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Abstract: Purpose: The purpose of this exploratory researchis to identify and 

measure the promotion of knowledge-oriented management in United Arab 

Emirates (UAE) industries.

Design/methodology/approach: This study was guided through questionnaires 

that surveyed 129 industrial firms, which represent 45 per cent of the total 

industrial firms that are located in Abu Dhabi Emirates. 103 participants com-

pleted and submitted their questionnaires (response rate: 79 per cent, which 

is sufficient for exploratoryresearch). The Directory of the Chamber of Com-

merce was the source of the study definitions.

Findings: The findings revealed that some indications of knowledge-oriented 

management were above the medium level (firm’s missions and visions and 

firm’s attitudes). The indices for human resources and management per-

ceptions were average, but the firm’s system was lower than average and the 
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Introduction: The increasing significance of 

KM in industry

Knowledge management (KM) is a systematic mix of values, 
contextual information and experiences that incorporate new 
theories and information. However, an essential element of 
success in KM is creating an organizational culture that can 
motivate, support, encourage, capture, create, share, codify 
and reuse knowledge at an individual, group and organiza-
tional level. Knowledge management is a concept in which 
an organization gathers, organizes, shares and analyzes the 
knowledge of individuals and groups across the organiza-
tion in ways that directly improve performance (Anvariet al., 
2010). According to Lam (2000), embrained knowledge is 
“formal, abstract or theoretical knowledge” such as scientific 
knowledge. For any firm, both tacit and explicit knowledge is 
embedded in human activities, whereas task-generated knowl-
edge must be managed to serve its purpose and to help the 
firm grow (Ogaraet al.,2010). Due to changes within the eco-
nomical and cultural arena, efforts have been made to change 
and adapt to a more challenging business environment and to 
overcome the heritage of an incompetent old organizational 
culture. Nevertheless, in order for these efforts to be fruitful 
they need to be sustained by practical solutions to enhance 
the role of KM in order to increase the willingness of employ-
ees to share their knowledge.

Thus, KM is concerned with the exploitation and 

knowledge management level followed an increasing pace. In conclusion, 

some strategies were provided to increase the effectiveness of KM in the 

industry.

Keywords: Knowledge management; Knowledge transfer; Knowledge; Industry; 

UAE.
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development of the knowledge assets of an organization with 
a view to supporting and developing the organization’s ob-
jectives. Management entails all the processes associated 
with the identification, sharing and creation of knowledge 
(Endreset al., 2007). In recent years, a wide range of business 
techniques, including performance management, total qual-
ity management and quality assurance, have had both a di-
rect and indirect impact on education, and KM is set to do 
the same. For Reige (2005), knowledge transfer is the move-
ment of knowledge between its origin and the users within a 
specific context. Moreover, organizations are investing heavily 
in knowledge management inorder to improve the efficiency 
of their business. In fact, despite the wide literature on KM, 
there is an abundance of research describing how large com-
panies are successfully practicing KM, but few contributions 
to research on the critical success factors for KM adoption in 
industrial firms (Evangelista et al., 2010) specifically in the 
United Arab Emirates (UAE).

Small businesses vary substantially in their resource po-
sitions, the goals of their founders, and their potential. 
Essentially, the motivation for KM implementation within an 
organization should be driven by the business needs or the 
quality of gained experience. Any KM implementation needs 
a clear road map that is derived from and based on goals and 
the available resources. Klein (2008) suggested that sharing 
knowledge is deeply interconnected with the underlying issue 
of how the knowledge has been created. Moreover, individu-
als are responsible for generating knowledge through the use 
of their cognitive abilities. The major objective of the pres-
ent study is to identify and measure the promotion of knowl-
edge-oriented management in UAE industries. This paper 
aims to redress some of the imbalance in the literature by put-
ting KM into the context of industrial businesses in the UAE. 
The results of the study will help industrial organizations to 
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understand the impact of different enablers onsuccessful KM 
implementation, and how the effectiveness of KM affects any 
firm’s performance.

Knowledge management policies and practices

Knowledge management enables the existing individual 
knowledge to be captured and transformed into organization-
al knowledge which in turn must be diffused and shared by 
many employees. The management must let go of the long-
established philosophy that knowledge is power (Yehet al., 
2006). Organizational knowledge and improving the knowl-
edge held by management are issues of concern to these en-
terprises. Because the managerial activities in the firms in-
volved in the study were the managers’ responsibility and 
their managing efforts proved to be successful, it was clear 
that those surveyed in the sample were aware of the impor-
tance of implementing the KM system in their firms, and that 
such awareness is compatible with knowledge-sharing percep-
tions. Knowledge management includes any effort exerted by 
the managers to exploit organizational knowledge in different 
departments of the firm or within its hierarchy (Finkl and 
Ploder, 2009).

Knowledge is an intangible set of information having dis-
tinctive characteristics that are usually reflected in a specific 
context (Wang et al., 2006). Therefore, the development of 
knowledge systems in all aspects of life, including the man-
agement of industrial firms, has been a matter of survival 
to the firms that generated these systems. This knowledge 
facilitates the firms’ decisions and survival strategies in in-
dustry since it links employees and systems to accomplish a 
more effective and sustainable use of the available resources. 
According to Goh (2002), organizations today focus on find-
ing and using effective means for the transfer of knowledge 
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to sustain a competitive advantage and improve their perfor-
mance. Therefore, knowledge management efforts in such sit-
uations may be regarded as enablers that facilitate the transfer 
of knowledge within an organization. When the management 
of the organization and the employees share the same values 
and perceptions and they internalize these values, the rela-
tionship between the leader and the employees will be stron-
ger (Orlikowski, 2000; Singh and Premarajan, 2007). Top 
management efforts are therefore important in implementing 
the knowledge system to facilitate communication among em-
ployees, which will positively influence perceived knowledge 
benefits. An organization’s management should beaware that 
the employees are part of the knowledge system as well as the 
data side of the equation. KM can be implemented success-
fully only if an encouraging and collaborative environment ex-
ists (Song, 2008). To be credible, the KM system research and 
development should preserve and build upon the significant 
literature that exists in different but related fields (Waldvogel 
and Whelan, 2008). KM is a formalized, integrated approach 
for the identification and management of an organization’s 
knowledge assets. Thus, the transfer of knowledge within the 
organization depends on the context in which the knowledge 
has been created and shared. However, the impact of KM im-
plementation in terms of performance improvement and re-
lated benefits is still elusive (Walsham, 2006). KM is there-
fore concerned with the exploitation and development of the 
knowledge assets of an organization in order to improve the 
organization’s objectives. 

Management entails all the processes associated with 
the identification, sharing and creation of knowledge. 
Organizations that succeed in practicing KM are likely to view 
knowledge as an asset and to develop organizational norms 
and values that support the creation and sharing of knowl-
edge. Thus, KM has to create an environment to enhance 
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and facilitate the transfer and practice of knowledge within 
the firm (Hustad, 2007). It should also be developed in a way 
that will help employees to effectively create, share and ex-
ploit knowledge to enhance their organization’s efficiency 
and subsequently, answer their questions. Evaluating knowl-
edge-based organizations has become one of the most impor-
tant issues in KM as a strategy for improving the competi-
tiveness and performance of organizations (Garcia-Perez and 
Mitra, 2008).

Knowledge management and the organizational 
environment

Knowledge management has received widespread attention in 
recent years. Companies have highlighted the importance of 
knowledge as the basis for competitive advantage in the field 
of business although it is regarded as an intangible asset in 
the firm. Many organizations have gained profit from KM be-
cause they recognize its importance in business growth and 
development (Pillania, 2008). KM is a critical area for man-
agers in today’s competitive environment. However, there is 
general consensus in relation to the fact that the benefits of 
KM have not yet been fully exploited by small firms. Deng 
and Poole (2008) suggested that different channels should be 
used to transfer different kinds of knowledge. In a survey of 
various industries, the data suggested that depending on the 
industry, different channels are of differing importance. For 
example, 64 per cent of the respondents in the pharmaceuti-
cal industry rated meetings or conferences as “moderately” 
to “very” important,while 50 per cent of the respondents in 
the same industry rated patents as “moderately” to “very” im-
portant. However, 51 per cent of the respondents in the aero-
space industry rated meetings or conferences to be “moder-
ately or “very” important, in contrast to the 14 per cent of 
the respondents in that industry who gave the same rating 
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to patents (Rollof and Sefcik,2010).Human factors need to 
be taken into account regarding the creation and sharing of 
knowledge in order to make the process easier.Thus, man-
agement should consider psychological factors rather than 
focusing purely on sharing knowledge. Knowledge consists 
of information, technology, know-how and skills. Value and 
sustainability are better achieved through the integration of 
these resources rather than through competition (Endreset 
al., 2007). Management, knowledge and technology play a 
vital role in attaining high product quality, economic devel-
opment and growth. Managing these resources and capabili-
ties helps the organization in creating competitiveness in the 
industry. Organizations that succeed in practicing KM tend 
to view knowledge as an asset and to develop organizational 
norms and values that support the creation and sharing of 
knowledge. KM is adopted to cater to the critical issues of 
organizational adaptation and competence in order to face 
increasing environmental change (Omerzel and Antoncic, 
2008). Therefore, in order to improve their competitive ef-
forts, organizations and institutions must focus on produc-
ing ‘knowledge workers’ (Godin, 2008). The challenge is that 
KM systems are inert and the knowledge development pro-
cess is too complex to be managed in a bureaucratic or tech-
nical manner. A successful manager knows that the value of 
knowledge management is recognized more clearly now than 
ever. Organizations require effective knowledge-sharing mech-
anisms that enhance the firms’ ability to learn and innovate 
effectively. This can happen when meaningful information 
reaches the management in the organization.

Organizations invest heavily in knowledge management 
in order to improve their performance, and use it as a critical 
resource for sustaining innovative ideas and achieving com-
petitive advantage (Wenger and Snyder, 2000). They require 
a new foundation for KM that is capable of encompassing all 
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the underlying disciplines and perspectives without becom-
ing just another perspective on KM (Parboteeahet al., 2010). 
Therefore, the role of management is to establish the hierar-
chies of a structured information base to enable the efficient 
access and transfer of information throughout the organiza-
tion, and above all, to create a suitable atmosphere with a cul-
ture ofsharing.

Organizations cannot, by themselves, initiate and manage 
KM initiatives in a single way, using a single module. Rather, 
networking within a group with driven business interests and 
common practices is a valid KM tool for regionally based or-
ganizations (Cummings and Teng, 2003). 

The research methodology

The research methodology comprised both qualitative and 
quantitative methods and a literature review of KM in gen-
eral was undertaken. The research adopted in this paper is 
exploratory in nature, aiming to identify and measure the pro-
motion of knowledge-oriented management in United Arab 
Emirates (UAE) industries.

The instrument used was a standardized questionnaire on 
knowledge management of which the internal correlation was 
calculated through Cronbach’salpha at95per cent, and then 
analyzed using a Kruskal-Wallis test. A questionnaire survey 
was conducted, and the final version of the questionnaire 
was tested via interview. The questionnaire was submitted 
during face-to-face interviews involving managers and own-
ers regardless of their skills and job titles. 129 questionnaires 
were distributed. Among the participants were general man-
agers, representing 45per cent of the total industrial firms. 
103 participants completed their questionnaires, making the 
response rate 79per cent. Five sets of measures were used to 
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measure each of the five constructs:management perceptions, 
the firm’s attitudes, the firm’s mission and vision, the firm’s 
system and human resources. Measures were made by inte-
grating the Rampersad test (2001) and the journal of organi-
zational knowledge test (2007), before subjecting the data to a 
formal pre-test by managers and experts. Cronbach’salpha for 
the first factor is 0.73, which indicates high overall internal 
consistency among the items representing the variable. 

Findings of the study 

The correlation and validity of the instrument’s statements 
were tested via Cronbach’s alpha method.The correlation for 
all the subscales of KM was high and significant at 0.01. The 
correlation for the indicators of the firm’s attitude came in 
the first rank (r=0.891), the firm’s mission and vision in the 
second rank (r=0.780), the firm’s system in the third rank (r= 
0.701), management perceptions in the fourth rank (r= 0.661) 
and human resources (r= 0.580) came in the last rank (see 
Table 1).

According to Cronbach’salpha indicator, management 
perceptions was sound (0.81), and the firm’s attitudes were 
very good (0.91). Among the indicators, the firm’s mission 
and vision was the lowest (0.70), whereas other indicators 
such as internal process (0.79) and human resources (0.87) 
surpassed it.The reliability alphas of total KM (0.98) were very 
strong (Table 1) and this is an indication that the research in-
strument has reliable validity. However, the minimum of the 
alpha value for sub scales was equal to 70per cent, which was 
a rather high value.
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The mean variables

The mean values on a five-point scale (1= strongly disagree; 5 
= strongly agree) of the five indicators under KM were 42.44, 
19.73, 15.99, 17.81 and 18.11 for management perceptions, 
the firm’s attitudes, firm’s mission and vision, the firm’s sys-
tem and human resources. The mean KM (sum) was 114, 
which indicates that the respondents believed that the level of 
knowledge management, according to the criteria mentioned, 
was a little less than average. It is clear that the firm’s system 
is more challenging and tangible than the other indicators.

Kruskal-Wallis Test

ANOVA results showed that thehomogenization of variance 
was violated, so we applieda Kruskal-Wallis test. The results 
also revealed that there is a relationship between the firm’s 
attitudes and KM [(Ƙ=13.203, P=.006 / (Ƙ(df=3) = 13.203, P< 
.02)], the firm’s system and KM [(Ƙ(df=3) = 16.110, P< .02)], 

Table 1: 
Statistical Data

Indicator Cronbach'salpha Mean
Correla-
tions

Sig

Management 
Perceptions

.81 42.44 .661 .000

Firm’s Attitudes .91 19.73 .891 .000

Firm’s Missions 
and Visions

.70 15.99 .780 .000

The Firm’s 
System

.79 17.81 .701 .000

Human 
Resources

.87 18.11 .580 .000

KM- Total .98 114
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and human resources and KM [(Ƙ(df=3) = 37.987, P< .02)]. 
In addition to this, the total of KM was [(Ƙ(df=3) = 14.113, P< 
.02)]. There were no significant differences between KM and 
items including management perceptions and the firm’s mis-
sion and vision.

Manage-
ment 
Perceptions

The 
Firm’s 
Atti-
tudes

The Firm’s 
Mis-
sions and 
Visions

The 
Firm’s 
System

Human 
Resources

Total
KM

Chi-Square 1.567 13.203 2.989 16.110 37.987 14.113

df 3 3 3 3 3 3

Asymp. 
Sig.

.709 .008 .285 .001 .000 .004

Indicators 42.44 19.73 15.99 17.81 18.11 114.08

No. of 
Firms

103 103 103 103 103 103Table 2: 
Test Statistics
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Conclusion

This paper attempted to explore KM practices in industri-
al firms through an empirical investigation carried out on a 
set of 129 firms located in Abu Dhabi Emirate in the UAE. 
Knowledge management represents the direct result of the in-
teraction between the individuals, the work environment and 
their organization. The purpose of this paper is to analyze 
knowledge management as a core component of the organiza-
tional knowledge dynamics for industrial firms. This study is 
important for all companies in the economy, especially in the 
industrial sector where managing knowledge is a way of doing 
business and achieving organizational objectives in the indus-
trial sector of the UAE economy. It is proposed that organiza-
tional structure and operational process should be improved. 
Furthermore, the process of KM, knowledge creation, utiliza-
tion, transformation and updating is considered but imple-
mented slowly.

The firms’ organizational culture and management atti-
tudes will influence and hopefully add value to the efforts 
of the employees to build the knowledge-sharing required for 
the benefit of their firms. It is worth mentioning that there is 
observable evidence of KM practices in those industrial insti-
tutions that are also increasing at a slower pace. Respondents 
expressed their belief that the knowledge gained was mostly 
theoretical. There is a need to strengthen a two-way flow of 
information within these firms between departments and the 
organizational hierarchy.The positive commitment highlight-
ed by the study indicates a need to concentrate on the behav-
iouraland human-oriented aspects, while most of the negative 
points indicate that there is a problem in the organizational 
structure. 
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Study limitations

Elaboration may be needed in order to identify whether the 
correlation between age and KM is a significant, weak or nega-
tive relationship. Another limitation is the generalization and 
basic assumption that all organizations are the same. The or-
ganizations may be small or large, depending on the nature of 
their businesses, which may be posed as a question concern-
ing the implementation of KM in different environments.
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