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ABSTRACT
Knowledge management is a concept that comprises a set of strategies and practices in order to capture, create, store and spread knowledge and experience within the organization. One of the major challenges of knowledge management is failure to form and develop a culture that embraces learning, sharing, changing and improving of knowledge in Lubcon Oil servicing Industry. As oil servicing industry improves and become capable of producing new products, in developing and delivering relevant knowledge efficiently and effectively to meet evolving customer needs is also gaining momentum. The main objective of this study was      to examine the impact of knowledge management on organizational performance of Lubcon Oil Industry. The study employed a descriptive survey as its research design. This design was preferred because very large samples are feasible, making the results statistically significant even when analyzing multiple variables. The study population in this case study 87 Lubcon Oil Industry, Ilorin. The study adopted census sampling technique to identify the respondents. The study utilized a questionnaire to collect data. The respondents in this study included at least 2 staffs in the management level from Lubcon oil industry. Data was coded, categorized, ordered, manipulated and summarized to obtain answers to the research questions. This was done by entering data into a computer through SPSS after which analysis was done using the statistical package (SPSS). Descriptive statistics, frequency tables, mean and standard deviation were used to present the research findings. Regression analysis was used to link the relationship between knowledge management practices and performance of Lubcon oil industry, Ilorin. The study found out that the management of Lubcon oil industry, Ilorin understands the term „knowledge management‟, as an alternative strategy by organizations to improve competitive performance. Knowledge management is used for acquisition, sharing and application of management knowledge in the institution so as to better manage and apply organizations tangible and intangible knowledge assets, especially the professional knowledge, experiences and competencies of staff. The study concluded that knowledge management practices in general influences organization performance in various ways including, knowledgeable employees, better decision making in the organization, improved service offering to clients, reduced operational costs and improved organizational competitiveness. This is mainly so because there is increased awareness of information that is critical to achieving the organization’s mission. The order of significance of the impact of knowledge management practices on performance of Lubcon oil industry, Ilorin starting with the most significant to the least is; knowledge creation, knowledge sharing, knowledge acquisition, knowledge implementation and knowledge storage respectively. Based on the findings, the study recommended that to enhance understanding of knowledge management on perception of staff in performance of organizations, management should undertake in house trainings on knowledge management. This would enable application of staff knowledge in organization so as to better manage and apply organizations‟ tangible and intangible knowledge assets, especially the professional knowledge, experiences and competencies of staff to improve organization’s performance.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
Knowledge is becoming increasingly more useful and important for organizations. It is recognized as a source for the organization to innovate and compete. The importance of knowledge lies in the value that it adds to the organization’s assets, and in its ability to improve effectiveness and efficiency of the organization. Development in Knowledge Management can help managers to improve their day-to-day work, decision-making processes, create new responses, and enable a set of competitive reactions to be augmented (Monavvarian, 2013). We can define Knowledge in the workplace by the ability of people and organizations to understand and act effectively. It is managed by managers, coworkers, and proactive individuals (Wiig, 1999). The main purpose of Knowledge Management in organizations is to ensure performance; by protecting critical knowledge at all levels, applying existing knowledge in all related circumstances, combining knowledge in a synergistic way, acquiring relevant knowledge continuously, and finally developing new knowledge that comes from internal experiences and external environment (Monavvarian, 2013). Knowledge Management can be divided to knowledge generation, knowledge sharing, knowledge storage and knowledge reuse (Li et al., 2012). It can also be divided to Knowledge creation and acquisition, Knowledge storage and retrieval, Knowledge sharing and knowledge application (Mhameed, 2013). The discipline of knowledge management has emerged in both academic research and in practice over the years (Lang 2001; Leseure & Brookes, 2004). It deals with the management of knowledge as a business resource. Although there are a lot of different definitions of knowledge management, it can be said to improve organizational performance by allowing individuals to identify, take, share and apply their collective knowledge to make optimum decisions. An organization must have “up-to-date” technology in order to develop globally, especially in the multinational business environment of today. However, to achieve bottom-line success, attention must be paid to the other issues. Experience in many organizations has shown that no more than one third of the knowledge management budget should be devoted to Knowledge Management technology (O’Dell et al., 2000). One of the main success factors for knowledge management is to develop an understanding of the existing connections and mechanisms of sharing and then develop ways to allow people to improve on the already existing process (Gilbert, 2002). According to Bixler (2002), implementing a knowledge management framework can be complex and dynamic, no matter how well planned and developed the organization is, as it involves people and other    organizational factors. A lot of interest has been placed on knowledge in organizations and the idea has been recognized as a source of competitive advantage, this has been acknowledged by many authors such as Eisenhardt and Santos (2002); Garavan and Carbery (2007). It was Nonaka (1991) who said that in an economy where the only certainty is uncertainty, the one sure source of lasting competitive advantage is knowledge. In turn, when discussing  knowledge management, it is necessary to make


 the following assumptions regarding knowledge: ‘knowledge is worth managing, organizations benefits from managing knowledge, knowledge can be managed’ (Stewart, 2000). Thus, Love, Fong and Irani (2005) claimed that effective knowledge management could be considered as an instrument in a project environment for reducing project time, increasing product quality and to avoid making the same blunder. While all organizations may have a given knowledge repository within their organization, they may be unaware of these resources as well as how to control them effectively to their advantage, therefore, project managers must come up with ways and ideas to sustain and leverage these resources. These type of ideas and activities are known as knowledge management. Hansen (1999) defined knowledge management as the conscious practice or process of systematically identifying, capturing and leveraging knowledge resources to help firms to compete more effectively.  Knowledge management involves data mining and some method of operation to pass information to users.
1.2	STATEMENT OF THE PROBLEM
Today, organizations more than ever are faced with various problems and in the meantime, organizations can achieve to success that take advantage of opportunities and benefit from threats to their advantage. Changes in recent decades and increasing competition, dynamics and environmental uncertainty lead organizations to flexibility and responding to market needs and innovations quickly in order to remain in competition scene. In this regard, the role of human knowledge and knowledge management in organizations becomes apparent more than ever. Global business leaders increasingly believe that human capital knowledge is the most important organizational capabilities and is considered as the base of all competitive advantages (Heat & Ireland, 2005). Knowledge is one of the most important sources of organizations and companies to achieve competitive advantages and due to its dynamic nature requires a precise management (Massa & Testa, 2009). This strategic resource contributes to organizations to gain appropriate competitive advantage and maintain it. If organizations to able to create knowledge and disseminate it, their ability and capacity will increase to respond to today's changing conditions (Choi, 2008).In recent years, competition between organizations, especially in the manufacturing sector has been considered to attract educated employees and to develop practices to apply their knowledge with the aim of creating sustainable competitive advantage. There are several reasons for the success of organizations in the knowledge-based advantage that if it shapes around the central capability, will guarantee the viability and sustainability of the organization (Dennis, Heath & Jackson, 2001). In this space, the main and long-term successes of organization are increasingly shaped around hundreds or thousands of small and big action of pioneer employees in the change and innovation cycle. This is because the maintenance of knowledge-oriented employees is one of the main challenges that the knowledge base organizations' management is encountered to it. One of the explicit objectives of knowledge management refers to the value creation in organizations. Support for effective decision making is one of the most common ways to create value from knowledge workers. Value creation is not necessarily mean economic value creation. Nonprofit organizations,


 government agencies and charitable organizations create value by uneconomical methods. They create what is called social capital. Knowledge of knowledge workers who can create value in organizations by effective decision is prerequisite for knowledge management. Knowledge cycle process consists of six main sections. Firstly, the existing knowledge in the organization and its resources (such as explicit and implicit knowledge of people, databases, documents, etc.) should be identified, acquired and stored properly. Then, in order to make knowledge valuable that leads to synergy and re-birth of knowledge; it should be shared and disseminated between people. The conversion of informal, intellectual and personal (implicit) knowledge to recorded formal knowledge (explicit) is one of the key objectives of knowledge management which decrease the risk of losing valuable knowledge of organization and company's memory when employees leave collaboration or when human resources are modified (Relo, 2011).
1.3	RESEARCH QUESTIONS 
i. What is the contribution of knowledge management systems on organization performance?
ii. To what extent does the knowledge management processes contribute in supporting and enhancing the organizational performance?
iii. Do the knowledge management processes’ dimensions form an entrance to make real conceptions to deal with organizational performance?
1.4 	RESEARCH OBJECTIVES 
i. What is the impact of knowledge acquisition on organizational performance in lubcon oil industry
ii. What is the impact of knowledge conversion on organizational performance in lubcon oil industry
iii. What is the impact of knowledge management on organizational performance in lubcon oil Industry?
1.5	RESEARCHES HYPOTHESIS
H01:  Knowledge acquisition has no impact on organizational performance.
H02:  Knowledge conversion has no impact on organizational performance.
H03:  Knowledge management has no impact on organizational performance.
1.6	SIGNIFICANT OF THE STUDY
	Organizations are facing different environmental challenges and they attempt to achieve their goals through improving their Knowledge Management which has a definite impact on the organization’s success, profitability and market share. Therefore, it is important to encourage organizations to develop and establish a self-evaluation system that may be used in monitoring and measuring their performance. In the expansion of new industries today, initiatives that drive knowledge-based competitions intensify the significance of boundary spanning activities and strategic partnerships which cause companies to emphasize more on institutional knowledge, system improvements and knowledge management. From a strategic viewpoint, organization faces difficulties in managing resources, policies and the improvement of available Knowledge Management resources for sustainable innovations. Thus, the dominance of knowledge management as a sustainable competitive advantage for many industries is clearly well acknowledged and requires serious attention especially when it comes to organizing resources.
1.7	SCOPE OF THE STUDY
Content scope: The study covered impact of knowledge management on organizational performance. (A case Study of Lubcon oil, Ilorin)
Geographical scope: The study was centered at the Lubcon oil, Nigeria Limited Ilorin, Kwara. Head office of the Lubcon oil company, Nigeria Limited. Address: Ajji Camp, Adewole Estate, Ilorin Kwara state. It is carried out, impact of knowledge management on organizational performance.
Time scope: It’s between 2020-2025, this was specific period of time which this study covered any other information outside this is not relevant.
Industrial scope: This study is going to cover impact of knowledge management on organizational performance. (Point of The findings of this study showed that whatever employees to be familiar with knowledge management components, their accessibility to these components becomes more and will enhance their performance) in the Lubcon oil industry Nigeria Limited, Ilorin, Kwara. Ilorin-West from 2019-2025. 
Conceptual scope: The conceptual scope of the study is based on impact of knowledge management on organizational performance. 
1.8	DEFINITION OF KEY TERMS
Knowledge: is a familiarity, awareness, or understanding of someone or something, such as facts (descriptive knowledge), skills (procedural knowledge), or objects (acquaintance knowledge) The term "knowledge" can refer to a theoretical or practical understanding of a subject. It can be implicit (as with practical skill or expertise) or explicit (as with the theoretical understanding of a subject); formal or informal; systematic or particular. The philosopher Plato famously pointed out the need for a distinction between knowledge and true belief in the theaetetus, leading many to attribute to him a definition of knowledge as "justified true belief". The difficulties with this definition raised by the Gettier problem have been the subject of extensive debate in epistemology for more than half a century.
Management (or managing): is the administration of an organization, whether it is a business, a non-profit organization, or a government body. Management includes the activities of setting the strategy of an organization and coordinating the efforts of its employees (or of volunteers) to accomplish its objectives through the application of available resources, such as financial, natural, technological, and human resources. The term "management" may also refer to those people who manage an organization—managers.
An organization or organization: is an entity – such as a company, an institution, or an association – comprising one or more people and having a particular purpose. The word is derived from the Greek word organon, which means tool or instrument, musical instrument, and organ.
Performance: A performance is an act of staging or presenting a play, concert, or other form of entertainment. It is also defined as the action or process of carrying out or accomplishing an action, task, or function.



CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
	This chapter contains the conceptual framework and theoretical framework of the study, the empirical framework, literature             on the independent and dependent variables, summary of the literature review and the research gaps in the study.
2.1	CONCEPTUAL FRAMEWORK
2.1.1	Knowledge Management
	The term knowledge was used very long ago by ancient scholars such as Plato and Aristotle. Over the years, scholars have attempted to redefine knowledge and explain its place in society. Sigala and Chalkiti (2007) observe that knowledge falls into two schools of thought, namely-rationalism and empiricism. Rationalism supports that knowledge is a-justified true belief, while empiricism argues that knowledge is created on an ongoing basis from experience (Habermas, 2015). More recent work provides a build-up approach for understanding what knowledge is and how it is developed. This new perspective can be summarized into the categorization of knowledge‘s building blocks which follows: data organized in meaningful format from information, which in turn is transformed into knowledge if the latter is purposefully attached to an operating function (Polanyi, 2012). Knowledge management is therefore the planning, organizing, motivating, and controlling of people, processes and systems in the organization to ensure that its knowledge-related assets are improved and effectively employed (Mosoti & Masheka, 2010). Knowledge-related assets include knowledge in the form of printed documents such as patents and manuals, knowledge stored in electronic repositories such as a “best-practices” database, employees’ knowledge about the best way to do their jobs, knowledge that is held by teams who have been working on focused problems and knowledge that is embedded in the organization’s products, processes and relationships (Aggestam, 2015). The processes of KM involve knowledge acquisition, creation, refinement, storage, transfer, sharing, and utilization. The KM function in the organization operates these processes, develops methodologies and systems to support them, and motivates people to participate in them. The goals of KM are the leveraging and improvement of the organization’s knowledge assets to effectuate better knowledge practices, improved organizational behaviors, better decisions and improved organizational performance (Polanyi, 2015). Although individuals certainly can personally perform each of the KM processes, KM is largely an organizational activity that focuses on what managers can do to enable KM’s goals to be achieved, how they can motivate individuals to participate in achieving them and how they can create social processes that will facilitate KM success (King, 2008). In order for organizations to be more successful and survive in a competitive market, they need to consider adaptive and intelligent strategies, including KM processes and best practices (Davenport & Prusak, 2010). Some scholars have developed conceptual models based on knowledge-based theory which contain critical KM practices. On the other hand, KM practices could be defined in various forms and utilized in different configuration. 
[bookmark: _TOC_250041]For example, the life cycle model by Nissen, Kamel and Sengupta (2009) divided a knowledge flow into six phases. These six phases are creation, organization, formalization, distribution, application or implementation, and evolution.
2.1.2	Knowledge Acquisition
[bookmark: _TOC_250040]	This practice encompass the process of acquiring and learning appropriate knowledge from various internal and external resources, such as experiences, experts, relevant documents, plans and so forth. Interviewing, laddering, process mapping, concept mapping, observing, educating and training are the most familiar techniques for knowledge or acquisition (Lettieri, Borga & Savoldelli, 2004). Zack (1999) notes that acquisition, capturing or gathering is bringing knowledge into the organization, either through the generation of new knowledge through internal sources such as day-to-day experiences or staff expertise, or accessing valuable knowledge from external information sources and other organizations.
2.1.3	Knowledge Sharing
[bookmark: _TOC_250039]	Knowledge sharing is a process through which personal and organizational knowledge is exchanged. In the other words, knowledge sharing refers to the process by which knowledge is conveyed from one person to another, from persons to groups, or from one organization to other organization (Frappaolo, 2006). Knowledge sharing will not be successful unless the receiver absorbs and applies the knowledge by using it as a basis for action. Absorption of new knowledge depends on the source being respected, a trustworthy environment, the relevance of the knowledge and its insight into better ways of performing (Holste & Fields 2010). The interactions between organizational technology, procedures and people have a direct bearing on the effectiveness of knowledge sharing (Bhatt 2001). Presentation refers to making knowledge accessible to whoever can use it in an easy, usable format suited to the user, providing flexibility for arranging, selecting and integrating knowledge content (Lettieri, Borga & Savoldelli, 2004).
2.1.4	Knowledge Storage
[bookmark: _TOC_250038]	Knowledge storage involves both the soft and hard style recording and retention of both individual and organizational knowledge in a way so as to be easily retrieved. Knowledge storage utilizes technical systems such as modern informational hardware and software and human processes to identify the knowledge in an organization, then to code and index the knowledge for later retrieval (Karadsheh, 2009). In the other words, organizing and retrieving organizational knowledge means knowledge storage by providing the ability to retrieve and use the information by the individuals. It is vital that people know where to find the information they require. Early KM practitioners focussed on using technology such as intranets, document repositories and collaborative software, but many of these systems failed as they overlooked people and process issues (Davenport & Prusak, 2000). The storage and retrieval stage bridges upstream repository creation and downstream knowledge distribution (Zack, 1999).








2.1.5	Knowledge Implementation
[bookmark: _TOC_250036]	This means the application of knowledge and the use of the existing knowledge for decision-making, improving performance and achieving goals (Chong & Choi, 2005). Knowledge is transformed into action by embedding, using and exploiting it in the organisation‟s processes, procedures, products, services, problem solving, decision making and training (Zack, 1999). New knowledge is developed from the application of existing knowledge. Reviewing is crucial in ensuring that knowledge remains current and useful, and is updated (Debowski, 2006). Organizational knowledge should be implemented in the services, processes and products of the organization.
2.1.6	Knowledge Management and Organization Performance
	The essence of knowledge management is to improve organizational performance by approaching the processes such as acquiring knowledge, converting knowledge into useful form, applying or using knowledge, protecting knowledge by intentional and systematic method, and knowledge management can be understood by innovation process of organization with individual to search for creative problem solving method. The dynamic nature of the new marketplace today has created a competitive incentive among many companies to consolidate and reconcile their knowledge assets as a means of creating value that is sustainable over time. To achieve competitive sustainability, many companies are launching extensive knowledge management efforts (Gold, Malhotra, & Segars, 2001). Although a company’s value is generated by intangible assets like knowledge or brand, financial measurement that is developed depending on industrial society taking a serious view, external growth is still much used to measure a company’s performance in knowledge management and knowledge worker’s performance. Performance measurement is one of most important management activities “what you measure is what you get.” Performance measurement becomes the basis of strategy establishment and achievement in the future because it can definitely bring a company’s vision and strategic target to all organization members as well as CEOs, and performs a role that makes efficient internal business processes possible. Of course, it is true that conventional performance measurement based on financial reporting provides comparative objective performance outcome in companies. Nevertheless, short-term and past-oriented financial indicators cannot become unique indicators that can evaluate company’s performance any more. Now intangible assets such as knowledge rather than tangible financial assets are a measure of a company‟s value. Therefore, various attempts to measure organizational performance in knowledge management has been conducted accordingly (Arora, 2002; Drew, 2007; Kaplan & Norton, 2000; Ulrich, 1998). Sveiby (2007) developed an intangible asset monitor (IAM) to measure the performance of intangible assets such as human capital, structural capital, and market capital. The intangible asset monitor presents performance indicators as they relate to intangible assets as plain and simple; categorizes intellectual capital by employee capability, internal structure, external structure; and uses three performance indicators of growth/innovation (change), efficiency, and stability, respectively, in these categories.Kaplan



 and Norton (1996, 2000) proposed the BSC as a strategic performance measurement framework including financial indicators as well as nonfinancial indicators. The BSC is a strategic learning system that can amend business theory and organizational strategy through monitoring a company‟s performance from its knowledge management activities. On the other hand, Arora (2002) found three knowledge management purposes: the improvement of organization knowledge, the creation of new knowledge or innovation, and improved employee job based on extended collaboration. Construction of a knowledge repository and activations of communities of practice (CoP) has been suggested to support overall knowledge management. Arora further notes that although knowledge management activities can achieve the objectives (or purposes) of knowledge management, knowledge management does not actually contribute greatly to the organizational performance. The BCA takes a serious view of a specific target set and provides feedback by organizational strategy to knowledge management; the BCA can practice knowledge management effectively in an organization by enabling the development and utilization of a knowledge management index. Gooijer (2000) also suggested the BCA to measure knowledge management performance. Specifically, he defines knowledge management as practice activities that support employees‟ cooperation and integration, and proposes a knowledge management scorecard (KMSC) model to measure performance in knowledge management. In their conceptualization of market knowledge competence as being the processes that generate and integrate market knowledge, Calantone and Li (2008) found that each of the three processes of market knowledge competence; namely, customer knowledge process, marketing-R&D interface, and competitor knowledge process, exerts a positive influence on new product advantage. The results also reveal a positive association between new product advantage and market performance.
2.2	THEORETICAL FRAMEWORK
2.2.1	Organizational Knowledge Creation Theory
[bookmark: _bookmark30]	Nonaka and Toyama (2015) proposed organizational knowledge creation theory to explain the occurrence of creation organizational knowledge. They defined organizational knowledge creation as the capacity of an organization to make new learning, spreads it all through the organization, and epitomizes it in items, administrations, and frameworks (Nonaka& Toyama, 2015).  This theory rests on the assumption that an organizational knowledge developed through a ceaseless exchange amongst tacit and explicit learning by means of four examples of associations, socialization, combination, internalization, and externalization. Correct knowledge is systematized information transmittable in formal, orderly dialect though implicit information is the customized information that is difficult to formalize and impart and profoundly established in real life, duty and contribution in setting (Nonaka& Toyama, 2015).  Socialization is the connection between people through systems, for example, perception, impersonation or apprenticeships. Combination involves consolidating unequivocal learning through gathering and discussion or utilizing data frameworks (Alkhabra, Haron& Abdullah, 2017). Internalization changes tacit knowledge into implicit learning though externalization changes over explicit knowledge into exact information. The theory additionally expresses that authoritative information creation happens when every one of the four methods of information transformation frame a consistent cycle activated by such activities as group collaborations, exchange, metaphors, coordination, documentation, experimentation, and learning by doing(Alkhabra, Haron& Abdullah, 2017). Organizational knowledge  creation isan upward winding procedure from the individual level to the aggregate gathering level, and afterward to the corporate level, occasionally to the inter-organizational level (Nonaka & Toyama, 2015).  In this research, the theory provides a strategy for creating new vital knowledge and as an approach to better make use of existing learning resources by redeploying them into regions where the firm stands to a chance of gaining. On the other hand, knowledge management improves the organization’s capacity to shield its imperative learning and skills from being lost or duplicated.
2.2.2	Human Capital Theory
[bookmark: _bookmark31]	The human capital theory developed by Becker, (20016) assists the comprehension and improvement of worldwide ability administration, both for scholastics and human asset professionals (Murray, 2016). This theory sees human capital as a type of asset that organizations can put resources into and is of incentive to the organizations to the degree that it makes the organization profitable (Murray, 2016). According to Garavan, McCarthy and Carbery (2017), it is a theory which is worried about how individuals in an organization contribute their insight, expertism, and capacities to upgrading authoritative ability and the essentialness of that commitment. Organizations can utilize human asset administration in an assortment of approaches to expand their human capital for instance; they can purchase human capital in the market by offering attractive remuneration or within the organization by offering employees training and development opportunities (Murray, 2016). In Becker’s view, human capital is straightforwardly valuable in the creation procedure (King, 2016). All the more unequivocally, human capital builds a specialist's efficiency in all undertakings, however potentially differentially in various assignments, associations, and circumstances. In this view, in spite of the fact that the part of human capital in the creation procedure is very required, there is a sense in which we can consider it spoken to by a unidimensional object, for example, the supply of information or aptitudes, and this stock is specifically part of the generation work (King, 2016). The human capital theory is associated with knowledge management as it refers to notions of human, social and organizational or structural capital (Garavan, McCarthy &Carbery, 2017). The theory considers human capital as an asset which forms a source of distinct competitive advantage and distinguishes the performance of one firm from the other. In this research, the theory was used as a critical driver of innovation and competitive advantage in today’s knowledge-based economy. In this regard, knowledge management provides the strategies for obtaining, growing and sustaining human capital in organizations (Murray, 2016). This implies that successful implementation of the knowledge management processes in an organization ensures proper acquisition and growth of human capital which in turn improves performance.






2.2.3	Learning Organization Theory
[bookmark: _bookmark32]	Siemens (2014) describes learning as detecting and correcting errors. To correct a mistake, an individual must concede that he/she committed an error. In the greater part of our organizations, an error is seen as an individual error (Siemens, 2014). Numerous execution assessment frameworks stress the rate of error and constraining the quantity of mistakes, additionally making a culture where denying mistakes is in the person’s best advantage. According to Harasim (2017), Learning organizations are organizations where individuals consistently extend their ability to make the outcomes they genuinely want, where new and broad examples of reasoning are supported, where aggregate desire is set, and where individuals are constantly figuring out how to see the entire together. Learning organizations are described by total worker contribution during the time spent cooperatively, all things considered responsible change coordinated towards shared qualities or standards (Harasim, 2017). They can be depicted as a hierarchical culture in which singular advancement is a need, outdated and incorrect mindsets are effectively distinguished and remedied, and the reason and vision of the organizations are comprehended and bolstered by the entirety of its individuals. Inside this structure, the utilization of framework thinking empowers individuals to perceive how the association functions; to shape an arrangement; and to cooperate straightforwardly, in groups, to accomplish that arrangement (Siemens, 2014). The underlying rationale for learning organizations is that in circumstances of quick change just those that are adaptable, versatile and gainful will exceed expectations. For this to happen, it is contended, associations need to find how to tap individuals' responsibility and ability to learn at all levels. According to this theory, a learning organization has the following five characteristics; systems thinking, personal mastery, mental models, shared vision and team learning ( Siemens, 2014). In this research, the theory was used as an approach to make the organization versatile to the external condition and ceaselessly upgrade its abilities to change and adjust through the advancement of group and also singular learning and by utilizing the aftereffects of figuring out how to accomplish better outcomes. In this respect, knowledge management processes safeguard the knowledge of the employee hence creating a competitive advantage.
2.3	EMPIRICAL FRAMEWORK
	It is argued that an organization can enjoy the sustainable competitive advantage if it embeds knowledge in its products and services (Benn, Dunphy & Griffiths, 2014). More attention nowadays is turned into knowledge management (KM) to increase organizational performance. Therefore, a wide range of methodologies and techniques      have been researched and proposed for how learning ought to be figured out and how to make associations more viable and productive. Zwain, Teong, and Othman (2014) did a study on how knowledge management process affects academic performance in higher institutions of education in Nigerian. Both survey and cross-sectional research design was used and testing of hypotheses was done using correlation and regression analysis methods. Abebe and Onyisi (2016) studied the effect of knowledge management on sustainable competitive advantage among charitable organizations in Nigerian. The study adopted a descriptive case study, and both the primary and secondary data were collected using triangulation, structured questionnaire, interviews and documents analysis. The finding showed that knowledge management has a strong positive correlation with sustainable competitive advantage. A study by Birasnav (2014) examined the relationship between transformational and transactional leadership, knowledge management (KM) process, and organizational performance. The population of the study was services firms and the total number of respondents was 119 respondents comprising of human resource managers and general managers. The data analysis methods were both the exploratory factor analysis and hierarchical regression analysis. The study revealed that transformational leadership was strongly correlated to knowledge management processes and the performance of the organization. In the research of Noruzy, Dalfard, Azhdari, Nazari-Shirkouhi,andRezazadeh (2013) sought to examine the relationship between transformational leadership and and organizational performance. The study targeted 106 Nigerian manufacturing firms and the total number of respondents who participated in the study was 280. Structural equation modeling was used to analyse data and the findings show a positive and significance between the variables under study. Katsuro, Mapira, Mangava,andChimbindi(2013) sought to find the impact of knowledge management on organizational performance. Aminga (2013) study investigated on how knowledge management practices affects organizational performance at selected campuses of Adubairo University. This was a case study in which data were collected through questionnaire and interviews. Questionnaire respondents were selected through stratified random sampling while interview respondents were purposively selected. The study established that knowledge management policies have a healthy and positive effect on organizational performance. Villar, Alegre, and Pla-Barber (2014) sought to establish the role of knowledge management practices on export intensity in SMEs in a mature and global, non-high- tech industry. A quantitative study with structural equation modeling was carried out on a sample of 157 Spanish and Italian manufacturing companies. The study found a significance effect on dynamic capabilities on export which showed that knowledge management implementation in important but it’s not significance to enhancing exports processes which necessitates the need for more convincing abilities in the reconfiguration of such knowledge.
















[bookmark: _bookmark41]CHAPTER THREE
[bookmark: _bookmark42]METHODOLOGY
3.1 	INTRODUCTION
	This chapter contains the Introduction, Research Design, Source, Population of the study, Sampling Size, Sample Techniques, Instrument of data collection, Data Analysis, and presentation, Historical Background of the study	
3.2 	RESEARCH DESIGN
[bookmark: _bookmark44]	This study adopted a descriptive research design to establish the effect of knowledge management on organizational performance in Lubcon oil serving industry. Descriptive design is concerned with finding out who, what, where and how of the variables, which was the concern of this research. 
3.3	POPULATION OF THE STUDY
[bookmark: _bookmark45][bookmark: _bookmark46]	This study targeted 111 employees of  Lubcon Oil. The target population included the senior level managers, middle-level managers, operation level managers and even the general staff members across the following departments: HR, Operations, accounting and finance, IT, and marketing and sales. In total, the target population was 111 employees.
3.4	SAMPLE SIZES AND SAMPLING TECHNIQUE
[bookmark: _bookmark47][bookmark: _bookmark48]	Sampling design makes it possible for the researcher to draw generalization and inference by including a limited portion of the population and making careful observations of the variables in play. In this regard, 87 employees from Lubcon oil the sample population from a target population of 111 employees.
3.5	INSTRUMENT OF DATA COLLECTION 
[bookmark: _bookmark49][bookmark: _bookmark53]	The main data collection instrument in this study was a questionnaire. The questionnaire was split into two sections; section A to Section B. Section A was used to elicit the general information of the respondents, section B was to elicit information regarding organizational performance. 
3.6	DATA ANALYSIS AND PRESENTATION
	Quantitative data obtained from the questionnaires was first put into a meaningful format and cleaned to ensure that that data is reliable for analysis and then analyzed using descriptive statistics such as mean and standard deviation. Tables, frequencies, graphs and charts were generated using Statistical Package for Social Sciences (SPSS) version 2.0 to present the findings.
3.7	HISTORICAL BACKGROUND OF THE STUDY
	Lubcon is an ISO certified Oil and Gas Company headquartered in Ilorin, Nigeria. It was established in 1991, it is primarily involved in the manufacturing, lifting, distribution and sales of petroleum and allied products. With a robust and extensive supply network, Lubcon contributes to the smooth running of economies in Africa. The company has in the past 25 years, experienced very rapid growth due to its reputation for quality products and innovative services. In Lubcon, we have in place a quality program that guarantees value to our customers and ensures excellence in the management of available resources. The various awards we have won over the years and our ISO 9001:2008 and QC 100 certifications are a testimony to our product quality and operational excellence. Lubcon expanded its frontiers with the construction of a lube plant in Ghana in 2002 to service the West African sub-region. The company won an award as the lube manufacturing company of the year in 2015.We have also constructed an ultra modern lube blending plant in Ethiopian which commence operations in 2017, to service the East Africa sub- region. With these investments, the company has access to markets in over 15 African countries.
 (
Source
: Field Survey,
 
2025
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CHAPTER FOUR
DATA ANALYSI AND RESULTS
4.1	INTRODUCTION
	This chapter present the results of data on effect of knowledge management on organization performance in Lubcon oil serving industry, Ilorin data collected were analyzed using frequency count for personal data while the hypothesis formulated were tested using Chiquare (x2) inferential statistics at 0.05 level of significance.
4.2	DEMOGRAPHIC CHARACTERISTICS 
Analysis of Findings
	The data was analyzed giving thought to the main research question the effect of knowledge management on organizational performance in Lubcon oil serving industry, Ilorin. Each assessment was looked at individually and descriptive statistics were computed for each. Tables, charts and descriptive explanation were employed to illustrate data collected from the field to make the research findings more meaningful the following analysis shows the responses receive from 87 employess within Lubcon oil serving industry administration
4.1.1 Findings from Employee
	A total number of (87) employee were selected to provide answers to the structured question
	Variable
	Grouping
	Frequency
	Percentage%

	
	
	
	

	Gender
	Male
	39
	44.8

	
	Female
	48
	55.2

	
	Total
	87
	100

	Marital Status
	Single
	47
	54.0

	
	Marred
	29
	33.3

	
	Divorce
	11
	12.7

	
	Total
	87
	100

	Educational Background
	B.Sc
	11
	12.6

	
	HND
	14
	16.1

	
	OND
	14
	16.1

	
	NCE
	20
	23.0

	
	SSCE
	13
	15.0

	
	Total
	87
	100

	Year of service
	0-3
	28
	32.2

	
	4-7year
	37
	32.2

	
	8years and above
	22
	25.5

	
	Total
	87
	100


Source: Field Research, 2025
	Table 1 reveals the gender, marital status and educational background of the respondents. It reveals that 44.8% of the employees of Lubcon Oil Serving Industry were males and 55.2% of them were females. This analysis is an indication of slightly high female composition of the members of staff of Lubcon oil serving industry. The respondents were also distributed into three classes, respondents 54% of the population are single, while 29 respondents representing 33.3% are married and 12.7% of the respondents are divorce. The table also shows the educational background of the respondents and it reveals and its reveals that 11(12.6%) of respondents hold B.Sc Certificate,14(16.1%) hold HND Certificate, 29 (33.3%) hold OND Certificate, 20(23.0%) holds NCE Certificate, while 13(15%) of the respondents holds SSCE Certificate. Lastly the table shows the respondents received from the employees regarding the number of years they have worked with Lubcon oil industry, 32.2% indicated that they had worked between 0 and 3 years. 42.5% said they have worked with Lubcon oil serving industry for more 4-7 years while another 25.3% said they have worked for 8 years and above.
4.2 	Analysis of Research Question
Research Question one: what is the contribution of knowledge management system on organization performance?
Table 2:  contribution of knowledge management
	S/N
	Maintenance of Discipline
	Std. Deviation
	Mean
	Remark

	1.
	Our employees obtain a extent of new knowledge from external source (e.g through seminars, conferences, educational courses, subscription journal, expert networks
	.99970
	3.160
	Agreed

	2.
	Our employees obtain a good extent of new knowledge from business partners (e.g. suppliers, clients).  
	.63939
	3.615
	Agreed

	3.
	Our employees exchange knowledge with their co-workers.
	
	
	

	4.
	Our employees rely on experience, skills and knowledge in their work.
	
	
	

	
	Average Mean 
	
	3.331
	


Mean≥ 2.5 = agreed
	Table 2 shows us theus contribution of knowledge management system on organization performance. It was agreed on the mean value (3.16) that employees obtain a good extent of new knowledge from external sources in the Lubcon Oil Serving industry is essential. It was further revealed that employees obtain a good extent of new knowledge from business partners with a means of 3.61 realized. In the same vein, judging by the means (3.30) realized, employees exchange knowledge with their co-workers, Finally, employees rely on experience, skills and knowledge in their work because a 3.25 so it was good (based on the mean).  In line with the response of the majority and average mean (3. 33) realized showed that employees in Lubcon Oil Serving Industry contribution of knowledge management system on organization performance.




Research Question Two: To what extent does the knowledge management process contribute in supporting and enhancing the organizational performance?
Table 3: knowledge management process contribute in supporting and enhancing the organization
	S/N
	Items
	Std. Deviation
	Mean
	Remark

	1.
	In their work, our employees rely on written sources, organizational procedures, instructions and other documented source).
	.90087
	2.750
	Agreed

	2.
	 Our employees share their knowledge orally at meeting or informal
	.78785
	2.6880
	Agreed

	3.
	Our employees share their knowledge through formal procedures (e.g project reports, organization procedures and instructions, reports and company publications)
	1.16670
	2.825
	Agreed

	4.
	Employees in our organization their knowledge as an organization asset and not their own sources of strength. 
	1.04558
	2.835
	Agreed

	
	Average Mean
	
	2.775
	


Mean ≥ 2.5 = Agreed
	Table 3 shows the knowledge management process contribute in supporting and enhancing the organizational performance. The initial item a mean score (2.75) shows that “Lubcon Oil Serving industry employees rely on written sources (e.g previously implemented project documentation, organization procedures, instructions and other documented sources” while it was revealed also that the “employees share their knowledge orally at meeting or information gatherings” as means value (2.68) was realized while mean score (2.82) affirmed obviously that “ employees share their knowledge through formal procedures”. It was finally revealed based on mean (2.84) that Employees in our organization consider their knowledge as an organizational asset and not their own sources of strength” a mean of a 2.8350 which definitely means it was agreed. Conclusively in respect to mean value (2.77) realized, it was deduced that knowledge management process contribute in supporting and enhancing the organization performance.
Research Question Three: Do the knowledge management process dimensions form an entrance to make real conceptions to deal with organizational performance
Table 4: Knowledge management process’ dimensions 
	S/N
	Items
	Std. Deviation
	Mean
	Remark

	1.
	The general management/leadership motivates employees to negation in formal education systems to achieve a higher level of education 
	.64970
	3.300
	Agreed

	2.
	The general management/leadership motivates  (e.g seminars, sources).
	1.09011
	2.740
	Agreed

	3.
	Employee rely on knowledge conversion for effectiveness of their performance.
	1.14083
	3.245
	Agreed

	
	Average Mean
	
	
	


Mean >2.5 = Agreed
	Table 4 reflects the knowledge management processes dimension form an entrance to make real conceptions to deal with organizational performance. It was shown based on means (3.30) realized that “general management/leadership motivation employees to engage in formal educational system to achieve a higher level of education” and mean value (2.74) is an indication of respondents’ support that general management/leadership motivation employees to engage informal education systems’. Lastly, In respect to mean value (3.24) obtained, we can say that respondents agreed that “employees rely on knowledge conversion for effectiveness of their performance. It can therefore be concluded in respect to agreement of majority to the items and more importantly, average mean value (3.09) realized that knowledge management process dimension form an entrance to make real conceptions to deal with organizational performance.
4.3	TESTING OF HYPOTHESIS
H01: Knowledge acquisition has no impact on organization performance
Model Summary
	
Model
	
R
	
R Square
	
Ajusted R Squre
	Std. Error of the Estimate

	
	
	
	
	


a. Predictors: (Constant) Further studies, knowledge acquisition
b. Dependent variable:  organizational performance
  ANOVAA
	
Model
	Sum of Squres
	
Df
	Mean Square
	
F
	
Sig

	1. Regression Residual
	11. 471
32.313
43. 784
	2
85
87
	5.736
.148
	38.8773
	.000b


a. Dependent Variable: Skills
b. Predictors: (Constant), Further studies, knowledge acquisition
	
Model
	
Unstandardized Coefficients 
	

T
	

Sig
	

	B
	Std. Error
	Beta
	
	
	

	1. (Constan) Knowledge acquisition Further studies
	-190
.174
.052
	.110
.035
0.35
	
.415
.123
	-1.729
4.933
1.465
	.805
.000
.144


a. Dependent Variable: Skills b. Independent variable: knowledge acquisition, Further studies
		From the Model summary above, the result shows that knowledge acquisition has impact on organization performance in further studies which is explained by the correlation coefficients (R=0.512, R2= 0262 & adjusted- R2=0.255). It is, however, noted from these results that 26.2% of organizational performance is accounted specifically by knowledge acquisition. The adjusted R2 depict the fact that not more than 0.7% would have been the variance in outcome if the model were derived from population rather than the sample, and the fact that our sample is fair representative of the total population because this value (0.2620.255r=0.007) is negligible. The ANOVA table that follow test for the significant of the regression coefficients at 5% level and it posited that model is properly fitted. The significant impact of the predictor (knowledge acquisition) on organizational performance is accepted and the null hypothesis is rejected (Beta=0.415; p=0.OO<O.05) and the fact that about 41% increase in organizational skills was a result of increase in knowledge acquisition by 1. Development in Further Studies on organizational performance is insignificant at 5% level but have a little knowledge acquisition has impact on organizational performance (Beta=0.123; p=1 .44>0.05).  Therefore, the null hypothesis that there is no significant impact of further studies on organizational performance is accepted at 5% level and the alternative hypothesis is rejected. It is however point of note here that in-service training like workshop, seminar and conference contribute greatly to organizational performance acquisition than development in further studies. The intercept of the regression line (constant=-0.190) implies that as the two predictors (knowledge acquisition in further studies) were dropped, i.e. becoming zero the organizational performance is reducing by 19% and this may further reduce organizational performance in Lubcon oil serving industry, Ilorin.
H02: knowledge conversion has no impact on organization performance.
Model Summary 
	
Model
	
R
	
R Square
	
Adjusted R Square
	
Std. Error of the Estimate

	1
	.663a
	.44
	4.35
	.37610








a. redictors: (Constant), further studies, knowledge conversion;
b. dependent variable: organizational performance 






ANOVAa
	
Model
	Sum of Squares 
	Df
	Mean Sqaure
	
F
	
Sig

	1. Regression
    Residual
    Total 
	24.360
30.978
55.338
	2
85
87
	12.180
.141
	86.106
	.000b


a. Dependent Variable: organizational performance
b. Predictors: (Constant), further studies, knowledge conversion

	





Model
	Unstandardized 
Coefficients
	Standardized
Coefficients
	





T
	





Sig.

	
	



B
	


Std.
Error
	



Beta
	
	

	1. (Constant)
Training 
Further Studies
	2.781
.217
.174
	.150
.075
.62
	
	
	


a. Dependent Variable: organizational performance; 
b. predictors: organizational performance in further studies
	To assess the extent knowledge conversion has impact on organizational performance, multiple linear regression analysis was carried out. The result of the regression model shown in table above indicates the value of the multiple correlation coefficient R= .663 and the adjusted Rsquare = .440 give us some idea of how well our model generalizes and ideally we would like its value to be the same, or close to the value of R-square. In the above summary, the difference for the final model is a fair bit (0.440-0.435=0.005 or 0.5%). This shrinkage means that if the model were derived from the population rather than a sample it would account for approximately 0.5% less variance in the outcome. Thus, the aggregated knowledge conversion has impact on organizational performance is explained by the value of the R square, which indicates that 44% of organizational performance is accounted specifically by the knowledge conversion.  The next part of the result here contains an analysis of variance (Anova table above) that test whether the model is significantly better at predicting the outcome than using the mean as a ‘best guess’. Specifically, the F-ratio represents the ratio of the improvement in prediction that the results from fitting the model (labeled ‘Regression’ in the table), relative to the inaccuracy that still exists in the model (labeled ‘Residual’ in the table). And by dividing the regression sum of square value by the Total sum of square in the table, indicating a significant relationship by returning the value of R=0.663, and the fact that the final model is significantly improve our ability to predict the outcome variable. However, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (knowledge conversion) is positively related with the dependent variable (organizational performance). Hence, we posited that knowledge conversion has impact on organizational performance at 5% level of significant. Based on the adjusted R square explained above, the two independent variables explain 43.5% of the variance of depended variable “organizational performance”. Using nonstandardized weight of regression, multiple regression of equation can be presented as below: 
Ỷ =0+1+2X2+ Ei
Ỷ= dependent variable “organizational performance
X1 = independent variable “knowledge conversion
X2 = independent Variable “Development in Further Studies”
Ei = stochastic error.
Ho3: Knowledge management has no impact on organizational performance.
Model Summary
	
Model
	
R
	
R Square R
	Adjusted 
Square
	Sted. Error of the Estimate

	1.
	.962a
	.924
	.925
	.24858



		a. Predictors: (Constant), knowledge management;
		 b. dependent variable: organization performance
                              Table 11:  ANOVAa
	
Model
	Sum of Squares 
	Df
	Mean Sqaure
	
F
	
Sig

	1. Regression
    Residual
    Total 
	167.144
13.594
180.739
	1
86
87
	167.144
.062
	2704.924
	.000b


a. Dependent Variable: organizational performance
b. Predictors: (Constant), knowledge management
Table 12: Regression Coefficients
	




Model
	Unstandardized
Coefficients



	
Standardized
Coefficents


	





T
	





Sig,

	
	B
	Std. Error
	Beta
	
	

	1. (Constant)
      Training
	-500
	.096

	

	-5.181
52.009
	.000 .000




a. Dependent Variable: Organizational performance;
b. Predictor: Knowledge management	
	To assess the knowledge management on organizational performance, simple regression analysis was carried out. The result of the regression model in the table shows the value of the regression coefficient R= .962, R- square = .925 and adjusted R- square = .924. From this result, the extent of impact of knowledge management on organizational performance isciarified by the value of the R square. The R- square value denotes 92.5% of organizational performance is accounted definitely by the in-service knowledge management acquired in the process. The analysis of variance table (Anova table above) showed regression sum of square value of (167.144) which is higher than the residual sum of square value of (13.594). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (2704.924) is greater than the tabulated value of (1.96) indicating a significant impact. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (knowledge management) is positively associated with the dependent variable (organizational performance). Hence, we posited that knowledge management has impact on organizational performance at 5% level. The beta coefficient of the model in table above indicates the beta value of the constant is -0.50 whereas; the beta value for the predictor variable (knowledge management) is 1.095. The tvalue of 52.009 and the p-value of .000 indicates the model is significant at p<O.O5. Therefore, the beta coefficient (Beta= 0.962) implies the organizational performances increase by 96.2% if their in-service knowledge management in the process increases by one. 

















                                         CHAPTER FIVE
[bookmark: _TOC_250010]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.0	INTRODUCTION	
[bookmark: _TOC_250009]	This chapter presents the summary of research findings, discussion of key findings, conclusions made from the study and the recommendations for policy and practice. The chapter also presents suggestions for further research.
5.1	SUMMARY OF FINDINGS 
[bookmark: _TOC_250008]	The study found out that the management of Lubcon oil industry, Ilorin understands the term „knowledge management‟, as an alternative strategy by organizations to improve competitive performance. It brings together three core organizational resources; people, processes and technologies to enable the organization to use and share knowledge more effectively. It therefore builds upon collegial and professional teamwork by actively engaging people at many organizational levels in sharing with others what they know, and what they are learning. Knowledge management is used for acquisition, sharing and application of management knowledge in the institution so as to better manage and apply organizations tangible and intangible knowledge assets, especially the professional knowledge, experiences and competencies of staff. There are many sorts of knowledge, which need to be managed in the organizations such as information about organization performance or best practice among others. Management therefore develop and acquire different kinds of knowledge in the organization .Knowledge management should therefore be applied to facilitate managing staff knowledge.
5.2	CONCLUSIONS
[bookmark: _TOC_250007]	The study concluded that knowledge is mainly created in oil servicing  companies in various ways including; knowledge sharing orally at meetings or informal gatherings (e.g. during lunch, in the hallway), employees experience, skills and knowledge. Additionally, there is a high level of knowledge sharing in the respondents organization especially in relation to promotion of cooperation and exchange of experience among employees by the management/leadership of the oil servicing companies in a bid to enhance the performance of the organization. The study further concluded that knowledge storage was highly organized into classification scheme for categorizing lessons learned by project type, problem type, subject area in the respondents organization in order to improve the performance of the organization. This is in an effort to equip the staff/employees with the necessary knowledge to execute their duties and achieve high levels of organization performance. The study also concluded that knowledge is mainly implemented through the use of documented lessons learned in decision-making, achieving goals and ultimately improving the organization performance of Lubcon oil servicing industry. The study as well concluded that knowledge management practices in general influences organization performance in various ways including, knowledgeable employees, better decision making in the organization, improved service offering to client, reduced operational costs, improved organizational competitiveness. This is mainly so because there is increased awareness of information that is critical to achieving the organization‟s mission. The order of significance of the impact of knowledge management practices on performance of Lubcon oil industry starting with the most significant to the least is; knowledge creation, knowledge sharing, knowledge acquisition, knowledge implementation and knowledge storage respectively.
5.3	 RECOMMENDATIONS
	Based on the findings, the study recommends that; 
1. To enhance understanding of knowledge management on perception of staff in performance of organizations, 
2. Management should undertake in house trainings on knowledge management among management and staff
3. Entrench good practices of knowledge management in organizations to strengthen information sharing among teachers and students.  This would enable application of staff knowledge in organization so as to better manage and apply organizations‟ tangible and intangible knowledge assets, especially the professional knowledge, experiences and competencies of staff to improve organization performance. The study also points out that for effective organization administration organizations need to create a central repository system to store and retrieve information on organization reports cards, feedback on student progression, coordination of organization schedules, organization suspension, finances and other professional development which will have an overall effect on organization performance.
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APPENDICES

[bookmark: _bookmark113]APPENDIXI: LETTER OF INTRODUCTION


Department of Business Administration,
Institute of Finance and Management Studies, 
Kwara State Polytechnic,
Ilorin, Kwara State    MAY, 2025


Dear Respondent,


REQUESTION FOR RESEARCH DATA

I abdulganeey abdulsalam, a student at Kwara State Polytechnic, An (HND) Higher National Diploman Holder of Business Administration Management. I am required to submitted as part of my course work assessment, a research project on  effect of knowledge management on organization performance ( a case study of Lubcon oil,Ilorin ) The information gathered will be treated as confidential and will be for the sole purpose of this study. Kindly respond to the items in the attached questionnaires to the best of your knowledge. Thank you.

Yours faithfully,
SHONIBARE AKANNI FUHAD
								HND/23/BAM/FT/0283

















SECTION A. PERSONAL DATA
In each section, tick in the box or fill in your response in the space provided as appropriate.
1. Gender: - 
		Male 							(      ) 
	Female 						(      )
2. Marital status: - 
	Married 						(      ) 
	Single 							(      ) 
	Divorce 						(      ).
3. Years of experienced or operation: - 
		0-3yrs 						(      ) 
		4-7yrs 						(      ) 
		8yrs and above.					(      )
4. Level of education: - 
		B.SC 							(      ) 
		HND 							(      ) 
		OND 							(      ) 
		NCE 							(      ) 
5.		O’LEVEL CERTIFICATE			(      ).


SECTION B
Please indicate the extent to which each of the statements describes what happens in your company. Tick the appropriate cell or box against each statement. The numbers represent the following levels; 1- Not at all, 2-To a less extent, 3-To a moderate extent, 4-To a great extent, 5-To a very great extent.
	S/N
	Knowledge Creation Statements
	1
	2
	3
	4
	5

	
1.

	Our employees obtain a good extent of new knowledge from external sources (e.g. through seminars, conferences, educational courses, subscription journals, expert networks).
	
	
	
	
	

	2.

	Our employees obtain a good extent of new knowledge from business
partners (e.g. suppliers, clients).
	
	
	
	
	

	  3.
	Our employees exchange knowledge with their co-workers.
	
	
	
	
	

	  4.
	Our employees rely on experience, skills and knowledge in their work,
	
	
	
	
	

	
5.

	In their work, our employees rely on written sources (e.g. previously 
implemented	projects	documentation,	organizational	procedures,
instructions and other documented sources).
	
	
	
	
	

	
  6.
	Our employees share their knowledge orally at meetings or informal
gatherings (e.g. during lunch, in the hallway).
	
	
	
	
	

	
7.

	Our employees share their knowledge through formal procedures (e.g. project reports, organizational procedures and instructions, reports and company publications).
	
	
	
	
	

	8.

	Employees in   our   organization   consider   their   knowledge   as   an organizational asset and not their own source of strength.
	
	
	
	
	

	9.

	The general management/leadership motivates employees to engage in formal education systems to achieve a higher level of education.
	
	
	
	
	

	10

	The general management/leadership motivates employees to engage in informal education systems (e.g. seminars, courses).
	
	
	
	
	

	11

	Employee rely on knowledge conversion for effectiveness of their performance
	
	
	
	
	





image1.jpeg





i

 

 

IMPACT OF KNOWLEDGE MANAGEMENT ON 

ORGANIZATIONAL PERFORMANCE

 

(A CASE OF STUDY OF LUBCON INDUSTRY, ILORIN)

 

 

BY

 

SHONIBARE AKANNI FUHAD

 

HND/23/BAM/FT/0283

 

 

BEING A RESEARCH PROJECT SUBMITTED TO THE 

DEPARTMENT OF BUSINESS ADMINISTRATION AND 

MANAGEMENT, 

INSTITUTE OF FINANCE AND MANAGEMENT 

STUDIES, KWARA STATE POLYTECHNIC, ILORIN

 

 

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR THE 

AWARD OF HIGHER NATIONAL DIPLOMA (HND) IN BUSINESS 

ADMINISTRATION AND MANAGEMENT, KWARA STATE 

POLYTECHNIC, ILORIN

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

    

 

 

 

 

 

 

 

 

 

 

 

 

 

 

MAY,2025

 

