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ABSTRACT

This study presents findings d¢ime extent of application of human resource devalam

in knowledge management at Karatina University. @halysis was done using content
analysis. The data was obtained from Senior manageai Karatina university.

The findings indicate that the University happlied the practice of human resource
development in knowledge management. The untyengractices the application of

human resource development in knowledge managenm two categories academic
section and non academic, in the academiciosetite staff attend seminars and
conferences to enhance their teaching sk#isios lecturers are sponsored in terms
of monetary to buy the research equipmentst@anpay the research assistants. Also
in the academic section there is a requirertteaitmembers of publish papers and
circulate to departmental members where thelorly, however the university has
not created the environment in terms of irftedure so that the published work
can be shared by the university at largdén non academic section the university
does training needs analysis for and the reletraiing to the staff is done, there is
effective job rotation, employees are compttsger their academic qualifications,
there a requirement staff upgrade their skifser they are promoted to higher job
groups, staff appraisal is done and if oneresx certain grade is awarded a
promotion or credential increment, however there structured systems to resolve
disputes among employees. Also the researehndfothat there is horizontal and
vertical channels at all levels inthe umsity. The research also found that there
was no reward recognition system in place fdsearch also found that there is
rotation in seminar attendance for all catezpaf staff.
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CHAPTER ONE

INTRODUCTION

1.1Background of the Study

The shift from industrialized economies and natueaburces to intellectual capital, have
forced executives to reexamine the role knowledggspin organizations and how it is
used (Herling, 2000). The management of knowledge imcreasingly surfaced to
become a leveraging mechanism, providing an impbriompetitive edge within
organizations (Herling, 2000). Human Resource igracess of developing and
unleashing human expertise through organizatioreldement and personnel Training
and Development for the purpose of improving penfince (Herling, 2000). While
Knowledge management is the process of enhancimpaoy performance by designing
and implementing tools, processes, systems ,stegctand cultures to improve the

creating ,sharing ,and use of knowledge (lles &¥%/2000).

Human resource development gives organizatiormsrgetitive advantage as it helps the
organizations develop in an era of rapid changes ttontributing to an organizational
change. Toracco, (2000) argues about human thd@typrganizations derive economic
value from the employees’ skills, competence, kmalge and experience. Herling &
Provo (2000) argued that human capital can be dpedlthrough education and training
(Gratton, 2003). Through the continual evolvemdnthe human resource development
from the process of learning, training and develepin to involvement of activities and

processes which are intended to have impact omia#onal and individual learning



assuming that both the organization and the indalicare capable of influence and

directing through deliberate and planned intenagi (Harris, 2000).

Thus human resource development is constitutedobyofplanned interventions in
organizational and individual learning processed tman organizational process that
compromises the skillful planning and facilitatiof a variety of formal and informal
learning and knowledge processes and experiencesargy but not exclusive in the
work place in order that organizational progress iadividual potential can be enhanced
through the competence ,adaptability ,commitmermnt lemowledge creating of all who
work for the organization and the universities htovestablish the application of Human

resource development in Knowledge management I¢goulos & Frappaolo, 2000).

Knowledge management is a process where orgamsaliave formulated ways in the
attempt to recognize and archive knowledge assétinwthe organization that are
derived from the employees of various departmenfaailties and in some cases, even
from other organizations that share the similaaareinterests or specialization (Gratton,
2003). The key purpose of knowledge managemenuppating continuous learning
within the organization in order to improve theldpito cope with constant changes in

the market (Gratton, 2003).

Consequently knowledge management is seen as antiomal approach aimed at
eliciting required knowledge from knowledgeable pleo sharing it with appropriate

people at the right time and putting that knowledde action to improve organizational



performance (Hirsh & Jackson, 1996). Knowledge mangent entails a complex
process affected by several variables both witmd autside the organization. For
knowledge management to be effective, a holistipr@gch needs to be followed
supported by a strong and aligned foundation oblemg, inter alia Human Resources

Development.

Knowledge is increasingly claimed to be a key caitresource and source of competitive
advantage in the modern global economy, especialth the rise of the service
economy, the growth in the number of ‘knowledge keos’, the increasingly rapid flow
of global information, and the growing recognitiofh the importance of intellectual
capital and intellectual property rights (Hirsh Jackson, 1996). It is also increasingly
claimed that all organizations will have to excelceeating, exploiting, applying and
mobilizing knowledge to create and maintain sustidli®@ competitive advantage

(Koulopoulos & Frappaolo, 2000).

The resource-based view of the firm suggests thgarizations will need to be able
combine distinctive, sustainable and superior assatluding sources of knowledge and
information, with complementary competencies indkrghip and human resource
management and development to fully realize tHeevaf their knowledge (Harris,

2000).



Issues for human resource management include hganmations should be structured
to promote knowledge creation and mobilization, hod to develop a culture and set of
human resource management policies and practiatfh@nness knowledge and leverage

it to meet strategic objectives (Gray, 2001).

Knowledge is increasingly recognized as a key dmgdional asset and its creation,
dissemination and application as a critical sowteompetitive advantage (Herling&
Provo, 2000). This process is often seen as reqguine deployment of a combination of
core skills and competencies in information as wsllin human resource management,
including the creation and maintenance of orgammat structures and cultures that
facilitate organizational, team and individual l@ag and the sharing of knowledge and

information (Gratton, 2003).

1.1.1 Human Resource Development

Human resource development is the organizatiomaition that deals with issues related
to people, such as compensation, hiring, perforemananagement, development of the
organization, safety, wellness, benefits, employe®tivation, communication,
administration, and training. It is the processtigh which the personnel are accorded
their rightful position in the organization, forethmutual benefit of the employer and the
employee.

Competition agencies aim at regulating the markettlie benefit of the consumer. In
order to achieve this objective, human resourcesldgment systems should be geared

towards ensuring a well-motivated staff that isyited with the opportunity to utilize its



potential and talents to improve the delivery ofrvee to clients. Staff skills
improvements and learning programmes are key t® phocess, as are competitive

remuneration packages to minimize staff turnover.

Human resource Development is also a strategiccantprehensive approach both to
managing people and to managing the workplace reuland environment. Human
resource functions are moving away from the tradél personnel, administration and
transactional roles, which are increasingly beingtsourced. Human resource
development is now expected to add value to tlaegiic utilization of employees and to
put in place employee programmes that impact tegtution concerned in measurable

ways.

According to Harman and Brelade, current human ueso development trends are
moving “towards policies that respect and recogritze requirements of knowledge
workers as individuals... human resource developratatpts to meet the expectations
of knowledge workers through policies designedatcilitate differing ‘lifestyle choices’

such as flexible work programmes, by actively atiting the organizational values,

supporting involvement, and respecting diversity.”

Harman and Brelade state that success in competitgencies “will be seen in the
creation of a culture that supports the sharingnofwledge and information, creates fluid
organizational boundaries and focuses on bringésgurces together creatively to deliver

social outcomes.”2 For example, it has been rezeghithat there is a need to use



economic analysis in order to solve competitionesasligh turnover and difficulties in
attracting qualified staff can limit the availabyliof knowledge (e.g. the use of
economics and econometrics in competition casd®relis a need for human resource
development to design structures that will fadiéitaccess to and sharing of knowledge,

as well as its retention within the university.

1.1.2 Knowledge Management

Universities have long been recognized as avenueteéching and learning, research
and discovery, as well as providers of servicethéosociety through the application of
knowledge (Taylor &Qunitas, 2000). To strive formdemic excellence, it is imperative
for public universities to become a Learning Orgation. This can be done by
integrating the conceptual relationship betweennieg organization and knowledge
management process to enhance the academic exeetiéthe both private and public

universities (Herling, 2000).

Learning Organization is defined by Gratton (2088)one in which learning and works
are integrated in an ongoing and systematic fastu@upport continuous improvement
at the individual, group and organizational levétsother words, learning takes place in
the individuals, teams and organization and even dbmmunities with which the

organization interacts. Learning Organization isds&é be about increasing an
organization’s problem solving capability and abolénging behaviour in ways leading

to improved performance at the individual, team arghnizational level.



Knowledge management involves the process of cagtuhe collective expertise and
intelligence in a Learning Organization and usihgn to foster innovation through
continued organizational learning (Taylor & Qunjt&00). The ultimate goal of
knowledge management is to convert tacit knowleghgesonal ideas and experiences)
from individual knowledge to explicit organizatidnenowledge (documents, products
and procedures) and utilized shared knowledge scopoganization effectively(lles &
Yolles ,2000)To strive for academic excellencdsitmperative for a public or private
university to become a Learning Organization . T™ais be accomplished by adopting the
Knowledge management Process for knowledge trawn$feacit knowledge to drive its
future value of academic excellence of the uniwerg¢Pitt, & Rouncefield, 2000).
Developing knowledge management strategies withinveusities will promote the
harnessing of knowledge resources and building kedye base to support institutional
development and growth in terms of services offexed academic programs. This will
facilitate access, sharing, use, and replicationkmdwledge by all stakeholders or
employees. In the absence of knowledge managenratéges, the emphasis is for each
institution to collect and store information andlriedge at the expense of dissemination

and sharing with other stakeholders (Pitt, &Rouistéf 2000).

1.1.3 Application of Human Resource Development anknowledge Management

“Human resource development is the process oéasing the knowledge, the skills, and
the capacities of all the people, in a societyedonomic terms, it could be described as
the accumulation of human capital and its effectnxestment in the development of an

economy. In political terms, human resource develt prepares people for adult



participation in the political process, particwjads citizens in a democracy. From the
social and cultural points of view, the developmeinthuman resources helps people lead
fuller and richer lives, less bound to traditiore., the processes of human resource

development unlock the door to modernization”(G2G01).

Human resource development is an important and agention receiving discipline of

present time. It is a relatively young academicigigne but an old and well established
field of practice. According to Rao (1995) the seaid human resource development is
extended, at one side, to developing competendidsuman resource by enhancing
knowledge, building skill, changing attitude anddeing values, and at other side,
creation of conditions through public policy, pragrs and other interventions to help
people to apply these competencies for their owhathers’ benefits and making things

happen.

The purpose of human resource development is @ht@n learning and performance
perspectives, both benefiting the individual and ithterests of shareholders. In a wider
perspective, the purpose centers on economic bensficial benefits and the ethics of
human resource development. These points indireatygest that a reconciliation of the
purpose of human resource development centrallysies on training, development and
learning within organizations for individual devphoent to achieve business strategies
and for the development of organizational competdhterling & Provo, 2000).
Koulopoulos & Frappaolo (2000) revealed that thie if human resource development

is crucial, in promoting and sustaining growth. Hum Resource Development,



particularly in education and training, contribugggnificantly to economic development
in terms of increased worker productivity and ineonThe economy becomes more
productive, innovative and competitive through #rastence of more skilled human
capability. Gratton (2003) asserted that orgarratihave been created by humankind
and can soar or crumble, and human resource deweldps intricately connected to the
fate of any organization. Human expertise is dgwdoand maximized through human
resource development processes and should be égpliehe mutual longterm and/or

short-term benefits of the sponsoring organizasiond the individuals involved.

According to lles & Yolles (2000) Human resourcevelepment holds the key for
economic development by enabling people to beconwee productive, because
economic development depends upon level of indsadtivity of production, which
onward depends upon the productivity of human nmesouHerling & Provo (2000)
asserted that the quality of human resources wikmnine the success or failure of any
development effort, especially concerning induBiz@ion, adopting technical change
and global market response. Viewed from this petsge human resource development
therefore requires special attention to complernshanhges in the economic profile of the

proposed growth regions (Gray, 2001).

1.1.4 Karatina University
Karatina University was established as a fully-fjled University in Kenya through the
award of Charter on 1st March 2013 as stipulatetthenUniversity Act No. 42 of 2012.

Currently, the University offers degree and diplopnagrammes in Education and Social



Sciences, Natural Resources and Environmental SgserBusiness, Agriculture and
Biotechnology and Pure and Applied Sciences. Thidsity is situated 15 knowledge
management North of Karatina Town on Ragati TeadfacKagochi tarmac road. The
historical background provides a clear picture dfatvto expect at and of Karatina

University (www.karatina.co.ke).

In addition, it spells out clearly the major milesés since elevation into a Constituent
College including development of a strategic ptaat has continually guided the
operations of the University leading to increasediasnt enrolment; diversified linkages
and collaborations with local; national, regionatianternational bodies and institutions
aimed at enhancing academic excellence; infrastralctdevelopment aimed at
facilitating the students! academic welfare; technological advancement siwcle-a
library; a research agenda aimed at taking advantdgthe unique rich agricultural
location of the University as evidenced by the shisting by Kenya Forestry Service;
Water Resource Management Authority and Nationajation Board to undertake a
project on enhancing institutional capacity buigion water and resources in a
sustainable and participatory way; strong academdcadministration human resource to
facilitate achievement of desired institutional Igo@and a service charter for efficient and

effective service delivery to all University Cliesnt
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It also provides a brief on the key Universityetssand ongoing University outreach and

extension Programmes (www.karatina.co.ke).

The University operations are guided by the Visidission, Philosophy and Core
Values as an outline which emphasize on inspiringovation and leadership for
academic excellence and improved welfare of thedestts, staff and all other
stakeholders. The University is positioned as angaoncern aimed at meeting the
dynamic and development needs of the society. Higldecational institutions (HEIS)
create and apply human resource development in lkedlge during their processes and
activities. The growth in the number of HEIs in Kann the last decade has increased
competition and the pressures for performing beftars has forced the institutions to
recognize the need for human resource developmenknowledge management
initiatives which is a key asset. Therefore, thtougsearch higher institutions of learning
are experiencing challenges in the application oman resource development in
knowledge management in Kenya due to inadequait@ngato employees, inadequate

ICT integration in systems (www.karatina.co.ke).

1.2 Research Problem

Modern management education in the academic warlgdery demanding and very
competitive (Pitt, & Rouncefield, 2000). One haststain in the continuous knowledge
flow. Issues and challenges in academics not offigctapeople within the institutions,
but also other segments like environment, industandards and demands, educational

norms and growing business university competitid?rogo, 2000). Knowledge

11



management increases the ability of the managetodetirn from its environment and
incorporate knowledge into the academic processesadapting to new tools and
technologies (Taylor & Qunitas, 2000). The managéntes to realize the value of
knowledge management so as to provide the culdirattion needed to ensure high
level competition in education market. Knowledgenagement is used to examine the
overlapping and ongoing relationships among adinatisn, faculties, students, course,

and programs in any school academic environmerdr(ison & Mabey,et.al 2000).

Human resource development is an important aspethe universities considering
universities are a places of information, instrocs, enlightenments, learning practical
skills, assured belief ,acquaintances and cogn&abgt the challenge is, are learning
training and career development being appliedhigyuniversities to ensure continual
competitive advantage of the universities espaciathen it comes to labor mobility
(Taylor & Qunitas, 2000). Is it clear that humagsaurce development skills and

knowledge are critical to the success of knowletigepagement process?

Many universities are centers of learning, dissatmg information, instructions, a place
for offering practical skills, assured beliefs, amdquaintances. In other words
universities are place where learning, training atelelopment is offered to the
employees thus enhancing employee motivation atsfaztion altogether (Thomson &

Mabey, 2000).

12



Among the Kenyan Universities, application of humeesource development and
knowledge management is a challenge. Some of th#eohes experienced by both
private and public universities is who or what tesathe knowledge management, and
how is the knowledge that has been created or mmjbe will be maintained to offer the

universities a competitive advantage (P.K'Obonyet&l 2012).

A study carried out by Wangari (2000) on applicatiof knowledge management in
higher institutions of learning in Kenya indicatidét knowledge base is not accessible to
majority of those who need knowledge for decisioaking and management of the
resources in Public universities in Kenya. Thisattributed to lack of a knowledge
management strategy in the design of Public univessin Kenya to support human
resource development programs as well as centdalipeation for storage and

dissemination of information to employees in pubinversities in Kenya.

Another study by Musyimi (2010) on the influence lafman reesource in knowledge
management of private companies in Kenya indictitet] most organizations experience
the many challenges when trying to apply humanuesdevelopment and knowledge
management. Some of them include; employee resistemchange, inadequate support
from management to empower employees through migsniparticipation, and personal
development and inadequate infrastructural faeditlike ICT integration to promote

employee development.

13



Arising from the findings of the above studiessitlear that, there are many areas about
application of learning, training ,development guadticipation in committees will lead
to effective knowledge management that have nbbgen fully addressed. It is for this
reason that this study seeks to establish the textieapplication of human resource
development and knowledge management at Karatimeelksity. The study was guided
by the following research question; what is theestaf application of Human resource

development and Knowledge management at Karatimaeksity?

1.3 Research objective
To determine the extent of application of humamuese development and knowledge

management at Karatina University

1.4 Value of the study

Management The management will be able to perform and effecflvaining Need
Analysis (TNA) by ensuring that all employees tinaye the relevant job qualification so
that they ensure quality work. This will also hele management to ensure that any
information created get to the organization as wltol ensure the intended purpose is
achieved. This will cut down recruitment cost agpkapees will feel empowered though
the training done. This will provide insight to theanagement when picking the staff

member to sit in the different committees withie thniversity.

EmployeesThe study will seek to empower the employee to viesvwork in a different

perspective when they learn their jobs effectiveljie employees will be able to

14



appreciate the nomination of the staff members itoos the various universities

committees and to attend the various retreats amkisiop.

Development Partner§ he development partners who are usually interestdtelping
the Public Universities to prosper will have an erstianding of a wide variety of factors

that hinder human resource development in knowledgeagement hence sustainability.

Scholars and researcheiScholars and researchers who would like to cartynoore

studies on strategies used by Commercial Banksaoage service quality. The study

will form a basis upon which further research om shme will be based.
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
The chapter outlines concept of knowledge managgnten relationship of knowledge
management and human resource development, imphsabtf Knowledge management
for human resource development, importance of argéonal knowledge, types of

knowledge, modes of knowledge creation, and cone¢ftamework.

2.2 Concept of Knowledge Management

Knowledge can be defined as the understandingighalbtained through the process of
experience or appropriate study (Toracco, 2000).he TKnowledge management
principles if applied to management education witlhance the quality of academic
learning process (Yolles, 2000). The term Knowledggnagement is used to describe
everything from the application of new technology larnessing of the intellectual

capital of an organization. Knowledge managemertoiscerned with the exploitation

and development of the knowledge assets of an ma#on with a view to furthering the

organization’s objectives (Sparrow, 2000).

The knowledge to be managed includes both exptotumented knowledge, and tacit,
subjective knowledge. Management entails all ofs¢hprocesses associated with the
identification, sharing, and creation of knowled@avenport, 2000). This requires
systems for the creation and maintenance of knag@edpositories, and to cultivate and

facilitate the sharing of knowledge and organizadiolearning. Organizations that

16



succeed in knowledge management are likely to weeawledge as an asset and to
develop organizational norms and values, which supfhe creation and sharing of

knowledge (Yolles, 2000).

From an organizational context, it has become tastble to downplay the significance
of an organization’s information processing and owmication capabilities for the
success of Knowledge management. It is certainlg that Knowledge management’s
salient issues go far beyond the infrastructure irdbrmation systems. Several

frameworks on organizational learning have beemyessigd (Rossett& Marshall, 1999).

Though advances in computer and telecommunicaéioinnologies have linked people
together, geography does matter in the new knowledgnomy as per the evidence from
research (Pitt, &Rouncefield, 2000). However, buaigdcollaboration amongst people is
not an easy task. Knowledge management practisoamgply many different approaches
to develop the type of culture that builds the aes$or teamwork and a collaborative
working environment as described by (Davenport,0200rechniques such as meetings,
forums and discussions are used extensively tdeckeewledge through the processes of
social interaction and collaboration. Tools sucheawail, video conferencing, use of
interactive white boards, blogs and wikis, discolsdorums, chat services and intranets
are also used to encourage active collaboratiorngrpeople in B-schools (Nonaka, &

Takeuchi, 1995).

17



2.3 Concept of Human Resource Development

The human resource development infrastructure éerivom the defining nature of
human resource development. One aspect of humauaroes development that offers
value to the knowledge intensive organizationsi@ touching on change. Scholars agree
that the strategic nature of human resource demedop as an integral part of an
organization’s human resource management Systesetisagainst a background of

turbulence and change in organizational life (Jogtthlews et.al, 2004).

The change arises from developments in businessoenvents, work processes and
organizational cultures, which drive the need farccgessful change management
strategies. Thus, human resource developmentadilize theories of change and their
relationship to an organization because changectaffendividuals, groups and

organizations in order to enhance the strategi¢npeship role of human resource
management by facilitating organizational changesder, 2003; Jackson & Schuler,

2000; Joy-Matthews et.al 2004).

The strategic nature of human resource developmegntires organizations to create a
supportive environment characterized by healthy dnumesource practices, and linkage
to the strategy of an organization, in which conhtéxis considered an investment
equivalent to investments in technology, new prodie/elopment and entry into new

markets (Beardwell & Holden, 1997;Garavan, 20074d&aon, 2005; Wilson, 2005).
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The emerging aspects of the Strategic Human ResoMi@anagement and Strategic
human resource development areas call for clekadgies between an organization’s
human resource management and human resource pieagid programs with the
organization’s strategy (balderson,2005;wilson,388d the creation of an organization
conducive environment supporting the Growth of tgahuman resource development
(stewart & mcgoldrick,1996; walton,1999). Menger0O@2) refers to these aspects
accounting for the human resource management peagé human resource management

infrastructure.

This infrastructure is based on the role of thenan resource component in providing
sustainable competitive Advantage to the orgaromatvhich provides the bedrock upon
which human resource development infrastructures @nceived and designed in

organizations.

Prasad (1996) observed that human resource devetdppolicies, plans and actions
must commence from business strategy. Walton (19@8¢d that human resource
development gains in meaning and significance wisegontribution to enhancing the
strategic capability and intellectual capital of arganization is clearly spelt out and
understood across the spectrum of the organizatroeenbership. Garavan (2007) uses
the human capital development and resource bassmli¢s to indicate that human
resource development is best achieved through aegtc approach for successful
strategic human resource development depends oaxtbnce of a favorable learning

climate which exists in an organizational settihgttsupports organizational learning.
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The climate is supported by a number of charadtesithat are central to human resource
development in organizations which are aligned wii# organizational developmental
needs of an organization that seek to increasenma#onal health in order to attain

sustainable levels of competitiveness as suppofdgd human resource based
competencies (beckhard,1969; Bennis, 1969; BurR82 1. Strategic human resource
development scholars agree that the alignment leetlwvaman resource development and
organizational strategies is attained through amgaional development approaches
designed to manage strategic change that addrésmah knowledge and skills,

protection of core competencies, building strategigability, management of culture and
organizational values, learning organizations amtasning organizational effectiveness

(Carnall, 2007; Cummings & Worley, 2008; Jacksaalg2009).

2.4 The Relationship of Knowledge Management to Huan Resource Development
Knowledge management is the process of creatinguoeag, and using knowledge to
enhance organizational performance, such as dodingeand codifying knowledge and
disseminating it through databases and other conuaion channels (Grattan, 2003).
Any comprehensive theory of Knowledge managemerst mddress issues of knowledge
assessment, creation, storage, distribution, andpplication to business operations and

organizational strategy (Davenport, 2000).

The concept of intellectual capital has also becomeeasingly important for Knowledge
management; ‘success goes to those who managertediectual capital wisely’, it is

‘the possession of the knowledge, applied expeeiemarganizational technology,
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customer relationships and professional skills thatvide a competitive advantage’
(Davenport &Prusak, 2000). The distinctions ofteade between human, structural and
customer capital draw attention to issues of vitaportance to human resource
management (Edvinsson & Malone, 1997). Human daitars to the skills, knowledge
and abilities of personnel, focusing on the impacta of investments in skill by both
organizations and people themselves, again emph@sizgsues of motivation and

commitment (Edvinsson & Malone, 1997).

Structural capital refers to the ways individuaigl arganizations are connected with
knowledge, data and expertise through technologied processes (e.g. patenting,
copyrighting or shielding), as well as to organizaél structures, cultures, systems and
procedures, especially communication flows and wohbBn (Davenport, 2000). HR

practices are therefore central in protecting leteélal capital and in enhancing

contributions to collaborative activity. Managememitist effectively locate the interface
points; staff and train appropriately, develop sbuaward systems, and monitor the

exchange of information (Foley Curley &Kivowitz, @D).

Customer capital, the value of the franchise aaditgoing relationships with those to
which it sells, is often the most poorly managethngible asset; one strategy is often
advocated to engage customers in such HR areamastment, selection or training to
enhance their commitment (Foley Curley & Kivowi2)01). Corporate value then arises
from the interaction of these three componentsntéllectual capital, especially the

transformation of tacit (unspoken, residing in deognd teams, cultures and rituals) to
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explicit (formalized, accessible) (De Klerk, 1999).

However, this rather static model of intellectuapital will be developed further here in
favour of a more dynamic, systems-based approaahdimphasizes the connections,
feedback and flows of knowledge that enable HRetlmome ‘a natural partner of and the
strategic link in creating, developing and supmgrtan intellectual capital environment’
(Abdel &Ayman, 2011). There is increasing evidetitat focusing on HR adds financial

value, whether using accounting or perceptual nreasef performance.

Traditional financial valuation systems often failrecognize the value of investments in
Human Resource, highlighting only their costs (§#a 2000). Responding to the
challenges posed by Knowledge management may hatpaH Resource overcome this
problem, as Knowledge management involves the mattog, documentation, and

distribution of both explicit and tacit knowledgesiding in organizations’ employees,
customers and other stakeholders for business ty@rfAbdel &Ayman, 2011). It is

often asserted that this requires new ways of thqilkand acting, new policies and
practices, new technologies and new skills andrgmfuirements and thus new roles for

human resource management.

However, there is less agreement over what speafanges are necessary in
organizational structure, culture and behavioufamlitate Knowledge management, or
what new roles are required for human resource gemnant (Aliaga, 2000). One of the

purposes of this paper is to develop a conceptoaeiof knowledge migration, seen as
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a key dimension of Knowledge management, drawingenspectives drawn from both
IM (especially systems perspectives) and humanuresomanagement. First, however,
we need to explore some of the implications of Kieolge management for human
resource management theory, research and praatideexplore ways in which human
resource management needs to be transformed inthatysan help leverage the value of

knowledge (Aliaga, 2000).

There have been attempts to develop models of kKedyd management that
acknowledge the importance of human resource mamage Toracco (2000) outlines a
model of Knowledge management and human resouncglagenent that identifies four
basic units: creating a culture for Knowledge mamagnt; developing a model for
codifying knowledge; addressing the accessibilify kmowledge; and focusing on
methods and systems for Knowledge management, weitiphasis on individual
knowledge. Drawing on theorizing on expertise aacitlexplicit knowledge, Toracco
(2000) refers to distinctions between knowledge pscde.g. job role Vssectoral

knowledge), type (e.g. explicit Vs tacit knowledgeyel and specificity (Allee, 1997).

In terms of accessibility, Toracco (2000) referghe availability of knowledge in terms
of its source, its half life, and its degree of espre; in terms of methods and systems for
Knowledge management, to strategies and technitpreglentifying knowledge and
making it available to others (Andrew, 1999). Hstidguishes between depth (the extent
knowledge is made explicit), time constraints, cnee (e.g. methods for archiving

guantitative and qualitative data) and roles (wpgeple are allocated to capturing and
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disseminating knowledge) (Becker, Huselid& Ulrict2001). Only Knowledge
management initiatives grounded the organizationidture are likely to succeed;
otherwise, users may be reluctant to share knowle@iaga, 2000). Knowledge
management needs to be integrated with human m@somranagement, IM and
competitive strategy. Knowledge management is asanvolving three phases, learning,

knowledge creation and knowledge use (Andersoni8gKi993).

2.5 Knowledge Management and Human Resource Devploent

As Knowledge management involves recognizing, damumg and distributing

knowledge to improve organizational performanceisitof particular significance to

human resource development in training needs aradysl the planning of training to
improve performance and deliver strategic resBexijch & Peiperl, 2000). Knowledge
management challenges Human Resource over intedlgutoperty, professional identity
and unit boundaries; Knowledge management persgsctmove human resource
development’s goal away from developing individoapacity to creating, nurturing and

renewing organizational resources and interactidiieed, Snow & Miles, 1996).

Instead of devising training courses, human redevelopment practitioners may need
to identify organized elements that learners cdereace as needed, depending on the
particular challenges faced (Allred, Snow & Mileé996). Diverse experiences and
examples may also need to be captured and rich eotames and stories provided, as
well as technical data in order to reflect diffdreser concerns and learning styles. All

these need to be embedded in Knowledge managergst@ns not in a classroom
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(Rossett, 1999). Additional questions raised fomho resource development include
how to encourage information sharing, counter tasce to publicizing ideas, recognize
individual contributions, provide security and s&tfor individual contributors, and

update skills and data (Aliaga, 2000).

Knowledge management may well strengthen the vieat training is a strategic
investment, as a ‘central objective of the humaouece function of a firm is to enhance
the firms’ competitive position by creating superiouman capital’ resource (Koch and
McGrath, 1996). Many human resource developmentctigcmers are however
insufficiently informed about the implications ofnEwledge management for human
resource development , and may not appreciate kloptimg a Knowledge management
perspective will transform their role away fromedit training towards a more consultant-
like knowledge intermediary (or knowledge brokeoler (Becker, Huselid& Ulrich,

2001).

Knowledge management is crucial in the knowledgeleno organization and that
knowledge originates and resides in human beingm{@hry, 2005). It is therefore a
“misnomer to say that we manage knowledge. We danramage has to latch on to
organizations’ vision and strategy, but also haappreciate and be fully acquainted with
the various businesses and processes (Chaudhry).200is requires Human Resource
to familiarize itself with existing organizationihowledge/skills bases, being conversant
with the knowledge required by them, being informex the availability of and

accessibility to the possessors of this knowledge where to locate them (Curran,
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Blackburn, Kitching& North, 1996).

This role involves more than mere forecasting, fistgf maintenance, training and
development (Boerligst, van der Heigden, &Vertel€96). It also entails a strategizing
and advisory function. When the organization plamsnove in a new direction, HR in
particular has to advise on the feasibility of sughstep, based on their inherent
knowledge of the internal knowledge base, the emteknowledge market and the
availability of specialized knowledge sources (Bigst, van der Heigden, &Verteist,
1996). Acknowledging the importance of knowledgd amployees as strategic assets in
organizations undeniably changes the manner in lwieimployees are viewed and
managed. This has undeniably changed the roledhaw the employee is viewed and
managed, which, in turn, requires that Human Resopractices need to change and

adapt in order to build an employee value propmsi(Bassi, 1997).

Knowledge workers have diverse needs and prefeanaimonment that best suits their
way of working and particular style. Such an enwim@nt concentrates on employee
satisfaction where a challenging job, exposureew technology, career opportunities,
work environment and on-the job training are rateate important than money (Boshyk,
2000). This has implications for both managemeiriciples and practices since “the
knowledge economy has drastically changed manyitivadl business and human
resource management concepts and we are begirmisget the evolution of new and
different management styles to accommodate thewak environment”. Furthermore,

this could include a clear sense of purpose, canagagement, flexible benefits, open
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communications, an enjoyable work environment, gretbnce management, reward,

recognition, training and development (Probart,200
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter outlines the research design and rdetbgy that will be used in the study.
It discusses the data collection and analysis iqoks. The sample should serve as a full
representation of the entire population to enshed the study is neither biased nor

unsuitable.

3.2 Research Design

A research design is a framework that guides aareker to know what to do in the
whole of the research process. The researcherausade study. An interview guide was
be used and the interview guide was filled accaiginThus, the case study was be
selected because it enables the researcher tcctcalppropriate respondent opinions
analyze and interpret them in relation to the peoblunder investigation thus making

accurate decisions.

3.3 Data Collection

The study relied on primary data. Primary data cesirwhich were collected using
interview guide open-ended questions. The respdadeere five employees of Karatina
University who are Senior management. Namely Deputge Chancellors, two
registrars, and one deputy registrar. The interweag administered by the researcher

during working hours of the week.
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3.4 Data Analysis and Presentation
The data collected was summarised, edited, andsifidas into various categories
according to the answers given by the respondefiti® data was analysed using simple

descriptive analysis.
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CHAPTER FOUR

ANALYSIS, FINDINGS AND DISCUSSION

4.1 Introduction

The following is a summary of the interviemith the senior members of Karatina
University. The findings were analysed frotne tresponses given by respondents
through interview guide. The university praetisthe application of knowledge

development in knowledge management in bottises of academic and non

academic sections, the main practices were spogs staff to seminars and

conferences and compensation of staff torekearch and there is encouragement
for staff to share their publications amotig departmental members, job rotation
among non academic members is practisedjriiga needs analysis among the
non academic staff is done and the relevamitrgs are offered in addition job

promotions based on skills acquired on trgramd after attaining other academic
credential other than the one required to perfdrenjob. The summarized data reflect the

responses from senior officers of Karatina Ursitgr

4.2 Human Resource Development
The interviewee were required to confirm or otheewivhether or not the University has

undertaken the Human Resource Activities listed

4.2a Staff development Activities (Academic staff Yes No

1. Forum for xchange of knowledge amoi No

academic staff.
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2. Facilitatior of staff to attend academr Yes
seminars.
3. Training on grant proposal writing be Yes
human resources practices
4.2b Staff development Activities (Non-Academic No
staff)
1. Establishing training neec Yes
2. Offering the essential traini and Yes
development
3. Effective job rotatio Yes
4. Compensation mechanisms available for Yes
staff
5. Motivation to encourage the  st: No
performance
6. Rewards for the staff with extra ski No
7. Effective performance appraisal and feedk Yes
on the appraisal
8. Communication channels available in Yes

university
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From the Table above 4.2a The university has areated the environmentin terms of
infrastructure so that the published work ds:n shared by the university at large.
However the staff are required to publish papesd circulate to departmental
members where they belong .The academic sstaffacilitated in monetary terms to
attend seminars and conferences to enhande téeching skills. Training is offered
on proposal writing for sponsorship in particuldre senior lecturers are sponsored in

monetary terms to buy the research equipmemtsaampay the research assistants.

From the Table above 4.2b respondents stated;uhwersity does training needs
analysis for and the relevant training to the fstaflone, there is effective job rotation,
employees are compensated per their acadguoatifications, there are requirements
for staff to upgrade their skills after theye promoted to higher job groups, staff
appraisal is done and those who scores abmestain grade are awarded with
promotion or credential increment. Also thesearch found that there is horizontal
and vertical channels of communication at #vels in the university. The research
also found that there was no reward recognitigsiesn in place. The research also

found that there is rotation in seminar attenddoc all categories of staff.

4.3 Knowledge Management

The interviewee was required to confirm or otheemighether or not the University has

undertaken the knowledge management Activitiesdist
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Knowledge management activities Yes No

1. The university has infrastructurfor | Yes

sharing the knowledge

2. Employees arencouragement to creg| Yes

knowledge

3. There is ufficient infrastructure t No
ensure sharing of knowledge amagng

the staff

4. Rewad and Recognition systemare No
Available to those who exhibit extra
skills and wiliness to share the

knowledge

5. There is eMechanismof identification| Yes

of barriers to sharing of knowledge.

From the Table 4.2b above the respondents where wterviewed on the aspects of
knowledge management said that the universibgs mechanisms for sharing of
information  among members of staff. By enagimg members to share
information on what has been deliberated gh Hievel of management where head
of departments are involved it's expected that tessage will reach all members of
staff. The respondents said Staff are encodragecreate knowledge, by publishing
papers which are presented at conferences aeminars attended by academic

staff. Infrastructure mechanism has not beenipuplace to ensure sufficient sharing
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of information within the university, either fohe academic or non academic staff.
There was no evidence of the publications or a wabe specifically for the staff

members to share ideas. The university has ewand recognition system put in
place to recognize staff with exceptional skilh all categories of staff. The
university has put in place to identify barsiethat might stifle sharing of

knowledge by ensuring competent staff are hiredl emsuring the staff procured have
additional skill other than the one required tofgen the job and also the performance

appraisal are effectively conducted.

4.4 Discussion

Training and development is an area that deals witht people know and how they use
what they know employees as it increases theirl lefeparticipation in knowledge
sharing and performance in job. The aim of trainiagto change behaviour in the
workplace in order to stimulate efficiency and hagiperformance standards (Cowling
and Mailer, 1990). There is also evidence that ensity view investment in human
capital to be important. Increasingly the Universeek, through the implementation of
sophisticated human capital development and wockplaarning, strategies to develop
employee competencies to enable them to respor#tlgund flexibly to business needs
(Garavan et al. 2001).

This was evidenced by the training that the staffehundergone in the recent past such
as 1SO 9001:2008 and Enterprise Resource prograichwyere attended by 22% staff
and intensive induction to all employees within theiversity. Health and safety

programme attended by the Security Department. &0 100% of the respondence
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stated that the various heads of Departments attaimihg and seminars that are relevant
to their department. In particular the memberstalff sn finance department have under
gone vigorous training in the implementation of&tptise Resource Programme.
Training programmes on topics such as ISO 900B2BfAterprise Resource Programme
have yielded many direct benefits such as enhapeedlem-solving skills, a more
competent and efficient workforce, fewer recruitipgpblems in obtaining qualified
employees and fewer problems with employee relation

Professional competence is best developed thrdu@lige of mentoring and job rotation
processes.40% of all the department, the admitistrataff have gone through job
rotation. With the upgrading of the university eglé to a fully fledged university,
individuals are now required to take ownership eegponsibility for career management
(Garavan et al. 2001). New careers, in this regegduires individuals to focus on
remaining employable across many universities rdtran just one (Garavan et al. 2001).
Progression up the hierarchy is replaced by tharaatation of competencies. These has
seen many staff being transferred to work in thréoua department after adding skills.
According to Garavan et al. (2001) the dominantriddas one where individuals are
required to exhibit competencies such as team wgrkihe development of network
relationships, and the acquisition of knowledge &atning capability. Therefore, the
university encourages the employee through priduction so as to provide some help to
employees because goals productivity are depermtetite innovation and creativity of
the employees .Competency enhancement can alschieved through the employee

actively seeking to move into other areas with thiversity.
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The university endeavors to develop and acquiegesirc skill and competency pools and
this has led the university in search of recruithwkills and experiences from within
and outside the university. This study reveals thaversity could depend on human
resource development to close the gap in critiddllss needed for knowledge
management in order for the university to be abledmpete. Recruitment and selection
is from a knowledge management perspective, wighidkea of not just ‘filling jobs’ but
filling critical knowledge gaps — either current anticipated. This was evident by the
fact that more than 70% of the staff recruited hax&ra skills apart from the skills
required for the job. The planning, finance and exstration registrar started that;
“Recruitment is very proactive because at thisipoi time, recruitment is towards the
university strategic knowledge needs. They uniwgralso recruits against established

needs.”

The selection and recruitment process within thevarsity is designed to emphases
primarily on the candidate’s ability to ‘fit in’ téhe organization’s distinctive way of

working, which involves a genuine willingness arallity to collaboratively participate

in KM. The most important issue that university sioler when recruiting candidates for
new jobs or roles is the attitude of the candidatbe recruited and how willing they are
towards sharing their knowledge with others. Al tiespondents of the noted that it is
very challenging to recruit candidates who demamstra positive attitude towards
knowledge sharing. However they noted that fromcddéer of the staff they are present

they have the right attitude towards the work.
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Due to the scarcity of workers with requisite kneddge and experience, there is the
likelihood that competitors will constantly be aigting to entice knowledge workers
from other competing organisations (Robertson aadthiersley, 2000). Good quality
staff with good quality knowledge is poachable byhen competitors and so the
university seeks to retain them through making thezads of departments with the

relevant grades and rewarding them accordingly.

Performance appraisal has created an environmeatembmployees feel valued and
freely contribute their knowledge towards universievelopment. This is consistent with
observations made by Hansen et al, (1999) thate®mes’ performance rating should be
linked to reward in monetary and non-monetary teforsknowledge creation and/or
knowledge sharing .But reasons such as budgetraortstand salary ceiling were cited
as influencing salary increase. Performance amirhas allowed the university to retain
and reward high performers and offer guidance. R(8§03) who believe that the
relationship between performance appraisal andysalarease is still not very strong,
however. The performance appraisals are well-leghtth avoid creation of barriers to

successful knowledge sharing.

Any organization that wants to reinforce employe@dviours to achieve organizational
goals must effectively and adequately implementr theward programs (Hay Group,
2002). The Law of Effect states that behaviourd #ra rewarded tend to recur, and
behaviours that are punished or not rewarded tendveaken (Thorndike, Human

Resource Policies and Practices on Knowledge Maneagecited in Baker and Buckley,
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1996). This shows that rewards are necessary @agitren behavior. Although prevois
studies cited above have established a link betwagard and motivation the university
has not put in place any mechanism to ensure hibattaff in the academic and in the non

academic are recognized and rewarded accordingly.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Summary

The study sought to determine extend of applicatiblmuman resource development
such as training needs analysis, job rotation, operdnce appraisal and knowledge
management such as setting the required infrastaressure knowledge is effectively

shared between academic and non academic of Katdniversity.

5.2 Conclusion

The university has practiced effective training dseeanalysis, job rotation,

communication channels, and performance apprdisalgver the university has not put
in place channels to ensure there is effective kedge management to ensure

knowledge sharing within the university.

Whereas the University has various mechaniemshuman resource development
for both academic and non academic staff, é@ample trainings and seminars,
workshops, conferences, sponsorship in terms robney for study and research,
promotion of staff to higher job grades lohee the skills acquired, job rotation
for non academic staff, training needs analyand staff appraisals the respondents
said that there were no channels within timéversity to resolve staff issuesto do

with human resource development.
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From the research the findings indicate thia¢ university has some ways of
knowledge management for example through; hot&éo and vertical communication
within the university, seminars and conference wf departmental heads to pass
information on what has been deliberated agh Hevel of management to lower
cadres of staff and encouragement of acadestaff to publish and share the
information, the respondents agreed that trered infrastructure mechanisms in the

university enabling sufficient sharing of infeation among the staff.

5.3 Recommendations for the Management

The management of the university should ensureatimeial approved budget caters for
the salary increment for the staff advancing tleareers. A web page should be created
where the staff share ideas and knowledge withenuthiversity, and publication of the
magazines should be created. Infrastructure farrgi@ublication by the academic staff

should be created that shall be accessed by thersity at large.

5.4 Recommendations for further research

The study focused on the application of humauese development in knowledge
management at Katarina University There has noh laes study of this nature done
comparatively to bring out research on the samer fother universities. A
comprehensive research should be conducted ondhme as a comparative analysis

among the public universities in Kenya.
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5.5 Limitations of the study

The study faced some challenges. These challengksle issues to do with qualitative
nature of the research. Moreover, in practiceg chsdies have limitations of subjectivity
based on the way the researcher interprets themiatmn given by the respondents
which cannot be referred to another institution hefé is also a danger of false
generalization which is due to lack of standardesubnd policies to follow when

collecting information from respondents.
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APPENDICES

Appendix I: Introductory Letter
C/O University of Nairobi,

P.O Box 30197-00100,
Nairobi.

Kenya.
TO WHOM IT MAY CONCERN
Dear Respondent,

REF: MBA RESEARCH STUDY

| am a student pursuing a Masters degree in BusiAdministration at the University of

Nairobi. In partial fulfillment of the requirements the award of the Masters degree, |
am required to carry out a study OBxtent of application of Human resource
development in Knowledge management at Karatina Unersity”

The choice is based on your strategic importancheénachievement of organizational
goals hence improved performance of the Universityterms of efficiency and
effectiveness. | kindly request your assistance abgiling time to respond to the
guestionnaire. A copy of the final report will beade available to you at your request.
The information given will be treated with utmosinfidentiality for the purpose of this
study only. Your assistance will be highly appresia

Thank you in advance.
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Appendix Il: Questionnaire (For Employees of Karatina University)

SECTION A: Demographic information

Please supply the required data by filling in ttenks where space is provided or by
ticking [\] against the most appropriate answer.

| respondents NAME.........ccovviiiiiiiieie i e e e re e e e e eeen [OpTidDA

1. How many years have you worked with the University

2. Managerial position held at the University

SECTION: B1 HUMAN RESOURCE DEVELOPMENT — ACADEMIC S TAFF

1. Has the University put in place forum where thedaecaic staff exchange knowledge
among themselves?

2. Are there training sessions of the academic statdi &is eg, seminars, writing papers

for sponsorship?

SECTION: B2 HUMAN RESOURCE DEVELOPMENT — NON ACADEM IC
STAFF

3. Has management of Karatina University put in pcacthe Human resource practises

e.g. establishing training need analysis and emgurihere is training and
development,?

4. Has the management ensured there is effectiveojakion?

5. Are there mechanisms put in place to ensure theloyegs are compensated,
motivated, and rewarded?

6. Are there effective ways to ensure the employeethgefeedback of the appraisal?

7. Are there channels put in places to communicate thie employees at all the levels?
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SECTION: C KNOWLEDGE MANAGEMENT

8. How does the university ensure that the staff sheafermation among themselves.

9. How are the employees encouraged to create thelkdge?

10.Are there infrastructures put in place to ensumrehis sufficient sharing of the
information within the university among the empleg@

11.What are the reward systems put in place to regegstaff with extra skills and also
those who are willing to share the knowledge withecs?

12.What are the mechanisms put in place to identifyidx@ that might stifle sharing of

the knowledge?

THANKS FOR YOUR COOPERATION
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