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ABSTRACT
Knowledge is currently recognized as an
essential resource in any organization thus
viewed as a fundamental element of
business success. The ability to collect,
integrate and apply specialized knowledge
of members of the organization is critical
to the ability of a firm to sustain and create
the industry`s competitive advantage.
Knowledge is an important factor in nongovernmental
organizations
whose
successful application helps them deliver
the desired social impact. This knowledge
in the most organization is however
diffused, and not properly recognized. This
study sought to determine the effect of
knowledge identification, knowledge
acquisition, knowledge sharing and
knowledge storing strategies on program
implementation at CARE International
Kenya. The specific objective was to
determine the effect of knowledge
repository on program implementation at
CARE International Kenya. This study
employed a descriptive survey design
which is the most suitable since it ensures
that the obtained data provides suitable
answers to the research questions. The
unit of analysis was CARE International
Kenya while the unit observations were
employees’
working
with
CARE
International Kenya. The target population
of the study was 324 employees working
with CARE International Kenya at their
offices in Nairobi. The study’s sample size
was the 179 employees at CARE
International Kenya. Primary data was

analyzed. Primary data was gathered from
the employees using structured and semistructured questionnaire. Pre-testing and
validation of the questionnaire were done
by conducting a pilot test. Descriptive
statistics were used in evaluating
quantitative data gathered and it was
carried out using SPSS version 21 and
Microsoft Excel. The presentation of the
findings was through presented tables,
charts, and graphs. The association among
the variables was analyzed using multiple
regressions analysis. The study established
that knowledge repository, knowledge
identification, knowledge acquisition, and
knowledge sharing had a positive
relationship with program implementation
at CARE International Kenya. The study
recommends that the organization should
provide their employees with library
facilities that are well equipped to ensure
that the staffs are able to sharpen their
skills and expertise and also provide a
suitable environment that will encourage
employees to stay. Management of the
organization should ensure that their
systems and applications are right so as to
ensure that ideas are captured and shared
within the organization and help avoid
incidences of memory loss.CIK should
organize frequent workshops for their staff
as this will enable them to share
knowledge among themselves and acquire
more skills.
Key Words: knowledge repository, share
point, experience of knowledge workers,
library, systems, application

INTRODUCTION
Knowledge is currently recognized as a vital resource in any given organization and is
viewed as a crucial element of businesses that are successful, (Wafula, 2012). Even though
certain forms of proprietary information are easily transferable, employee knowledge is not
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freely copied. This, therefore, implies that knowledge embedded in the worker's minds can be
lost when they depart from the organization. Therefore, the key goal of managers is to
transfer employees' intellectual assets in form of knowledge into a firm's knowledge. To
productively transform this knowledge, management requires knowledge management
capabilities. A study by Barberand (2006), notes that a key concern that has developed
regarding knowledge management is how to realize it successfully. Additionally, as firms
begin to achieve and implement their knowledge, they need clarity on the key factors that will
impact knowledge management, which in this case are the knowledge management
capabilities.
Knowledge is considered to be a very crucial strategy for most of the organizations. The most
common pattern is the one of knowledge as power and this makes someone to keep it for
themselves so as to ensure they have an added advantage (Uriarte, 2008). In the year 2015,
the Multimedia Development Corporation of Malaysia identified knowledge as a very
important resource that needs to be managed efficiently and effectively as this enables
companies to have a sustainable competitive advantage in a dynamic environment. The new
economy which is knowledge-based places high significance on creation, usage and effective
knowledge diffusion (Ford & Staples, 2016). Every firm must have the capability of
accumulating certain intangible assets of knowledge which are significant to its different
operations. The current paradigm is that, for an organization to grow, knowledge must be
shared.
Tiwari and Saxena (2012) point out that Knowledge Management (KM) is a fresh idea in
Pakistan and several managers have not familiarized with its practice. However, KMPs
produces within the organization created that results in enhanced performance. In Pakistan,
managers are more oriented in terms of performance. Unfortunately, the managers do not put
a lot of emphasis on development and research, since creativity and innovation come from
practices of knowledge that are widely shared which is not available in Pakistan. Thus, the
key focus is to find out if Knowledge Management has the ability to improve the financial
stability of the organization; if KM is found to improve financial stability then managers will
have had potential saving in efforts of quality improvement. In a time of rapid technological
improvement, the potential to use KM to improve the quality of project implementation is
increasing exponentially (Noordende, 2010). KM can play a key role both in the prevention
of humanitarian catastrophes and in building capacity to improve disaster response. In
addition, it helps strengthen coordination and communication in emergencies situation. By
evaluating the performance of humanitarian support, keen interest is taken on the use of KM
in innovative ways to humanitarian projects, as it plays a critical component in helping
extend the impact, reach and scale of initiated programs by the international humanitarian
organizations (Agoti, 2014).
Humanitarian NGO is a company independent from the government and its fund is sourced
elsewhere and not the state. The NGO Co-ordination Act, 1990 no. 19, through the Kenya
Gazette Supplement No. 85 (Act No. 8) 23 October 1992, explained an NGO as “a private
voluntary grouping of individuals or 8 associations, not operated for profit or for other
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commercial purposes but which have organized themselves nationally or internationally for
the benefit of the public at large and for the promotion of social welfare, development,
charity or research in the areas inclusive of, but not restricted to, health, relief, agriculture,
education, industry, and the supply of amenities and services” (Kenya Gazette, 1990, pp.12).
Humanitarian aid is the accepted assistance and action that is aimed at saving lives, suffering
alleviation, maintaining as well as protecting the dignity of the human during and in the
aftermath of the natural catastrophes and man-made crises, and to strengthen preparedness
and prevent such situations occurrence. There has been a huge growth both quantitative and
qualitative witnessed in Kenya for the last quarter of the 20th century. For example, NGO`s
recorded a cumulative growth that was over 100% between 1977 and 2017. A great number
of these organizations have been registered under the Culture and Social Sciences Ministry.
Those which are registered by the NGO Coordination Board as of 2014 (under the office of
the president) were about 7,258 in comparison with 250 in 1993. The term NGO`s and civic
organizations have been used interchangeably to also cover the civil society organizations
which are not self-serving, voluntary and independent (Chandra, 2012). NGO’s operations in
Kenya as well as in other countries face several challenges. These factors have consequences
to the autonomy of the NGO. For example, the NGO`s operational environment defines the
projects and programs effectiveness undertaken by the humanitarian NGO`s. How NGO`s
operate or are run relies on the social, economic and political conditions in a country. For
instance, the beneficiaries, the founders as well as the donors will drive and have an influence
on the operations of the NGO`s (Muiruri, 2006).
STATEMENT OF THE PROBLEM
CARE International Kenya in the recent past has not been implementing its programs
effectively to the expectation of its key donors and as such, some donors have either reduced
their funding or completely stopped funding the programs. Key donors like the Center for
Disease Control (CDC) and Global Fund have shifted their funding to other NGO's who are
CARE Kenya competitors. Over 5 years from 2012 to 2017, the commodity in-kind receipts
which are revenues from multilateral donors, the government of Canada and other
organizations have reduced by an average of 17% from $33.6M to $5.7M. Monetary assets
which include cash and cash equivalents, receivables and contributions from donors as in
2017 had reduced by 25% in comparison to 2012 amount. Withdrawal and reductions of
donor funds and support on CIK key programs have resulted in portfolio funds reducing by
an average of 40% over the last 10 years (CARE Kenya, 2016). Even though CIK has been in
existence in Kenya since 1968, it still does not practice a vibrant knowledge management
strategy. By CIK adopting an effective knowledge management strategy, CIK will be able to
build a sound, robust and secure evidence base information, CIK will develop and preserve
program experience and expertise, CIK will help staff and communities to apply knowledge
in their daily work, CIK will build an environment where taking time to network, share,
reflect and learning is encouraged and valued with strong leadership from all levels (CIK,
2016). A McKinsey-Devex survey made a conclusion that 64% of projects that are donorfunded fail (Hekala, 2012) indicating that just 36% of the projects which are donor-funded
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are what ought to be defined in the discipline of project management as “successful”. If 64%
of the projects of international development are not meeting the set objectives, those projects
delivery requires to change (Hekala, 2012). At the sixth decade dawn of aid development, the
enthusiasm of the first years has allowed disillusionment and controversy. In accordance with
assistance proponents, it is working, albeit not perfectly, and a "big push" more assistance
will change Africa (Sachs, McArthur, Schmidt-Traub, Kruk, Bahadur, Faye &McCord,
2004). In an organization that lacks proper management of knowledge; two key difficulties
will be experienced: brain drain and memory loss of the organization. Loss of memory of the
organization would occur when one area of the organizational brain becomes ignorant to the
knowledge that other parts as well possess. Loss of memory is noted again when the same
business unit or department fails to remember the gained knowledge from previous projects
of experiences. Therefore, organizations happen to reinvent the wheel each time a new, yet in
many aspects, the same, project is undertaken. This implies that the organization may
unknowingly repeat similar mistakes, given that no lessons have been learned from past
mistakes. The brain drain takes place whereby, resources of valuable knowledge are lost with
those employees who are leaving the organization (Al-Ali, 2003). It was pinpointed that the
mind of an organization is the strategy; the actions of the organization will lack consistency,
direction, and impact as well. Nyamu (2012) argues that lack of proper information affects
delivery among NGOs in Kenya with most performing dismally in terms of efficiency, value
for money, sustainability, and innovation, the study did not mention the effect of KM on
programs implementation in the humanitarian NGOs. This study concurs with Laura (2014)
on NGOs ranking who found that most NGOs operating in Kenya and other developing
countries performed poorly compared to those in developed countries, but it did not mention
the effect of KM on program implementation in the NGOs. Due to the complex nature of
programs, CIK faces many obstacles. These entail economic complications, provision of
continuous humanitarian services challenge, cultural obstacles that are unpredictable, as well
as hardships navigating within the systems that are already existing. These problems are
exacerbated when the organization does not have well-oiled monitoring and evaluation
procedures to assess their overall impact on the community. Knowledge management,
however, poses the greatest challenge to the organization as when employees with knowledge
leave the organization, the results go beyond the replacement integration and recruitment
substantial cost. These necessitate the identification and management of organizational
knowledge to cushion the organization against knowledge loss. This research sought to
identify the effect of the strategies of knowledge management strategies on the
implementation of the program in CIK.
THEORETICAL LITERATURE REVIEW
Resource-Based View of the Firm
The resource-based view (RBV) was formulated by Wernerfelt (1984). This is a popular
theory of desirable performance. The basic logic of the theory is its belief that the intended
product of an effective managerial input within the firm is a sustainable expedient
performance. A resource-based view reiterates that a firm adopts its resources and
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capabilities of creating a desirable performance that conclusively leads in the creation of
higher value and achieves the effectiveness of the organization. For a firm to attain the
effectiveness of an organization it, therefore, has to allocate its capabilities and resources
wisely beside competing requirements due to the changing environment of the business
(Armstrong, 2009). The firm approach RBV recognizes the strategic significance of
behavioral and social interactions in the choice conceivability as well as the execution of the
strategies of the organization. The RBV brings together two perspectives; the company`s
internal analysis of the phenomena and the industry`s external analysis as well as its
competitive environment (Dess, Lumkin, Eisner & McNamara, 2012). Additionally, the
company's resources need evaluation to determine how rare, valuable and ease of duplication
by rivals. Otherwise, the firm only achieves competitive parity. These resources which are
intangible are often found in the firm and are commonly in the form of tacit knowledge
(Makhija, 2003).
Resources are social, human, physical, financial, organizational and technological factors
which enable a company to generate its customer’s value. Resources of the company are
either intangible or tangible (Hill & Jones, 2009). Resources which are intangible are nonphysical entities which are other employees and managers creation, like names of the brand,
the company`s reputation, the gained knowledge by the employees by experience, as well as
the company`s intellectual property, including the one that is protected by trademarks,
copyrights, and patents. Tangible resources are physical ones like buildings, land, equipment,
plant, money, and inventory. The resource-based theory of a firm was used in this study to
establish how knowledge management resources can be utilized to enhance program
implementation. Knowledge management has been seen as a valuable resource that is
inelastic in supply and that leads to effective and successful program implementation in
NGO’s. Different capabilities shape the plans the organizations pursue, that create great
efficiency, innovation, the quality on the responsiveness of the beneficiaries. Similarly, this
results in superior performance in the organization and competitive advantage.
Knowledge-Based View of the Firm
Since this originated from the literature of strategic management, this view builds upon and
also extends the resource-based view of the firm (RBV) originally promoted by Penrose
(1959) and expanded later by others (Weinerfelt, 1984; Barney, 2001; Conner, 1991). The
theory puts into consideration knowledge as the firm`s resource that is most strategically
significant. Its supporters affirm that since resources which are knowledge-based are
normally hard to imitate and complex socially, heterogeneous knowledge capabilities and
bases amongst firms are the key determinants of the superior corporate and sustained
competitive advantage. In accordance with the knowledge-based view, innovative knowledge
is what required by companies to rule over an industry (Malik & Malik, 2008). This view
looks at a firm a "distributed knowledge system" comprising of knowledge-holding
employees. The view argues that the role of a firm is to coordinate those employees` work so
as to create value and knowledge for the firm. (Carlucci, 2004) affirms that "knowledge
assets are as important for competitive advantage and survival, if not more important, than
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physical and financial assets "in strategy, capabilities and knowledge-based views have
extended largely resource-based reasoning through the suggestion that the primary resource
which underlies creation of new value, competitive advantage, and heterogeneity (Barney,
2001).
Knowledge-based view (KBV) considers sees knowledge as the most vital source for the
competitive advantage of the firm (Feng, Chen & Liou, 2005). It has been affirmed that
knowledge is a vital resource of the strategies of the firm as well as the source of competitive
advantage as the combination of a set of knowledge instead of individual knowledge (Felin &
Hesterly, 2007).In addition, knowledge helps firms in strategic products and market
development and offers another way of getting a competitive advantage and differentiation.
KBV has enhanced a move from a competitive advantage which is founded on the position of
the market to one which focuses on the capabilities of the firm (Felin & Hesterly, 2007).
Furthermore; the orientation of the strategies of the firm has also shifted from the positionbased to the capabilities-based one. Often firms utilize fresh knowledge to enhance their
capabilities from collaborative partners through alliance (Kale & Singh, 2007) or the
development of models that are effective (Capron & Mitchel, 2009). KBV emphasizes on
competition that is knowledge-based. In summary, the KBV shows that firms may
differentiate themselves based on their strategies of knowledge management (KM). As every
individual asset of knowledge is hard to get and imitate; firms which gain a competitive
advantage by KMS have learned to also integrate their assets of knowledge to create
effectively a general capability of KM. The knowledge-based view of a firm theory was
applied in this research to establish how management of knowledge resources can be utilized
to enhance program implementation.
Organizational Learning Theory
Angry and Schon, (1996) are two of the most noteworthy players in the area of organizational
learning theory. According to Argrys& Schon, (1996) Organizational Learning is a result of
the organizational inquiry. This implies that every time anticipated outcome varies from the
initial outcome, a group or individual will participate in the inquiry to understand and, if
important, tackle this inconsistency. In the organizational inquiry process, the person will
have an interaction with other organization`s members and learning will occur. Thus, learning
is a result of this association. A learning organization is the given term to a firm or
organization which enhances the members learning and transforms itself continuously.
Learning organization is able to grow because they can deal effectively with challenges and
burdens weighing heavily on them and are therefore able to operate in a competitive business
environment. A learning organization contains five key characteristics; thinking systems,
mental models, team learning, personal mastery, and shared vision. The concept of the
learning organization inspires organizations to move to a better interlinked thinking way.
Organizations ought to be more like communities’ which employees may feel an obligation
to and thus work harder (Serenko, Bontis & Hardie, 2007).
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The theory of Organizational learning stipulates that, in order to become competitive in an
environment that is changing, organizations must adjust their actions and goals to achieve
those goals (Janz & Prasarnphanich, 2003). However, for learning to take place, a conscious
decision must be made by the firm to transform actions in response to a circumstance change
and have to consciously connect action to the outcome. Learning of the organization has
many cognitive research and psychology similarities since the initial learning happens at the
level of the individual: nevertheless, it is not organizational learning until the information is
shared, stored in the memory of an organization in a way that it can be accessed and
transmitted, and utilized for the goals of an organization (Cha, Pingry &Thatcher, 2008).
Organizations try to utilize a number of authoritative resources, which include knowledge
that some individual hold and within systems of knowledge that the organization maintains.
Explicit knowledge may be categorized, documented and transmitted to other people as
information, and shown to others by explanations, demonstrations and other sharing forms.
However, tacit knowledge is hard to replace, duplicate or interpret, since it is founded in a
blend of experience, induction, and research that may have been advanced over a lot of years
(Debowski, 2006).
Strategic management of knowledge ensures the growth of corporate strategic knowledge
matures and learns together with its individual members. Marquardt (2011) considers the
main management task in learning organizations as enhancing learning and experimentation
of the employees from experience enhanced by total disclosure as well as timely feedback.
Chances are created all over the whole organization to cultivate attitudes, skills, and
knowledge. The theory of organizational learning was employed in this research to establish
how knowledge management resources can be utilized to enhance program implementation.
EMPIRICAL LITERATURE REVIEW
Bock, Sabherwal, and Qian (2015) undertook a study on social context effect on systems of
knowledge repository success. This paper tests and develops a model of the success of KRS,
that include perceived searchability of KRS, output quality of KRS, perceived usefulness as
well as the satisfaction of the user and looks at how three social context aspects (intrinsic and
extrinsic reward and the trust of the organization) affect KRS success dimensions. This study
employed the method of a survey as the key method for collection of data. The target
respondents included business workers who are using KRS.
The research employed the method of a survey amongst Singapore and China organizations
by email (for respondents in China) and mail for those in Singapore, respectively, during a
period of four months from February to May 2004. To enhance equivalency of translation
between the questionnaires of the English and the Chinese version, two bilingual translators
were invited to do back-translation. Empirical findings from a survey of 141 users of KRS in
Singapore and China show that perceived KRS quality of output relies on searchability of
KRS as well as the social context, perceived usefulness relies on perceived KRS quality of
output, and satisfaction of the user relies on perceived KRS quality of output and perceived
searchability of KRS. The study, however, gives some surprises: perceived searchability of
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KRS indirectly only (by perceived output quality of KRS) affects perceived usefulness. This
study focused on the success of systems of knowledge repository social context. The current
research targets to assess the knowledge repository effect on program implementation. The
study was conducted in China and Singapore which are developed countries; hence the
findings cannot be generalized to developing countries.
Bock, Mahmood, Sharma, and Kang (2015) studied the overload of contribution and the
overload of information effect on continued use of repositories of electronic use. This
research employed the theory of cognitive dissonance in determining if IO and CO have any
effect on the willingness of employees to use EKRs. The findings from 144 respondents of
the survey give the first empirical evidence that overload contribution exerts a significant and
direct negative effect on the intention of continued use of EKR through alteration of
perceived system satisfaction and usefulness. This study focused on electronic knowledge
repositories. The current research targets to come up with the knowledge repository effect on
program implementation.
RESEARCH METHODOLOGY
This research adopted a descriptive research design; the design is the most suitable because it
ensures that the obtained data provide suitable answers to the study questions. The target
population of this study N was 324 staff working with CIK in Kenya (CIK, 2017). A
sampling frame is a detailed list of all the units of sampling, that sample was; picked out
(Kombo & Tromp, 2006). The sampling frame was the list of all 324 employees in the class
of top, middle as well as low management level respectively, from where the selection of the
respondents was done. The research adopted the Slovin's formula to arrive at the sample size.
The study sample size was 179 respondents out of 324, which represented 55.24% of the
target population. Stratified random sampling was employed in sample selection and simple
random sampling was used in selecting a sample from each stratum to form a sample size of
179. The research adopted structured and semi-structured questionnaires in collecting
primary data from the respondents. Primary data was collected from the employees by use of
structured and semi-structured questionnaires. The researcher administered the questionnaires
individually to the respondents. A method of drop and pick-later was used to send out
questionnaires to the respondents who were sampled. The research conducted a study pilot to
pre-test and validates the questionnaire. The research instrument was piloted in which 10
respondents who were not part of the respondent who is selected for the final research. Face
validity was conducted in determining the degree to which the questionnaire covers the
concept it purports to measure. Construct validity was adopted by this study in measuring the
extent to which collected data by use of a specific instrument symbolizes a particular domain
or a specific concept. Questionnaire`s reliability was assessed by Cronbach`s Alpha that
measures the internal consistency. The quantitative data collected was evaluated using
descriptive statistics as frequency, percentages, mean and standard deviation using Statistical
Package for Social Sciences (SPSS) version 21 and Microsoft Excel. The findings were
presented using frequency tables, charts, and graphs. The study also used multiple regressions
analysis to analyze the collected data to measure the relationship between KM strategies and
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program implementation at CIK. In this study, there were four independent variables;
knowledge repository, knowledge identification, knowledge acquisition, knowledge sharing.
Multiple regression models equation;
Y = β0 + β1X1 + β2X2 + β3X3+ β4X4 + ε
Where; Y = Program Implementation at CIK; β0 = Constant (coefficient of intercept); B1…
B4 = regression coefficient of four variables.X1= Knowledge Repository; X2=
Knowledge Identification; X3= Knowledge Acquisition and X4= Knowledge Sharing;
ε = Error term.
RESEARCH FINDINGS AND DISCUSSIONS
The study targeted sample size of 179 respondents from which 152 filled in and returned the
questionnaires making a response rate of 84.9%. This response rate was satisfactory to make
conclusions for the study. The first objective of the study was to determine the effect of
knowledge repository on program implementation at CARE International Kenya. Regarding
SharePoint, the respondents were in agreement that there is an online platform where
information is stored and can be accessed by staffs as shown by a mean of 4.342, SharePoint
platform is continually updated with current information as shown by a mean of 4.250 and
there is a secured online platform which is accessed only by authorized personnel as shown
by a mean of 4.138. On experience of knowledge workers, the respondents were in agreement
that staffs are specialists in their own field of expertise as shown by a mean of 4.309, the
organization ensures that the experienced employees are retained as shown by a mean of
4.224, staffs are conversant with their own tasks as shown by a mean of 4.099, and staff can
effectively communicate within their departments and with members of other departments on
their areas of responsibility as shown by a mean of 4.059. These findings concur with Bock,
Mahmood, Sharma and Kang (2015) who studied the overload of contribution and the
overload of information effect on continued use of repositories of electronic use and found
out that overload contribution exerts a significant and direct negative effect on the intention
of continued use of EKR through alteration of perceived system satisfaction and usefulness.
The respondents further agreed on the library that is equipped and has updated information
about the organization and the programs as shown by a mean of 4.322, library facility is
accessible to all staffs in the organization as shown by a mean of 4.276 and there exists a
library facility in the organization as shown by a mean of 4.197. Additionally, the
respondents agreed on systems and applications that awareness of appropriate knowledge
storage system are documented well for accomplished chores for future use as shown by a
mean of 4.355, organization has the right systems to capture and share new ideas and
experiences as shown by a mean of 4.316 and organization uses technology to enhance
service quality in every department as shown by a mean of 4.217. Bock, Sabherwal and Qian
(2015) undertook a study on social context effect on systems of knowledge repository success
and found that perceived KRS quality of output relies on searchability of KRS as well as the
social context, perceived usefulness relies on perceived KRS quality of output, and
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satisfaction of the user relies on perceived KRS quality of output and perceived searchability
of KRS.
INFERENTIAL STATISTICS
The model summary is used to analyze the variation of the dependent variable due to the
changes in independent variables. The study analyzed the variations of program
implementation at CARE International Kenya due to the changes of a knowledge repository,
knowledge identification, knowledge acquisition, and knowledge sharing.
Table 1: Model Summary
Model R
R Square
a
1
.891 .794

Adjusted R Square
.779

Std. The error of the Estimate
1.1836

Adjusted R squared was 0.779 implying that there were 77.9% variations of program
implementation at CARE International Kenya due to the changes of a knowledge repository,
knowledge identification, knowledge acquisition, and knowledge sharing. The remaining
20.6% implies that there are other factors that lead to program implementation at CARE
International Kenya which was not discussed in the study. R is the correlation coefficient,
which shows the relationship between the study variables. From the findings, there was a
strong positive relationship between the study variables as shown by 0.891.
The analysis of variance ANOVA is used to determine whether the data used in the study is
significant.
Table 2: Analysis of Variance
Model
1

Regression
Residual
Total

Sum of Squares
24.352
15.42
39.772

df
4
147
151

Mean Square F
6.088
58.037
0.105

Sig.
.001b

From the ANOVA statistics, the processed data (population parameters) had a significance
level of 0.001. This shows that the data is ideal for making conclusions on the population’s
parameter as the value of significance (p-value) is less than 5%. The F calculated was greater
than F critical (58.037 > 2.433). This shows knowledge repository, knowledge identification,
knowledge acquisition, and knowledge sharing significantly influence program
implementation at CARE International Kenya. The findings concur with the findings of Tow
(2015) who undertook a study on the contribution of knowledge identification to knowledge
management effectiveness and found out that knowledge identification significantly plays a
part to effective Knowledge Management.
The knowledge repository is statistically significant in explaining program implementation at
CARE International Kenya as shown by (β = 0.224, P = 0.003). This is an indication that
knowledge repository had a positive relationship with program implementation at CARE
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International Kenya thus a unit increase in knowledge repository results to an increase
program implementation at CARE International Kenya.
CONCLUSIONS AND RECOMMENDATIONS
The study found that knowledge repository is statistically significant in explaining program
implementation at CARE International Kenya. The study also established that knowledge
repository had a positive relationship with program implementation at CARE International
Kenya. The study, therefore, concludes that a unit increase in knowledge repository results to
an increase in program implementation at CARE International Kenya.
Knowledge repository was found to positively relate with program implementation at CARE
International Kenya. The study recommends that the organization should provide their
employees with library facilities that are well equipped to ensure that the staffs are able to
sharpen their skills and expertise and also provide a suitable environment that will encourage
employees to stay. This will ensure that the organization retains its competent staff thus
avoiding brain drain in the organization. The study also recommends that the management of
the organization should ensure that their systems and applications are right; this is to ensure
that ideas are captured and shared within the organization thus ensure that the organization
does not suffer memory loss. The organization should also introduce the use of new
technology in its operations to enhance service quality in every department.
This study sought to establish the effect of knowledge management strategies on program
implementation at CARE International Kenya. The study recommends replication of the
research study in other NGO’s in the country. The study recommends identifying and
develops specific processes to support a Knowledge Management System. The study further
recommends a study to be conducted on the challenges facing program implementation at
CARE International Kenya.
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