowledge sharing, and

knowledge usage). Table 4.23 presents the results from the model.

Table 4.23.
Presents the results from the model.

Model Summary

Cox & Snell R
Step -2 Log likelihood Square Nagelkerke R Square
1 315.500a 0.088 0.118

a Estimation terminated at iteration number 5 because parameter estimates changed by less
than .001.

Classification Table

Observed Predicted
Percentage
Performance Correct
0 1
Step 1 0 68 51 57.1
Performance 1 38 87 69.6
Overall Percentage 63.5

A The cut value is .500

The result in Table 4.23 shows that the Pseudo R2 was 0.118 (Nagelkerke R square = 0.118)
indicating that the knowledge processes explained 11.8% of the variation in performance.
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The individual prediction Knowledge conversion, Knowledge sharing, and Knowledge use of

the odd for satisfactory performance by is presented in Table 4.24

Table 4.24:

Multivariate logistic regression

Variable B S.E. Wald df P-Value Odds Ratios

Knowledge conversion
Poor(RC) 1.000

Good 0.647 0.304 4519 1 0.034 1.909

Knowledge sharing
Poor(RC) 1.000

Good 0.235 0.250 0.886 1 0.347 1.265

Knowledge use
Poor(RC) 1.000

Good 0.595 0.296 4.05 1 0.044 1.814

Results in Table 4.22 show that knowledge conversion and knowledge use positively and
significantly influenced organization’s performance (Knowledge conversion: Wald = 4.519,
df =1, p = 0.034 < 0.05, OR=1.909. Financial institutions which embraced good knowledge
conversion mechanisms were 1.909 times more likely to record improved performance when
compared to those that were rated as poor in terms of knowledge conversion. These findings
concur with those made by Fattahiyan, et al (2013), who found that organizational structure,
knowledge acquisition, knowledge usage, and knowledge protection all have an impact on

business performance.
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Knowledge use (with Wald = 4.05, df = 1, p = 0.044 < 0.05, OR=1.814) implied that
financial institutions which were rated as good in knowledge use were 1.814 times more
likely to record improvement in performance when compared with those that were rated as
poor in terms of knowledge use. The findings agree with those of Cegarra-Navarro et al.,
(2016), who discovered that when companies produce and use knowledge, performance
improves. However, knowledge sharing (Wald = 0.886, df = 1, p = 0.347 > 0.05, OR=1.265)
had no impact on how well the organization performed. It is also noted that all the knowledge
management processes increased the odd for satisfactory performance even though that of

knowledge sharing was not significant at 5% level of significance (OR=1,265, p>0.05).

4.8 Testing for the Effect of Organizational Culture On The Relationship Between
Knowledge Management Process And Performance

Organizational culture is tested and presented as the second step of the moderating effect,
representing how it affects the relationship between the knowledge process (composite score

of knowledge conversion, knowledge sharing, and knowledge use) and performance.

4.8.1 Introducing Moderating Variable in the Logistic Regression Model

The moderating variable was first introduced into the model as a predictor. Thus, Model 2
tested the effect of the organization’s culture on the relationship between knowledge
management process and organizational performance. The test results are shown in Table

4.25
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Table 4.25:
Model Summary

Model Summary

Cox & Snell R Nagelkerke R
Step -2 Log likelihood Square Square
1 285.902° 0.193 0.257

a Estimation terminated at iteration number 5 because parameter estimates changed by less than
.001.

The introduction of the moderating variable into the equation improved the production of
performance since the change in R2 was +0.149 (an increase in model fit). The classification

of the cases is shown in Table 4.26

Table 4.26: Case classification for Model 2: Knowledge management process and

organizational culture versus organization performance

Table 4.26:
Case classification for Model 2

Classification Table?

Observed Predicted
Percentage
Performance Correct
0 1
Performance 0 72 47 60.5
Step 1 1 25 100 80
Overall Percentage 70.5

aThe cut value is .500
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Table 4.27:

Model With Organizational Culture as a Moderator

Odds
Variable B S.E. Wald df  Sig. Ratios
Step la Knowledge processes 0.321 0.356 0.813 1 0.367 1.378

Organizational culture 2.317 0.448 26.742 1 <0.001 10.145

Constant 10.215 1.737 34.587 1 <0.001 0

a Variable(s) entered on step 1: KM process, organizational culture

Table 4.26 shows that when organizational culture was introduced into the model, knowledge
process (Wald = 0.813 df = 1 p =0.367> 0.05, OR=1.378) had no significant influence on the
organization performance. However, organization culture (Wald = 26.742 df = 1 p = 0.001 <
0.05, OR=10.145) had a significant influence on organizational performance. Any unit
increase in organization culture improves organizational performance ten times. This implies
that organizational culture fully mediated the relationship between Knowledge management

Process and performance.

4.8.2 Introducing interaction term in the logistic regression model

The third step in the test for moderating effect of organizational culture on the relationship
between knowledge management process and organization performance was the introduction
to an interaction term into the model comprising knowledge management process (KP,

composite score) and organizational culture (OC). In this regard, Model 3 entailed the
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inclusion on the interaction term together with that knowledge management process and

organization culture against the organization’s performance. Table 4.27 presents the results.

Table 4.27.

Model with interaction term (KP*OC)

Model Summary

Cox & Snell R Nagelkerke R
Step -2 Log likelihood  Square

Square

1 285.603a

0.194 0.258

a Estimation terminated at iteration number 6 because parameter estimates changed by less

than .001.

Classification Table?

Observed Predicted
Performance Percentage Correct
0 1
Step 1 Performance 0 75 44 63
1 29 96 76.8

Overall Percentage

70.1

a The cut value is .500
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Table 4.28

Variables in the Equation

Variable B S.EE. Wald df P-Value Odds Ratios
Step 1la Knowledge processes -1.054 2.405 0.192 1 0.661 0.348
Organizational culture 1.028 2.269 0.205 1 0.650 2.796
KP*Organizational culture  0.35 0.608 0.331 1 0.565 1.419
Constant -5.179 8.812 0.345 1 0.557 0.006

a Variable(s) entered on step 1: Knowledge processes, Organizational culture, Knowledge process

*Qrganizational culture.

From Table 4.28, knowledge process (Wald = 0.192, df = 1, p = 0.661> 0.05, OR=0.348),
organization culture (Wald = 0.205, df = 1, p = 0.650 > 0.05, OR=2.796) and the interaction
term (Wald = 0.331, df = 1, p = 0.565> 0.05) had no significant influence on the
organization’s performance. It was determined that the interaction term did not moderate the
association between the knowledge management process and organizational performance
since it did not significantly affect the chances for organizational performance. It is however,
noted that the interaction increased the odds for satisfactory performance by 1.419 [exp(B) =

OR= 1.419] times though the effect was not significant.

Famiyeh et al. (2018) observed the opposite. The paper's authors used data from the
Ghanaian banking industry to study how a firm’s culture moderates the relationship between
service quality, customer happiness, and customer loyalty in banking. This research seeks to

evaluate the relative importance of several service components to Ghanaian banking clients,
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as well as what motivates them and if their satisfaction affects their loyalty. The relationship
between service quality and customer satisfaction and loyalty was investigated using surveys
and partial least squares structural equation modelling. According to the research, reliability,
ambiance, and social connection all positively affect customers' financial transaction
satisfaction. However, employees' certainty and responsiveness do not appear to affect
customers' satisfaction. It's also crucial to remember that business culture appears to reinforce
the beneficial connection between service excellence and client satisfaction. According to the
research, client loyalty is directly related to consumer satisfaction. In Ghana's banking

industry, reliability, environment, and social factors are key to customer happiness.

In order to offer clients with better reliable services, Famiyeh et al. (2018) found that bank
staff must engage in continual training and education. Managers should also improve their
personnel, create enticing advertising materials, provide banks instructions, keep banking
halls clean for customers, and provide enough parking spaces. This research is hampered by
the data's concentration on Ghana's banking sector. Service quality components including
reliability, ambiance, and social features affect banking client happiness and loyalty,
according to the research. The firm's culture seems to reinforce the favourable association
between empathy, reliability, tangibles, and customer pleasure. For this reason, financial
institutions must maintain cultures that enable individuals to feel engaged to their work and

take ownership over its quality so they may make significant contributions.
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4.9 Test of Hypothesis

The current investigation investigated four hypothesis. The null version of the hypotheses

was used, and they were tested at a 5% level of significance. (p<0.05)

Table 4.29:

Test of Hypothesis

SN

Hypothesis

Test Decision

Hoz

Ho2

Hos

Hoa

Knowledge conversion has no relationship
with performance of financial institution in

Somalia

Knowledge sharing has no relationship with
performance of financial institution in

Somalia

Knowledge use has no relationship with
performance of financial institution in

Somalia

Organizational culture has no moderating
effect on the relationship between knowledge
management process and performance of

financial institution in Somalia
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Wald=4.519, df=1,

p=0.034<0.05,

Reject null

OR=1.909

Wald=0.886, df=1, p=0.347
>0.05,

Accept null

OR=1.265

Wald=4.05, df=1,

Reject null

p=0.044<0.05, OR=1.814

Wald =0.331, df =1, p =

0.565> 0.05, OR=1.419 Accept null



Despite the fact that organizational culture did not substantially modify the link between
knowledge management process and performance of financial institutions in Somalia, it fully

mediated this association (Organizational culture: Wald = 26.742, p0.001, OR =10.145).

The results on the null hypothesis four contradict the findings of Mohsen et al. (2020), who
conducted a research to investigate the influence of organizational culture on the workers'
performance in the telecommunications industry in Afghanistan. This study was conducted to
evaluate how organizational culture affects workers' performance in the industry. The
researchers used and modified previously administered questionnaires to do this. Both the
dependent variable employee performance and the independent variable organizational
culture are deconstructed into its component pieces in order to be quantified in the
organizations that this study is focusing on. Due to the fact that this subject has not been
explored in a systematic manner within the framework of Afghanistan, it is seen as essential
to carry out such a research project and encourage the chosen sector to develop via the use of
recommendations. The workforces employed in the telecommunications industry, which total
around 2,000 individuals, are the focus of this study's population of interest. 211 individuals
working for a range of Afghanistan-based telecommunications businesses have volunteered
to take part in this research project. Participants were chosen at random. In order to
accomplish the goal that was stated before, the regression model is used to the data in order to
conduct an analysis and discover the connections between the variables. The findings
demonstrate the presence of the links and effects of organizational culture on the overall
performance of employees in the organisation. Nevertheless, the level of this influence differs
depending on the many components that make up an organization's culture. Specifically, the

management of change, the accomplishment of goals, and other related topics.
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In addition, the findings of the study on null hypothesis four do not agree with those of
Famiyeh et al., (2018), who conducted a study that used information from the banking sector
in Ghana sought to examine the moderating effect of organizational culture on the link
between service quality, customer happiness, and loyalty in the banking sector. The findings
of the current study on null hypothesis four do not agree with those of Famiyeh et al., (2018).
The purpose of this study is to understand the relative importance of the various service
characteristics to Ghanaian banking customers as well as what makes customers happy and
whether or not this pleasure has an impact on the customers' loyalty. The survey method and
partial least squares structural equation modeling were used in the study of the relationship
between service quality and its impact on customer satisfaction and customer loyalty.
According to the findings, the elements of dependability, ambience, and social interaction all
have a substantial positive association with the level of contentment experienced by clients
who do their financial transactions with these institutions. However, it does not seem that the
workers' assurance or responsiveness has any meaningful association with the level of
pleasure experienced by the consumers. It is also essential to highlight the fact that
organizational culture seems to bolster the favourable association between the facets of
service quality that pertain to customer happiness. The findings also suggest that the level of
happiness experienced by customers has a direct bearing on the degree of loyalty shown by
those customers. Reliability, atmosphere, and social elements continue to be the three most

significant variables that promote consumer satisfaction in the banking business in Ghana.

The findings of Famiyeh et al. (2018) lead them to the conclusion that it is essential for bank
employees to participate in ongoing training and education in order to provide consumers
with services that are more dependable. In addition, managers should make an effort to train

and develop their staff, supply customers with appealing promotional materials, provide
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customers with instructions to the banks, ensure that the banking halls are clean for customers
to wait in, and provide customers with an adequate number of parking spots. The fact that the
data were primarily focused on the financial environment in Ghana is one of the things that
holds this investigation back. According to the findings of the study, the impact of service
quality components including dependability, ambience, and social elements on customer
satisfaction and loyalty in the banking industry is shown. It would seem that the culture of the
organisation helps to fortify the beneficial connection that exists between empathy,
dependability, tangibles, and customer pleasure. For this reason, it is essential for financial
institutions to maintain the development of cultures that encourage workers to feel committed
to the job they do and give them a feeling of ownership over its quality, so that they may

make contributions that are meaningful.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction

This chapter includes a study overview, results, and suggestions. Discussions of findings and

conclusions lead to recommendations.

5.2 Results Summary

This study examined how knowledge management processes affect Somalian financial
organizations’ performance. This study looked at how corporate culture affects how
knowledge is used, shared, and converted as well as how well financial institutions perform
in Somalia. According to an assessment of the research, knowledge is a crucial competitive
resource. The modern practice of leveraging knowledge to make critical plans, assessments,
decisions, and reforms to an organization's operating procedures is known as knowledge
management.  Knowledge management applies information to important planning,

assessment, and decision-making.

Knowledge Conversion and Performance: Empirical study showed that an organization
may turn explicitly developed information into tacit knowledge for people via knowledge
conversion. This was done to assess whether Somalia’'s financial institutions' performance
affects knowledge conversion. The binary logistic regression showed that information
transmission affects Somalia's financial institutions. Information conversion also affects
Somalian financial organizations. This discovery was noteworthy since its P-value was
0.0340.05, below 5%. According to the present research, organizational culture and
knowledge conversion have an impact on performance, contrary to (Fattahiyan, et al 2018;

Kombo 2015; Nyaboke, 2019). (Ordinal likelihood=1.909, Wald = 4519, df = 1, p =
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0.0340.05). Performance increased with information converted, disproving the null

hypothesis.

Knowledge Sharing and Performance: Knowledge exchange did not affect Somalia's
financial institutions' performance, according to a P-value of 0.347>0.05. To determine
whether the two variables were related. Empirical research shows connecting agents are
crucial to information sharing. Linkage agents assist researchers modify their findings and
make them easier to apply. The efficacy of this process depends on knowledge attributes,
actors, and sharing mechanisms (Zaied et al., 2012). The strategic relapse showed that
information sharing and financial organisation execution in Somalia are strong for no
(Wald=0.886, df=1, p=0.347>0.05, OR=1.265). Contrary to Saini (2013), community
engagement activities and training allowed employees to freely express their opinions and
share and reuse knowledge. Since information sharing did not affect Somalia's financial

institutions, the "null hypothesis™ was adopted.

Knowledge Use and Performance: Empirical research defines knowledge use as applying
information to activities, performance, or problem-solving. Ajmal and Koskinen (2008) say
individuals and teams may utilize knowledge. Information consumption and financial
institution performance in Somalia are significantly related, according to logistic regression
(Wald=4.05, df=1, p=0.0440.05, OR=1.814). The ANOVA and F test were used to assess
whether Somalia's financial institutions’ performance was correlated with knowledge
utilization. The financial organizations analyzed also performed better after using learned
knowledge. This finding's P-value was 0.044, well below 5%. These studies (2003) shown
that developing and using knowledge improves company performance. This supports Mutura

et al and colleagues in their 2015 hypothesis. As a result, the alternative hypothesis that
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knowledge use negatively impacted financial institution performance was shown to be false,

and the results showed that knowledge use improved performance.

Moderating Effect of Organizational Culture: Somalia’s financial institutions' performance
and knowledge management procedures will not be impacted by business culture.

“Organizational culture is described by Ravasi and Schultz (2016) as "a set of common
mental assumptions that define appropriate behavior for different situations and direct
interpretation and action in organizations. These mental assumptions guide company activity.
The study noticed that employees were persuaded to adapt to changes in their environment.
These results claim that a firm's culture helps employees engage and adapt to the outside
world. Nyaboke (2019) results matched this. The logistic regression showed that
organizational culture did not affect the relationship between knowledge management
processes and financial institution performance in Somalia (Wald = 0.331, df =1, p = 0.565>

0.05, OR = 1.419). The lack of a significant link between the Organization's culture and

Somalia’s financial institutions' performance supports the null hypothesis.

5.3 Conclusion

The study found that organizations turned tacit information into explicit knowledge and vice
versa to create new and expand current knowledge. Knowledge conversion correlated
positively and quantitatively with Somalian financial institutions' performance measures.
Researchers concluded this. The study has identified many methods managers employ to
influence management decisions. Knowledge conversion enables organizations to
communicate explicit information and transform it into tactical knowledge. Knowledge
conversion can do this. Because of this, one would anticipate that organization members may

use metaphors, analogies, and words to communicate their thoughts and images.
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Linking agents are crucial to information sharing, according to studies. Organizations
avoided similar blunders by finding and analyzing information. Because organizations have
procedures. The research concluded that knowledge generation and dissemination are crucial
to an organization's performance and competitiveness, and the company's workforce received

useful information. The studies also encouraged conversation and information collecting.

The study found that leadership drove knowledge management implementation and
utilization. Seventy percent of respondents also felt that applying knowledge leads to
continual advances. According to Barnes (2022), organizations benefit from knowledge
application, not availability. The study also showed that information technology in

knowledge management has supported worker needs.

The binary logistic regression study found no significant moderating impact of organizations’
culture on Somalian financial institutions' performance. Study findings led to this conclusion.
Thus, organizational performance and knowledge management may explain Somalia's
financial institutions' success. The study showed that management has enough time for
communication and often talks to personnel. Research found that management encourages
transformation. According to study, organizational culture moderates knowledge conversion,

sharing, and application.

5.4 Recommendations

Financial Institution Advice

This study shows that effective knowledge conversion, information exchange, and exposure
to varied knowledge applications positively affect Somalia's financial institutions.

Conversion, sharing, and exposure to knowledge uses are these activities. The research found
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that Somalia's financial institutions should treat knowledge assets (the conversion, sharing,
and application of information) like financial and physical assets to stay competitive and
viable. The study found that personnel from diverse companies share their knowledge and
experience. Somalian financial institutions must employ knowledge management technology
to plan, examine, decide, evaluate, and modify operational procedures. This conclusion
suggests that Somalia's financial institutions establish an information evaluation procedure

and frequently gather data.

Policy Recommendations

The study suggests that firms use knowledge management methods including information
conversion, sharing, and use to improve social capital and performance. The analysis found
that knowledge translation, sharing, and application accounted for 70.2% of Somalia's
financial institutions' performance. The findings show that using and transforming knowledge
improves Somalia's financial institutions. Human resources data has always been crucial to a
company's competitive edge. To safeguard corporations against unscrupulous human

resource trainers, the government must pass the necessary laws.

Contribution to the Theory

The study contributes to organizational performance and knowledge management research.
The study found that managers and employees must be proficient in appropriate knowledge
and abilities to properly implement knowledge management. Knowledge management makes
practitioners aware that intellectual assets may be maintained and saved with proper methods.
Businesses must also produce fresh information, make it simple for workers to exchange it,

and utilize it to create creative goods and services.
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Areas of Further Research

The study focused on financial institution employees in several functional areas. The
knowledge management process's impact on employee performance was assessed. Future
study on knowledge management and performance must take into account additional
economic sectors, such as education, agriculture, and health, in order to evaluate whether the
two results are generalizable. This will determine whether the two results are generalizable.
More study is needed on knowledge management and performance relationships. KM case
studies of successful Somalian enterprises may be used as benchmarks for less successful

organizations.
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APPENDIX I: QUESTIONNAIRE

Section A: General Information
Kindly tick or write in the spaces provided as appropriate.
1. Kindly indicate your gender.

Male [ ] Female [ ]

2. For how long have you worked in this bank?

3 years and below []
4-7 years [ ]
8-11 years [1]
12 years and above []

3. What is your position in this Institution?
Finance manager
Human resource manager
Marketing manager
ICT manager

Operations manager

Other (specify) ......oovveviiiiiiinn...

194

[]
[ ]
[ ]
[ ]
[ ]



Section B: Knowledge Conversion

4. Please indicate your level of agreement with the statements given below
by Circling the following Abbreviations:
SD= Strongly Agree, D= Disagree, M=Moderate, A=Agree, SA = Strongly

Agree

SDID|M | A

Socialization
Interaction with customers is encouraged in our

organization

Knowledge and experiences are shared through interaction

with employeesin this organization

Knowledge and experiences are shared through interaction

with suppliers

Externalization
Organization members are able to articulate their ideas or
images, in words, metaphors, analogies into a readily

understandable form

Organization members are able to elicit and translate
knowledge of customers into a readily understandable

form

Combination

Knowledge is organized and integrated through reports

Meetings help in integrating knowledge
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Knowledge is disseminated through briefs

There is use of information technology in editing or

processing information

Exchange of documents helps in integrating knowledge

Internalization
The institution’s processes enhances understanding and
translating of knowledge (explicit) into application (tacit

knowledge) by organization staffs

There is actualization of concepts and methods through

the actual doing

There is actualization of concepts and methods through

simulations

Section C: Knowledge Sharing

6. Please indicate your level of agreement with the statements given below.

SD DIMJA

There is a process of information identification in

this org.

There is a process of information evaluation

Similar mistakes are avoided in our institution

Useful information is disseminated among the banks

staff

There are open discussions in our bank
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There is continuous capturing of information

Section D: Knowledge Application

8. Please indicate your level of agreement with the statements given below.

SD

D

M

SA

Organizational leadership has pioneered and driven KM

adoption and use

There is a KM training program

There are continuous improvements as a result of KM

application

There is a KM strategy in the org

KM has yielded efficient processes

IT use in KM has supported worker’s needs

Section E: Organization’s Culture

12. Please indicate your level of agreement with the statements given below.

SD

D

M

SA

Openness

Management frequently engage employees in dialogue

Adequate time is committed to communication, knowledge

exchange and learning

Management welcome and stimulates change

Employees are involved in important business processes

Futuristic orientation
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Planning is important for developing the future

Current action affects future results

Employees are encouraged to identify and interpret changes

in the environment

Employees are encouraged to adequately respond to changes

in the environment

Learning orientation :There is a conducive environment for

sharing new information and ideas

There is collaboration in development and use of new

information and ideas

There is commitment to learning

There is open-mindedness in the institution

Adequate resources are committed to training

Section F: Performance

14. Please indicate your level of agreement with the statements given below.

SD

D

M

SA

We have launched new products in the market

We have increased the speed of response to market demand

We have made improvements (such as branding) of

existing products

We have created new processes for delivering our financial
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services

We have improved our existing processes leading to better

service to customers.

We have increased our profits

| have acquired new useful skills to do my job

Our customer retention has improved over the last two

years
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