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Abstract

This study examined the impact of knowledge management onorganisational performance in
Nigeria, with emphasis on the Nigerian National Petroleum Corporation Exploration and
Production Limited (NNPC E & P Ltd)in Benin-City, Edo State. Specifically, the study
investigated the effects of knowledge creation, knowledge accumulation and knowledge
sharing on organisational performance. Data were collected using questionnaires. The total
study population consisted of 1812 staff members, with a sample size of 328 staff from
NNPC E & P Ltd in Benin City, which were selected using purposive and convenience
sampling techniques. Data wereanalysed using descriptive and inferential statistics,
particularly correlation and multiple regression analysis. The results showed that knowledge
creation and accumulation have significant influence onorganisational performance.
However, knowledge sharing has positive but non-significant effect onorganisational
performance. Based on these outcomes, the study recommended that NNPC E & P Ltd should
invest in initiatives that foster the development and systematic collection of valuable
knowledge. This could include implementing robust research and development programmes
to enhance employee training, and maintaining comprehensive knowledge repositories to
improve performance outcomes.

Keywords: Knowledge accumulation, Knowledge creation, Knowledge sharing, Knowledge,
Organisational performance

1. Introduction

Petroleum production and export play a dominant role in Nigeria’s economy and a ccount for
about 90% of her gross earnings. This dominant role has pushed agriculture, the traditional
mainstayof the economy, from the early fifties and sixties to the background (Odularu, 2008;
Ogbuigwe, 2018).The Nigerian economy provides 95% of foreign exchange earnings, and
about 65% of government budgetary revenues (Akinyetun, 2016). Foreign direct investment
(FDI) is commonly defined as tangible investment engagements between the global economy
and a specific domestic market. Whether these interactions encourage or discourage economic
growth depends on the area of strength of the economy concerned and purpose of the
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investment (Madugba, Ekwe, &Okezie, 2016). Hence, the emphasis on the optimal
performance of the NNPC E & P Ltd, NNPCL and consequently the Nigerian petroleum
industry. The subject of performance remains a major concern for business organisations.
Continuous performance is the objective of any organisation because only through
performance, are organisations able to grow and improve (Gavrea, Ilies & Stegerean, 2011).
A stable environment encourages greater innovation, which in turn results in the organisation
gaining competitive advantage in the marketplace. Competitive advantage can lead to greater
performance (Matayong & Mahmood, 2013).

However, studies have brought attention to some difficult knowledge management problems
in the oil and gas sector in the context of developing economies or countries such as: non-
technical issues like cultural and religious (Badpaet al., 2018), a workforce with inadequate
industry knowledge, insufficient technology use and knowledge sharing (Omar et al., 2016),
insufficient problem-solving skills; ineffective strategic leadership and human resource
management practices (Obasi, 2019),ineffectiveness in resolving customers’ complaints
(Desai and Rai 2016), and unwillingness, low involvement of employees, lack of formal
training, lack of knowledge among leadership, lack of trust, tendency to work individually,
and time and cost constraints (Matayong&Mahmood, 2013).These issues justify the need for
empirical study in the oil and gas industry in developing countries like Nigeria. By
understanding the factors that contribute to effective knowledge management, organisations
can develop strategies to enhance their knowledge management (Omaret al., 2016). Hence,
the investigation of  the relationship betweenknowledge management
andorganisationalperformancein the Nigerian oil and gas industry.

In respect of knowledge management and organisational performance in the oil and gas
industry in Nigeria, not much work has been done. Among the research done, the only closely
related study from Nigeria was Ovbagbedia (2016) which focused on a framework for
knowledge management implementation in oil and gas projects in the cases of Nigeria and
the United Kingdom. Omotayo (2015) also examined knowledge management as an
important tool in organisational management in Nigeria. Badpaer al., (2018) examined the
impact of knowledge management systems (KMS) usage on organisational performance in
the oil and gas industry. Gadzama and Ayuba, (2016) examined information resource
management in the ministry of petroleum resources, Abuja, Nigeria. These studies from
Nigeria did not directly examine knowledge management and organisational performance in
oil and gas industry using dimensions such as knowledge creation, accumulation, sharing,
utilisation and internalisation.

To the best of the researchers’ knowledge, no existing studies have looked at thesethree
dimensions of knowledge management namely knowledge creation, accumulation, and
sharing in relation to organisational performance in the oil and gas sector.This is the gap in
knowledge that this study desires to fill. This study contributes to knowledge by providing
evidence-based understanding of the relationship between knowledge creation, accumulation,
and sharing, and organisational performance to offer valuable insights for academia and
practitioners seeking to enhance knowledge, organisational effectiveness and
competitiveness.

1.1 Objectives of the Study

The broad objective of this study is to examine the effect of knowledge management on
organisational performance in NNPC E & P Ltd. However, the specific objectives of the
study are to:
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1. examine the effect of knowledge creation on organisational performance in NNPC E

& P Ltd.

ii.  ascertain the influence of knowledge accumulation on organisational performance in
NNPCE & P Ltd.

iii.  determine the effect of knowledge sharing on organisational performance in NNPC E
& P Ltd.

2. Literature Review

2.1 Organisational Performance

Organisational performance is the result of activities; it includes the actual outcomes of the
strategic management process (Olalekan, Samuel, & John,2012). All actions connected to the
goals of the organisation, contingent on each member's degree of involvement, are
collectively referred to as organisational performance (Borman&Motowidlo, 1993).
Nonetheless, organisational performance serves as a mirror for the organisation's capacity to
achieve high productivity, as long as it is coupled with customer satisfaction, a healthy
market share that can yield a suitable financial return, and the ability to fulfill social and
ethical obligations to the organisation's workplace and society at large (Tubigi&Alshawi,
2015).

Firm performance has traditionally been assessed using accounting-based metrics. However,
a critical consideration is the difficulty in accessing actual accounting data from
organisations, particularly due to confidentiality constraints. This challenge is more
pronounced for privately held firms, as publicly listed companies are generally required to
disclose financial information. As a result, previous research studies looking into
performance related issues, used self-reported financial and non-financial performance
measures (Alrubaiee, 2012). However, Tseng and Lee, (2014) pointed out that some scholars
have continually discussed the organisational performance measurement index. For example,
Tippins and Sohi (2003) suggested profitability, rate of return on investment, customer
retention, and sales growth rate as the organisational performance measurement indexes.

Richard, Devinney, Yip and Johnson (2009) noted that organisational performance includes
three main aspects: financial performance (profits, return on assets, return on investment,
etc.),product market performance (sales, market share, etc.), and shareholder return (total
shareholder return, economic value added, etc).Enhancing organisational performance is the
focus of every manager in every enterprise. To succeed at enhancing organisational
performance, it is crucial for an organisation to establish a comprehensive measurement
index that provides managers and staff with clear directions and goals set by the enterprise
(Tseng & Lee, 2014). Organisational performance is an indicator which measures how well
an organisation accomplishes its objectives (Ho, 2008). For all organisations, the quest of the
management of the organisation depends on the ability to measure performance and then
evaluate and report upon that performance (Crowther&Aras, 2008). How well an
organisation deploys its resources, human and material, determines how well-set goals are
accomplished (Richardet al., 2009).These measures are set according to the company itself
and there is no standard set of financial measures (Al Sawalqa, Holloway, &Alam, 2011). It
is important to state that employees contribute immensely to the good fortune of
organisationsbecause these contributions have led to significant successes that organisations
have recorded over the years (Obioma & Ogelle, 2016).

31



Dania et al. / Knowledge Management and Organisational Performance in the Nigerian...

2.2 Knowledge Management and its Dimensions

Knowledge management is an ongoing and dynamic process that involves the capability to
innovate novel ideas, insights and solutions and incorporate them within the organization
(Jayasingam, Ramahi, Jantan& Ansari, 2012). Previous studies have examined knowledge
management in different dimensions. Lee and Yang (2000) as cited by Al-Ghazi, (2014)
divided knowledge management into dimension of knowledge acquisition, knowledge
innovation, knowledge protection, knowledge integration and knowledge dissemination.
Boumarafi and Jabnoun (2008) considered dimensions for knowledge management as
organisational culture, organisational infrastructure, technical infrastructure, management
support, reward, and vision clarity.

Alavi and Leidner (2001) as cited by Al-Ghazi, (2014) examined knowledge management
dimensions by combining knowledge acquisition, knowledge innovation and knowledge
integration into knowledge ‘creation’ process and added knowledge ‘application’. Another
dimension for knowledge management is by Cormican and O’Sullivan (2003); the study
recognized five generic knowledge management activities: knowledge generation, knowledge
representation, knowledge storage, knowledge access and knowledge distribution (Li,
Tarafdar&Rao, 2012). Knowledge management can also be divided by responsiveness to
knowledge, knowledge acquisition, knowledge dissemination and knowledge utilisation
(Chen & Mohamed, 2008).

Although knowledge management have been said to have several dimensions, this study shall
adopt the dimensions indicated by Lee, Lee, and Kang, (2005). The dimensions include
knowledge creation, knowledge accumulation, knowledge sharing, knowledge utilisation and
knowledge internalisation. The choice of these dimensions was based on the premise that
combination of these dimensions especially knowledge utilisation and knowledge
internalisation with others have important implications as indicated by Boumarafi and
Jabnoun (2008), with regards to organisational performance proxied by efficiency, customer
satisfaction, decision-making and quality of work. However, this study is based on three of
the dimensions (knowledge creation, knowledge accumulation andknowledge sharing). These
knowledge management dimensions are discussed below.

2.2.1 Knowledge Creation

This is usually the first step in the knowledge management process in an organisation. It is
the addition to, or the replacement of, already existing explicit and tacit knowledge in an
organisation (Caruso, 2017). Knowledge creation happens as a result ofcommunication and
interaction between individuals in an organisation or because of cognitive process within an
individual (Reidhead, 2020). The knowledge creation process ensures that organisations have
continuous flow of significant knowledge. Knowledge creation is made possible by
promoting sustainable work environment (Cascio&Aguinis, 2018).

The creation of knowledge within an organisation can be categorised into three distinct
forms: explicit, implicit, and tacit knowledge (Chai & Kim, 2010). Explicit knowledge
represents the most fundamental type, as it is codified, documented, and readily transferable
between individuals. It is generated when data is systematically processed, organised, and
interpreted, allowing for its recording and dissemination. Implicit knowledge, on the other
hand, refers to the practical application of explicit knowledge (Musa, 2022). In other words,
knowledge remains explicit when it is documented and communicated, but it transitions into
implicit knowledge when utilised to achieve specific objectives, thereby fostering knowledge
creation within the organisation (Shonubi et al., 2020). Lastly, tacit knowledge is primarily
acquired through experience and is often intuitively understood rather than explicitly
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articulated. Examples of tacit knowledge can include language, facial recognition, or
leadership skills (Broudy, 2017).

Hoi: Knowledge creation has no significant relationship with organisational performance
in NNPCE & P Ltd

2.2.2 Knowledge Accumulation

Knowledge accumulation represents the second dimension of knowledge management. It is
essential for all employees within an organisation to have access to the database to retrieve
relevant knowledge that supports their tasks and decision-making processes. The
accumulation of knowledge within organisations plays a crucial role in addressing challenges,
enhancing efficiency, and improving overall management performance (Mohsen, 2015).
However, if knowledge generated through managerial activities over time is not
systematically accumulated, it may not effectively support future decision-making needs.
Schnellbacher and Heidenreich (2020) emphasised that knowledge accumulation pertains to a
management process aimed at mitigating the risks associated with organisational forgetting
and knowledge loss. It serves as the organisation’s mechanism for preserving valuable
knowledge. This process involves managing both explicit knowledge, which is typically
documented in physical records and electronic storage systems, and tacit knowledge, which is
acquired through employees' experiences. Similar to how individuals store and retrieve
knowledge from their memory, organisations can achieve the same through knowledge
storage and retrieval processes. Consequently, organisational knowledge storage and retrieval
are often referred to as collective or organisational memory.

Hox.Knowledge accumulation has no significant relationship with organisational
performance in NNPC E & P Ltd

2.2.3 Knowledge Sharing

Knowledge sharing helps in combining various levels of expertise to create new
organisational knowledge and acquire deeper levels of understanding leading to better
business performance (Bollinger & Smith, 2001). Knowledge sharing is defined by Caruso
(2017) as an exchange of knowledge and skills amongst employees, which ultimately creates
intangible assets that hold much value to an organisation. Knowledge sharing extends beyond
the mere dissemination of information to others; it constitutes a dynamic, bidirectional
process through which individuals actively seek, acquire, and assimilate knowledge. As a
critical organisational resource, knowledge sharing enhances overall organisational
performance. Knowledge itself is conceptualised as an integration of data, information, facts,
descriptions, and skills acquired through experience and practice.

In this study, knowledge encompasses both tacit and explicit dimensions, which employees
develop by synthesising practical insights, workplace routines, and experiential learning. The
process of knowledge sharing facilitates the diffusion of knowledge, fostering a more
efficient and knowledge-intensive work environment. Consequently, employees perceive
themselves as knowledge workers (Garcia-Morales, Martin-Rojas, &Lardon-Lopez, 2018).
When organisational knowledge repositories are effectively managed and accessible,
employees can leverage these knowledge sources to execute their tasks successfully.
Achieving enhanced performance necessitates the integration of knowledge from diverse
sources to optimise decision-making and problem-solving processes.

Hos:Knowledge sharing has no significant relationship with organisational performance in
NNPCE & P Ltd
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2.3 Theoretical Review

This study is grounded in the resource-based theory, which can be traced to the works of
Penrose (1959), Teece (1982), Barney (1991), and Wernerfelt (1984). The theory posits that a
firm's ability to leverage valuable and inelastic resources serves as a key differentiator from
its competitors. Physical resources such as infrastructure, location, and human capital,
alongside non-physical resources such as skills, knowledge bases, organisational culture, and
teamwork, contribute to this differentiation. At its core, the resource-based theory emphasises
the significance of internal resources over external factors in driving organisational success.
Traditionally, the theory has been extended to incorporate intangible assets, including
knowledge assets (such as employees' tacit knowledge), processes, and technology.
Furthermore, the resource-based view provides a theoretical framework for understanding the
relationship between knowledge management effectiveness and firm performance, asserting
that organisational success is contingent on resource availability and capability (Barney,
1991).

Knowledge management is recognised as a strategic capability that influences firm
performance. Consequently, firms with superior strategic outsourcing capabilities are more
likely to achieve success by leveraging partners' competencies, enhancing operational
efficiency, and improving overall performance. The essence of the resource-based theory lies
in the organisation’s ability to capitalise on its internal resources rather than relying on
external factors. Barney, Ketchen Jr., and Wright (2011) emphasised that organisational
performance is fundamentally dependent on the resources and capabilities a company
possesses and effectively manages through knowledge management. Similarly, Martin and
Eisenhardt (2010) highlighted that firms with advanced strategic capabilities in knowledge
management are more likely to achieve rapid success, operational efficiency, and enhanced
organisational performance..

3. Methodology

Cross-sectional survey research design was used for the study. The justification for this is that
the data needed on the variables (knowledge creation, accumulation, sharing and
organizational performance)was acquired from the sampled respondents using a
questionnaire at a given point in time. As posited by Cummings (2018),“cross-sectional
studies are relatively cheap and prone to minimal bias. The population of the study comprised
all permanent and casual staff members who have spent more than 6 months in NNPC E&P
Limited. A total of one thousand, eight hundred and twelve (1812) staff of NNPC E & P
Limited as at December 2023 constituted the population of this study.The sample size of this
study was three hundred and twenty-eight (328). The sample of this study covered staff of the
NNPC E & P Limited, an oil and gas company that operates in Edo State of Nigeria. The
selection of the sample size was limited to the NNPC E and P Limited (NEPL), which is a
subsidiary of the Nigerian National Petroleum Corporation (NNPC now NNPCL).

The sampling method adopted for this study is a combination of simple random sampling and
stratified sampling. This involves dividing the population into homogeneous subgroups and
then randomly selecting samples from each stratum. Using both stratified and simple random
sampling techniques jointly provides increased precision, enhanced representation, efficient
resource allocation, flexibility in analysis, and increased generalisability. In this case, the
strata werethe different cadres of employees in the company. The use of stratified
samplinghelped us in obtaining a sample that accurately reflects the characteristics and the
diversity of the population, thus enhancing the generalizability of the finding of the study.
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The study utilisedstructured survey questionnaire.Thequestionnaire items were drawn from
existing studies. The questionnaire was designed in three sections. Section A collected data
on demographic variables, such as gender, age, marital status, department, staff level,
education level, and years of experience. Section B was used to collect data concerning the
different dimensions of knowledge management, namely knowledge creation, knowledge
accumulation, and knowledge sharing. Section C provided information on the dependent
variables, namely organizational performance. A structured questionnaire developed by Lee,
Lee and Kang (2005), andMiah (2018) was used to collect information on the research
variables. The items were designed on a 5-point Likert scale, ranging from Strongly Agree
(SA) to Strongly Disagree (SD), (a higher value represents greater use of a conflict style). A
structured questionnaire developed by the researcher and validated by the thesis supervisors
and other experts in the Department of Business Administration, was used to collect data
relating to the research variables.

Descriptive statistics was first performed for all the variables of interest. The descriptive
analysis was used to ascertain the perceptions of in NNPC E&P Limitedstaff members on the
variables of interest while the correlation analysis was used to detect if there is auto-
correlation among the variables. Multiple regression analysis was used to establish the
relationship among the research variables. All tests were performed at a 5% level of
significance using SPSS software.

4. Results and Discussions

Three hundred and twenty-eight (328) copies of the questionnaire were administered.
However, three hundred and twenty-one (321) were retrieved and found usable for analyses
which represents 97.9% response rate.

The demographic and professional data of respondents from NNPC E&P Limited, Benin City
showed that of the 321 respondents, 75.4% were male, and 24.6% were female. The largest
age group was 3140 years (36.8%), followed by 41-50 years (33%), while 51-59 years and
20-30 years accounted for 16.2% and 14%, respectively. Most respondents (75.1%) were
married. Regarding job levels, 48.3% were in SS1-SS3, 46.1% in SS4-SS7, and 5.6% in
M4-M6. Educationally, 38% held a Bachelor's degree, 56.4% had Master's or Doctorate
degrees, and 2.8% had a Diploma. Work experience varied, with 26.2% having 1-5 years,
22.4% with 6-10 years, 23.7% with 11-15 years, and 27.7% with over 15 years.

Table 1. Construct-based descriptive statistics

Variables N Mean | Std. Deviation Statisiliewness SE Sta:;l;;ctOSisSE
gélc"g;dge Creation 321 | 425 0.611 -0.935 0.136 1261 |0.271
igé’rnﬁfgon KACC) | 321 | 406 0.675 -0.495 0.136 | -0.024 |0.271
gfggllf)dge Sharing 321 | 429 0.543 -0.536 0.136 | -0.037 |0.271
gérgf?)?i;ﬁgz&?oRGP) 321 | 356 0.604 -0.361 0.136 | -0292 |0.271

Source: Researchers’Computation (2024)

Table 1 shows the descriptive statistics such as mean, standard deviation, skewness, and
kurtosis of all the research variables. The analysis reveals that the mean and standard
deviation scores for organisational performance are 3.56 and 0.604, respectively. The mean
scores of the knowledge management dimensions are 4.25, 4.06, and 4.29 for knowledge
creation, knowledge accumulation, and knowledge sharing respectively. A normality
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assessment was conducted utilisingskewness and kurtosis measures on the dataset. At the
construct level, absolute skewness and kurtosis values ranged from 0.361 to 0.935, and 0.024
to 1.261, respectively. These figures fall below the thresholds of 3.0 for skewness and 8.0 for
kurtosis as outlined in Kline’s (2011) benchmark.

4.1 Correlation Analyses

The Pearson’s correlation coefficients between each pair of variables are shown in Table
2.Bryman and Cramer (1997) posit that the Pearson’s correlation coefficient (r) should not
exceed 0.80; otherwise, the independent variables that show a relationship more than 0.80
may be suspected of having multi-collinearity. A critical look at Table 2 shows that there is
none of the correlation coefficients that is up to 0.80. This rules out the presence of serial
correlation in the dataset. The results further show that organisational performance is
positively and significantly related to knowledge creation(r = 0.516, p < 0.05), knowledge
accumulation (r = 0.624, p < 0.05) and knowledge sharing (r = 0.360, p < 0.05).

Table 2. Pearson correlation coefficients among research variables

Variables ORGP KCRE KACC KSHR
Organisational Performance (ORGP) 1.000

Knowledge Creation (KCRE) 0.516" 1.000

Knowledge Accumulation (KACC) 0.624" 0.563" 1.000

Knowledge Sharing (KSHR) 0.360™ 0.417" 0.441" 1.000

Source: Researchers’Computation (2024)

Table 3. Estimated model of organisational performance and knowledge management

Unstandardized Standardized Collinearity

Independent Coefficients Coefficients . Statistics
Variables Std. t Sig.

Beta Tolerance VIF

Error

(Constant) 0.092 0.289 - 0.318 0.751 - -
KCRE 0.283 0.065 0.228 4.333 0.000 0.648 1.543
KACC 0.529 0.060 0.470 8.819 0.000 0.632 1.583
KSHR 0.080 0.068 0.058 1.187 0.236 0.764 1.309

R?=0.431; Adj R?>= 0.426; F-Statistic = 80.164; F-Statistic (Prob) = 0.000;
Durbin-Watson = 1.785; Number of Observation = 321
Dependent Variable: ORGP

Source: Researchers’Computation (2024)

The results reveal that organisational performance is positively and significantly related to all
the knowledge management dimensions except knowledge sharing that is not statistically
significant at 5% level of significance. The details of the relationship between the dependent
variable and independent variables are shown as follows: organisational performance and
knowledge creation (B = 0.283; p<0.05);organisational performance and knowledge
accumulation (B = 0.529; p < 0.05);organisational performance and knowledge sharing (f =
0.080; p > 0.05).According to Hair, Black, Babin and Anderson (2010), to conclude that
multi-collinearity is absent in any data set, the tolerance value must be considerably beyond
0.10 while the variance inflation factor (VIF) ought to be below 5”. The results in Table 3
show that the tolerance values ranged from 0.632to 0.764, an evidence of substantial scores
above the minimum threshold. Additionally, the variance inflation factors (VIFs) ranging
between 1.309to 1.583werewithin the acceptable limit of below 5.
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5. Discussion of Findings

Firstly, this study revealed a positive and statistically significant relationship between
knowledge creation and organisational performance in NNPC E & P Ltd. This corroborates
findings from previous studies by Asiaei,Rezaee, Bontis, Barani, Sapiei, (2021) and Igbal et
al. (2019) that posited that knowledge assets serve as invaluable resources for organisations
to promote innovation, enhance decision-making processes, and drive competitive advantage.
One of the key mechanisms through which knowledge creation enhances organisational
performance is its facilitation of innovation. The finding suggests that NNPC E & P Ltd
provides a conducive environment for knowledge creation through mechanisms such as
internal collaboration, knowledge sharing forums, and learning initiatives to cultivate a
culture of innovation. This enables the organisation to adapt to dynamic market conditions,
develop solutions to operational challenges, and capitalize on emerging opportunities to
bolster its competitive standing in the industry. It can also be deduced from the finding that
knowledge creation plays an instrumental role in augmenting operational efficiency in NNPC
E & P Ltd. The organisation streamlines processes, minimises redundancies, and optimizes
resource allocation by leveraging internally generated knowledge and best practices. This
enhances productivity, mitigates operational risks, and improves overall organisational
resilience.

Secondly, the study found out that knowledge accumulation has a significant relationship
with organisational performance in NNPC E & P Ltd. This correlation signifies that as NNPC
E & P Ltd intensifies its efforts in accumulating and harnessing knowledge assets, there is a
simultaneous improvement in its operational efficiency, productivity, and overall
performance. This result corroborates the widely acknowledged notion that knowledge is a
critical resource that can significantly augment organisational capabilities and
competitiveness (Bamel&Bamel, 2018; Jordao, Novas& Gupta, 2020).This research outcome
underscored the importance of knowledge management systems and practices in facilitating
knowledge accumulation in NNPC E & P Ltd. Robust knowledge management frameworks
such as databases, collaboration platforms, and training programmes are instrumental in
capturing, codifying, and disseminating tacit and explicit knowledge across organisation
(Aviv, Hadar& Levy, 2021; Rafi, JianMing& Ahmad, 2020). These systems facilitate
seamless knowledge transfer and contribute to creating a learning organisation where
employees are empowered to contribute their expertise and insights in promoting innovation
and driving performance improvements. NNPC E & P Ltd can capitalise on its intellectual
capital to drive performance improvements, enhance competitiveness, and achieve long-term
sustainability by investing in robust knowledge management systems and foster a culture of
continuous critical learning.

Thirdly, the study found out that knowledge sharing has a positive but non-significant
relationship with organisational performance in NNPC E & P Ltd. The absence of statistically
significant relationship between knowledge sharing and organisational performance may
initially appear counterintuitive, given the widely acknowledged benefits of knowledge
sharing in enhancing operational efficiency, innovation, and problem-solving within
organizations (Crhova&Matoskova, 2019; Li, Song, Wang & Li, 2019). However, several
factors unique to NNPC E & P Ltd could be responsible for the outcome. First, the
organisational culture and structural dynamics within NNPC E & P Ltd may influence the
effectiveness of knowledge sharing practices. The hierarchical nature of the company's
structure or the presence of ‘isolated’ departments could hinder the free flow of knowledge
across different units which could impact on the overall organisational performance.
Additionally, cultural factors such as a reluctance to share knowledge due to perceived power
differentials or competitive dynamics might impede the realisation of the full potential of
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knowledge sharing initiatives. Another likely explanation for the non-significant relationship
found between knowledge sharing and organisational performance in NNPC E & P Ltd could
be the mediating role of intervening variables that influence the translation of knowledge
sharing into tangible organisational outcomes. Factors such as leadership support, employee
motivation, or the presence of conducive work environments may serve as catalysts or
barriers to the effective sharing of knowledge for performance improvement.

5.1 Conclusion and Recommendations

The study highlights the critical role of knowledge management in enhancing organisational
performance and competitive advantage in Nigeria’s petroleum sector, specifically NNPC
E&P Limited. Findings show significant positive relationships between knowledge
dimensions (creation, accumulation, utilisation, internalisation) and performance, except for
knowledge sharing. Sustained success demands leadership, investment, and innovation-
focused culture.

Based on the findings, the following recommendations are made:

1. NNPC E & P Ltd should invest in initiatives that foster the development and
systematic collection of valuable knowledge. This could include implementing robust
research and development programmes to enhance employee training, and
maintaining comprehensive knowledge repositories to improve performance
outcomes.

ii. NNPC E & P Ltd should establish structured systems and incentives to encourage
knowledge dissemination, such as knowledge-sharing platforms, collaborative tools,
and rewards for team contributions, to maximise its latent value.

iii. NNPC E & P Ltd should focus on creating a culture that encourages open
communication and collaboration. This can be achieved by developing and adopting
user-friendly digital tools to facilitate seamless knowledge exchange among
employees and departments.
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