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ABSTRACT

Globally, the growing shortage of human capital accompanied by an ageing workforce, frequent staff
turnover and effects of Corona Virus Disease (Covid-19) posed serious challenges to humanitarian NGOs.
There is a possibility of knowledge risks and shortage of knowledge workers. Knowledge loss and skills
deficiency has created a necessity to adopt knowledge management strategies in order to sustain and
mitigate the constant exodus of highly skilled and competent workforce. The study examined the influence of
Knowledge audit and knowledge management systems on human capital management in humanitarian
NGOs in Nairobi County. The study adopted descriptive research design in order to provide a detailed and
accurate data. The population of the study comprised eighty (80) humanitarian NGOs operating in Nairobi
County as indicated by the Register of NGOs Board of 2019/2020. There was no sample size therefore; the
census approach was used since the population was very small. The unit of analysis was humanitarian NGOs
while the unit of observation was knowledge managers and key personnel in charge of knowledge
management. A questionnaire was the main data collection instrument and was distributed to Knowledge
Managers and key personnel in charge of KM in humanitarian NGOs in Nairobi County. Regression model
analysis was used to examine and test the relationships between the variables. Data was cleaned, coded and
entered into SPSS for both descriptive and inferential statistics to determine the level of knowledge
management strategies on human capital management in humanitarian NGOs in Nairobi County in Kenya. A
regression model was used to determine the relationship between the variables under study, data that was
collected and fed into Statistical Package for Social Sciences (SPSS) software for analysis. Data were analyzed
in the form of descriptive statistics as well as inferential statistics (Pearson product-moment correlation, and
regression analysis). The data was analyzed and presented in tables. The response rate of the study was at
ninety five percent (95%). The findings indicated that knowledge audit and knowledge management system
have a positive relationship with human capital management in humanitarian NGO’s in Nairobi County. The
study recommended that humanitarian NGO’s in Nairobi County should embrace knowledge management
strategies to improve capacity development, knowledge retention and efficiency.
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INTRODUCTION

Knowledge management (KM) and human capital
management has become crucial in addressing
today’s competitive, uncertain, rapidly and the new
breed of challenges that weaken in achieving
Sustainable Development Goals (SDGs) (Chigada &
Ngulube, 2015).Emerging disruptive technologies in
the context of Artificial Intelligence (Al) and Internet
of Things (loT) has changed how knowledge is being
managed and knowledge management system has
opened approaches to foster knowledge flows
(Santoro et al., 2018). Human capital management
has emerged as a foremost critical knowledge asset
and a key driver for innovation and competitive
advantage in the 21st knowledge economy
(Liebowitz, 2018 & Sohel-Uz-Zaman et al., 2019).
Managing and applying knowledge effectively is
therefore, vital for both individuals and
humanitarian NGOs to take full advantage of the
valuable human capital management.

Persistent adaptation to changing working
conditions due to COVID-19 and staff turnover
provides an  opportunity for  knowledge
management to capture critical knowledge and
opportunities for staff capacity development
(Kuruba, 2019). The tsunami of baby boomer’s
departures has created an urgent need to capture,
share and transfer knowledge to the next
generation (Leonard-Barton, Swap, & Barton, 2015).
Although several NGOs are taking proactive steps to
address their knowledge management needs, many
do not have a formal knowledge retention strategy
as part of their

human capital management

approach to address transitioning of next

generation workforce, therefore establishing a CoP
within organization is a great success to mitigate
knowledge loss (Armstrong & Brown, 2019).

Strong strategic human capital management

approaches can dramatically strengthen succession
pipelines, reduce staff turnover and mitigate
organizational knowledge risks. It is not possible to
effectively address human capital management
needs in the knowledge-based economy without
(Drdbek, Lorincova &

measuring  efficiency

Javorcikova, 2017). Liebowitz (2018) affirms that
NGOs are using knowledge management on human

capital management to: increase efficiency,
developing corporate memory, improve both
internal and external efficiency, and help in

becoming adaptive and agile organizations. The
ability of the NGOs to achieve SDGs is therefore,
firmly heart of

rooted at the knowledge

management and managing  organizational
knowledge has become of great concern which
NGOs have

knowledge management strategies by investing on

many  humanitarian executed

human capital management (Mahajan, 2016).

The US bilateral in countries have

established sustainable learning and knowledge

programs

sharing programs through creation of CoPs for

capturing and sharing tacit knowledge on
sustainable development projects, tackle social
challenges and foster innovation through
knowledge exchange. Sullivan et al. (2015) affirms
that global agencies like the USAID in Kenya has
established CoPs as their knowledge management
strategy which provides an avenue for collaboration
between the partner agencies, national
government, county government and humanitarian
NGOs to discuss matters on social issues in order to
knowledge

development competencies of its

workers to execute sustainable development

projects.

The wealth of knowledge and know-how that
resides in staff is recognized as a most important
asset among the international development
USAID has developed a Virtual

Leadership Development Program CoP to enhance

organizations.

capacity development of leadership and

management, while Knowledge Gateways to
increase universal health care and WASH programs.
Dumitriu (2016) affirms that knowledge sharing
practices in the UN agencies has contribute to
human capital management by enhancing
organizational efficiency, knowledge workers are
able to identify the right knowledge and expertise
trough CoPs, respond to emerging issues, capture

tacit knowledge which is difficult to imitate, and
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finally prevention of previous mistakes and

duplication of efforts in the organization.

Human capital management is an economic asset
and of great value to the modern organization;
however, it is too often neither recognized nor
managed adequately (Powell, 2020). The major
challenge facing developed countries is absence of
clear knowledge management succession pathways
especially within humanitarian NGOs. Nnadozie
(2016) disputes that the brain drain “knowledge
bleed”, skills gap and lack of mentorship program is
affecting Africa’s economy, more than 20,000
African experts leave Africa yearly as projected in
the report analysis from the IOM. However,
currently, sub-Saharan Africa lags behind in utilizing
its human capital management due the imminent
disruption to occupations, knowledge and skills
brought about by the disruption in the Fourth
Industrial
2017).

Revolution (World Economic Forum,

In South Africa, the e-Thekwini Municipality since
2005 realized that valuable knowledge generated at
the city was lost when staff turnover occurred
The city
developed knowledge management strategy known

which resulted into project failure.
as “City 2 City” interventions where expertise with
the local residence participated in a joint project,
collaborative partnership and internal e-Thekwini
virtual CoP was developed to support knowledge
sharing, documentation of best practices and
lessons learned.” (e-Thekwini knowledge strategy

and implementation plan, 2010-2014).

In the East African Region, knowledge management
strategy has become vital in developing knowledge
workers’ competencies which is the backbone of
(Chigada, 2015). (2016)
confirmed that NGOs like the Lake Victoria Basin
Commission and Southern Africa Health Community

the nation Paradis

have implemented knowledge management

strategies such as Net-Mapping tool used to

capture and share stories, foster knowledge

sharing, and connect knowledge workers

implementing development projects in Kenya and
Tanzania.

In the past decade, Kenya like any other regions in
East African has not integrated knowledge
management strategy with organizational human
capital magament needs. Knowledge management
strategies and human capital management is not
leveraged effectively since Kenya lags behind
developed nations in executing KM (Ondari-
Okemwa and Gretchen Smith, 2014). At the
national level, the World Bank Group together with
the Council of Governors has implemented
knowledge sharing and learning strategies to foster
Knowledge Capture and sharing within counties,
humanitarian NGOs and development sectors

operating in various county governments.

NGOs, such as CARE
International Kenya has fully embraced knowledge

Few humanitarian

management strategies to address challenges they
have experienced in implementing projects
effectively. It is noted that some NGO’s have failed
to meet donor expectations which has resulted into
funding reduction and some cases donors have
completely stopped funding the projects (Omondi &
Muthimi, 2019). The main donors such as the
Global Fund and Center for Disease Control have
shifted their funding to other NGOs. Since the year
2012-2017,
International organizations has decreased by an
average of 17% from $33.6M to $5.7M (Omondi &
Muthimi, 2019).

funding from Canada and other

Statement of the Problem

Globally, the growing shortage of human capital
accompanied by an ageing workforce, frequent staff
turnover and effects of Corona Virus Disease
(Covid-19) poses serious challenges to humanitarian
NGOs, there is a possibility of knowledge risks and
shortage of employees whereby 77% of the CEOs
interviewed by PwC saw human capital as the
biggest threat (Colnar, Dimovski, & Bogataj, 2019).
In South Africa, 6% of the national knowledge loss
and skills deficiency has created a necessity to
adopt knowledge management strategy in order to
sustain and mitigate the constant exodus of highly
skilled and
Perumal & Perumal, 2018). MasterCard foundation

competent workforce (Govender,
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has created Alumni Networks in Ghana, Rwanda

and Uganda to support human capital
management.

In Kenya, the World Bank UN agencies and
humanitarian NGOs have invested on virtual
Communities of Practice to address complex
problems which require tacit knowledge (Fallah &
Addai, 2017). Despite KM being recognized among
NGOs, knowledge audit revealed that, little or no
emphasis has been enforced on human capital,
there is no systematic knowledge management
strategies among humanitarian NGOs in Kenya to
address this, on few cases there is an evidence of
knowledge

management  practices isolated,

undocumented and inaccessible (Ndiege &
Wamuyu, 2019).

It is observed that NGOs in Kenya captures only 58%
of its tacit knowledge and 30% of the Human
Resources Managers cited incompetent skilled
workforce as the major hindrance on project
sustainability and innovations (World Economic
Forum, 2017). Human capital management is not
valued in most organizations and more so in
humanitarian NGOs, it is attributed to the notion
that tacit knowledge is complex and therefore not
manageable (Onyancha, Mungai, & Kemoni, 2019),
consequently this has resulted to project failures,
donors withdrawal and funding reduction by 40%
over the past 10 years at CARE International Kenya
(Omondi & Muthimi, 2019). COVID-19 pandemic
has demonstrated no exception; there s
unexpected loss of a critical knowledge expertise
leading to widening knowledge gap and skills
among humanitarian NGOs.

Wanga (2020) observed that knowledge capturing
and sharing of lessons learned among the
workforce is essential in addressing human capital
management challenges associated with COVID-19
which is crucial in achieving the Big Four Agenda
and 2030 SDGs on economic growth in Kenya. Even
though some humanitarian NGOs have executed
knowledge management strategies, there is no
conclusive empirical evidence on the effect of
knowledge management strategies on human

capital management in Kenya’s context. It is against

this background that the study sought to establish
the correlation between knowledge audit and
knowledge management strategies and human
capital management in humanitarian NGOs in

Nairobi County.

Objectives of the Study

This study was guided by the following objectives.

= To examine the effect of knowledge audit on
human capital management in humanitarian
NGOs in Nairobi County

= To
management

determine the role of knowledge
capital

management in humanitarian NGOs in Nairobi

systems on human

County

LITERATURE REVIEW

Knowledge Management Capability Assessment
Tool (Model)

Knowledge Management Capability Assessment
Tool (KM CAT) model was developed by APQC, it
provides techniques to measure and evaluate
KM competencies.KM CAT is a
collaborative benchmarking tool which focuses on

organizational

organizational functionality in terms of how
leadership develops competencies of its workforce
SWOT analysis to identify critical

(Mungai,2014). (2014)

recommended that KM CAT is an ideal model for

and uses
knowledge Kapofu
evaluating processes, mapping out existence of
knowledge assets in the organization and designing
KM systems. Therefore, KM CAT is an analytical
assessment tool which was applicable to the
current study in assessing how knowledge audit
contributed to human capital management in

humanitarian NGOs in Nairobi County.

Human Capital Theory

The notion of human capital theory was originally
proposed by Prahalad and Hamel (2017), they view
human capital as the rational combination of
numerous resources and know-how which is the
foundation of an organizational sustainability. This
theory sees human capital as the most valuable
knowledge asset to the point that it makes the
NGOs to be more sustainable (Murray, 2016).
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Garavan, McCarthy and Carbery (2017) further
explains that the human capital theories associated
with knowledge management, the theory considers
tacit knowledge as an asset which is the main
source of competitive advantage and project
sustainability in NGOs.

(2016)
management

those
NGOs

Murray confirms knowledge

strategies in warrants

Knowledge Audit Strategies
= SWOT Analysis

= Knowledge Mapping
=  Benchmarking

Knowledge Capture and sharing which in turn
impacts organizational performance, innovations,
personal development and knowledge retention.
This that
management strategies in NGOs ensures proper

denotes successful  knowledge

knowledge acquisition, sharing and growth of
human capital which in turn improves employee’s
performance and ensure knowledge retention.

Human Capital Management
=  Capacity Development

Knowledge Management Systems
= Lessons Learned Systems
= Collaborative Systems

= Knowledge Repository

Independent Variable
Figure 1: Conceptual Framework

Empirical Review

Knowledge auditing helps the humanitarian NGOs
to understand which knowledge is required, where
that knowledge can be accessed and how can it be
used in the present events. In an empirical study
carried out by Renata (2018) on knowledge audit,
the results shows that knowledge audit focuses on
people and the relationships between them such as
behavior of people associated with knowledge
creation, sharing and application this governs
knowledge transfer systems to ensure there is no
knowledge loss.

Hashemi (2019) carried out a study on using SWOT
the
management strategy, the findings indicates that

analysis  for codification of knowledge

the corporation of Shouder Faucet has been able to
mitigate the identified knowledge risks through
making use of its strengths by fostering knowledge
transfer employees and

among preserving

documenting their explicit knowledge in their
this

Knowledge Audit helps in identifying knowledge

website. Therefore, study assumes that

\ 4

Y

= Knowledge Retention
= Increased Efficiency

Dependent Variable

strengths and gaps which helps the organization to
their
knowledge retention in humanitarian NGOs in

mitigate knowledge loss and ensure

Kenya.

Iskandar et al. (2017) conducted a literature review
by analyzing 54 articles based on the current issues
on knowledge management systems and future
research, the findings revealed that Knowledge
management technologies captures knowledge,
analyses, manages, transfers, and shares knowledge
and experiences of employees within humanitarian
NGOs. Based on other empirical literature reviews,
ICTs is described as a system which facilities
knowledge capture, knowledge acquisition,
knowledge transfer, and reuse of both tacit and
explicit

knowledge which enables knowledge

management systems become productive in
managing organizational knowledge assets (Nainar,

2016).

ICTs enable NGOs to retain tacit knowledge when
staff turnover occurs (Costa & Monteiro, 2016). The
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finding shows that knowledge management
systems have influence on capacity development
and knowledge retention. Santoro et al. (2018),
conducted a study on the Internet of Things (IoT) in
building knowledge management systems for
knowledge management open innovation and
knowledge management capacity, the findings
indicated that knowledge management systems
facilitates creation of open and collaborative
ecosystems which enhances internal and external
flow of knowledge which increases innovation

capacity.

METHODOLOGY

The study adopted a descriptive research design
with both qualitative and quantitative approaches.
The target population of this study comprised of 80
NGOs with
interventions located in Nairobi County as indicated
by Register of NGOs-Coordination Board of
2019/2020. There was no sampling in this study
since the study focused only on 80 humanitarian

humanitarian multi-sectorial

NGOs in Nairobi County; therefore, the study
adopted a census approach since the population
was small. The study aimed to reach at least two
managers within each organization, the knowledge

managers and key personnel in charge of
knowledge management. The study used
questionnaires to collect data from the

respondents. The structured (closed-ended) and
unstructured (open-ended) questionnaires were
used to get uniform responses from respondents.
The reliability of the instruments was established
using the Cronbach Alpha Coefficient tests. The
Cronbach Alpha Coefficients for the questionnaires
of employees was (a = 0.839; df= 9), indicating high
level of reliability. The researcher collected both
guantitative and qualitative data which was
analyzed using both descriptive and inferential
statistics. The descriptive statistical tools helped the
researcher to describe the data and determine the
extent to be used. The Likert scale was used to

analyze the frequencies and percentages. The
coded data was then fed into the IBM Statistical
Packages for Social Sciences (IBM SPSS) Version 25
which generated the values of the coefficients in
frequencies and percentages.. Multiple regression
analysis was conducted in order to determine the
relationship between the independent variables
and human capital management.

FINDINGS

The sample size of the study was 80 knowledge
management managers working in various
humanitarian NGOs in Nairobi County. The

researcher distributed 80 questionnaires out of
which 76 questionnaires were completed and
Thus, the
response rate was 95%. According to Bryman and

returned them to the researcher.
Cramer (2017), a response rate that is above 50% is
considered as adequate for data analysis and
reporting, while a response rate that is above 70%
is considered excellent. Hence, the response rate of
this study was within the acceptable limits for
drawing conclusions and making recommendations.

Descriptive Analysis

Knowledge Audit Strategies

The respondents were requested to indicate their
level of agreement on various aspects of knowledge
audit strategies practices and human capital.
Responses were measured on a 5 - point Likert
scale ranging from; 1 = strongly disagree to 5 =
strongly agree. The scores of ‘strongly disagree’ and
‘disagree’ have been taken to represent a
statement not agreed upon, equivalent to mean
score of 0 to 2.5. The score of ‘neutral’ has been
taken to represent a statement neither agreed nor
disagreed upon, equivalent to a mean score of 2.6
to 3.4. The score of ‘agree’ and ‘strongly agree’
have been taken to represent statement agreed
upon equivalent to a mean score of 3.5 to 5. The

findings were as presented in Table 1.
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Table 1: Knowledge Audit strategies

1 2 3 4 5 Mean Standard
Deviation

Knowledge audit is used to evaluate organizational 0.0 0.0 17.0 62.3 20.8 4.038 0.616
knowledge needs, identify knowledge gaps and
deploying knowledge which has increased capacity
development, knowledge retention and efficiency.
SWOT analysis is used to determine knowledge 5.0 6.3 189 39.6 30.2 3.886 0.969
management systems required to measure and
mitigate knowledge risks arising due to staff turnover,
COVID-19 and Technological threads.
We acquire most of the knowledge, skills and expertise 1.9 15.1 22.6 35.8 24.5 3.660 1.068
through Peer assistance, Communities of Practice and
training.
The most critical knowledge that you need to do your 7.0 13.0 6.9 34.7 384 3.315 0.941
work is located in the knowledge repository.
Knowledge mapping is used to identity knowledge 1.9 5.7 11.3 52.8 28.3 4.000 0.894
sources, flows, critical knowledge and knowledge risks
associated with staff turnover, knowledge hoarding
and effects of COVID-19.
Benchmarking is used to identify core competencies 0.0 0.0 3.8 7.5 62.3 4.113 0.694
and strategic knowledge that needs improvement.
The most critical knowledge that you need to do your 0.0 0.0 15.1 64.2 20.8 4.057 0.599
work resides in people’s heads (Tacit Knowledge).
Aggregate 4.010 0.767

The respondents were asked to indicate their
responses on the effects of knowledge audit
strategies on human capital management in
humanitarian NGOs in Nairobi County. In the first
place, the outcomes showed that majority of the
respondents with a mean of 4.038, out of a score of
5.0, agreed with a statement that knowledge audit
is used to evaluate organizational knowledge needs,
identify knowledge gaps and deploying knowledge
leading increased capacity development,
knowledge retention and efficiency. The measure of
dispersion around the mean of the statements was
(0.616) which indicates that the responses were not

varied.

Secondly, the results showed that majority of the
respondents as indicated by a mean of 3.886, out of
a score of 5.0, agreed that SWOT analysis is used to
determine knowledge management systems
required to measure and mitigate knowledge risks
CoVvID-19 and

Technological threads with a measure of dispersion

arising due to staff turnover,

around the mean being (std. dv = 0.969) indicating
that the responses were varied. Thirdly, the results
showed that majority of respondents as indicated
by the mean of 3.660, out of a score of 5.0, agreed
with the statement that they acquire most of the
knowledge, skills and expertise through peer
assistance, CoPs and training. The findings showed
that responses were varied as indicted by the

standard deviation of 1.068.

In addition, majority of the respondents agreed, as
shown by a mean of 3.315 out of a score of 5.0,
with the statement that the most critical needed to
do work is located in the Knowledge repository. The
measure of dispersion around the mean on this
item was 0.941 indicating that the responses were
varied. Along with this, most respondents with a
mean of 4.057, out of a score of 5.0, agreed that the
most critical knowledge that you need to do your
work resides in people’s heads (tacit knowledge). A
standard deviation of 0.599 indicates that the
this item were less varied.

responses oOn
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Furthermore, majority of the respondents as adequately, and this has resulted to project failures,

indicated by the mean of 4.113, out of a score of donors’ withdrawal and funding reduction.

5.0, agreed that benchmarking was used to identify Knowledge Management Systems

core competencies and strategic knowledge that The respondents were requested to indicate their

needs improvement. The standard deviation of .
extent of agreement on various aspects of

0.694 denotes that there was variation. Therefore,

knowledge management systems and human

based on the pattern of the responses, human

capital management in humanitarian NGOs in

capital management is an economic asset and of Nairobi County. The results were as shown in Table

great value to the humanitarian NGOs; however, it )

is too often neither recognized nor managed

Table 2: Knowledge Management Systems

Mean Standard
Deviation
0.051

The organization has systems in place for capturing the 0.0 15.1 3.8 34.0 47.2 4.132
critical knowledge and experience of employees.

Lessons Learned Systems are used to capture lessons 0.0 15.1 9.4 34.0 415 4.018 0.059
learned from projects to avoid duplication of efforts and

reduce costly errors.

After Action Reviews (AARs) are used to capture the 0.0 17.0 26.4 15.1 41.5

knowledge gained from activities and projects which has

3.811 0.155
increased efficiency and knowledge retention.

Virtual Communities of Practice provides ways to 0.0 13.2 11.3 32.1 434
strengthen existing professional relationships, exchange

4.056 0.040
learning experiences and knowledge between interested

teams has improved staff capacity development.

There is an Alumni Employee Network which connects the 5.7 13.2 189 18.9 43.4
current and former employees to share knowledge, know-

3.754 0.280
how, lessons learned and capture the missed knowledge

from previous employees.

Content Management Systems (CMS) allow staff to 3.8 2.0 15.0 41.5 37.7
publish, update, and access information on organizational

3.532 0.942

intranet which has contributed to knowledge retention.

Aggregate Score 3.888 0.254

The majority of the respondents indicated by a strengthen existing professional relationships;

mean of 4.132 agreed that the organization has exchange learning experiences and knowledge

systems in place for capturing the critical between interested teams has improved capacity

knowledge and experience of employees. The
measure of dispersion around the mean was 0.051
implying the responses were not varied. Secondly,
the majority of the respondents with a mean of
4.056 agreed that virtual CoPs provides ways to

Page: - 312 -

development, improved knowledge retention and
increased efficiency. The standard deviation for this
item was 0.040 and indication that the responses
were not varied.

The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com




Page: - 313 -

Secondly, a significant number of the respondents
with a mean of 4.018 agreed that lessons learned
systems are used to capture lessons learned from
projects to avoid duplication of efforts and reduce
in the
responses as indicated by the standard deviation of

costly errors. There was no variation

0.059, dispersion around the mean shows there
was no variance. Thirdly, the rrespondents agreed
(mean of 3.811) that after-action reviews (AARs)
are used to capture the knowledge gained from
activities and projects which has increased
knowledge retention efficiency. The measure of
dispersion around the mean was 0.155 indicating

that the responses were not varied.

Moreover, the study sought to find out respondent
views regarding an Alumni Employee Network
which connects the current and former employees
to share knowledge, know-how, lessons learned
and capture the missed knowledge from previous
employees, the responses indicated a mean for
3.754 and a standard deviation of 0.280 showing
that majority agreed and the responses were not
varied. lastly, the respondents agreed with a mean
of 3.532 on the that

statements content

Table 3: Human Capital Management

management systems (CMS) allows staff to publish,
update, and access information on organizational
intranet which has contributed to knowledge
retention; the results were dispersed around the
mean as shown by the standard deviation of 0.942.
The average score of all the responses was 3.888
demonstrating that majority of the respondents
agreed that knowledge management systems affect
human capital management in humanitarian NGOs
in Nairobi County. However, the responses were
not varied as shown by the standard deviation of
0.254.

Human Capital Management

Human capital management in humanitarian NGOs
in Nairobi County was measured through capacity
development, knowledge retention and increased
efficiency. The respondents were requested to
indicate their level of agreement on various aspects
of human capital management in humanitarian
NGOs in Nairobi County. The results were as shown
in Table 3.

1 2 3 4 5 Standard

Deviation

Mean

Organization uses knowledge audit to identity and
provides learning and career growth opportunities
which have increased the overall level of staff
competencies and project efficiency.

Investing on human capital management through
training and mentorship programs has reduced
employee turnover rate, cost reduction of hiring and
training of new staff.

Critical knowledge from employees leaving the
organization is retained through Mentorship and
learning from leavers program has increased
competency development, project efficiency and
Knowledge Retention.

The organization has a knowledge management
succession planning to capture and transfer critical
knowledge from employees.

Aggregate Score

40 151 3.8 30.0 47.2 4.212 0.051

50 151 7.4 31.0 415 4.118 0.059

0.0 170 264 15.1 415 3.786 0.155

3.0 10.2 113 34.1 414 4.124 0.040

4.06 0.076
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From the results, majority of the respondents with
a mean of 4.212 agreed that organization uses
knowledge audit to identity and provide learning
and career growth opportunities leads to increased
level of overall staff competencies and project
efficiency. The standard deviation was 0.051
denoting that responses were not varied. The study
sought to find out if investing on human capital
management through training and mentorship
programs has reduced employee turnover rate and
cost reduction of hiring and training of new staff,
from the findings, majority agreed with a mean of
4.118. Besides, from the responses there was no
variance as shown by the standard deviation of
0.059.

In addition, the researcher sought to examine
whether critical knowledge from employees leaving
the organization is retained through mentorship
and learning from leavers program has increased

Table 4: Correlations Coefficient

competency development, knowledge retention

and project efficiency, from the findings,
respondents agreed as shown with a mean of
3.786. The measure of dispersion around the mean
was 0.155, indicating that there was no variation in
the responses. Finally, majority of the respondents
agreed that the organization has a knowledge
management succession planning to capture and
transfer critical knowledge from employees; this is
indicated by a mean of 4.124. The measure of
dispersion near the mean of the statements was
0.040 indicating that there was no variance in

responses.

Inferential Statistics

Relationship between Knowledge Management
Strategies and Human Capital Management
Correlation analysis was wused to test the
relationships between knowledge management

strategies and human capital management.

Human Knowledge Knowledge
Capital Audit Management
Management Systems
Human Capital Management Pearson Correlation 1
Sig. (2-tailed)
N 76
Knowledge Audit Pearson Correlation 788" 1
Sig. (2-tailed) .001
N 76 76
Knowledge Management  Pearson Correlation 807" .293 1
System Sig. (2-tailed) .000 .083
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**_ Correlation is significant at the 0.01 level (2-tailed).

audit
management in

The results revealed that knowledge
strategies and human capital
NGOs in

positively associated (r=0.788, p-value=0.001). The

humanitarian Nairobi County were
association was significant since the p-value (0.001)
was less than the significant level 0.05. The results
concurred with the findings of Durst and Zieba
(2019) assert that Knowledge Audit helps the
organizations to audit prospective knowledge risks
which organizations might face, these include:
knowledge loss which occurs when organization

losses crucial knowledge as a result of staff

turnover, employee exiting the organization, talent
poaching or technical faults.

In addition, results revealed that knowledge

management systems and human capital
management in humanitarian NGOs in Nairobi
County, Kenya were positively associated (r=0.807,
p-value=0.000). The association was significant
since the p-value (0.000) was less than the
significant level 0.05. The results concur with the
findings of Becerra-Fernandez and Sabherwal
(2015) on knowledge sharing systems which include

knowledge acquisition systems, knowledge capture
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systems, knowledge sharing systems and

knowledge retention systems.

Effect of Knowledge Management Strategies on
Human Capital Management

The study computed multiple regression analysis to
test the influence of knowledge management
strategies on human capital management. The

Table 5: Model Summary

study investigated the association between the
response and the predictor variables.

Model Summary

The study made use of R? (coefficient of
determination). R®> was applied in measuring the
proportion of variation in the response variable as a
result variable.

of change in the predictor

Model R R Square

Adjusted R Square

Std. Error of the Estimate

1 .870a 757 .704

.0261
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a) Predictors:(Constant), knowledge audit, knowledge management systems.

b) Dependent Variable: Human capital management in humanitarian NGOs.

The independent variables reported an R-value of
0.87, indicating that there is a strong relationship
between a dependent variable and independent
variables. The adjusted R square is the coefficient of
determination. From the findings the value was
0.704 which means that 70.4%
knowledge management strategies in humanitarian

variation in

NGOs in Nairobi County can be explained by
knowledge audit and knowledge management
systems. The remaining 29.6% suggest there were
other factors not included in this study that can be
used to explain variation in knowledge
management strategies in humanitarian NGOs in

Nairobi County.

Beta Coefficients of the Study Variables

The research used a multiple regression model
From the coefficient’s findings, the fitted regression
equation was;

The regression equation was;

Y =0.264+ 0.325X,+0.277X,

The results revealed that knowledge audit has a
positive and significant influence on human capital
management in Humanitarian NGO’s (,=0.325, p
value= 0.000). The p-value (0.000) was less than the
significant level 0.05 hence making the relationship
significant. This implies that a unit increase in
knowledge audit leads to 0.325 increase in human

capital management in humanitarian NGO’s. These
findings concur with the findings of Hashemi (2019)
who carried out a study on using SWOT analysis for
the codification of knowledge management
strategy, the findings indicate that the corporation
of Shoulder Faucet has been able to mitigate the
identified knowledge risks through making use of its
strengths by fostering knowledge transfer among
employees and preserving documenting their

explicit knowledge in their website.

Further, the results

management system has a positive and significant

revealed that knowledge

effect on human capital management in
humanitarian NGO’s. (B;=0.277, p value= 0.003).
The p-value (0.003) was less than the significant
level 0.05 hence making the relationship significant.
This indicates that a unit increase in knowledge
management systems led to 0.277 increase in a
capital management in humanitarian NGO’s. These
findings concur with the findings of Iskandar et al.
(2017) who conducted a literature review by
analyzing 54 articles based on the current issues on
knowledge management systems and future
research, the findings revealed that Knowledge
management technologies captures knowledge,
analyses, manages, transfers, and shares knowledge
and experiences of employees within humanitarian

NGOs.
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Table 6: Regression Coefficients

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 0.264 0.041 6.195 .000
Knowledge Audit 0.325 0.055 0.314 5.727 .000
Knowledge Management System0.277 0.076 0.286 4.536 .003

a) Predictors: (Constant), knowledge audit and knowledge management systems.

b) Dependent variable: Human capital management in humanitarian NGOs.

Analysis of Variance

Analysis of variance was used to test the
significance of the model developed. F-test was
applied in determining how fit the model; the

model was considered significant if the F-calculated

Table 7: ANOVA

value was greater than the F-critical value. Also, the
significance level of the model was tested at 5%
level of significance. The results were as presented
in table 7.

Mod Sum of Squares df Mean Square F Sig.
Regression 47.7062 2 23.8531 130.4161 .000°
1 Residual 13.3517 73 0.1829
Total 61.0579 75

a. Dependent Variable: Human capital management

b. Predictors: (Constant), knowledge audit and knowledge management systems.

The significance value was 0.000 that is less than
0.05; thus, the model is statistically significant in
capital
humanitarian NGOs using knowledge audit and

predicting  human management in
knowledge management systems. The F critical at
5% level of significance was 3.1221. Since F
calculated from the ANOVA table was 130.4161,
which is higher than the F critical (value = 3.1221), it
showed that the overall model was significant. The
study, therefore, established that; knowledge audit
and knowledge management systems were all
essential aspects influencing human capital
management in humanitarian NGOs in Nairobi

County.

CONCLUSIONS AND RECOMMENDATIONS
The findings revealed that SWOT analysis is used to
determine knowledge management systems
required to measure and mitigate knowledge risks
arising due to staff turnover, COVID-19 and
Technological threads. This implied that SWOT
analysis, knowledge mapping and benchmarking
leads to human

improvement on capital

management in humanitarian NGOs in Nairobi

County. The study also concluded that knowledge

management systems have a positive and
significant effect on the human capital management
in humanitarian NGO’s in Nairobi County. Findings
revealed that virtual Communities of Practice
provides ways to strengthen existing professional
relationships, exchange learning experiences and
knowledge between interested teams has improved
staff capacity development. This indicated that
improvement in organizations knowledge
management systems (lessons learned systems,
collaborative systems, and knowledge repository)
leads to higher retention of knowledge and
increased efficiency in humanitarian NGOs in

Nairobi County in Kenya.

The study recommended that in order to ensure
that humanitarian NGO’s in Nairobi County has
better knowledge audit strategies; they should
focus more on knowledge mapping, SWOT analysis
and benchmarking to identify core competencies
and strategic knowledge that needs improvement.

Concerning knowledge management systems, there
is a need for humanitarian NGOs to always set aside
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a substantial part of their resources for Knowledge retention. There is also a need to implement
Management Systems. This is because Content knowledge management succession pathways in
Management Systems (CMS) allow staff to publish, humanitarian NGOs to address knowledge risks

update, and access information on organizational such as staff turnover, skills gap and knowledge
intranet which has contributed to knowledge loss.
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