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ABSTRACT
The study cross sectional in nature was conducted at Uganda Management Institute and Tanzania
Civil Service College. A total of 109 out of the total population of 176 representing a 62%
response rate of both training and senior administrative staff were interviewed using a semistructured questionnaire that was administered over a period of one week. Data was analyzed
using factor and reliability analysis and multiple regressions. Results revealed that knowledge
application has a positive significant effect on innovation; knowledge evaluation has no
significant effect on innovation whereas knowledge acquisition has a negative significant
relationship on innovation. Implications are that MDI’s should build cultures that facilitate
learning and encourage staff to experiment and to make mistakes in order to come up with new
ideas that result in new products and services. Future research could cover Universities and other
Tertiary Institutions.
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1.0 BACKGROUND
Management Development Institutes (MDI’s) in Africa were established in response to the
government’s capacity development, advisory and expertise requirements of African
governments. Their role is the production of intellectual service which includes training,
consultancy and research services aimed at transforming governments (Fraser – Moleketi, 2007).
Management Development Institutes like all organizations are encouraged to devise ways of
utilizing existing knowledge and experience to develop new products and services in order to
adapt to the dynamic nature of business environment today. It is this new thinking that will
enhance MDI’s responsiveness to new ways of thinking, doing business, developing new
competencies to address new challenges in the global village. One sure strategy is to become
innovative because the need for MDI’s to become more innovative has been accentuated by
customers’ sophisticated demands for better and new services (Kandampally 2000; Squiner and
Snyman, 2004). Being customer focused, MDI’s have no choice but to focus their entire energies
to provide outcomes that surpass their customers’ expectations. This new thinking is anchored on
the promise that organizations that are more innovative are those that are able to stimulate and
leverage their employees’ knowledge (Wiig 1993; Ahmed, Lim & Hoh, 2002). Against this
background MDI’s have little option but to appreciate the skills of their human resources in
searching, discovering and experimenting in order to build innovations.
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1.1 INTRODUCTION
In the knowledge era, the principal goal of service organizations in particular is to enhance a
system of production processes with emphasis on intangible assets like innovation, information
people skills, experience and attitudes as the basic raw material (Masoulas, 1999). Knowledge
Management defined as a process that is applied by organizations to generate wealth from their
knowledge based assets (Wiig, 1993; Ahmed, Lim & Loh, 2002) seems the best way to go. This
is especially true if MDI’s have to be innovative since innovation is dependent on a mix of ideas,
information and practical know how (Drejer, 2002). For although innovations involve using
existing knowledge, they often require new knowledge which is underpinned by learning and
sharing knowledge (Squiner & Snyman, 2004; Djer (2002). According to Murray,A (2008) and
Squier & Snyman, (2004), managers must make it acceptable to take risks, implement employees’
decisions and see mistakes as learning opportunities. Learning will then occur when knowledge
that resides in one part of an organization is transferred effectively to other parts and applied in
either problem solving or providing new and creative insights, (Goh, 2002; Argote & Ingram,
2000). Since knowledge ages rapidly and is liable to wear, that is why firms should continuously
learn and innovate (Rampersad, 2002). Several researchers have argued that an organization that
continuously learns and is able to continuously list, develop, share, mobilize, cultivate, put into
practice, review, and spread knowledge, will be able to perform more effectively and meet
current demands(Kiyaga- Nsubuga, 2009: Murray, 2002). Therefore, the ability of an
organization to develop a new set of skills that encourage new ideas, experimentation, and
learning from all employees, departments and partner organizations referred to as innovation in
this study cannot be underscored (Chinowsky & Carrillo, 2007; Birkinshaw, 2001).
1.2 PROBLEM STATEMENT
Management Development Institutes are facing increasing complexity arising from rapid
urbanization, advances in technology that are daily changing how they do things, the challenges
and opportunities brought about by globalization, and the rising sophistication of citizen demands
on government due to increasing awareness and access to information (Fraser-Moliketi, 2007;
Kiyaga-Nsubuga, 2009). In order to cope with existing demands, adequate focus must be placed
on building an array of skilled people that are adaptable to different situations; analytical, creative
and capable of ‘thinking out of the box’; to be able to generate new ideas, produce better products
and services and get their organizations and the country moving in the correct direction and at the
right speed. Unfortunately, MDI’s in Africa of late have been a subject of criticism; major
criticisms and shortcomings being their inability to focus on the real needs of their clients or
consumers; their bureaucratic tendencies that have left their CEO at the apex of decision making
leaving the staff along the base even in situations that do not necessitate a lot of bureaucracy
(Agere, 2006; Fraser-Moliketi, 2007). These scenarios are in effect impeding the efficient and
effective delivery of services and rendering MDIs incapable of meeting the complex needs of the
sophiscated clients adequately. This has consequently derailed African MDI’s from their original
mandate of sustaining the core support delivery and technical advice that facilitate transformation
of governments (Fraser-Moliketi, 2007). The imperative for enhancing the capacity of MDI’s to
address these issues will consist of creating a culture that emphasizes new and creative insights
through innovation and learning.
2.0 REVIEW OF LITERATURE
Knowledge has become one of the critical driving forces for organizational survival since
organizations are increasingly levering the value knowledge and hiring ‘minds’ more than ‘hands’
(Wong, 2005). Knowledge assets include knowledge bases, documents, policies and procedures
as well as inarticulate expertise and experience across organizations often categorized as either
tacit or explicit. Whereas tacit is resident within the mind, behaviour and perceptions of
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individuals, explicit is deeply rooted in action, procedures, routines, ideals and commitment
(Nonaka, 1991; Nonaka & Tacheuchi, 1995). According to Nonaka (1991), thriving organizations
are those that consistently create knowledge, disseminate it widely throughout the organization
and quickly embody it in new technologies and products which process is coined knowledge
management. Successful knowledge management has become an important feature for
organisational survival (Hoon, 2003; Payne & Sheehan, 2004). Many researchers have hinted on
knowledge management as a key strategy to achieving organizational efficiency, staying ahead of
competition, maximizing organizational potential, managing by reducing the loss of intellectual
capital from employees who retire; reducing the cost of developing new services and making
knowledge accessible to all employees( Argote& Ingram, 2000; Birknshaw, 2001; Syed- Ikhsam
& Rowland, 2004). Aware of the different KM strategies, we concur with Gorelick & TantawyMonsou (2005) that a good Knowledge Management strategy should consciously help people
find, evaluate, share and put knowledge into action. This study therefore looked at KM strategies
along similar arguments and adopted knowledge acquisition, knowledge evaluation and
knowledge application. We dopted knowledge acquisition because MDI’s need to get access to
new knowledge and attain means of renewing their knowledge bases; secondly, knowledge
evaluation taking into consideration that in order for knowledge to have value it must be applied
within a specific business context to create value hence the need to sieve only such knowledge
that is relevant to MDI’s business operations; thirdly, knowledge application so that individuals
knowledge can also be used by others to accomplish MDI’s tasks and develop new practices.
2.1 Knowledge Acquisition
Knowledge is acquired through knowledge creation and content development through the
distillation of experiences and lessons learned from client engagement projects, by collecting,
synthesize and interpreting a variety of information (Holsapple & Joshi, 2002). Knowledge is
acquired within the organization, from external sources and by creating new knowledge from the
already existing information (Payne & Sheehan, 2004; Hoon, 2003). This new knowledge must
be able create new ideas, recognize new patterns and must be embedded in new products and
services in order to create value to the organization. MDI’s have to innovate if they have to
remain competitive and by thus doing they create new knowledge (Payne & Sheehan, 2004).
“When employees invent new knowledge, they are also reinventing themselves and the company
and even the world” (Nonaka, 1998).
2.2 Knowledge Evaluation
All knowledge available is not useful as all knowledge is not relevant to the business ventures at
hand and it is not created equal (Lubit, 2001). One of the most important benefits of KM is to
avoid repeating mistakes already made by others and reducing duplication of work (Payne &
Sheehan, 2004).Once information is created, it is interpreted and evaluated from a contextual
mental model to create knowledge and individuals and companies have different mental models
(Senge, 1990). The knowledge gleaned from the same set of information can differ greatly, not
just in quality but also in applicability. Therefore knowledge has to be filtered so that only that
knowledge useful and applicable to achieve reality-based results is retained (Gupta & McDaniel,
2002).
2.3 Knowledge Application
In order for knowledge to have value, it must be applied within a specific business context to
create value. Each industry does it differently though the underlying processes are similar, in that
people with diverse expertise and knowledge work together to enhance existing value chains and
create new ones (Dawson, 2000). It is hypothesized that the application of knowledge to
organizational technologies and processes is an aid to discovering new business applications and
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experimenting new ideas. The continuous sharing and applying of knowledge therefore facilitates
knowledge retention within the organization following completion of the assignments, and
thereafter, could be applied and modified in subsequent projects (Kamara et al; 2003; Ebgu, 2004;
Anumba et al; 2002). Organizations need to generate new knowledge, facilitate its sharing within
the organization and apply it on a continuous basis in order to be more innovative (Hoon, 2003).
2.4 Conceptual Foundation
Knowledge management in the public sector in particular has been investigated and many
researchers have acknowledged the importance of a comprehensive knowledge management to
support public administration (Wiig, 1993; Syed-Ikhsan & Rowland, 2004). Research in public
sector organizations include Shields (2000) study that analyzed KM initiatives in the Canadian
Federal services and the impact of the knowledge based economy on service provision. Wiig’s
(1993) study also investigated how KM could enhance decision making within public service;
how it can assist the public in effective participatory decision making; improve intellectual capital
capabilities and build a knowledge management work force. Syed-Ikhsan & Rowland (2004)
conducted research in the Ministry of Entrepreneurial Development of Malaysia that investigated
the relationship between organizational culture, structure, technology, human resource, political
directives and knowledge transfer performance. Although research on knowledge management in
public sector organizations has attracted attention, there is limited research that reports on how
knowledge management strategies impact on innovation in Management Development Institutes
in Africa in general and East Africa in particular. To underpin our conceptualization, the
Knowledge Based Theory of the firm which is an extension of the Resource Based Theory of the
firm and provides a strong theoretical foundation for organizational learning (Curado & Bontis,
2006) was employed. Knowledge based theorists argue that firms exist because they have
unique, often historically dependent abilities to accumulate specific resources that lead to
differential levels of firm performance (Reed & DeFillippi, 1990). Hence knowledge is
considered to be a special strategic resource that does not depreciate in the way traditional
economic productive factors do, but appreciates with use and is therefore a vital resource for
organizations to innovate. The conceptualized relationships are presented in the conceptual
framework:
Independent Variables

Dependent Variable

Knowledge Management practices

Knowledge Acquisition
2.

3.

FIRM-LEVEL LEARNI
4. Evaluation
Knowledge
5.
6.
7.
Knowledge
Application
8.
9.

Innovation

Figure1: Conceptual Framework
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3.0 METHODOLOGY
The study cross sectional in nature was conducted at Uganda Management Institute and Tanzania
Civil Service College. This paper examines the impact of KM practices on innovation. It is
difficult to conclude that KM has a positive significant relationship on innovation in MDI’s
because of limited empirical research which has necessitated the empirical investigation of the
link between KM and innovation. Since KM is considered as a process applied by organizations
to generate wealth from their knowledge based assets (Ahmed, Kok & Loh, 2002), MDI’s with
effective KM practices are likely to be more innovative. We thus formulated three hypothesized
namely:
• Knowledge acquisition positively affects innovation
• Knowledge evaluation positively affects innovation
• Knowledge application positively affects innovation
A total of 109 out of the total population of 176 representing a 62% response rate of both
training and senior administrative staff were interviewed using a semi- structured questionnaire
that was administered over a period of one week. Items in the questionnaire covered the three
dimensions of KM as conceptualized in this study and also covered innovation. Factor and
Reliability analysis to test the validity of the measures was used after which the goodness of
measures was assessed. By using multiple regression we were able to: test how much of the
knowledge transfer variance is explained by the three variables namely relationship quality, interparty attachment and firm-level learning capabilities; which among these variables is the best
predictor of the outcome and whether a particular predictor variable is still able to predict an
outcome when the effects of other variables are controlled. In order to have a feel of the
magnitude and direction of the relationship we used (β) and R square to show how well the
values fit the data. The Beta Coefficient gave an indication of how strongly each predictor
variable influenced the criterion variable, for the greater the β value, the greater the impact of X
on Y. The R square on the other hand indicated the percentage of variance in the dependent
variable explained jointly by the dependent variables
4.0 DISCUSSION OF RESULTS
Percentages, tests of differences and multiple regression analysis techniques were utilized to
discuss the respondent’s profiles, differences in responses and cause and effect relationships
following our postulated hypotheses.
4.1 Profile of respondents
Out of the total of 109 respondents that were interviewed, 49.5% were male and 50.5% were
female. Fifty five point five percent 55.6% were from Uganda Management Institute whilst
44.4% were from Tanzania Civil service College. Staffs with doctoral programmes were less than
3%, those with masters degrees accounted for 28.7 %, those with Bachelors degree accounted for
29.6% and diploma holders accounted for 25.9%. The majority of staff that accounted for 56%
had served their institutions for over 5 years
4.2 Differences in Responses
To answer whether there is a significant difference between knowledge management practices in
Uganda and Tanzania, one way ANOVA was used to ascertain any significant differences. The
results for all the three strategies namely, knowledge acquisition, knowledge evaluation and
application were not significant. Since the ANOVA results were not significant, we concluded
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that there is no significant difference between knowledge acquisition, knowledge evaluation and
knowledge application between the two countries.
4.3 Effect of KM practices on Innovation
To test the simultaneous effects of knowledge acquisition, knowledge evaluation and knowledge
application on the innovation at Uganda Management Institute and Tanzania Civil Service
College, multiple regression was carried out to determine the variance of the effect of KM
practices on innovation. Table 1 displays the regression analysis results
Table 1: Multiple Regression Analysis
Independent Variables
Knowledge Acquisition
Knowledge Evaluation
Knowledge Application
Model Summary
R
R Square
Adjusted R Square

Beta coefficient & Significance levels
-.03
.06
.70***
.72
.52
.50

*significant at 10% level ** significant at 5% level and *** significant at 1% level
From the table above, the results show a positive significant relationship between knowledge

•

Initiate processes and policy’s that reward staff who introduce best practices and encourage
sharing and celebrating innovation success stories
In particular, CEO’s should;
• Support cultures that promote learning, transparency and active use of knowledge by
encouraging employees with diverse expertise and knowledge to share new ideas, support
idea application in order to enhance existing value chains and create new knowledge9
Dawson, 2000).

6.0 FUTURE RESEARCH
One of the areas that need further research is the effect of knowledge management practices on
innovation in private and or public organizations other than service organizations since this study
covered only Management development Institutions. Another important area that needs further
exploration is the role of ICT in the relationship between knowledge management practices and
innovation.
7.0 CONCLUSION
In order to keep abreast with increasing competition in the global marketplace, innovation must
be an essential part of an organizations strategy. There is also need to adapt new ways that help
staff at the individual, team and organizational-level, learn what others know, share best
experiences and translate it into best practices. Since knowledge encompasses a set of strategies
to create, safeguard, and use knowledge assets to create more value for an organisation, MDI’s
need to translate new knowledge into best practices that will their versatile clientele’s needs. Such
a strategy would allow more innovations in order to come up with outcomes that surpass
customer’s present expectations and enable Management development Institutes stay a head of
competition
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