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ABSTRACT

Knowledge management in law firms involves a numdietools and services for more effectively manggin
sharing, and using knowledge in a variety of aréas:law and how to provide legal services; cliartd their businesses
and industries; the expertise, skills, and backgdsuof firm attorneys and staff; and referral sesrcexperts, possible
merger candidates or lateral hires, and other thamties. However, studying KM practices in legahé in Kenya has not
been sufficiently considered in literature, anditéd studies have been conducted o investigateftet of KM practices
on their organizational performance. The purposeghef study therefore was to establish the influeot&nowledge
management practices on legal firms. The studyetadjall 162 registered law firms. The study emptby descriptive
research design using both qualitative and quaingtapproaches. The study used close-ended quoraties to collect
data using simple random sampling from the law $irithe questionnaire was piloted to ensure valiity reliability. The
collected data was coded and analyzed by the aifitatistical Package for Social Scientists preskimetables. For
purposes of establishing the strength and direcifahe variables in the study, a correlation asialyvas carried out. The
study established that all four practices influehperformance of legal firms. Knowledge sharing (#.664) had the most
influence on performance of legal firms while knedge implementation (r = 0.213) had the least arfae on
performance of legal firms. The study recommendied law firms should enhance their knowledge mamesgé strategies

in order to enhance performance of legal firms.
KEYWORDS: Knowledge Management, Performance
1. INTRODUCTION

Organizations operate in an environment charaeerizy uncertainty, instability and change that &raarious
challenges. Such environment includes many facésrdincreased globalization, rapid technologicalngea and the
growing need for qualified employees and improvedgrmance (Vanhala & Stavrou, 2013). This forcemnizations to
try and exploit the resources at its disposal deoto achieve a competitive advantage. Furtherngiven that the twenty-
first century is labeled as the century of knowkediy is clear that successful organizations aosdhthat are able to
improve and develop their knowledge. Knowledge mgan@ent (KM) is about developing, sharing and apgjyi
knowledge within the organization to gain and saustacompetitive advantage. Scarbrough and Swabil(2érgue that the
rise and growth of KM is one of the managerial ceses to the empirical trends associated with ¢jlodieon and post-
industrialism. These trends include the growth wdwledge worker occupations, and technological ades created by
ICT. In organizational terms, they argue, this nesa is characterized by flatter structures, dedugeatization and

‘virtual’ or networked organizational forms. Accamdly, the uncertainty of the business has esadlatéh more external
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elements to consider and frequent, unpredictatde@és. A growing number of organizations have astbfgam working,
organic structures and knowledge-centric cultusea aonsequence. In the knowledge economy, busixessitives focus
on learning and knowledge management. Tsoukas aiadnigpoulos (2004) noted that an organization tzet the ability
to create knowledge continuously has developed ugnidynamic capability that promotes organizatiokerning.
According to Davenport and Prusak (1998) most kedgé management projects aims: to make knowledsijeleziand
show the role of knowledge in an organization,@wedop a knowledge-intensive culture that faci#itaknowledge sharing
(as opposed to hoarding) and proactively seekinigodfiering knowledge and to build a knowledge isfracture-not only
a technical system, but a web of connections anpaagple given space, time, tools, and encouragetoeinteract and
collaborate. Knowledge has been acknowledged agah competitive asset and many enterprises areragimy it.
Furthermore, the key source of sustainable conwpetddvantage in an ever more unstable businessoement is
knowledge (Linget al, 2009). Making people knowledgeable brings innimvand continued ability to create and deliver

products and services of the highest quality.

Knowledge management in the law firm context inesha firm's “ability to identify, capture, and leage the
internal knowledge of individuals” at the firm atm combine this knowledge with knowledge deriveshirvendors and
other external sources to “enhance the abilitylldae firm staff to create and share knowledgeoasrthe firm, to provide
excellent client service, and to compete in aneasingly aggressive professional legal serviceg@mwent” (Todd,et
al., 2003). In plainer and more intuitive language, Wlemlge management for law firms means “who we knehat we
know and how we do what we do” (Du Plessis & Dut,TaD06). Law firm knowledge management is depehdarand
intertwined with information technology, but sucsfes knowledge management is not just a technoédgitatter. Other
issues, such as information culture and the impoegaf personal service by knowledge managemeritesgsrensure that
the discipline cannot be reduced solely to the tipreof which software to purchase. Knowledge ma&magnt in law
firms has evolved through three phases (Benanmra@oBzalez, 2011). In the latter part of the twehtentury through
the rise of the Internet, knowledge managementsiedprimarily on improving the quality of legal @ees by creating,
gathering, and systematizing knowledge by meantieabinology and in some cases using professionatsdawyers and
other knowledge management staff. In the next phas#inuing through 2008, law firm knowledge magagnt activity
grew significantly, corresponding with an increaskesnand for legal services, higher billing ratex] greater movement
of partners and attorney teams among firms (Dusie® Du Toit, 2006). Developments during this phdscused on
supporting and integrating expanding law firms &etping lawyers cope with information overload. BEwbough firms
used knowledge management more during these boars,ythe prevalence of hourly billing may have lited
fulfillment of knowledge management’s efficiencyrgeating potential. As KM involves valuable proasssvhich can
influence the productivity, financial performancstaff performance, innovation, work relationshipsd acustomer
satisfaction and finally organizational performansteidying the influence of KM practices on orgaitianal performance
in legal firms is important. However, studying KMagtices in legal firms in Kenya has not been sigfitly considered in
literature, and limited studies have been conducteiivestigate the effect of KM practices on therganizational

performance.
2. STATEMENT OF PROBLEM

Knowledge management in law firms involves a numdietools and services for more effectively manggin
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sharing, and using knowledge in a variety of ar&sot (2011) considered whether implementationao€entralized
knowledge management system that emphasized tleetomh of attorney work product in a central reipmry resulted in
lawyers losing power within the organization to adistrators. Despite lawyers’ fears, the reseatggssted that lawyers
actually gained power as a result of knowledge mameent, even though the creation and sharing ofvleuge in the
firm had become more bureaucratized. Significaritipse without social capital could still accestuahle knowledge
even in the absence of personal relationships thitise possessing the knowledge. Other studies hepated that
knowledge management practices developed the desirmpetencies more quickly than the firm’s conigaral training.
Further, studies show that associations among lewvgagaged in knowledge sharing, lawyers’ attitudbsut their
personal contributions to knowledge sharing, arduge of information technology were stronger pteds of knowledge
sharing than lawyers’ positive attitudes towardlitgo (2007) and others studied knowledge manageinea large
Canadian law firm that had invested significantiyjknowledge management strategy, technologies pamtkesses. They
found that the firm’'s “information culture”, its &lues, norms, and practices with regard to the gemant and use of
information”, was more important to information usatcomes than “information management”, the “agggion of
management principles to the acquisition, orgaitinatcontrol, dissemination, and use of informatiobherefore since
KM involves valuable processes which can influertbe productivity, financial performance, staff parhance,
innovation, work relationships and customer sattéda and finally organizational performance, stingythe influence of
KM practices on organizational performance in Idgats is important. However, studying KM practidedegal firms in
Kenya has not been sufficiently considered inditere, and limited studies have been conducteaestigate the effect of
KM practices on their organizational performancegél firms as a key element of the judicial proces&enya can
achieve a higher degree of productivity, innovatiefiiciency, customer satisfaction and competitickvantage with the

use of KM practices, with the result finally ofimprovement in organizational performance.
3. OBJECTIVES OF THE STUDY

The general objective of this study was to esthbtise influence of knowledge management practioes o

performance of law firms in Nakuru Town, Kenya. Ttedy was guided by the following specific objees:
e To determine the influence of knowledge acquisitoarperformance of law firms in Nakuru Town, Kenya.
e To examine the influence of knowledge storage afopmance of law firms in Nakuru Town, Kenya.
* To establish the influence of knowledge sharingperformance of law firms in Nakuru Town, Kenya.
» To evaluate the influence of knowledge implemeatatin performance of law firms in Nakuru Town, Kany
4. LITERATURE REVIEW

Knowledge Management (KM) consists of a range atfices used in an organization to create, captotksct,
transfer and apply of what people in the organiraknow, and how they know what people in the oigion know. It
has been an established discipline since 1995 aittody of university courses and both professi@ral academic
journals dedicated to it (Stankosky, 2005). Knowkedlanagement focuses on the management of knoavieslgn asset
and the development and cultivation of the channktsugh which knowledge and information flow. Withan

organization, such as a commercial company, a law ér an educational institution, knowledge mamaget can be
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understood as the management of its intellectygitalaof knowledge as a form of capital that, Ilfysical or financial
capital, has to be managed to achieve the ainfseodiiganization. The aims could be in the enhanoenfeorganizational
learning and performance (Stankosky, 2005). Mauglies indicated the increased importance of ongcpéar intangible
asset which is knowledge (Jimenez-Jimenez & Satie;V2013). Knowledge is becoming an important dacin
production in addition to other factors of landydar, and capital. Knowledge can be defined asnfioemation, facts, and
concepts that usually reside in practices, normscgsses, documents, and the expertise and expergrindividuals,
which are required for performing tasks (Kim & Le&)10). Therefore, researchers have come to theeagmt that
managing knowledge is vital to the success of dpgdions, even though it is not an easy task. Wiitdeature provides
many definitions of knowledge management, Pimaal., (2012) considered the KM practices to be the mweoaf
acquiring, creating, utilizing, and sharing of kiedge. For the purpose of this study we discuspthetices as proposed
by Pinhoet al.,(2012).

4.1 Knowledge Acquisition

This practice encompass the process of acquiridglearning appropriate knowledge from various im&rand
external resources, such as experiences, expelegant documents, plans and so forth. Interviewaddering, process
mapping, concept mapping, observing, educatingtaiding are the most familiar techniques for knedge acquisition.
Knowledge acquisition refers to the process of iobig new knowledge and information. This new knedde can be
acquired from internal sources or external souticeshe organization. However, regardless of theramuhe most
important determinant to this process is the maitwato find and create new knowledge by employ@gém & Lee,
2010). Organizations can acquire new knowledgeguséveral methods such as through congenital legmhich refers
to inherited knowledge from the founders of a fiewperiential learning which is knowledge acquifie@n experience,
and vicarious learning which is knowledge acquiredn other individuals and businesses where Pg2@&t2) noted that
creating relationships and alliances with differgattners can positively influence an organizatioability to acquire
knowledge. Although acquiring useful knowledge rsimportant process of knowledge creation, manysictan that the
real competitive advantage comes from the capgbdit an organization to generate new knowledge iwitthe
organization. In this context, the key successofabhs been shifted from information processingrtowledge creation
and continuous innovation (Malhotra, 2000). Knowgedreation is not a systematic process that caigbtty planned
and controlled. It can even be considered as tist Eystematic process of KM. The process is cootisly evolving and
emergent and motivation, inspiration and pure chaplgy an important role. In addition, it has bedidely accepted
among scholars that organizational knowledge a@ras heavily influenced by social processes. Thughe well-known
knowledge creation model of Nonaka and Takeucleiettof the four distinct phases, namely, socialiratexternalization

and combination involve extensive social interattiamong organization members (Chua, 2002).
4.2 Knowledge Storage

Knowledge storage involves both the soft or hargestecording and retention of both individual and
organizational knowledge in a way so as to be yasirieved. Knowledge storage utilizes technicgdtems such as
modern informational hardware and software and mupracesses to identify the knowledge in an orgditn, then to
code and index the knowledge for later retrievaltHe other words, organizing and retrieving orgational knowledge

means knowledge storage by providing the abilityetsieve and use the information by the individugbtorage and
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codification of knowledge is not only important fan effective use of knowledge but also it is int@ot for re- using it
when needed so that the knowledge in questioniisggm belong to the organization rather than thevker (Nemati,
2002). According to Wiig (2000), there is a poputgisconception is that KM focuses on rendering thaith is tacit into
more explicit or tangible forms, then storing octdving these forms somewhere, usually some forninthinet or
knowledge portal. The “build it and they will comekpectation typifies this approach: Organizatitai® an exhaustive
inventory of tangible knowledge such as documentsdigital records and make them accessible terafiloyees. Senior
management is then mystified as to why employeesnat using this wonderful new resource. In factpwledge
management is broader and includes leveragingahe of the organizational knowledge and know-ho&at iccumulates
over time. This approach is a much more holistid aser-centered approach that begins not with alit afi existing
documents but with a needs analysis to better stated how improved knowledge storage may beneficifp
individuals, groups, and the organization as a wh&uccessful knowledge storage is exemplified athered and
documented knowledge in the form of lessons leaaretibest practices and these then form the kefrmiganizational

stories.
4.3 Knowledge Sharing

The ability to distribute and share knowledge isaal for the use and leverage of knowledge resesiwhich are
considered important resources to most organizaiiGeiger & Schrevogg, 2012). According to researglsuch as Cyr &
Choo (2010) many factors affect the process ofishpaknowledge in an organization which include thdture of the
organization, the attitudes and values of individuawards knowledge sharing and the nature oft¢bbnology used to
share knowledge. Indeed, organizational culturebees defined as the specific collection of valaed norms that are
shared by people and groups in an organizatiorttetctontrol the way they interact with each otled with stakeholders
outside the organization. Further, researchers Is&meavn that two facets comprise knowledge distrdmjtwhich are
knowledge disseminating which refers to an indiaitfudesire to share knowledge; and knowledge vatgiwhich refers
to the requesting of individuals to share what thkegw (Kamasak & Bulutlar, 2010). In addition, Fo&gChoi (2009)
found that a major obstacle to the process of kadgé sharing is the trust present between indilsd@ome studies in
the past have expressed considerable interest amvlkdge sharing practices (Hiclet al., 2007), and benefits of
knowledge transfer and sharing have been discusiktly among scholars and practitioners. Therefore of the most
important objectives of KM is to bring togetherdahéctual resources and make them available aayassEnizational
boundaries. However, formal or informal social @eses and cultural issues are just as importaetheological systems
in knowledge transfer and sharing. Establishingaaded technological systems does not necessarltg people transfer
and share knowledge in an organization. It is et quality and frequency of social processes tandstructure of
organizational culture that do. In addition to fbemal social processes that can be controllednasdaged to some extent,
spontaneous, unstructured knowledge transfer ¢s\afal for an organization’s success. For thissoer it is necessary to
develop dedicated strategies to encourage suchasmmus knowledge exchanges and a special emptasikl be given

to informal relations (Davenport and Prusak, 1998).
4.4 Knowledge Implementation

This means the application of knowledge and theafigbe existing knowledge for decision-making, noying

performance and achieving goals. Organizationalwkedge should be implemented in the services, s and
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products of the organization. Once knowledge isuied, interpretation of that knowledge is neededorder for
employees to better understand it. Knowledge in&tgtion is defined as “the process through whigfanizations make
sense of new information that they have acquired disseminated” (Florest al., 2012). Organizations seeking to
interpret information should utilize both human aatbctronic means of communication (Skerlaedjal., 2010).
Knowledge interpretation is affected by various staucts including; cognitive maps (existing knowgedbackground),
media richness (methods used to communicate knge)edhformation overload, and unlearning (discagdof useless
information) (Jashapara, 2011). In addition, thecpss of knowledge interpretation is influencedttoy beliefs held by

different individuals and groups.
4.5 Law Firm Performance

Organizational performance is one of the most ingrdrstructures discussed in management reseadchoatd
be considered as the most important criteriondsting the success of a law firm. Performance & afrthe most critical
areas of law firm management, which many managerseimblars and practitioners have focused on impgpwia
strategic variables such as KM practices (Cho, 20P4st studies have conceptualized firms’ perfoiceawith measures
of return on assets, sales growth, new productesscenarket share and overall performance (JarwanskKohli, 1993),
sales growth, market share and profitability, olfgvarformance, new product success, change irivelanarket share,
profitability, sales growth, and overall customatisfaction (Baker and Sinkula, 1999). Other staidiave reported that
financial measures (return on equity, return oregtinent) and operational measures (market shdes, geowth, and,
profit growth) were frequently employed to measorganizational performance. On the other hand,ethgrno full
consensus among academic researchers on the eariaftd indices of organizational performance. & dther words,
organizational performance indices are differentigasuring performance in law firms are differ&ihce the considered
indices for measuring performance are differenthes@f the most important indices applied in presioeisearches have
been selected for this study. The indices whichcamsidered here for measuring the performancéedget enterprises

include productivity, financial performance, stpéfrformance, innovation, work relationships and@uer satisfaction.
5. RESEARCH METHODOLOGY

The study adopted a descriptive cross sectionakguesearch design. Mugenda and Mugenda (2008)ides
descriptive research design as a systematic, ezapiriquiring into which the researcher does nateha direct control of
independent variable as their manifestation hasadly occurred or because the inherently cannot d@pulated. The
target population comprised all 162 registered fmms in Nakuru Town as at December 2014. One du@saire was
administered to each law firm addressed to a paregistered and practicing law in Kenya. Practiclawyers were
chosen upon because of their key role in knowledgeagement in the law firms. From the target pdjpraof 162 firms,
a sample of chosen using statistical formulae andd to be 115 respondents. The study utilized Isimgndom sampling
technique in selecting the respondents. This teglenensured that the sample was representativablegl flexible and
efficient. In this study an appropriate method édlect the primary data was a questionnaire suriey.the purposes of
this study, quantitative data was collected usingosed-ended questionnaire. The primary data wasced from the
answers the participants gave during the survexqgs® The data collected from the questionnaires avealyzed
descriptively and statistically with Statistical dRage for Social Sciences (SPSS) version 21.0.tRerpurpose of

analyzing the relationships of each of the indepanhdariable on the dependent variable, the studyl@yed correlation
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analysis to test the strength and direction ofrétationship. The responses on all the variableoara 5-point scale while
the statements in the view of the same are onertgcale. In the 5-point scale 1, 2, 3, 4 andoBesent strongly disagree,
disagree, neutral, agree, and strongly agree régplyc Out of 115 questionnaires that were isstedhe sampled
respondents, 96 of them were filled and returngcth® returned questionnaires, 8 were incorredligdf and thus were
not used in the final analysis. Therefore, 88 duesaires were correctly filled and hence were ugmdanalysis

representing a response rate of 76.5%.
6. RESEARCH FINDINGS AND DISCUSSIONS

The researcher sought to find out the distributidrthe respondents according to their gender, agekbt,
education level and working experience. The aim twadeduce any trend from the respondent’s profise was directly
linked to the variables of the study. Accordingthe findings, majority of registered legal practiters are male (72.7%)
while female were 37.3%. The researcher attribtrtexd to the existing gender gap across most segidkenya today.
The findings in Table 4.2 indicate that a majonfythe legal practitioners in the law firms aretloé age group 31 — 40
years (40.9%) while the least age group is abovgeats (11.3%). The researcher attributed thiti¢odpening of legal

education in Kenya and the changing demographitisecoKenyan population.

From Table 4.3, the study deduced that more th&a 69 the respondents had an undergraduate degree or
master degree level of education which was attithtid the technical nature of majority of actigtie the legal sector in
Kenya. Further, only 18.1% of the respondents hdiblama level of education further indicating héghrequirements are
needed to join the legal industry in Kenya. Theeagsher further wanted to establish the workingeeemce of the
respondents. This was important since previous ietudndicated positive relationship between expege and
performance which in turn enhance utilization obwtedge management practices. Majority of the redpats (35.2%)
had worked for over 5 years in their respective fams. Cumulatively, more than 66% had more 3 gazfrexperience
while only 12.5% had less than 1 year working eigrere. This can be attributed to the fact that npostate sector
institutions have employees on short-term contrantsan attempt to minimize human resource costsximiae

productivity and to enhance firm performance.
6.1 Influence of Knowledge Acquisition on Law FirmPerformance

The results of the analysis on factors associatitd knowledge acquisition and how it influences |&iwn
performance are shown in Table 1. Majority of tlespondents agreed that their law firm had procetsgsenhanced
acquiring and learning appropriate internal knowkd3.88), had processes that enhanced acquiridglearning
appropriate external knowledge (4.15), that crégtiand innovation were practiced in order to stia® generation of
new knowledge (3.98), that the firm partnered wather stakeholders by creating alliances to acduiewvledge (3.98)
and that the firms had extensive social interastionknowledge acquisition thus enhancing law fperformance (4.12).
The respondents were however unsure whether thel&dge acquired from the firm founders was dissaneid across
the firm.

Table 1: Influence of Knowledge Acquisition on LawFirm Performance
n | Min | Max | Mean | Std. Dev.
88 1 5 3.88 0.992

The firm has processes that enhance acquiring and
learning appropriate internal knowledge
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Table 1: Contd.,
The firm has processes that enhance acquiring and
learning appropriate external knowledge
The firm has internal strategies to enhance edutatnd
training for knowledge acquisition
Creativity and innovation are practiced in order to
stimulate generation of new knowledge
Knowledge acquired from the firm founders is
disseminated across the firm
The firm partners with other stakeholders by crespti
alliances to acquire knowledge
We have extensive social interactions in knowledge
acquisition thus enhancing law firm performance

88 1 5 4.15 0.774

88 1 5 3.13 0.992

88 1 5 3.98 0.977

88 1 5 3.32 0.998

88 1 5 3.98 0.945

88 1 5 4.12 0.779

From the subsequent correlation analysis, it wésblshed that there was a fairly strong positigationship
between knowledge acquisition and law firm perfano®a(r = 0.531). The correlation was significanthet level of 0.03.
Although the correlation was fairly strong, the itiwe nature of the relationship implies that highevels of law firm
performance can associated with knowledge acquisitBased on these findings, the study concluded ttrere is a

significant relationship between knowledge acqigisiind law firm performance.
6.2 Influence of Knowledge Storage on Law Firm Pedrmance

The findings in this section are in line with thecend study objective. Table 2 shows the findingated to
knowledge storage and how it influences law firmf@enance. The respondents, on average, agreeththé&w firm had
both the soft or hard style recording and retentibboth individual and organizational knowledgeairway so as to be
easily retrieved (3.89), that the firm's knowledsferage provided the ability to retrieve and use itiformation by all
individuals (4.21), that the firm had knowledgeratge and codification which is important for effeetuse of knowledge
(3.92) and that the firm had an exhaustive invgntdrtangible knowledge which are accessible teaiployees and thus
enhancing law firm performance (4.04). The respatglevere however unsure as to whether the firm teatinical

systems such as modern informational hardware aftdae and human processes to identify the knogdd8.24).

Table 2: Influence of Knowledge Storage on Law FirmPerformance

n | Min | Max | Mean | Std. Dev.

The firm has both the soft or hard style recording
retention of both individual and organizational iubedge in| 88 1 5 3.89 0.961
a way so as to be easily retrieved.

The firm has technical systems such as modern
informational hardware and software and human @EseE® | 88 1 5 3.24 0.988
to identify the knowledge

The firm’s knowledge storage provides the abilityétrieve
and use the information by all individuals

The firm has knowledge storage and codificationclhs
important for effective use of knowledge

The firm has an exhaustive inventory of tangiblewtedge
which are accessible to all employees and thusneirig 88 1 5 4.04 0.653
law firm performance

88 1 5 4.21 0.745

88 1 5 3.92 0.984

From the subsequent correlation analysis, it wasbéshed that there was a fairly strong positigationship
between knowledge storage and law firm performgnee0.415). The fairly strong positive relationshinplies that law

firm performance is greatly influenced by the admp®of knowledge in the various law firms. The studrther deduced

| Index Copernicus Value: 3.0 - Articles can be serb editor@impactjournals.us |




Influence of Knowledge Management Practices on 23
Performance of Law Firms in Nakuru Town, Kenya

that the strong correlation implied that knowledgene of the key factors influencing law firm pmrhance. Based on
these findings, the study concluded that theresigificant positive relationship between knowledijorage and law firm

performance.
6.3 Influence of Knowledge Sharing on Law Firm Perdrmance

In this section the researcher presents variouscéspouching on knowledge sharing as it influerlees firm

performance in Nakuru Town, Kenya. The findingsdepicted in Table 3.

Table 3: Influence of Knowledge Sharing on Law FirmPerformance

Std.
Dev.

88 1 5 3.17 1.203

N Min | Max | Mean

The firm has a process of sharing acquired
knowledge from one person or unit to another
The firms organizational culture enhances
knowledge sharing

The attitudes and values of individuals towards
knowledge sharing in the firm is positive

The nature of the technology used to share
knowledge in the firm is appropriate to all
Knowledge sharing in the firm is enhanced by
the level of trust present between individuals
Through knowledge sharing, intellectual
resources are available across organizational
boundaries thus enhancing law firm
performance.

88 1 5 3.41 0.994

88 1 5 3.83 0.917

88 1 5 3.98 0.959

88 1 5 3.15 0.983

88 1 5 3.62 0.998

The study established that most of the respondsgtsed that the attitudes and values of individt@agards
knowledge sharing in the firm was positive (3.883t the nature of the technology used to sharevlauge in the firm is
appropriate to all (3.98) and that through knowkedgaring, intellectual resources were availablesscorganizational
boundaries thus enhancing law firm performance2(3.6he respondents were however unsure whethefirthehad a
process of sharing acquired knowledge from oneopeos unit to another (3.17), whether the firmsamigational culture
enhanced knowledge sharing (3.41) or whether kmgeesharing in the firm was enhanced by the lef/éust present
between individuals (3.15). From the correlatioalgsis it was established that there was a strargitipe relationship
between knowledge sharing and law firm performandéakuru Town, Kenya (r = 0.664). The strong gesitelationship
implies that high levels of law firm performancelaw firm can be associated to some extent to titmvledge sharing
schemes offered by the law firms. Based on thesdinfys, the study concluded that there is a sicpnifi relationship

between knowledge sharing and law firm performance.
6.4 Influence of Knowledge Implementation on Law Fim Performance

In this section the researcher presents variouscéspouching on knowledge implementation as lu@rices law

firm performance in Nakuru Town, Kenya. The findireye depicted in Table 4.

Table 4: Influence of Knowledge Implementation on law Firm Performance

N | Min | Max | Mean | Std. Dev.
The firm applies k_n_owledgg and uses emstr‘@8 1 5 297 1.203
knowledge for decision-making
Organizational knowledge is implemented |in 88 1 5| 3.20 0.997
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the services, processes and products of the firm
The firm always interprets knowledge in ord &g
for other employees to better understand it
In the process of interpreting information, the
firm utilizes both human and electroni8 1 5 3.11 0.959
communication
The firm avoids information overload a d88
unlearning by discarding useless information
In the firm, the process of knowledge
interpretation is influenced by the beliefs hel8ta8| 1 5 3.18 0.955
by different individuals
The firm uses existing knowledge to achigve
goals thus enhancing and improving8 1 5 3.02 0.998
performance

1 5 3.23 1.117

1 5 3.15 0.983

The study established that most of the respondesits however unsure whether the law firms applisovkedge
and used existing knowledge for decision-makin®@7{}®. whether organizational knowledge was impleménn the
services, processes and products of the firm (3. &Bpther the firm always interpreted knowledgeomder for other
employees to better understand it (3.23), whethé¢heé process of interpreting information, the fiatilized both human
and electronic communication(3.11), whether then favoided information overload and unlearning bscdiding useless
information (3.15), whether the process of knowkedgterpretation was influenced by the beliefs hieid different
individuals or whether the firm used existing knedde to achieve goals thus enhancing and improp@rérmance.
From the correlation analysis it was establisheat there was a fairly weak positive relationshipwezn knowledge
implementation and law firm performance (r = 0.21Bhe weak positive relationship implies that highels of firm
performance in law firms can be associated to sertent to the knowledge implementation processésanf by the
firms. Based on these findings, the study concludeat there is a significant relationship betweemwledge

implementation and law firm performance.
7. CONCLUSIONS

The concluded that law firms should enhance presedsat enhanced acquiring and learning appropritgéenal
knowledge, enhance acquiring and learning apprpdgternal knowledge, enhance creativity and iation in order to
stimulate generation of new knowledge, should garmith other stakeholders by creating allianceadguire knowledge
and that the firms should have extensive sociaradtions in knowledge acquisition thus enhandawgfirm performance.
Secondly, the study concluded that the law firmeusdhenhance both the soft or hard style recordimgjretention of both
individual and organizational knowledge in a wayasao be easily retrieved, the firm’s should pdevknowledge storage
with the ability to retrieve and use the informatioy all individuals, and that the firm should enba their inventory of
tangible knowledge and make them more accessitdét mployees. Thirdly, the study concluded tihat law firms must
enhance strategies to ensure that the attitudesvalugs of individuals towards knowledge sharingthe firm was
positive, the nature of the technology used toeskapwledge in the firm is appropriate to all, ahdt through knowledge
sharing, intellectual resources be made availatrlesa organizational boundaries. The law firms khthus ensure they
have a process of sharing acquired knowledge froenperson or unit to another, firms organizatiandture enhanced
knowledge sharing and that knowledge sharing infitme should be enhanced by the level of trust @nésbetween

individuals. Finally, the study concluded that lfioms should apply knowledge and use existing kmalgke for decision-
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making, that organizational knowledge was not impdated in the services, processes and productsedirtn, that the

firms should always interpret knowledge in order éher employees to better understand it, thatsishould have a

process of interpreting information, law firms slwbutilize both human and electronic communicatilamy firms should

avoid information overload and unlearning by disiag useless information and that the process aiwkedge

interpretation should be influenced by the belkedkl by different individuals or whether the firread existing knowledge

to achieve goals thus enhancing and improving pedace.
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