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ABSTRACT

The purpose of this research is to investigatditikebetween knowledge process, Human resource gesmant
practices and individual performanckhis research paper proposes the framework of leuyd process (acquisition,
conversion, application and protection), human wes® management practices and individual perforemagability,
motivation and opportunity) we develop hypothesid design questionnaire to test these hypothebis.fifidings of this
study show a significant positive relationship amdour variables and employees job satisfactione Télationships
among job security & job satisfaction, achievem&mbb satisfaction, job responsibility & job sa@ésftion and work itself
and job satisfaction are significant and positivkis paper help the manageridentify the human resource management
practices whose providing the help to improve thmvidedge through knowledge process and increaswiduodl

performance.
KEYWORDS: Individual Performance, KM Practices, Knowledged&ss, Contemporary Management Theory
INTRODUCTION

In the fast paced global environment many orgaitimatgoing to establish their business across thmdaries.
In such environment more competition requires mpeeformance which leads to become learning orgéaiz to
maintain and achieved their strategic goals. S€h§60) defines the “Learning Organization” as otwhere people
continuously expand their capacity to create tiselte they truly desire, where new and expansiveepes of thinking are
nurtured, where collective aspiration is set fiaa® where people are continually learning how &wrléogether”. Spender
(1996), Nonaka and Takeuchi (1995), Kogut and Zar{d892), and Duncan & wises (1978) said that le@yns

procedure in which knowledge is created.

Contemporary management theory implies that toteread sustain competitive advantage in post-im@list
economy, knowledge is considered as a key sourcan{G1996; Teece, 2004 Kogut and Zander 1992) wKerige and
experience in organization is owned by individuather than organization itself (Tsoukas and Vlatini2001, Grant
1996). Knowledge management comprises methods eadiqes that giving the help for the movement nbwledge
within the organization (birkinshaw 2001). Last twlecades the concept of knowledge management gecraad it
became a common function in many organizationsain the sustainable competitive advantage withhislp of human
intellectual capital (Michael2009).The success faildre of KM process is depend on firm km infrastture which allow

a firm to identify, generate, convert and distrésithe knowledge(Sangjae et al 2012).

Despite there is a huge km contributions to orgatiopnal performance but there are certain areashniie not
been fully addressed in literature. First literatauggested that there is number of studies whefihaland shows the link

between km facets and organizational outcomes Earn2000, Chapman and Manusson, 2006, Adams anabht,
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2003). And literature also shows that there arey delv studies which shows the relationship betwkenprocess and

individual outcomes (linda et al 2003).

Second, there are number of researches in whidamgser are focus on knowledge process insteadhof k
practices. Moreover, the researches that entimtyd on knowledge process will not be in the pmsitio clarify and
suggest solution to managers that enhance theirggrformance. The studies that only describe tltevedge process
cannot inform the managers about the explanatiohat wnanagers do to increase the firm's performahceugh
individual performance (Tatiana 2012). And moststiidies mix both of these facets (knowledge pro@ess KM
practices) in their variables (e.g. Zack et alQ2Darroch, 2005). This research trying to fudfithis gap and investigates
how km practices and knowledge process effect divittual performance. The purpose of this studiniestigating the
relationship among Knowledge management human resquractices, knowledge management process amddual

performance.

The managerial implication of this paper is thairitvides the help to manager to identify which thie best km
practices that facilitate the knowledge procesd. thAese practices increase the individual perforcearindividual

performance directly affects the organizationafqgrenance.

The structure of this research paper is as followeiction 2 we describe the literature in detailedection 3, we
describe the research methodology and the expetanmaterial that was used in our work, whilst éttson 4 we describe
the how HRM practices on individual performances&ech findings are presented in section 5, wititkesions being
drawn in section 6.

LITERATURE REVIEW
Individual Performance

The particular knowledge and experience of empleye®rganization is not owned by organization trsat but
this is owned by employees. And the employees wigonaore knowledgeable and experienced they receivece
acknowledgment in the last 30 years (Grant, 19%®ukas and Vladimirou, 2001). The performance oimdividual is
depending on individual ability, motivation and a@pfunities to perform and the success of KM is @epending on these

factors.
Ability

Ability is basically the quality of being able tormething in term of physical, mental, financiallegal and the
nature of skills or talent. Individual ability iggsificant portion of the knowledge management pesc Mostly the abilities
are inborn but it can be generated through trairfigdler et al. 2003).Experienced of an individoah also affect its

ability. Individual must having the capacity to ognize the knowledge areas in which he is also rixpeed because he
easily learns and transfer the knowledge alreadyi¢Cohen and Levinthal 1990).

Motivation

Rewards and incentives are playing a vital parKivh process. Pfeffer and Menon (2003) investigatat tihe
individual who are not rewarded on transfer of ing knowledge than he may be refused to sharethé organization.
Stott and Walker (1995) and Tampoe (1996) propbateNlaslow theory shows that motivation for worlcéane through
three highest levels of hierarchy.(Stott and Walk&95) propose the process theory the aim of tm®ry is who
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individual identify the motivational factor and aebe the goals link with those factors.

Opportunity

In the affective KM system the organization musividing the opportunities to individuals to develdgep in
mind, and share the knowledge. So the opporturdtieshe result of experience and experience peovjEbortunities of
knowledge share (Zellmer-Bruhn 2003). KM outcome iafluenced by providing the opportunity to indivial to learn
from each other (linda et al 2003). The succes&Mf process is also depends on individual abilityotimation and
opportunity. Knowledge management process effedhdividual’s ability to develop, keep in mind dnae knowledge.
Individual must be providing the reward to partatip in KM process and individual must providing tigportunities to
create keep in mind and share the knowledge (letdd 2003). KM practices also effect on individpalformance. Foss
and Minbaeva, (2009) proposed that intra orgampati knowledge is influenced by the managementtigesc such as
HRM practices. HRM practices mostly deal with thepéoyee’s related issues and these practices Wiraffect the

individual performance.
KNOWLEDGE PROCESS AND INDIVIDUAL PERFORMANCE

Over the last several decades, more of our knowlddts shifted to soft knowledge. Knowledge managéme
may be defined in various perspectives such asimgmhare, and use; obtain, cooperate, participaperiment (Leonard-
Barton, 1995); create, share, collect, mix, andeagment (Teece, 1998); create, share, use (SksndeAmidon, 1998,
Spender, 1996), create, process (lvers, 1998)tesrsimre; share and use (Leidner and Alavi , 208ldtpin, change, apply,
protect (Gold et al., 2001) but Claver-Corte “salef{2007, p. 46) defined KM “as the set of busiagolicies and actions
undertaken for the purpose of favoring the creatibrknowledge, its transfer to all firm members atelsubsequent
application, all of it with a view to achieving digctive competencies which can give the compaigng-term”. Gold et
al (2001) proposed that knowledge management psocessist of four broad dimensions are “acquirkigpwledge,

converting it into useful form, applying or usingand protecting it".

Knowledge acquisition. The term “acquisition” e6 to a firm’s capability to identify, obtain aadcumulate
knowledge (whether internal or external) that ipamant to its functions (Zahra and George, 200@8ld&t al., 2001).
Knowledge acquisition involves many aspects inglgdicreation, distribution and dissemination. Theowiedge
acquisition reproduces a “‘potential capacity” thaflects an organization and individual abilitgvh the individual and
firms use its knowledge to create competitive atvge, but this capacity does not give the assurtirateknowledge will
be used efficiently and effectively (Cohen and néval, 1990).

Knowledge conversion. Knowledge can be collectesimfrmany sources (internal and external) but the
organization is need to convert this knowledgehsd their employees utilize it and increase thdgoerance (Lee and
Suh, 2003). The conversion of knowledge is staninfildata, data convert into information and inforioraiconvert into

knowledge to increase the employees’ performanbatfB2001).

Knowledge application. Bhatt (2001) proposed thabvidedge application is when knowledge is activel an
relevant when it is used to create value. For grgatalue through knowledge organization used cdhffié tools such as
training and motivating to increase innovation, enstianding firm process. Droge et al. (2003) st#tatthe firm in long
term which create knowledge at lower cost as coeparits competitors and then apply this knowleddfectively

efficiently than the firm will be successful in eteng competitive advantage (M Mills 2011).
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Knowledge protection. Knowledge protection is esis¢rfor effective working and control inside graip
Organization used different tools to for knowleggetection such as copyright, patent and infornmatechnology system
(Yang and Lee, 2000). Knowledge protection is intgair for organization to create and retain the cgtitipe advantage
(Liebeskind, 1996). Moreover knowledge is esserfitiatompetitive advantage and creates value fotiganization (Lee
and Sukoco, 2007).Penrose (1959) stated that kdgeleiewed as organizational resource in term gfleyees skills and
experience and organization competitive advantagegetermined how they managed and used. So onatis bn the

literature we proposed that
H1: knowledge process is directly related to thevitlial performance
HRM Knowledge Management Practices and Individual Brformance

HRM is typically defined as the management of thgaanization’s employees (Foot and Hook, 2008). fEsks
of HRM are staffing, compensation, performance ajspt, training & development. But the final objeetof HRM is to
find out best employee on acceptable compensatidngive them training to increase the performanicemployees.
HRM is related to manage employees which are thgoitant source of knowledge so HRM and KM are much
interconnected. HRM practices play an importang iol KM and with the help of these practices aligims employee’s
performance with the knowledge strategy of firm (p2005; Hansen et al., 1999; Scarbrough, 2008lopii 2003).
Scarbrough (2003) stated out three practices of HRlith are very helpful in the knowledge flow in gloyees. These
are employee selection, compensation strategy artcdevelopment. First is the employee seledtisnvery important
& difficult step in which firm select a right pens@n right job at right time and place to increttse firm competencies.
Second is compensation strategy it would be hefpiuKM because the firm offer the short term aadd term incentive
to motivate their employees for knowledge creatmw sharing. Third is the career development systésnsystem is
concerned about the training and education of eyagl® and focus on which retention strategies agd tes retain their

competent employees and their knowledge (Scarbrd®@f¥8; Wong, 2005).

Tatiana (2012) stated that mostly organization ud&M practices (development & rewards) to motivatel
increase capabilities of employees to perform éffely and efficiently. To conclude organizationedsHRM practices as
a powerful tool stimulate the desired knowledgeawsdr among employees and when this desired beh@viachieved
then the organization performance will increased iainmay be get the competitive advantage (Tat20b2). So on the

basis on the literature we proposed that

H2: The KM practices of HR are directly related te thdividual performance
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Theoretical Framework

Knowledge process

Acquisition

Conversion
Application

Protection

Individual performance

KM practices of HRM

Employee selection

Compensation

Career development

METHODOLOGY
Sample

The respondents of this study are the employeéseafity of Islamabad, which is capital of Pakistand familiar
as intense and culturally dissimilar city (popwatiof Islamabad is having a different backgroundabse they belong to
all over the Pakistan). We don’t debate that th@leyees of that city totally characterize the saampfl Pakistan, but we
just describe a universal picture that how diffeériactors effect on the employees satisfactiont@njob. We used the
convenience sampling technique for collecting taeadThe survey questionnaire was filled by respahdor the period
of November to December 2012. About 136 questiorsawere floated among respondents, out of which Wére

received and 107 were usable. So the responseaaté8%.
Variable Measurement

Dependent variable is individual performance amttpendents variables are knowledge managementssraoe
knowledge management HR practices. Dependent Varialtonsist of three parts individual motivatismas measured
(Starseth, F. 2006) such as “Is your work motivg@ihindividual ability was measured by (Juan Va#t2005) such as
“l consider myself a person who is good at coninglipositive and negative emotions”. HR practicesevmeasured by
(Tatiana, Kianto, 2012) such as “Our organizatipac#fically rewards knowledge creation with mongtarcentives” and
knowledge management process was measured bydgal®001) such as “The KM processes in our compacilitates
the acquisition of new knowledge about competitorimdustry”. We measure these variables by udneglickert scale (1
= strongly disagree and 5 = strongly agree) sdadée® good reliability and these scales are begetahe information

about people. The reliability of KM process (.97¥M HR practices (.78) and individual performanc@6d).

Table 1 describe Demographic data of responderdst of respondents were male 78 percent and 22perc

female. Most of the respondents are below 45 y@&%) of age, 67 percent between the respondesitstiadied in MS
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Table 1: Sample of Demographics

Percent
Age
18-25 55
26-35 22
36-45 12
46 and above 11
Gender
Male 78
Female 22
Quialification
Graduation 11
Master
MS or above 22

67

RESULT ANALYSIS

The results of the data are discussed in detatlsisnsection, firstly we discuss the correlati@tvieen individual
performance, KM process and HRM practices and sHgowe describe the regression analysis to desdtilee of

independent variables on dependent variables

Correlation Analysis

Table 2: Correlation

Mean SD IND KMP HRM
IND 3.350.72 (0.964)
KMP 3.350.68 0.944" | (0.974)
HRM 3.50.67 0.884" | 0.860" (0.785)

This table shows the correlation between all théatbées of
the study. Correlation is significant at the les&t .01 (2-
tailed) N=107

IND= individual performance,

KMP = knowledge management process

HRM= knowledge management HR practices

In table two we calculate the mean, standard dewiaand correlation of all variables which are used
hypothesis test. And we show the standard deviatigean, reliability and correlation of each varéabi table 2. To test
the reliability of variables we used the Cronbad@pha technique. The values of cronbach alpha fothal variables
individual performance (.964>.70), knowledge mamaget process (.974>.70), knowledge management HRtipes
(.785>.70) we was studied significant at 0.70 learad this level was recommended by (Nunnally, 1@#) this level was
also recommended by (Ndubisi, 2006). When we amatye table 2, than we see the correlation amodiyidual
performance and knowledge management process,dodivperformance and knowledge management HR ipeactre
positive correlate at 0.01 levels. In my analybis value of multicolinearity within all the indepiamt variables are less
than 0.80, so there is no multicolinearity existéween the independent variables. We found theastpp Goldsmith et

al., (1999) study related to the multicolinearity.
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Regression Analysis

Table: 3 Regression Analysis

Unstandardized Coefficients Sé?)r;?f?éidelﬁfsd
Model T Sig.
B Std. Error Beta R2
(Constant) -0.206 0.114 -1.801 0.075
1 |KMP 0.299 0.062 0.275 4.804 .000 0.911
HRM 0.748 0.061 0.707 12.333 .000
Dependent Variable: individual
performance

Table 3 describes the regression analysis amongledge management process & human resource manageme

practices as the independent variable and indiVideidormance as a dependent variable.

The end result of regression table shows that thenection among knowledge management process and
individual performance is positive and significdft0.275,p<0.01). The beta value of knowledge managementessoc
describe that if one unit increases or decreasekhowledge management process then individual padoce will
increased or decreased by 27 percent. The valsigngficant because it is lower than 0.05 that'sywH1, knowledge
management process is positively affects indivigagaformance) is accepted. This study confirmsfithding of Penrose
(1959).

The relationship between knowledge management Hittipes and individual performance is significant
(p=0.707,p<0.01) it describe that one unit increase in knogk management HR than individual performance bl
increased by 70.7 percent. These findings supptitt Wwhich was proposed that knowledge managemenh&tRpositive
effect on individual performance). This study comf the findings of Tatiana (2012).

The value of Rvalue is (B=0.911) it shows fitness of good of model. And éx@lanatory power of our model

means that 91.1 percent of the model is explained.
DISCUSSIONS AND CONCLUSIONS

Our research contributes in the literature on keolge and analyzing organization in knowledge mamagé
perspective. In this study we have to analyze Hwmvarganizations acquire, manage, disseminate anecp knowledge.
We identify a knowledge management process by axamihe organizational human resource knowledgeageament

practices to increase the individual performancdéorganization.

The significant effect of KM process and KM HR piees on individual performance indicates that when
organization used the knowledge management pro@ésswledge acquisition, Knowledge conversion, Knedde
application, Knowledge protection) than the knowleaf the individual increase related to their taslvities. When the
knowledge increased than the individual ability ahdl will be increased. So the knowledge managenatrectly will
increase the performance of individual. Top manag@rhas a strong effect on KM process and thesgghidicate that
top management has a strong influence on employegfermance (Schein, 1985). Penrose (1959) sthtgcknowledge

viewed as organizational resource in term of emgdgyskills and experience and organization congetitdvantage is
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determined how they managed and used.

This research paper investigates the impact of kesgye management practices (HRM) on individual
performance. It was investigate that HRM practiteving strong correlation and significant impact iadividual
performance. Tatiana (2012) stated that mostlyroegdion used HRM practices (development & rewatdsjotivate and
increase capabilities of employees to perform éffely and efficiently. To conclude organizationredsHRM practices as
a powerful tool stimulate the desired knowledgeawsdr among employees and when this desired beha&yviachieved

then the organization performance will increasedliamay be get the competitive advantage (TatR0%R).
MANAGERIAL IMPLICATIONS AND THEORETICAL CONTRIBUTIO N

This research has highlighted a number of importhabretical and practical implications. Theordtcathis
study makes valuable contribution in existing ktere by examining key predictors of employee pemfnce. It also

identifies the importance of each predictor in jectdg employee performance.
The study result also suggests several managenications for managers

» It will enable the firms operating in Pakistan taderstand which type of KM process and HRM

practices is significant in achieving organizatiostaategic objective and increase the performance

* Manager should give monetary and non-monetary msvir their employees about how to get, absorbs,

share and protect the knowledge the organization.
LIMITATIONS AND FUTURE DIRECTIONS

The findings of current study constrained by a nembf limitations that are relevant to the futuesearch
directions that concern on individual performan€gst, this study was conducted at one point inetino increase the
external validity of results, longitudinal desigrmuld be incorporated. Second, Current study red@dly on the response
from a self administered questionnaire. So the lpralyelated with this is the issue of participamtsponding in a socially
desirable fashion. Future research may use multigle gathering instruments. It may consider samm bf an interview

for data collection. This will enable the researdieeget more in-depth answers to questions.
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