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ABSTRACT

The objective of the study was to assess the impact of knowledge management on the performance of FEMTECH  ICT company, Ilorin. The work reviewed the concept of knowledge management, learning organizations, innovation and firm performance. The sample for the study consisted of twenty-three (23) permanents staff of FEMTECH  ICT company, Ilorin. The statistical technique used in the analysis is correlation coefficient analysis. The result of the research showed that knowledge management has led to organizational learning and innovation, while learning and innovation improved Femtech’s efficiency and increased Femtech’s market share. It was recommended among others that a conducive learning environment should be created in Femtech ICT company so as to enable employees create novel ideas that will enhance the company’s efficiency and increase its market share. 
Keywords: Knowledge Management, Learning, Innovation, Market Share and Efficiency            




















CHAPTER ONE
INTRODUCTION
1.1	Background to the study
	Knowledge Management defines a systematic, explicit and deliberated building processes required to manage knowledge, the purpose of which is to maximize an enterprise’s knowledge-related effectiveness and create values (Bixler, & Stankosky, 2005).	
Over the years, knowledge management has become a major strategic necessity that organizations require to succeed in the global business atmosphere. Knowledge as one of the most vital assets of all corporate organizations must be effectively identified, acquired, stored, shared and implemented in the most profitable way that could achieve sustainable competitive advantage. This study reviews the concepts of knowledge management and organizational performance and proposes a model for further research in the area of knowledge management on performance of IT firms in Nigeria. The study envisages that the effect of knowledge management dimensions on organizational performance of IT firms in Nigeria could be mediated by technological innovation in the industry. Hence, it is recommended that IT operators should develop and implement strategic knowledge management policy proficient to providing appropriate organizational knowledge that satisfies changing customers’ needs and preferences.
	For many companies, the time of rapid technological change is also the time of incessant struggle for maintaining a competitive advantage. It is obvious that knowledge is slowly becoming the most important factor of production, next to labour, land and capital. Even though some forms of intellectual capital are transferable, internal knowledge is not easily copied. This means that the knowledge anchored in employees’ minds can get lost if they decide to leave the organisation. Therefore, the key objective of management is to improve the processes of acquisition, integration and usage of knowledge, which is exactly what knowledge management (KM) is all about. KM is a process that through creating, accumulating, organising and utilising knowledge helps achieve objectives and enhance organisational performance. KM also consists of  strategy, cultural values and workflow. In order to maximise its value a change instrategies, processes, organisational structures and technologies needs to be made.
In the present day era of knowledge-based economy, knowledge becomes a major resource of competitiveness (Drucker, 1993) and also a new criterion for wealth creation (Thurow, 1996). The process incorporated in KM includes collecting, organizing, clarifying, disseminating and reusing the information and knowledge throughout anorganization. Consequently, there is a need for proper management of knowledge. Knowledge Management(KM) has become a crucial source of corporate competitiveness (Andrew, 2005). KM as a company’s foundation, both organization- and technology-wise, is defined as “the continuous process of improving organizational performance offering correct knowledge at the right time to members who need it, to enable them take right action(s) appropriately”.
1.2	Statements of the problem
	Adequate knowledge management in companies and organizations has been neglected especially in Nigeria where knowledge generally is not placed at the front burner of the society, this has led to the lack of consistent progress in terms of profitability in Nigeria private sectors especially in information technology sub-sector. This has regrettably spilled over to the economy which today has been a far cry from what it used to be in the 70’s and early 80’s.
	Investing in Knowledge is an expensive venture most serious minded and business oriented organizations must invest in, if they are to strategically align themselves above competitors with substitute products/services (Winter, 2002). Creating, Designing, implementing and managing a robust knowledge system effectively in an organization is where most managers find it difficult.
	The aim of every KM system is to share knowledge in the organization in the most effective manner and improving performance in the process. This aim is usually not achieved because of poor communication structures that exist in most public or government owned organizations in Nigeria (Orji, 2008). KM goes beyond mere training and retraining of staff to review of lessons learnt from each training. Every member of the organization contributes to the organization by sharing knowledge on a subject matter for strategic positioning of the organization. When there is a cut in the communication flow, knowledge is not effectively shared. According to Orji (2008), an internship student can contribute immensely to an organization by sharing his/her experiences in his/her previous job that could strategically align the organization in a vintage position.
	However, the researchers mentioned above did not work on impact of knowledge management on organizational performance. The gap intended to be filled by this research work is to examine the impact of knowledge management on the performance of information technology companies.


1.3	Research Questions
1.	What is the impact of learning on efficiency IT companies in Nigeria?
2.	How has innovation affect market share of IT companies in Nigeria?
3.	What is the relationship between knowledge management and performance of IT 	companies?
1.4	Objectives of the study
	The main objectives of this study are to examine the impact of knowledge management on organizational performance. However, the specific objectives are to:
1.	Examine the impact of learning on efficiency of IT companies in Nigeria.
2.	Determine whether innovation has effect on market share of IT companies in 	Nigeria
3.	Assess the relationship between knowledge management and performance of IT 	companies in Nigeria.
1.5	Research Hypotheses
Ho1:	Learning does not have impact on efficiency of IT companies in Nigeria
Ho2:	Innovation has no effect on market share of IT companies in Nigeria
Ho3:	There is no relationship between knowledge management and performance of IT 	companies.
1.6	Significance of the study
	The study hopes to provide some useful insights into the nature and fundamental of knowledge management (KM) as the backbone of organizational performance. It is hoped that the study will equip information technology companies with adequate knowledge management which will engender an appreciable amount of performance.
	Finally, the result of the study will be useful to policy makers in commerce and industries and may also benefit other students and scholars of business who may use the findings for academic purpose.
1.7	Scope of the study
	The study is restricted to the investigation of the impact of knowledge management on organizational performance with focus on information technology companies in Nigeria.
Financial constraint- Insufficient fund tends to impede the efficiency of the researcher in sourcing for the relevant materials, literature or information and in the process of data collection (internet, questionnaire and interview).
Time constraint- The researcher will simultaneously engage in this study with other academic work. This consequently will cut down on the time devoted for the research work.
1.8	Definition of terms
INFORMATION TECHNOLOGY: Set of tools, processes, and methodologies (such as coding/programming, data communications, data conversion, storage and retrieval, systems analysis and design, systems control) and associated equipment employed to collect, process, and present information. In broad terms, IT also includes office automation, multimedia, and telecommunications
LEARNING: The acquisition of knowledge or skills through study, experience, or being taught. Also a preference for something or tendency to do something.
MARKET SHARE: represents the percentage of an industry or market's total sales that is earned by a particular company over a specified time period. Market share is calculated by taking the company's sales over the period and dividing it by the total sales of the industry over the same period. This metric is used to give a general idea of the size of a company in relation to its market and its competitors.
KNOWLEDGE  MANAGEMENT: Efficient handling of information and resources within a commercial organization. More so is the process of creating, sharing, using and managing the knowledge and information of an organization
ORGANIZATIONAL: an organized group of people with a particular purpose, such as a business or government department. The action of organizing something. Also is "the organization of conferences" planning, arrangement, coordination, structuring, administration, organizing, running, management, logistics e.t.c.
EFFICIENCY: The comparison of what is actually produced or performed with what can be achieved with the same consumption of resources (money, time, labor, etc.). It is an important factor in determination of productivity.
INNOVATION: The process of translating an idea or invention into a good or service that creates value or for which customers will pay. To be called an innovation, an idea must be replicable at an economical cost and must satisfy a specific need. Innovation involves deliberate application of information, imagination and initiative in deriving greater or different values from resources, and includes all processes by which new ideas are generated and converted into useful products.


CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction
	This chapter focuses on conceptual review of related concepts, theoretical analysis and empirical review of past studies, as well as gap to be filled by the researcher.
2.2	Conceptual Review
2.2.1	Concept of Knowledge Management
	According to Scarborough et al (1999) knowledge management is a process of creating, acquiring, capturing, sharing and using knowledge, wherever it resides, to enhance learning and performance in organisations. Chong et al (2000) concur with Scarborough et.al (1999) and define knowledge management as the ability to identify, utilise, share, foster, facilitate, transform and manage the knowledge based on the competences and assets of the organization. O’Leary (2002) simplifies and defines knowledge management as the practices and strategies that a company uses in an attempt to create, distribute and enable the adoption of strategic insights and specific experiences
	O’Dell and Grayson (1998) note that a knowledge management system should be designed to support communities of practice, focusing on different key knowledge areas thus connecting people to people (for example expert directories), people to knowledge and people to tools (for example discussion forums). O’Dell and Grayson (1998) further state that knowledge management concentrates much on behaviour changes that should reflect new knowledge and insights. Knowledge management systems can therefore be regarded as the technological vehicle that facilitates sharing and transmission of knowledge for dissemination.
2.2.2	Managing Knowledge at the Individual Level
	The recognition that knowledge is the organizational asset that provides them with the competitive edge has also given way to the efforts to manage it. It seems logical to reach such a conclusion because valuable resources of the organizations need to be managed if they are to sustain a competitive advantage.
	Majority of the literature on knowledge management considers knowledge as some form of organizational content and knowledge management as a process involving various activities with the knowledge (Alavi & Leidner, 2001). Though the exact number and label for each of these processes are conceptualized slightly differently by different authors, they are all based on the processes of creating, sharing, storing, retrieving and using knowledge (Alavi&Leidner, 2001). 
2.2.3	Importance of Knowledge Management
	Importance of knowledge management Ibrahim and Reid (2009) postulate that, knowledge management is critical for organisations to create a sustainable competitive advantage. Moreso, knowledge management initiatives help to improve business processes. Organisations can reduce business processing time simply because they can share best practices. Business processes can also improve through conversations and discussions that can generate valuable knowledge for forecast saving and cost reduction. 
	In line with the above sentiments, a research by Ibrahim and Reid (2009) indicate that knowledge management practices improve organization’s operational activities in a variety of ways, such as reducing the design cycle time, lead time, cost, reducing time product-to-market and improving the quality of the product. For instance at the UK car manufacturing industry, the design time was massively reduced from 120 hours to 8 hours through the utilization of the knowledge-based tools as engineers were able to design products according to specifications. In addition, sharing best practices allows the organization to improve its quality and reduce lead time and cost, since new ways and techniques of process improvement through knowledge creation and sharing processes would have been found. 
	Knowledge management helps in the improvement of organisational culture. Ibrahim and Reid (ibid) argue that previous surveys have revealed that social and cultural issues were the main obstacles to the success of knowledge management practices. Organizational culture can change towards a knowledge sharing culture where  employees are driven to generate and share knowledge for the purpose of organisational improvement. Employees are motivated to share their knowledge because they feel more valued for their intellectual capabilities and skills when they can see their contribution towards improvements in the organization. 
	A research carried out by Khalifa and Liu (2003) showed that culture is an important knowledge management infrastructural capability. It shapes the behavior of organizational members through driving the norms and practices within the firm. Appropriate norms and values motivate knowledge sharing and collaboration. 
	Argote and Ingram (2000) propounds that knowledge management addresses business challenges and enhances customer responsiveness. This can be achieved through the production of innovative products or services and managing or enhancing relationships with existing and new customers, partners and suppliers.
2.2.4	Challenges of knowledge management 
	Organizations may fail to identify, develop, acquire and even to share and distribute that knowledge. 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 an organization. Beckham (1999) argues that many companies have attempted to implement knowledge management efforts but have failed due to the lack of an appropriate cultural context that creates and nurtures reciprocal trust, openness and cooperation. Culture of sharing (social interaction) is another challenge in knowledge management. Sharing is viewed as reducing production as time is believed to be lost through such socialization hence this is not allowed by managers. 
	Furthermore, creation of knowledge groups may be viewed as too expensive to undertake (Argote and Ingram, 2000). Moreso, knowledge sharing takes time and because of this, experts in certain fields may not be willing to participate in knowledge sharing as some organisations do not reward them. To override the above obstacles Argote and Ingram (ibid), noted that systems should accommodate feedback from the employees and reward brilliant contributions.

2.2.5	Learning Organizations 
	Learning organizations are present through various environments and represent different styles of organizational culture. A learning organization is an organization capable of working with and through circumstances with dynamic knowledge management practices (Al-adaileh et al., 2012). Learning organizations also have a capability of capturing trend-specific information as a method of anticipating the need to adapt (Santos-Vijande, Lopez-Sanchez, &Trespalacios, 2012). Within a learning organization, knowledge can occur in several venues and within varying levels of the workforce. 
	Organizational learning requires time for effective knowledge management maturity (Argote&Miron-Spektor, 2011). Military units represent learning organizations due to their inspiring leadership and development of followers (Di Schiena, Letens, Van Aken, & Farris, 2013). While military units do not normally have Project Management Offices (PMOs), PMOs are present as part of many successful organizations.
2.2.6	Innovation
	Innovation relies on critical thinking within an organization.  An innovative organizational culture supports critical thinking throughout an organization (Musa & Ismail, 2011). More importantly, employees carry knowledge across organizational lines, which can support the transfer of innovative ideas (Ganco,2013). It is important to allow employees to put these creative ideas into practice in hopes of encouraging employee retention, employee professional growth, and knowledge sharing (Bhatnagar, 2012; Fernandez &Moldogaziev, 2013). Damanpour and Aravind (2012) explored managerial innovations noting business and practitioner-based innovation was gaining popularity over research and development while facilitating organizational culture changes and reinforcing the need for performance sustainment through continuous innovation.
2.2.7	Innovation Culture 
	Barriers to knowledge management can be individual or organizational (Hong et al., 2011). Hong et al. (2011) cited four individual barriers: 
(a) 	Internal resistance, 
(b) 	Trust, 
(c) 	Motivation, and 
(d) 	a gap in awareness and knowledge within communities of practice of a financial 	company. 
Hong et al. (2011) also cited four organizational barriers: 
(a) Language, 
(b) Conflict avoidance, 
(c) Bureaucracy, and 
(d) Distance in their study of knowledge sharing barriers. 
Barrier examination and identification of knowledge gaps of an organization are two areas that leaders must address in ensuring knowledge management supports innovation and corporate culture. 
	Two frequently examined barriers to organizational knowledge management are trust (Cumberland &Githens, 2012; Lin, Wu, & Yen, 2012) and corporate culture (Musa & Ismail, 2011; Suppiah&Sandhu, 2011). Bolivar-Ramos, Garcia-Morales, and GarciaSanchez (2012) found a positive relationship between organizational innovation and performance. Furthermore, organizational learning, as positively supported by top management, was one of the factors proven as positively promoting organizational innovation (Bolivar-Ramos, Garcia-Morales, & Garcia-Sanchez, 2012). Organizations with strong innovative processes have a potential to increase a sustainable competitive advantage (Urgal, Quintas, &Arevalo-Tome, 2013).
2.2.8	Firm Performance  
Firm performance is an organization’s ability to 
(a) 	Increase market share, 
(b) 	Operate efficiently, and 
(c) 	Improve services, products, or sales, innovative practices, and overall profit shares (Chang & Chuang, 2011; Wang & Wang, 2012; Damanpour&Aravind, 2012). Tacit knowledge held by employees is the firm’s human capital of knowledge management (Cohen & Olsen, 2015). In contrast, Song and Kolb (2012) found that learning organizations and knowledge creation on firm performance, specifically, the financial aspects were not statistically significant. Nold (2012) compared two organizations to find aspects of organizational culture that influenced firm performance. Nold’s (2012) findings indicated organizational trust and knowledge management initiatives supported superior firm performance. In the lens of human capital, knowledge and innovation are prime components of firm performance. 
	Wang and Wang (2012) conducted a study regarding knowledge sharing, innovation, and firm performance. Conclusions gained were statistically significantrelationships between tacit knowledge sharing, innovation quality, and both financial and operational performance (Wang & Wang, 2012). There was also a significant relationship between explicit knowledge and financial performance yet not with operational performance (Wang & Wang, 2012). Wang and Wang (2012) proposed that these relationships might be able to guide the organizational leadership to attain higher organizational performance through knowledge sharing and innovation practices. 
Management’s use of innovative practices, combined with knowledge management practices, can support organizational growth. Innovation is a useful tool for organizational growth (Hung & Chou, 2013). In a study regarding open innovation on firm performance of 791 tech firms, Hung and Chou (2013) found open innovation principles and activities were applicable in multiple industries. During an examination of intellectual capital and knowledge management, Hsu and Sabherwal (2012) found that organizational innovation and an active learning culture positively affected firm performance. Chang and Chuang (2011) believed that when corporations adopt knowledge management practices, utilization and sharing of the knowledge and competitive advantage increased. With a competitive advantage, organizations have influence on how other organizations function, which may allow access to their knowledge.
2.3	Theoretical Framework
2.3.1	Organisational Learning Theory
	Argrys and Schon (1996) identify three levels of learning which may be present in the organization:
[image: ]
· Single loop learning: Consists of one feedback loop when strategy is modified in response to an unexpected result (error correction). E.g. when sales are down, marketing managers inquire into the cause, and tweak the strategy to try to bring sales back on track.
· Double loop learning: Learning that results in a change in theory-in-use. The values, strategies, and assumptions that govern action are changed to create a more efficient environment. In the above example, managers might rethink the entire marketing or sales process so that there will be no (or fewer) such fluctuations in the future.
· Deuterolearning: Learning about improving the learning system itself. This is composed of structural and behavioral components which determine how learning takes place. Essentially deuterolearning is therefore "learning how to learn."
	This can be closely linked to Senge's concept of the learning organization, particularly in regards to improving learning processes and understanding/modifying mental models.
	Effective learning must therefore include all three, continuously improving the organization at all levels. However, while any organization will employ single loop learning, double loop and particularly deuterolearning are a far greater challenge.
2.3.2	Diffusion of Innovation Theory
	The diffusion of innovation theory analysis how the social members adopt the new innovative ideas and how they made the decision towards it. Both mass media and interpersonal communication channel is involved in the diffusion process. The theory heavily relies on Human capital (Rogers, 2003). According to the theory, innovations should be widely adopted in order to attain development and sustainability. In real life situations the adaptability of the culture played a very relevant role where ever the theory was applied. Rogers proposed four elements of diffusion of innovations they are
[image: ]
· Innovations – an idea, practice, or object perceived as new by an individual. It can also be an impulse to do something new or bring some social change
· Communication Channel – The communication channels take the messages from one individual to another. It is through the channel of communication the Innovations spreads across the people. It can take any form like word of mouth, SMS, any sort of literary form etc
· Time – It refers to the length of time which takes from the people to get adopted to the innovations in a society. It is the time people take to get used to new ideas. For an example consider mobile phones it took a while to get spread among the people when it is introduced in the market
· Social System – Interrelated network group joint together to solve the problems for a common goal. Social system refers to all kinds of components which construct the society like religion, institutions, groups of people etc
2.3.3	Goal Orientation Theory
	Goal orientation theory is a social-cognitive theory of achievement motivation. Goal theory became a particularly important theoretical framework in the study of academic motivation in the late 1980s. Whereas other motivational theories examine students' beliefs about their successes and failures, goal orientation theory examines the reasons why students engage in their academic work. (Melissa Hurst, 2002)
	Organizational Learning Theory is adopted for this study because it encompasses all the key areas of knowledge management and organizational performance. It covers areas of learning, innovation, and performance.
2.4	Empirical Review
	Lee and Choi (2003) concluded that knowledge management practices are directly related to non-financial business performance measures (namely, operational excellence), and subsequently result in better. A culture where knowledge sharing is encouraged is expected to influence many different aspects of organizational performance because of the imbedded relationship between the three.
	Rashid et al. (2003) showed that entrepreneurial and competitive cultures perform better than consensual and bureaucratic cultures. The latter were more inward looking and closed than the former, which is more innovative and risk taking (2003).
	Tanriverdi (2005) argues that knowledge management capability creates and effectively allows organizations through IT to enhance cross-unit capability of the firm. Synergies between product, customer, and managerial knowledge resources directly impact organizational performance. 


CHAPTER THREE
METHODOLOGY
3.1 	Introduction 
	This chapter sets out the background to the research, the methodology and techniques employed in conducting the research, together with explanation and justification as to why such methods and techniques were used to produce the research findings that follow. 
	Research methods are traditionally chosen prior to data generation based on the nature, aims and goals of the research project (Reiter et al, 2011) and once my research topic had been selected, thorough consideration was given to the applicable methods most appropriate to meet the criteria set out in the research objective. Establishing the most appropriate methods and techniques to use is a catalyst for sound research, but not a straightforward choice. 
	Marais (2012) makes a subtle distinction between ‘research’ being the uncovering of the truth about a phenomenon (and/or its relationship with other phenomena) by means of scientific methods, and ‘empirical research’ being research that relies on one or more forms of observation/measurement for gathering information. This distinction proved useful for me as I studied the various methods and techniques that I could most appropriately apply to meet the objectives of my study and gain a deeper understanding of the research topic.  
	It was also the intention from the outset to apply methodological rigour to this research project, which refers to the clarity, appropriateness and intellectual soundness of the overall methodology (Collis and Hussey, 2003). This entire research design is underpinned by the above baseline. Saunders et al (2012) define research design as a framework for the collection and analysis of data to answer research question and meet research objectives providing reasoned justification for choice of data sources, collection methods and analysis techniques. It is within the context of such a framework that the entire research process and design of this dissertation is developed and executed.   
3.2 	Research Design
	Parahoo (1997) describe a research design as a plan that describe how, when, and where data are to be collected and analyzed.
	The objective of the study is to investigate the impact of knowledge management on organizational performance. It ensured the extensive use of both primary and secondary data and contact period will be cross sectional, due to time constraint and finance. The research was retrospective in nature as the study is assessing the impact of knowledge management on organizational performance. Also, mixed research method was used for this study that is qualitative and quantitative method. 
3.3	Population of the study 
	A population is made up of all considered element or subject relating to phenomenon of interest to the researcher (Asiaka. 2000). This research is using FEMTECH ICT, Ilorin as a case study. This research is targeting permanent staff of FEMTECH ICT, Ilorin as respondent. The total population of permanent staff of FEMTECH ICT, Ilorin is 23
3.4	Sample size and sampling techniques 
	According to Wimmer and Dominick (2007) sample size is a subset of the population that is, the representative of the entire population. The scope of this study is permanent staff of FEMTECH ICT, Ilorin. According to Stanley (1995), if the population is 30, you study all and Bailey (1995) argued that if the population is 50 study all, but if it is more than this population, you choose the sample to study. Therefore, the whole population of permanent staff of FEMTECH ICT, Ilorin were used as sample for the study.
3.5	Method of data collection
This research work used both primary and secondary sources for detail information
i. Primary Source
ii. Secondary Source
The primary source collected for the purpose of this work is from the use of observation experimented, survey, subjective estimation and personal interview.
The secondary sources has been collected by going through library, government journals, foundation research, institutes, education boards and private business firms, newspapers, journal office, accomplished such as import and figures airways records, production over the years, customer order file, job time and skill breakdown, raw material types of price e.t.c.
3.6	Instruments of data collection
Numerous research tools were used by the researcher to gather the data used in this project work, some of the tools are discussed below;
Interview: This is the process by which the information that could not be collected accurately through questionnaires is been collected through interview, interview was conducted with most of the staffs in Femtech IT. During the interview, information collected includes the general structure of Femtech IT Ilorin.
Questionnaire: The questionnaire were distributed personally to the staff of Accountancy  department and monitored accordingly which from the single size of this project. The administrations of the questionnaire were limited to the Femtech IT, Ilorin and particular attention, was placed to the finance department of the organization due to the nature of the study, positive result was received from the staff of the finance department and information collected made the writing of this project easier.
Personal Observation: The researcher made personal observation of the company financial statement and noting carefully activities of the financial controller.
3.7	Method of data analysis 
  	The data collected was analysed. To make the analysis of data easier, figure were converted into the table and percentage, in order word, this research project will be largely quantitatively in nature. Data presentation will be sown respectively in the next chapter.
	No. Of respondent	         X	      Percentage (100%)
	Total Population


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Introduction
	This chapter focuses on data presentation, analysis, interpretation and hypothesis testing. The various questions in the questionnaire were analyzed using simple percentage and the hypotheses were tested using Pearson correlation coefficient.
4.2	Presentation of Data
4.2.1 Gender
	Gender
	Frequency
	Percentage %

	Male
	18
	78.26%

	Female
	5
	21.74%

	Total
	23
	100%


Source: Field Survey, 2025
The above table indicated that 18 (78.26%) respondents were male while 5 (21.74%) were female. Therefore, more of respondents were male.
4.2.2 Marital Status
	Marital Status
	Frequency
	Percentage %

	Single
	20
	87%

	Married
	3
	13%

	Divorced
	0
	0%

	Widow
	0
	0%

	Total
	23
	100%


Source: Field Survey, 2025
From table 4.2.2 above, it shows that majority of the respondents are single which constitute 20(87%). While married respondents are 3(13%)


4.2.3 Age
	Age
	Frequency
	Percentage %

	20 – 25 yrs
	10
	43.5%

	26 – 35 yrs
	7
	30.4%

	36 and above
	6
	26.1%

	Total
	23
	100%


Source: Field Survey, 2025
	From the above table, 10 (43.5%) falls between the age of 20-25 years, also 7 (30.4%) were between the age of 26-35 years, while 6 (26.1%) falls between the age of 36 and above. Therefore, the majority of the respondents were 20-25 years..
4.2.4	Educational Qualification
	Qualification
	Frequency
	Percentage %

	ND
	12
	52.2%

	HND/BSC
	8
	34.8%

	MBA/MSC
	3
	13.0%

	Ph.D
	0
	0%

	Total
	23
	100%


Source: Field Survey, 2025
	The table above shows that majority of the respondents are National Diploma Holder which constitute 12 (52.2%). While HND/BSC Holder respondents consist of 8(34.8%) and MBA/MSC Holder respondents consist of 3 (13.0%)
4.2.5 Working Experience
	Experience
	Frequency
	Percentage %

	1 – 3 yrs
	16
	69.6%

	4 – 7 yrs
	5
	21.7%

	8 and above
	2
	8.7%

	Total
	23
	100%


Source: Field Survey, 2025
	Table 4.2.5 above shows that majority of the respondents have worked for Femtech ICT for 1 – 3 years which constitute 16 (69.6%).
4.2.6  	Knowledge Management is an important tool in Organization Performance.
	Responses
	Frequency
	Percentage %

	Strongly Agree
	23
	100%

	Agree
	0
	0

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the table above, all the respondent strongly agreed to the statement.
4.2.7  	Information Technology increases Innovation Culture of an Organization.
	Responses
	Frequency
	Percentage %

	Strongly Agree
	17
	73.91%

	Agree
	6
	26.9%

	Disagree
	0
	

	Strongly Disagree
	0
	0

	Total
	23
	100%


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 17(73.91%)
4.2.8  	Information Technology increases learning capacity of an organization
	Responses
	Frequency
	Percentage %

	Strongly Agree
	13
	56.52%

	Agree
	10
	43.48%

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 13(56.52%)
4.2.9 Training and development is a veritable tool for organizational learning
	Responses
	Frequency
	Percentage %

	Strongly Agree
	18
	78.3%

	Agree
	5
	21.7%

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondents strongly agreed with the statement which constitute 18 (78.3%) While 5(21.7%) respondents are agree.
4.2.10  Acquisition of new knowledge can lead to increase market share
	Responses
	Frequency
	Percentage %

	Strongly Agree
	15
	65.2

	Agree
	5
	21.8

	Disagree
	3
	13

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 15 (65.2%)
4.2.11   Learning new technologies can lead to organizational efficiency
	Responses
	Frequency
	Percentage %

	Strongly Agree
	16
	69.6

	Agree
	6
	26.1

	Disagree
	1
	4.3

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 16 (69.6%)
4.2.12 Innovation Culture is a key factor for organizational efficiency
	Responses
	Frequency
	Percentage %

	Strongly Agree
	20
	86.96

	Agree
	3
	13.04

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 20 (86.96%)
4.2.13 Organizational Learning has impact on efficiency of Femtech ICT company
	Responses
	Frequency
	Percentage %

	Strongly Agree
	20
	86.96

	Agree
	3
	13.04

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 20 (86.96%)
4.2.14 	 Innovation has increased market share of Femtech ICT company
	Responses
	Frequency
	Percentage %

	Strongly Agree
	20
	86.96

	Agree
	3
	13.04

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 20 (86.96%)

4.2.15  Innovation has increased efficiency of Femtech ICT Company
	Responses
	Frequency
	Percentage %

	Strongly Agree
	21
	91.30

	Agree
	2
	8.70

	Disagree
	0
	0

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 21 (91.30%)
4.2.16  Knowledge management has strong relationship with performance of Femtech ICT Company
	Responses
	Frequency
	Percentage %

	Strongly Agree
	14
	60.9

	Agree
	6
	26.1

	Disagree
	3
	13

	Strongly Disagree
	0
	0

	Total
	23
	100


Source: Field Survey, 2025
	From the above table, it shows that majority of respondent strongly agreed with the statement which constitute 14 (60.9%)
4.3	Testing of Hypothesis
Hypothesis testing One:
Ho1:	Learning does not have impact on efficiency of Femtech ICT company
Table 4.3.1
Pearson correlation coefficient
	Variable of interest
	N
	r_value
	Sig.(p value)
	Significant level
	Decision

	Learning does not have impact on efficiency of Femtech ICT company 
	23
	0.786
	0.0075
	0.05
	Reject Ho 


Source: Field Survey, 2025
Decision rule: Reject Ho if P-value < than α – level = 5% = 0.05, accept if otherwise.
Decision: Since, P-value (0.0075) < α = 0.05, then, we hereby reject Ho 
Interpretation:  The analysis revealed that, Learning has impact on efficiency of Femtech ICT company
Hypothesis testing Two
Ho2:	Innovation has no effect on market share of Femtech ICT company
Table 4.3.2
 Pearson correlation coefficient
	Variable of interest
	N
	r_value
	Sig. value
	Significant level
	Decision

	Innovation has no effect on market share of Femtech ICT company 
	23
	0.85
	0.00072
	0.05
	Reject Ho


Source: Field Survey, 2025

Decision rule; Reject Ho if P-value < than α – level = 5% = 0.05, accept if otherwise.
Decision: Since, P-value (0.00072) < α = 0.05, then, we hereby reject Ho 
Interpretation
The analysis revealed that, Innovation have effect on market share of Femtech ICT company
Hypothesis testing Three
Ho3:	There is no relationship between knowledge management and performance of IT 	companies.
Table 4.3.3
Pearson correlation coefficient
	Variable of interest
	N
	r_value
	Sig. value(p-value)
	Significant level
	Decision

	There is no relationship between knowledge management and performance of IT 	companies.
	23
	0.8443
	0.00041
	0.05
	Reject Ho 


Source: Field Survey, 2025
Decision rule; Reject Ho if P-value < than α – level = 5% = 0.05, accept if otherwise.
Decision: Since, P-value (0.00041) < α = 0.05, then, we hereby reject Ho 
Interpretation: The analysis revealed that, There is relationship between knowledge management and performance of IT 	companies.
4.4	Findings
	These are findings discovered as a result of the review of the literature, considering past research publications related to the research work.


Findings
	Lee and Choi (2003) concluded that culture where knowledge sharing is encouraged is expected to influence many different aspects of organizational performance because of the imbedded relationship between the three.
	Rashid et al. (2003) showed that entrepreneurial and competitive cultures perform better than consensual and bureaucratic cultures. The latter were more inward looking and closed than the former, which is more innovative and risk taking (2003).
	Tanriverdi (2005) argues that knowledge management capability creates and effectively allows organizations through IT to enhance cross-unit capability of the firm. Synergies between product, customer, and managerial knowledge resources directly impact organizational performance. 
Theoretical Findings
Organizational Learning Theory: posits that Effective learning must include: Single loop learning (error correction), Double loop learning (Learning that results in a change in theory-in-use), and Deuterolearning (learning how to learn). This theory argues that learning continuously improve organization at all levels.
Diffusion of Innovation Theory: The theory heavily relies on Human capital. According to the theory, innovations should be widely adopted in order to attain development and sustainability.
Goal Orientation Theory: Goal orientation theory is a social-cognitive theory of achievement motivation.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary
	The research work started with chapter one in which the background to the study was given, specific statements of the problem made and research objectives, questions and hypothesis were clearly stated.
	The chapter two reviewed basic concepts that related to the research topic which include the knowledge management, organizational learning, innovation, market share and efficiency. Also the chapter consists of theoretical analysis of Organisational Learning, Diffusion of Innovation, Goal Orientation theories. Related works were reviewed under the empirical review section and the gap to filled by the research work was stated.
	In chapter three of the work, the researcher adopted survey and case study method in which questionnaire was used in collecting data. Qualitative and quantitative research designs were adopted. Simple percentage and pearson correlation coefficient were used as method of data analysis. The researcher adhered strictly to ethical consideration by seeking permission from the management of the organization on data collection.

5.2	Conclusion
	Having examined the relationship between knowledge management and organizational productivity using Femtech ICT Company as a case study, it was discovered from the results of the descriptive and pearson correlation coefficient analysis that there is relationship between knowledge management and organizational productivity. Thus, the study revealed that effective knowledge management will result to organizational learning and innovation. It further showed that learning and innovations can improve organizational efficiency and increase organization’s market share. 
5.3	Recommendations
The following recommendations are made:
	 In view of the established discovery that effective knowledge management leads to learning and innovation in an organization which translates into improve efficiency and increase market share of Femtech ICT company, the following recommendations are made:  
i. Information technology companies should design effective knowledge  management that will enhance their efficiency and increase their market share 
ii.	Information technology companies should imbibe organizational learning culture and innovative strategies that will enhance their efficiency and increase their 	market share 
iii. It is further recommended that a conducive learning environment that will encourage employees to be creative and innovative should be created in information technology companies so as to enable employees create novel ideas that will enhance the companies efficiency.
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