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Abstract: Purpose: The study described in this paper develops an evaluation model
aimed at investigating the relationships between knowledge management and ob-
jective and perceived organizational high performance. Design/methodology/approach:
A comprehensive review of theory, research and practices on knowledge management
and high performance develops a model that forms the basis of the study. The
model was operationalised in financial institutions in Uganda, and was used as the
basis to develop the hypotheses that are tested in the study. Findings: suggests that
competitive advantage is a significant predictor of high performance and that the
high performance organisation framework is a mediator of knowledge management
and high performance. Originality: Among the few empirical studies relating
knowledge management and its integration in financial institutions for achieving
sustained competitive advantage and high performance. Limitations: The study
used a small sample which limits the generalisation of the results. Practical implica-
tions: The results may provide a sound basis for making an analysis of KM
behaviour and high performance in financial institutions.
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INTRODUCTION

The globalization of financial markets has
forced bankers to become more efficient in
managing knowledge in their operations
(Butod, 2008). The importance of this effi-

ciency in knowledge management (KM) is
emphasized by the call from the World Bank
to integrate the concepts of KM in banking
operations. In this paper we discuss an eval-
uation model which looks at KM in terms
of knowledge acquisition, knowledge dis-
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semination and responsiveness to knowl-
edge, as part of a greater high performance
organisation (HPO) framework. The paper
also discusses how each of these elements
can be integrated so that high performance
can be enhanced in financial institutions,
specifically banks in Uganda. The various
components of KM are described in detail
so as to explain the role and status of KM in
financial operations. The combination of
KM and the HPO framework is expected
to create a culture that promotes and en-
courages KM to flourish in the banking sec-
tor, leading to increased competitiveness
and sustainable high performance.

In order to attain and sustain high per-
formance an organization has to effectively
manage knowledge, as knowledge is seen as
the leading instrument for organisations to
achieve competitiveness and perform better
than competitors (Lin, 2007; Pathirage et
al., 2008). After all, organizations can only
meet the demands of their customers when
their employees are knowledgeable about
their services and operations. In order to
achieve the needed continuous flow of
knowledge throughout the organization,
employees need to be willing to disseminate
and respond to knowledge (Darroch, 2005),
and they must have adequate capabilities to
do this. In addition, managers need to foster
good KM behaviour, which then subse-
quently can be applied for the benefit of the
organization (Stuart, 2004). According to
Vorakulpipat and Rezgui (2008) a growing
number of organizations have introduced
KM into their strategies and as a result have
reported business process efficiency im-
provements, better-organized communities,
and higher staff motivation. 

To be able to improve productivity and
increase profitability, the application of the
HPO framework is vital because it contains

characteristics that can be influenced by
managers that they can take targeted im-
provement actions to start achieving supe-
rior results (de Waal, 2007). There seems to
be a link between KM and high perform-
ance, as HPOs find it absolutely essential to
move toward a flatter and less hierarchical
organization structure, are willing to adopt
new working practices, and put an emphasis
on empowerment, teamwork, learning, and
employee participation, which are all traits
of KM (Willcoxson, 2000). These traits lead
to an ability to adapt to the changing busi-
ness environment and to improvements in
performance and quality of working life.
They make offering better services possible,
and provide more efficient and effective in-
ternal processes (de Waal, 2007). The liter-
ature suggests that the HPO framework
mediates the relationship between KM and
high performance. 

The research findings described in this
paper may provide scholars with examples
of the mediating effect of the HPO frame-
work on the relationships between KM and
high performance. Moreover, the moderat-
ing effect of the competitive advantage and
the HPO framework on these relationships
can be observed and recorded. The research
also has practical implications, as the results
may provide a sound basis for making an
analysis of KM behaviour and competitive-
ness in financial institutions. In this respect,
it has been stated that financial institutions
in predominantly regional economies such
as Uganda, a country in the sub-Saharan re-
gion, ought to focus on KM and therefore
HPO (Okot-Uma, 2007). In this way, these
institutions can acquire KM and HPO
knowledge from the developed economies
that can help them to become and stay
more competitive. This will help their em-
ployees to obtain sufficient capabilities
which they can disseminate amongst them-
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selves to help each other, especially in finan-
cial institutions which are usually keen on
obtaining sustained competitive advantage
(Kridan and Goulding, 2006). Over 22 per-
cent of the financial institutions in Uganda
are commercial banks and greatly contribute
to economic growth and employment (The
Budget Report, 2010/11). Improving their
performance with KM and the HPO frame-
work will have great economical impact. 

Based on the analysis that will take place
within the framework of this research, con-
sultants, professional and students of human
resource management can in future devise a
model that will actively provide clear-cut
interventions and facilitate the process of
attaining and sustaining financial HPOs in
Uganda. Although the analysis itself will
have a ‘solid’ scientific base, it is precisely
the contribution of consultants, profession-
als and students that focus on practically
applicable interventions that are in touch
with the language and experience of the fi-
nancial institutions. Before managers of fi-
nancial institutions are prepared to invest
significantly in KM and the HPO frame-
work, they need access to best practices,
preferably based upon empirical proof in
similar businesses. Researchers and their stu-
dents can provide financial institutions with
information about interventions based on
best practices.

The study described in this paper aims to
investigate the relationships between KM
(independent variable), the HPO frame-
work (mediator), and perceived high per-
formance (objective). It also investigates the
moderating effect of competitive advantage
upon these relationships. This study will
address issues which have yet to be resolved
in existing literature, such as the relation-
ships between KM, the HPO framework,
competitive advantage and perceived high

performance. A special focus of this study is
the investigation of these relationships in fi-
nancial institutions, since little is known
about the KM behaviour and practices in
these institutions (Ali and Ahmad, 2006;
Harlow, 2008). The remainder of the paper
is structured as follows. In the next section
the theoretical background of the research
is described. Literature on HPOs, KM and
competitive advantage is discussed and these
topics are related to each other. Then, the
research questions and hypotheses which
were dealt with in the research are reviewed.
This is followed by a description of the re-
search approach and the research results.
The paper ends with some conclusions and
the limitations of the study.

TheOReTICal BaCKgROUND

In this section, the literature on HPOs,
KM, competitive advantage and the theories
is reviewed.

high performance organizations 

HPOs are organizations that achieve results
(both financial and non-financial) that are
better than those of their peer group over a
period of time of at least five to ten years
(de Waal, 2007; Lawler, 2007). The concept
of the HPO has evolved from research with
a link between human resource management
and organizational performance. It can also
be linked to decision-making and action-
taking in the organization (Blenko, and
Rogers,2006). High performance businesses
are more effective than their competitors at
exploiting the collective intelligence and
motivation of their workforce. There is a
strong correlation between financial per-
formance and the priority organisations
place on human capital development. If or-
ganizations are to meet their important
competitive challenges today-fight off com-
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petition coming from new players and suc-
cessfully execute a growth strategy-they must
increase the energy and focus with which
they address the workforce capabilitites nec-
essary to succeed (Accenture, 2009)

high performance framework

The HPO framework consists of character-
istics that can be influenced by managers so
that they are able to take targeted actions to
start achieving superior results (de Waal,
2007). Knowledge based organizations using
the HPO framework will obtain the neces-
sary capabilities to increase performance and
consolidate a sustainable competitive ad-
vantage more easily. According to de Waal
(2008) HPO framework factors which are
not properly managed by an organisation
will have a negative effect on productivity
and high performance. The HPO frame-
work as empirically established by de Waal
(2007, 2010) is a combination of the frame-
works of Kotter and Heskett (1992) and
that of Scott Morton (2003). The factors in
the resulting framework influence the degree
in which organizational member’s perform-
ance – driven behaviour which in turn des-
ignates whether the organization is an HPO
(de Waal, 2004). However, there is need for
validating the link between the HPO frame-
work and organizational high performance,
in order to make sure it is worthwhile for
companies to improve themselves in the di-
rection of high performance.

Knowledge Management

KM is a systematic, organized, explicit and
deliberate ongoing process of creating, dis-
seminating, applying, renewing and updating
the knowledge for achieving organizational
objectives. Darroch (2005) and Pillania
(2008) have conceptualized KM at the orga-
nizational level and proposed three dimen-

sions of KM namely: knowledge acquisition,
knowledge dissemination and responsiveness
to knowledge. They define knowledge as a
whole set of intuition, reasoning, insights,
experiences related to technology, products,
processes, customers, markets, competition
and so on that enable effective action. The
more valuable, imperfectly imitable and rare
the knowledge is, the higher the performance
will be (Wijk et al., 2008). Proper KM de-
pends on an organization’s skill to use its in-
tellectual capital and knowledge resources to
gain high performance (Guthrie et al., 2008).
Part of this intellectual capital consists of
human capital, which in turn, reflects the
general skills, expertise, and knowledge levels
of the employees in the organization (Subra-
maniam and Youndt, 2005). These knowl-
edge and skills are not only momentarily of
importance, but also in the future when em-
ployees are assimilating new professional ex-
pertise in adjoining areas (Vorakulpipat and
Rezgui, 2008). An organization that struc-
turally uses KM will achieve competitive ad-
vantage, (Liao, 2009).

Competitive Advantage
Several theories have revealed that competi-
tive advantage (CA) is an indispensable fac-
tor in achieving high performance. The level
of CA has an important impact on high
performance and is related to KM. The na-
ture of firm competititon and the sources of
CA in many organisations have shifted towards
knowledge based resources (Watson and
Hewett, 2006). Firstly, KM can be viewed
under the resource based perspective; Kearns
and Lederer (2003) consider knowledge as
a resource contributing to high perform-
ance. Secondly, using the dynamic capabili-
ties view, knowledge can be interpreted as a
capability to achieve business goals (Alavi
and Leidner, 2001). The dynamic capabili-
ties view reflects unstable environments and
deals with the capacity to sense and to seize
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opportunities and to reconfigure resources
(Teece, 2007). Therefore, the resource-based
view serves as the theoretical basis because
it provides an appropriate basis for analyzing
how internal factors of a firm can contribute
to high performance (Lockett et al., 2009).
More purposely, we concentrate on the
knowledge-based theory posited by (Grant,
1996) which builds on the resource-based
view (Alavi and Leidner, 2001; Pitelis 2007). 

The knowledge-based view of the firm is a
recent approach to understanding the rela-
tionship between firm capabilities and firm
performance. Specifically, this approach sug-
gests that knowledge generation, accumula-
tion and application may be the source of
superior performance. Other researchers have
conceptualized organizational knowledge in
terms of stocks of accumulated knowledge
in the firm and flows of knowledge into the
firm. This paper tests the relationship be-
tween acquisition, dissemination and re-
sponsiveness processes of organizational
knowledge and firm performance in the fi-
nancial institutions. We suggest that the
theoretical insights of the knowledge-based
theory provide a strong basis to explore the
nature and importance of the relationship
between KM, CA and high performance.
The knowledge-based theory further pro-
poses that the ability to successfully deploy
resources relies on the knowledge residing
in the human capital of a firm and the de-
velopment of interrelated knowledge across
organizational units, with organizational
routines as mechanisms of knowledge inte-
gration (Grant, 1996). This theory states
that knowledge is the most strategically sig-
nificant resource of the firm. Its proponents
argue that because knowledge-based re-
sources are usually difficult to imitate and
socially complex, heterogeneous knowledge
bases and capabilities among firms are the
major determinants of sustained competitive

advantage and superior organisational per-
formance (Grant, 1996; Alavi and Leidner,
2001). 

Knowledge has replaced other sources of
production as the main source of wealth
creation. Whereas traditional sources of CA
are fading away and are being copied easily,
KM has emerged as the source of sustainable
CA (Pillania, 2008; Wagner, 2009). Thus
the theoretical literature clearly suggests that
good KM practices by employees has im-
portant implications for achieving organi-
zational high performance, and these KM
practices can be positively affected through
a high performance framework that creates
a focus on continuous improvement efforts
to increase CA (de Waal, 2008).

Financial Institutions
Financial institutions are defined as institu-
tions which collect funds from the public
and invest these in financial assets such as
deposits, loans and bonds, rather than tan-
gible property.

ReseaRCh QUesTIONs aND

hYPOTheses

Previous research has not explicitly con-
nected the concepts of KM, CA and high
performance study. Therefore the following
research questions and hypotheses have been
formulated:

Research Question 1: What is the relationship
between KM and (objective and perceived)
high organizational performance, and does
the HPO framework mediate this relation-
ship?

Hypotheses: 
H1: KM is positively associated with (ob-
jective & perceived) organizational high per-
formance.
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H2: The HPO framework mediates the re-
lationship between KM and (objective and
perceived) organizational high performance.

Research Question 2: Does competitive advan-
tage moderate the relationship between KM
and HPO framework?

Hypotheses: 
H3: KM is positively related to the HPO
framework. 

H4: CA moderates the relationship between
KM and HPO framework. More specifi-
cally, a high quality workforce decreases the
strength of positive relationship between
KM and HPO framework.

Research Question 3: Does the organization’s
CA moderate the relationship between HPO
framework and (objective and perceived) or-
ganizational high performance? 

Hypotheses: 
H5: The HPO framework has a positive
impact on (objective and perceived) organi-
zational high performance.

H6: CA moderates the relationship between
the HPO framework and (objective and
perceived) organizational high performance. 

The theoretical model for conceptualizing
the hypotheses has been summarized and is
shown in Figure 1. (Appendix)
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Competitive

High Performing Organiza-
tion-frame work 

• High quality management                       
• Openness and action 

orientation              
• Long term commitment                          
• Continuous Improvement

High quality workforce

High Performance    

• Profitability
Productivity 

• Perceived High
performance

• Market share

Knowledge 
Management 

• Knowledge 
Acquisition

• Knowledge 
dissemination

• Responsiveness to
knowledge  

Figure 1: The theoretical research model (adopted and modified from literature from
Darroch, 2005 and de Waal, 2008)



ReseaRCh MeThODOlOgY

The hypotheses were tested using a combi-
nation of both quantitative deductive and
qualitative research approaches. As observed
by Onwuegbuzie and Leech (2004b) the
main goal of mixing methods (mixed
method design) is not to seek corroboration
but rather to expand the researcher’s under-
standing. The combination of various re-
search approaches and paradigms provides
an opportunity for triangulation of infor-
mation (Ghauri and Grohaug, 2002). The
study employed a cross-sectional survey de-
sign. Survey methodology gives more con-
trol over the research process as it makes use
of a questionnaire in which the data can be
standardized allowing for easy comparison
(Saunders et al., 2003). The respondents
were employees and managers of financial
institutions based in Uganda. The respon-
dents were those holding numerous respon-
sibilities at middle and higher occupational
levels within the financial institutions in
Uganda. 

The participating financial institutions
(FIs) were identified through the Bank of
Uganda’s supervision department list. To
prevent a common method bias, the study
obtained data on the independent and de-
pendent variables from different sets of re-
spondents (Podsakoff et al., 2003). Ten FIs
were purposively selected from the districts
of Kampala, Mukono, and Wakiso and
managers from each institution were identi-
fied as a unit of inquiry. A questionnaire
containing items measuring the three sub-
domains of KM (knowledge acquisition,
knowledge dissemination and responsiveness
to knowledge) attributes, HPO framework,
competitive advantage and high perform-
ance was distributed to 50 employees. A
total of 33 employees (64%) returned usable
questionnaires, 17 incomplete question-

naires were excluded from this final sample.
The final sample consisted of 7.9 percent
females and 92.1 percent males. All respon-
dents had attained a first university degree
and above. The data on KM and its variables
(independent) was obtained from employ-
ees. The data on the CA (moderator) was
also obtained from employees. The data for
the HPO framework (mediator) were ob-
tained from both employees and managers,
and data on objective and perceived organi-
zational high performance (dependent) were
obtained from supervisors and senior man-
agers and by collecting secondary data. 

Measurement

The concept of KM was measured using
the thoroughly validated five dimensions
scale of KM developed by Darroch (2005),
which has 21 items with 6 referring to
knowledge acquisition, 5 refer to knowledge
dissemination and 5 to responsiveness to
knowledge. The HPO framework was meas-
ured by the scale developed by de Waal
(2007, 2010). This scale has 35 items: eleven
items refer to high quality management, six
items refer to openness and action orienta-
tion, six items refer to long term orientation,
eight items refer to continuous improve-
ment and four items refer to high quality
workforce. CA was measured using the
Porter (2001) measurement scale. The items
were scored on a ten-point Likert scale,
ranging from 1 (strongly disagree) to 10
(strongly agree). Objective organizational
high performance was measured using work
of Huselid (1995). Perceived high organiza-
tional performance was measured using De-
lanay and Huselid’s (1995) two scales on
perceptions of organizational performance.
The first scale consists of eight items assess-
ing respondents’ perceptions of their firm’s
performance over the past five years relative
to that of similar organizations (perceived
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organizational performance). The second
scale consists of two items concerning re-
spondents’ perceptions of their firm’s per-
formance over the past five years relative to
product, market competitors (perceived
market performance). 

Descriptive statistics

In order to summarize and understand the
observed data, means and standard devia-
tions were generated. The main purpose
was to establish whether the statistics were a
good fit of the observed data (Field, 2006;
Saunders et al., 2007). Critical analysis re-

vealed that all mean scores of the constructs
in question ranged from 4.4 to 8.0, with
standard deviations between 0.179 and
0.312. Because of the small standard devia-
tions, it was clear that the data points were
close to the mean, hence the model (mean)
was a good replica of reality (Field, 2006;
Saunders et al., 2007). Means, standard de-
viations, and reliability estimates of the
study variables are presented in Table 1
which reveals that the measures exhibited
appropriate internal consistency reliability.
With all α’s almost at 0.9, with some being
0.7, the researchers concluded that the reli-
ability was quite high. 
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Construct Mean Variance Std. 
Deviation

Cronbach No. of
Items

Deleted Remain-
ing

KM 128.26 1175.865 34.291 0.959 41 21 19

KA 67.19 425.695 20.632 0.953 16 6 10

R to K 33.72 94.725 9.733 0.901 14 14 5

KD 27.67 54.792 7.202 0.84 11 11 4

HPOF 148.931 1973.209 44.4208 0.967 35 12 23

OAO 61.17 380.833 19.515 0.944 6 - 9

MQ 46.438 229.415 15.1465 0.963 11 5 7

CIR 24.58 88.689 9.418 0.908 8 4 4

WQ 17.61 49.621 7.044 0.855 3 1 3

C Adv. 58.28 204.015 14.283 0.915 8 0 8

R 44.66 135.588 11.644 0.927 6 0 6

13.63 16.952 4.117 0.84 2 0 2

HP 68.96 250.925 15.841 0.894 10 0 10

Produc 57.31 187.365 13.688 0.925 8 0 8

11.63 20.171 4.491 0.646 2 0 2

Table 1. Descriptive Statistics



To prove that the measures used are stable
and dependable (Anastasi, 1982; Nunnally,
1978). The internal consistency approach
was used because we wanted to measure the
extent to which the instrument had identical
or homogeneous content. The Cronbach
alpha coefficients of study variables were
computed because of the diversity of con-
structs, variables with a cut off point of 0.7
Nunnally (1978) and Cronbach (2007) were
found suitable for the study. The instrument
measured six variables with a total of 113
components. 73 of the components had an
alpha coefficient above 0.7 after adjust-
ments. The variables with Cronbach alpha
coefficients below 0.7 were improved to at-
tain a desired target by deleting some items
as indicated in the table 3. With the excep-
tion of the two items whose loadings were
below the cut-off point of alpha coefficient
of 0.7, the rest had alpha coefficients that
are above the minimum accepted ratio of
0.7 (Nunnally, 1978; Grayson, 2004 & Gar-
son, 1999). This was proof that the item
scales chosen to measure each dimension
were consistent and dependable. 

eMPIRICal ResUlTs

In this section the results of the research are
described.

In order to identify patterns in data, and
expressing the data in such a way as to high-
light their similarities and differences, we
conducted a principle components analysis.
The extracted factors have been used by the
researchers in subsequent tests in the valida-
tion of the instruments and testing of the
model. KM sub-domain items (knowledge
acquisition, knowledge dissemination and
responsiveness to knowledge) were subjected
to the principle component analysis and the
extracted factors and items were; knowledge
acquisition, responsiveness to knowledge,
and knowledge dissemination, respectively.

The results also indicate that among the
three variables, knowledge acquisition ac-
counted for the most variance in the KM
components. The extracted factors for the
high performance organisation framework
were; high quality management, high qual-
ity work force and openness and action ori-
entation, with openness and action
orientation accounting for the greatest vari-
ance. The extracted factors for competitive
advantage were capabilities and resources;
the results also indicate that capabilities ac-
count for more variance in competitive ad-
vantage. Finally, the high performance
components or items for different variables
were extracted as follows- productivity and
skill. The results indicate that among the
two variables, productivity accounts for
more variance in the high performance con-
struct. 

The appropriateness of the instrument
was measured by carrying out content va-
lidity and construct validity (Lewis et al.,
1999, and Saunders et al., 2007). On the
basis of the guidance of scholars (Churchill,
1979 and Ehlert, 2004) adequacy and cor-
rectness of the instrument was assessed with
the help of experts from different disciplines
mainly human resource, strategic manage-
ment, and psychology. To estimate the de-
gree to which any two measures are related
to each other the researchers used the corre-
lation coefficient. Items that correlated
highly with global variable were enough
proof that they are related. To establish the
convergent validity of knowledge dissemi-
nation, knowledge acquisition, responsive-
ness to knowledge, competitive advantage
high performance. Correlations were run
and they were all significant at 0.01 level
(2- tailed) with their global variables a true
test that their items measure, knowledge ac-
quisition, dissemination,responsiveness to
knowledge, high performance organisation
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framework, competitive advantage and high
performance. 

Convergent validity
Convergent validity can be assessed from
the measurement model by determining
whether each indicator’s estimated pattern
coefficient on its underlying construct factor
is significant (greater than twice its standard
error) (Anderson, and Gerbing, 1988). In
factor analysis, the T-value of all items in
this research were between 5.62 and 14.77,
so they all exceeded 1.96, which indicates
that all observation items are significant in
representing latent variables.

Discriminant Validity
Following Anderson and Gerbing, (1988),
we tested the discriminate validity, which
can be assessed for two estimated constructs

by constraining the estimated correlation
parameter between 0 to 1.0 and then per-
forming a chi-square difference test on the
values obtained for the constrained and un-
constrained models (Joreskog, 1971).
Bagozzi and Phillips (1982, p. 476) state
that “A significantly lower ϫ2 value for the
model in which the trait correlations are
not constrained to unity would indicate
that the traits are not perfectly correlated
and that discriminant validity is achieved.”
In our study, the values of∆

ϫ
2 is between

10.67 and 82.3. All values are exceeded
3.84, indicating that our study achieved
discriminant validity. An attempt was made
to assess the extent to which global variables
are interrelated more especially how they
are associated with high performance (de-
pendent variable); findings are shown in
Table.2
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Table 2. Correlations between global variables

KMM PHOFF CAA HPP

KMM
Pearson Correlation 1

Sig. (2-tailed)

HPOFF
Pearson Correlation .782** 1

Sig. (2-tailed) 0

CAA
Pearson Correlation .841** .808** 1

Sig. (2-tailed) 0 0

HPP

Pearson Correlation .521** .431* .576** 1

Sig. (2-tailed) 0.002 0.012 0

N 33 33 33 33

**. Correlation is significant at the 0.01 level (2-tailed).



The results in Table 2 indicate that global
variables namely: knowledge management
(KMM), competitive advantage(CAA), the
high performance organisation framework
(HPOFF), are related to high performance
(HPP) and are all significant at P< 0.01.
The findings also indicate that competitive
advantage accounts for highest variance in
high performance, followed by the HPO
framework and KM in this order. The results
indicate that there is a high correlation
among the global variables.

Model fit 
The researchers also tested whether what
was predicted or hypothesized and what the
literature said were in line with the results.
The researchers formulated the models and
tested the hypotheses and also assessed the
level of multicollinearity in the model by
carrying out regression tests. The formulated
models and results are shown in Tables 3
and 4. 

The model for research question 1. (What
is the relationship between KM and (objec-
tive and perceived) high organizational per-

formance, and does the HPO framework
mediate this relationship?) and its hypothe-
ses (KM is positively associated with (objec-
tive and perceived) organizational high
performance + The HPO framework medi-
ates the relationship between KM and (ob-
jective & perceived) organizational high
performance) are as follows:

HP = a+ b1A+b2D+b3R+b4C+b5F+e… (i)

Where HP – High performance

Is a constant
b1, b2 and b3 are coefficient values

A, D & R, represent acquisition, dis-
semination & responsiveness to knowl-
edge.

C and F represent competitive advantage
and HPO framework respectively.

The results for this model are given in
the Table 3. 
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Table 3. The regression analysis for KM, CA & High Performance Organisational
Framework on High Performance

Model
Unstandardized
Coefficients

Standard-
ized Coeffi-
cients t Sig.

Correlations Collinearity Sta-
tistics

B Std. Error Beta Zero-order Partial Part Tolerance VIF

1
(Constant) 4.587 0.893 5.136 0

HPOFF 0.345 0.13 0.431 2.662 0.012 0.431 0.431 0.431 1 1

2
(Constant) 3.366 0.946 3.559 0.001
HPOFF -0.079 0.202 -0.098 -0.389 0.7 0.431 -0.071 -0.058 0.347 2.881
CAA 0.543 0.209 0.655 2.594 0.015 0.576 0.428 0.386 0.347 2.881

3

(Constant) 3.257 0.973 3.347 0.002
HPOFF -0.121 0.216 -0.151 -0.559 0.581 0.431 -0.103 -0.084 0.311 3.211
CAA 0.455 0.258 0.548 1.765 0.088 0.576 0.311 0.266 0.235 4.263
KMM 0.152 0.251 0.178 0.606 0.549 0.521 0.112 0.091 0.263 3.802

Dependent Variable:  High performance (HPP)



The results in Table 3 indicate that after
entering all the variables (i.e. both criterion
and mediating variables) in the model, com-
petitive advantage and HPO framework
came out as strong variables and significant
levels at 0.000 and 0.012 respectively. These
results fairly match the researchers’ predic-
tions in the hypotheses. The collinearity di-
agnostics (i.e. VIF and Tolerance) indicate
that the multicollinearity problem among
the predictor variables does not exist because
all the values are below the cut-off value ac-
cording to the rule of 10; which advocates
for a threshold VIF of 10 (O’Brien, 2007;
Scott, 2003; Kutner, 2004, Chong Ho Yu,
2008). This is an indication that predictor
variables are not highly related and therefore
each can account for the variance in high
performance (Kutner, 2004; Bowerman and

O’Connel, 1990; Field, 2006; Chong Ho
Yu, 2008).

The second model tested the direct rela-
tionship between knowledge management
sub-domains and high performance as hy-
pothesized by the researchers. The model
for research question 2 (Does competitive
advantage moderate the relationship be-
tween KM and HPO framework?) and its
hypotheses (KM is positively related to the
HPO framework + CA moderates the rela-
tionship between KM and HPO frame-
work) is as follows:

HP = a + b1A+ b2D+ b3R + e…(ii)

The results for this model are given in
the Table 4.
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Table 4. The regression analysis for CA, KM and high performance

Model

Unstandardized
Coefficients

Standardized
Coefficients t Sig.

Correlations Collinearity Statistics

B Std. Error Beta Zero-order Partial Part Tolerance VIF

1
(Constant) 3.333 0.929 3.588 0.001

CAA 0.478 0.122 0.576 3.924 0 0.576 0.576 0.576 1 1

2

(Constant) 3.243 0.961 3.373 0.002

CAA 0.39 0.228 0.471 1.714 0.097 0.576 0.299 0.255 0.293 3.412

KMM 0.107 0.235 0.125 0.456 0.652 0.521 0.083 0.068 0.293 3.412

a. Dependent Variable: HPP

It can be seen from Table 4 that the only
variable that has a significant contribution
to high performance is competitive advan-
tage (Sig.0.000). It explains the high per-
formance variance by 57.6% (R2 = 0.576). 

Research Question 3: Does the organization’s
CA moderate the relationship between HPO

framework and (objective and perceived) or-
ganizational high performance? 

Hypotheses: 
The HPO framework has a positive impact
on (objective and perceived) organizational
high performance. + CA moderates the re-
lationship between the HPO framework



and (objective and perceived) organizational
high performance. 

HP = a+ b4C+b5F+e… (iii)

The results for this model are given in
the Table 5.
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Table 5. Regression analysis for the High Performance 
Framework and High Performance

Model

Unstandardized
Coefficients

Standard-
ized Coeffi-
cients t Sig.

Correlations Collinearity
Statistics

B Std. Error Beta Zero-order Partial Part Tolerance VIF

1
(Constant) 4.587 0.893 5.136 0

HPOFF 0.345 0.13 0.431 2.662 0.012 0.431 0.431 0.431 1 1

a. Dependent Variable: HPP

In Table 5 the results show that the HPO
framework has a significant relationship
with high performance at (Sig.012). It ex-
plains the high performance variance by
43.1% (R2 = 0.431).

ReseaRCh fINDINgs

Our statistical analysis yielded the following
findings; First, KM has no influence on
high performance, therefore our H1 was re-
jected, KM was positively related to com-
petitive advantage, and hence, H4 is
supported. Second, KM is positively related
to the HPO framework, and H3 is accepted.
The HPO framework was established a per-
fect mediator between KM and high per-
formance. Among the three dimensions of
KM; knowledge acquisition has the greatest
positive influence on the HPO framework.
Therefore the H2 is partially supported. 

Third, thus, CA moderates the relation-
ship between KM, the HPO framework and
high performance. H4 is supported. Fourth,

the HPO framework has a positive impact
on (objective and perceived) organizational
high performance hence, H5 is supported.
Finally, CA moderates the relationship be-
tween the HPO framework and (objective
and perceived) organisational high perform-
ance. The H6 was supported, the implication
is that KM is not directly related to high per-
formance, but it could have an influence if
mediated and moderated by the HPO frame-
work and competitive advantage respectively.
We found that KM affects high performance
when the HPO framework is in place. 

CONClUsION

This study investigates the role of KM,
HPO framework, competitive advantage
and high performance in financial institu-
tions. In this research, we put into operation
three constructs that are used to determine
high performance; KM, the HPO frame-
work, and competitive advantage. It was es-
tablished that the HPO framework is not
only related to CA and KM but also to the



overall organisational high performance.
This is more comprehensive than the find-
ings of Wagner, (2009), that KM leads to
competitive advantage. Though, Pillania
(2008) found KM to be positively related
with high performance, he did not test for
the mediating influence of the HPO frame-
work. 

Implications

The research shows that KM could affect
high performance indirectly. This does not
mean that knowledge is not important, but
the relationship of KM, HPO framework,
CA and high performance is more critical
for managers. In other words, with a good
high performance organisation framework,
KM could successfully increase high per-
formance beyond that of its competitors
(Liao, et al., 2007). Thus, KM (acquisition)
will be more meaningful to employees when
supported by the HPO framework. Because
the knowledge of an organisation is devel-
oped progressively, from acquisition, dis-
semination and response to knowledge, CA
must be related to existing knowledge, in-
cluding the experience and the structure of
knowledge. Nieto and Quevedo (2005),
found that different outside environments
or industry sectors have different impacts
on high performance. The same back-
grounds of knowledge increase the flows of
knowledge and the difference of knowledge
help identify individuals. Based on the ex-
isting knowledge in the organisations, per-
formance can be sustained (Darroch, 2005).

High performance not only focuses on
financial or market share, but also on process
and management. For sustainability of high
performance, organisations should adapt the
HPO framework. If we consider an institu-
tion as a system, knowledge as it’s input, the
HPO framework as it’s processing and high
performance as its output. By managing the

knowledge organisations acquire, dissemi-
nate and respond to knowledge which they
can translate into sustained competitive ad-
vantage and high performance. The con-
cepts of KM, the HPO framework, CA and
(objective and perceived) high organiza-
tional performance appear to be an impor-
tant and promising set of variables. 

limitations

There was a methodological limitation of
using a small sample which limits the gen-
eralisability of the results into developing
countries. In this study we consider CA as a
moderator but we do not know whether or
not organisational culture also influences
high performance. This could be another
moderator which would be a topic for fur-
ther research. Organisational learning could
promote KM, which means that we can ac-
quire, disseminate and respond to knowl-
edge through organisational learning in
order to attain high performance. Given
contextual issues and the fact that some re-
sults were not anticipated, there is a need to
widen the study scope.
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