Jahangirnagar University Journal of Management Research Vol. 7, December 2024
ISSN (Print): 2522-3755

ISSN (online): 3006-6050

Jahangirnagar University Journal of Management Research Vol. 7, December 2024
Effect of Knowledge Management Practices on Employee Performance: A Study on Some Selected

	[image: image1.jpg]



	Jahangirnagar University

Journal of Management Research

Journal Homepage: https://journals.juniv.edu/index.php/jujmr


Effect of Knowledge Management Practices on Employee Performance: A Study on Some Selected Private Commercial 
Banks in Bangladesh
Md. Rubel1
	Artical Info:

Received:
Revised:

Accepted:

Published:

Keywords:
Knowledge Management (KM), Knowledge Management Practices (KMP), Private Commercial Banks, Bangladesh 

Jel classifications


	Abstract

In today's world, knowledge management is a crucial factor that confirms the success and sustainability of any organization. The prime goal of this study is to examine the effect of knowledge management practices on employee performance inside the private commercial banks in Bangladesh. The research utilized both primary and secondary data sources. For collecting primary data, a five-point Likert scale structured questionnaire was used. All the participants of the study were the employees of the twelve (12) selected private commercial banks located in Dhaka City, Bangladesh. The sample size was 146. The secondary data has been collected from different knowledge management books, several journal articles, the Internet, and various bank documents. Survey data were summarized using percentages, frequencies, means, and standard deviations. Regression analysis is employed while making inferences and assessing hypotheses. After analyzing the data, the study concluded that there is a positive relationship between knowledge management practices and employee performance. For this reason, to enhance employee performance, banking organizations should focus on knowledge management practices.


1.0 Introduction

The world economy is presently experiencing a significant transformation from an industry-centric to a knowledge-centric global economy (Al Mulhima, 2020; Dzenopoljac et al., 2016; Tarhini et al., 2015). Businesses are heavily dependent on their knowledge-based assets to achieve and maintain a long-term competitive advantage. The capability of an organization to create and apply knowledge is essential in the contemporary world economy, affecting its growth and sustainability (Alvarenga et al., 2020; Ashok et al., 2021; Khadir-Poggi & Keating, 2015).

In the present competitive, uncertain, and ever-growing corporate world, knowledge management (KM) has become an important element that requires careful attention. Knowledge management (KM) is the systematic process of acquiring experience, knowledge, and expertise, which in turn develops new skills, improves work performance, encourages innovation, and adds value for customers (Gloet & Terziovski, 2004). It fosters an environment that encourages skilled individuals to share and utilize their expertise, as well as to generate new knowledge. From a knowledge-centric perspective, the most important production tools are intangible. This viewpoint emphasizes human capital, encompassing skills, experiences, competencies, motivation, and the manner in which individuals utilize these attributes to benefit the organization (Crook et al., 2011). Acquiring and applying individual knowledge, skills, and intelligence for organizational benefit is more challenging due to their implicit nature. In a few cases, this approach may create a difficulty for management (Asogwa, 2012). Most of the management literature argues that efficient knowledge management increases organizational performance and ensures a competitive advantage (Kalling, 2003; Magnier-Watanabe & Benton, 2017; Palacios Marqués & José Garrigós Simón, 2006; Schiuma, 2012; Zaim, 2016). The company's ability to efficiently manage its assets and resources, including knowledge, produces various advantages for the business firms. These advantages include knowledge transfer, structuring, and development of organizational efficiency (Choi et al., 2008).

The relationship between knowledge management and job performance has not been adequately examined or thoroughly evaluated in the present literature, especially in studies of KM (Shannak, 2009; Kanaan et al., 2013; Masa’deh et al., 2015; Obeidat et al., 2016). Knowledge management applications differ based on aspects such as the institution's size, capital structure, and the educational market in which it functions. Nevertheless, the majority of firms use KM without fully understanding its objective, particularly in relation to the job performance level of employees (Paulin & Suneson, 2012; Masa’deh et al., 2013, 2015; Obeidat et al., 2014; Almajali et al., 2016). Keeping these variables in mind, the objective of this research was to explore whether or not there is a relation between knowledge management and employee performance.

2.0 Justification of the study

Knowledge management (KM) and employee performance have been studied worldwide, but few empirical studies have explored Bangladesh's private banking sector. The majority of present research in Bangladesh focuses on KM readiness or general knowledge frameworks (Rashed, 2016; Cader et al., 2013), though it does not examine the impact of KM practices such as knowledge generation, capture, sharing, and application on employee performance. Hasan and Hossain (2020) argued that the particular socio-economic, cultural, and organizational environment of Bangladesh provides several challenges that could influence the efficacy of knowledge management initiatives. These challenges include hierarchical frameworks, a lack of digital infrastructure, and disparate levels of staff competence and education. Alavi and Leidner (2001) observed that previous studies mostly concentrated on technological adoption, ignoring important factors such as employee engagement, motivation, attitudes towards information dissemination, and collaborative work culture. Although data indicate that knowledge management strategies increase creativity, decision-making, and service quality, no research has been undertaken on how these approaches may assist bank employees in Bangladesh in enhancing productivity and efficiency. Minimizing this deficiency is important for advancing academic development and achieving successful management results. Recognizing feasible knowledge management strategies may help private banks in formulating policies, training, and knowledge-sharing initiatives that increase employee capabilities, efficiency, and creativity. Chowdhury and Emon (2023) and Rashed (2016) argued that knowledge management approaches can increase the competitiveness, customer satisfaction, and adaptability of Bangladesh's banking sector. Thus, a quantitative study is required to understand how knowledge management practices influence employee performance in Bangladeshi private commercial banks.

3.0 Literature Review

Knowledge is a valuable asset for gaining organizational success (Abbasi et al., 2021; Ashok et al., 2021; Fletcher-Brown et al., 2021; Ing Long & Jian-Liang, 2014; Swan & Newell, 2000). Firms may enhance their outcomes and encourage new ideas by efficiently managing the development, storage, sharing, and utilization of knowledge.
3.1 Knowledge Management

The term "knowledge management" means how an organization stores and utilizes its knowledge to increase performance, enhance its competitive advantage, and make business functions more efficient. Knowledge generation, retention, and transfer are the core KM processes (Mishra & Bhaskar, 2011; Sandhawalia & Dalcher, 2011). They state that brainstorming, interacting, inventing, and benchmarking are all parts of the knowledge-generating process. Based on the idea that these components are both tactical and strategic, Mahdi et al. (2011) try to define the roles that knowledge and knowledge management play in gaining a long-term competitive advantage.

Explicit and tacit knowledge are the two categories. Explicit and tacit knowledge interact to generate new concepts. Although we can classify information as individual, group, internal, external, hard, soft, practical, or theoretical, tacit and explicit knowledge is the most common and practical kind (Nonaka, 1994; Pathirage et al., 2007). The relationship between these two types of knowledge is one of the most contentious issues in knowledge management, according to Joia and Lemos (2010). A person's capacity or aptitude to perform a task that is partially based on their personal experience is known as implicit knowledge. It usually takes the form of books, journals, papers, documents, databases, etc., rather than explicit knowledge (Herschel & Jones, 2005; Nonaka & Krogh, 2009). While technology can store explicit knowledge, only humans can store tacit information, which consists of values, beliefs, perceptions, and assumptions (Smith, 2001; Mahroeian & Forozia, 2012). We can organize, standardize, and systematically codify explicit knowledge. One can complete, compile, revise, distribute, express, and make it public. Joia and Lemos (2010) and Huang et al. (2011) state that this type of knowledge is typically more prevalent in businesses. Nonaka et al. (2000) assert that the interaction between implicit and explicit knowledge creates knowledge. Like Nonaka, Sánchez et al. (2013) concluded that explicit information is necessary for knowledge generation and that tacit knowledge is meaningless without it. For this reason, both forms of knowledge are essential and complementary to one another.

3.2 Knowledge Management Processes

Knowledge management processes are important things that businesses do to manage and improve their knowledge assets (Holsapple & Joshi, 2000). Few studies categorize KM processes as activities, practices, or capabilities (Elezi & Bamber, 2016; Lee et al., 2012; Susanty et al., 2019), although others refer to them as knowledge management processes (Dzenopoljac et al., 2018; Obeidat et al., 2016).

Table 1: Models of KM processes

	Process 1
	Process 2
	Process 3
	Process 4
	Process 5
	References

	Creation
	Capture/storage
	Sharing
	Application
	
	(Alavi & Leidner, 2001)

	Generation/creation
	Dissemination
	Absorption
	Transfer
	
	(Parent et al., 2007)

	Generation/creation
	Sharing/ dissemination
	Transfer
	Adoption
	Generative learning
	(Beesley & Cooper, 2008)

	Creation
	 Sharing
	
	
	
	(Zack et al., 2009)

	Acquisition
	 Dissemination
	Utilization
	
	
	(Jayasingam et al., 2013)

	Creation
	Accumulation
	Sharing
	Utilization
	Internalization
	(Ho et al., 2014)

	Organizational memory
	Sharing
	Absorption
	receptivity
	
	(Lin, 2015)

	Acquisition
	Storge, transfer, and share
	Application
	Creation
	
	(Lyu et al., 2016)


Studies have examined various models of KM processes, as shown in Table 1. These models conceptualize knowledge management in different ways regarding both its definition and the number of related processes. However, most people view KM as a four-step model: creating or acquiring knowledge, capturing and storing it, sharing and disseminating it, and applying it to business practices. This study highlights four knowledge management processes: knowledge creation, knowledge storage, knowledge sharing, and knowledge application (Alavi & Leidner, 2001).

3.3 Classification of Knowledge Management

According to Kayworth & Leidner (2004), Zaim (2006), Fong & Choi (2009), Turner et al. (2012), and others, knowledge management consists of four major elements and procedures. They are knowledge creation, knowledge storage, knowledge transfer, and knowledge application.

3.3.1 Knowledge Creation or Knowledge Acquisition

Knowledge creation is the process of generating new knowledge content or revising existing content that is a component of an organization's explicit or tacit knowledge (Nonaka & Takeuchi, 1995). It is the capacity of an organization to maximize its performance by coming up with new ideas using its current data, knowledge, and resources (Alavi & Leidner, 2001; Nonaka & Takeuchi, 1995). According to Chen and Edgington (2005) and Carrion et al. (2012), organizations must search out new information and knowledge from both inside and outside the firm. Through benchmarking, replication, outsourcing, or imitation, firms can capture new information (Abou-Zeid, 2002). Scholars have considered this process to be critical as it generates new concepts within the organization, generally leading to consistent innovation and serving as an important success factor (Bhatt, 2000; Malhotra, 2000). Firms can utilize collaborative techniques to develop, share, and enhance knowledge (Norman, 2004; Ajmal & Koskinen, 2008). 

3.3.2 Knowledge Capture or Knowledge Storage

Knowledge capture is the system of retrieving organizational knowledge, including both explicit and tacit forms, from several sources, encompassing organizational repositories, individuals, artifacts, and entities (Wagner & Zubey, 2005; Becerra-Fernandez & Sabherwal, 2015). This process requires the development and incorporation of knowledge into a firm’s knowledge repository (Dalkir, 2005; Korimbocus et al., 2020). It is necessary to store both explicit and implicit knowledge that employees have acquired during their tenure. To make knowledge available and accessible, organizations should organize and manage it properly (Massey & Montoya-Weiss, 2006; Heisig, 2009; Ling et al., 2009). Knowledge integration reduces duplication of knowledge and grows output (Alavi et al., 2005). Nemati (2002) also acknowledged that knowledge storage is essential for its effective application and subsequent reuse.

3.3.3 Knowledge Sharing or Dissemination

Knowledge sharing involves disseminating both explicit and tacit knowledge among individuals, groups, and organizations to enhance work processes, achieve new skills, and grow knowledge intensity (Lee, 2001; Lee et al., 2005). Knowledge can be transferred through various ways, such as training sessions, workshops, collaboration platforms, information and communication technologies (ICT), and communities of practice (Ahmad & Karim, 2019; Becerra-Fernandez & Sabherwal, 2015). Knowledge disseminating includes the sharing and transferring of knowledge within person networks or between individuals, the connection of a group of people to an organization, and the connection of an individual to a specific source (Alavi et al., 2005; Carrion et al., 2017). Organizations must convert implicit knowledge from tacit to explicit throughout the process to stop its loss (Ko et al., 2005; Massey & Montoya-Weiss, 2006; Eskerod & Skriver, 2007; Ajmal & Koskinen, 2008; Pirkkalainen & Pawlowski, 2013).

3.3.4 Knowledge Application or Knowledge Utilization

Knowledge application involves applying the information shared within an organization to increase business processes and activities, easing decision-making and task implementation that result in tangible outcomes, encompassing quality products and services (Becerra-Fernandez and Sabherwal, 2015; Obeidat et al., 2016). People or groups must have the proper skills, knowledge, and understanding of the situation to effectively apply information (Lee and Kim, 2017; Vel et al., 2018). According to Massingham (2014), knowledge application methods enhance efficiency by reducing errors and saving time.

3.4 Employee Performance

Employee performance means the efficiency, productivity, and overall contribution of a person in the workplace. This process helps examine an employee's performance in executing assigned tasks, fulfilling goals, and contributing to the organization's overall objectives (Kuswati, 2020). Key performance indicators (KPIs) are generally utilized to assess employee performance. These indicators may consider things like work quality, efficiency, reliability, and meeting deadlines. Employee performance evaluations are important for recognizing strengths and areas for development, benefiting both employees and firms. This process generally encompasses performance appraisals, feedback sessions, and ongoing communication to enhance continuous development and, in general, organizational effectiveness (Iskamto, 2021).

3.5 Knowledge Management and Employee Performance

Knowledge is the most critical thing in the contemporary global economy. Furthermore, knowledge is the primary instrument of innovation (Bhatt, 2000; Daniels & Bryson, 2002; Shapira et al., 2006). Performance is the outcome of an individual's overall performance during a given time in completing tasks, such as mutually agreed-upon work standards, targets, or criteria (Kartiko, 2020). The new paradigm dictates that information exchange within a company is essential for its growth. The management-employee knowledge exchange is becoming more robust and competitive (Uriarte, 2008). KM applications can help organizations improve their performance and competitiveness. The long-term prosperity and longevity of a corporation depend on the development and maintenance of KM. KM can enhance the quantity and direction of company knowledge by gradually transforming personal knowledge into collective and institutional understanding. As a result, businesses invest in KM in particular to gain experience in company management and create a long-term competitive advantage (Rashed, 2016). A successful implementation of a knowledge management application can lead to a number of interconnected and multifaceted benefits, all of which have an influence on one another, both directly and indirectly, in banks. These advantages include improvements in knowledge activity performance, workflow, personnel management, market conditions, and organizational effectiveness (Rashed, 2016).

Resources for a company might be either tangible or intangible in nature (Jones & Hill, 2009). Knowledge management is an intangible resource for an organization. According to Cader et al. (2013), "Knowledge Management in Conventional Banks in the United Arab Emirates," the recent global financial crisis has generated new challenges for banks: some will prosper, some will barely survive, and some will collapse. The banks that best understand their customers will succeed. Mohrman et al. (2003), Abdul Rahman et al. (2008), and Yusoff & Daudi (2010) identified knowledge creation, knowledge sharing, and knowledge application as the three main elements of knowledge management, whose integration might enhance bankers' performance. In this particular case, they did not consider the importance of bank culture. Rashed (2016) says that Bangladeshi banks are investing in KM, especially to assimilate business management knowledge and spread a long-lasting competitive advantage. Many researchers have studied this issue, but have not considered the impact of KM on employee performance as far as has been observed. Additionally, they overlooked various factors, such as synergy and career-job status, which are crucial for evaluating employee performance.

Recent studies indicate that KM and knowledge-sharing remain underdeveloped in Bangladeshi organizations, and strengthening KM practices can improve organizational profitability and employee productivity (Faruk et al. 2025; Habib & Mehzabin, 2024). Research in Bangladesh's banking sector underscores that management support, collaboration/culture, and resources/documentation are essential KM factors, with KM culture exhibiting a statistically significant impact on employee performance (Rashed, 2016). These findings underscore the necessity for strategic KM alignment, employee training, and integrated systems within banks.

3.6 Challenges in Knowledge Management Implementation

The goal of knowledge management (KM) in the banking industry is to efficiently gather, disseminate, and use knowledge to improve performance, innovation, and decision-making. However, many banks, particularly in developing nations, face major obstacles when it comes to successfully integrating knowledge management (KM) systems, despite their strategic significance. This study identified a few challenges in implementing knowledge management in the organization. A few challenges/barriers are as under:

· Some people don't know what knowledge is or how it differs from information.

· Lack of willingness of employees to share knowledge.

· Absence of proper planning regarding knowledge management practices.

· Inadequate integration of knowledge management strategies in the organization’s operation.

· Cultural issues and rigid structure of the organization.

· Resistance to change from employees.

· Insufficient leader participation and inadequate time for employees to engage in knowledge development activities.

· Employees are not adequately trained in knowledge management practices.

· A lack of awareness regarding the advantages of knowledge management.

· Inadequate IT Infrastructure (for example, data security and privacy concerns).

3.7 Conceptual Model
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Figure 1: Conceptual model

4. Research Hypothesis 

This study proposes the following research hypothesis:

H0 = There is no relationship between knowledge management practices and the performance of employees in private commercial banks in Bangladesh.

H1 = There is a positive relationship between knowledge management practices and the performance of Bangladesh's private commercial banks' employees. 

H1a = There is a positive relationship between knowledge creation and employee performance of the bank employees.

H1b = There is a positive relationship between knowledge storage and employee performance of the bank employees.

H1c = There is a positive relationship between knowledge sharing and employee performance of the bank employees.

H1d = There is a positive relationship between knowledge application and employee performance of the bank employees.

5.0 Research Method 

5.1 Measurement Instruments

The measurement items for the latent variables in the proposed model were derived from previous studies to ensure construct validity. Table 2 presents the items associated with each construct along with their respective sources.
Table 2: Measurement Items

	Construct
	Items
	Sources

	Knowledge Creation
	Our company values and promotes knowledge creation.
	(Gold et al., 2001; Lee & Choi, 2003; Choi & Lee, 2002)

	
	We have effective systems for generating new knowledge.
	(Gold et al., 2001)

	
	Our organization encourages brainstorming sessions to generate new knowledge.
	(Lee & Choi, 2003)

	
	Employees create new knowledge by engaging in interaction and collaboration.
	(Gold et al., 2001)

	
	Our organization generates new knowledge through cross-departmental projects.
	(Choi & Lee, 2002)

	Knowledge Storage 
	Our company has systems that store knowledge for future use.
	(Gold et al., 2001; Choi & Lee, 2002)

	
	We maintain documents, reports, and lessons learned in a structured manner.
	(Lee & Choi, 2003)

	
	Knowledge that is stored is consistently updated to ensure its relevance and accuracy.
	(Choi & Lee, 2002)

	
	Knowledge saved in our databases is easily accessible when needed.
	(Gold et al., 2001; Lee & Choi, 2003; Choi & Lee, 2002)

	Knowledge Sharing 
	At our organization, employees are encouraged to share the lessons they have learned.
	(Lee & Choi, 2003)

	
	Employees voluntarily disseminate their knowledge to others.
	(Lee & Choi, 2003)

	
	Employees have both formal and informal channels for knowledge sharing.
	(Gold et al., 2001; Lee & Choi, 2003)

	
	We share our work reports, formal documents, manuals, techniques, and models with our colleagues. 
	(Bock et al., 2005)

	
	Ideas and experiences are regularly exchanged across departments.
	(Gold et al., 2001; Lee & Choi, 2003’ Bock et al., 2005)

	Knowledge Application
	Employees adapt past project knowledge to current work.
	(Choi & Lee, 2002; Lee & Choi, 2003)

	
	Our employees efficiently utilize the knowledge that is stored within our organization to resolve problems.
	(Gold et al., 2001; Lee & Choi, 2003)

	
	Our systems assist employees in the application of knowledge to decision-making.
	(Gold et al., 2001; Lee & Choi, 2003)

	
	We systematically use knowledge to improve products, services, and processes.
	(Gold et al., 2001; Lee & Choi, 2003; Choi & Lee, 2002)

	
	The organization employs acquired knowledge to innovate and enhance operations and performance.
	(Choi & Lee, 2002; Lee & Choi, 2003)

	Employee Performance 


	The company's knowledge management strategies help me improve my work.
	(Alavi & Leidner 2001; Gold et al., 2001; Lee & Choi, 2003; Panahi et al., 2012)

	
	Knowledge sharing inside the organization improves my problem-solving and decision-making skills.
	(Gold et al., 2001)

	
	Knowledge management practices help me attain my performance objectives.
	Lee & Choi, 2003

	
	KM practices increase my work accuracy and reduce errors.
	Panahi et al., 2012

	
	The use of my organizational knowledge and expertise results in an increase in my productivity.
	(Alavi & Leidner 2001; Gold et al., 2001; Lee & Choi, 2003; Panahi et al., 2012)


5.2 Sampling Technique & Sampling Size

The study's target respondents were employees in Bangladesh's private commercial banks. This study basically used the simple random sampling technique to select the respondents. The sample was 146 bankers from the following private commercial banks in Bangladesh. They are Eastern Bank PLC, Bank Asia PLC, Trust Bank PLC, Brac Bank PLC, Social Islami Bank PLC, IFIC Bank PLC, Uttara Bank PLC, National Bank PLC, City Bank PLC, NRBC Bank PLC, Dhaka Bank PLC, and Jamuna Bank PLC. Survey respondents included both female and male bankers.

5.3 Sources and Methods of Data Collection

This study extracts all its information from two major sources. They are primary and secondary sources, respectively. The study collected the primary data through a questionnaire survey. The survey questionnaire was constructed using a five-point Likert scale. The process of gathering data involved distributing questionnaires by hand and using a Google Form for employees of private commercial banks. A total of 180 questionnaires were distributed to potential respondents, of which 155 were collected. The incomplete fill-outs on nine of these 155 questionnaires rendered them unusable. The study's conclusions were based on these 146 completely completed surveys, with an 81% response rate. Secondary data is collected from various sources for the study, such as books, journal articles, the internet, and bank documents.

5.4 Data Analysis & Data Processing Tools

For presenting and analyzing the collected data, SPSS (Version 25.0) and MS Excel have been used.

6.0 Data Analysis and Discussion

6.1 Descriptive Statistics

Table 3: Descriptive Statistics and Reliability Test

	Variables
	Mean
	Std. Dev
	Alpha
	N of Items

	Knowledge Creation (KC)
	3.707
	.80
	0.54
	5

	Knowledge Storage (KS)
	3.712
	.85
	.544
	4

	Knowledge Sharing (KSH)
	3.651
	.832
	.626
	5

	Knowledge Application (KA)
	3.788
	.803
	.604
	5

	Employee Performance (KP)
	3.784
	.819
	.691
	5


The descriptive statistics indicated that respondents have a generally favorable perception of all four dimensions of KM—knowledge generation, storage, sharing, and application (with mean values ranging between 3.65 and 3.79 on the five-point Likert scale). It indicates that participating organizations are moderately high in engaging KM practices, and employees also recognize the effectiveness for acquiring workplace efficiency. While the Cronbach’s alpha values are lower than the new accepted range (0.70), ranging from 0.54 to 0.69, they were found satisfactory when developing scales in exploratory research (Hair et al., 2019). The moderate reliability of measures on the dimension of ‘knowledge creation’, and low for ‘knowledge storage’, indicate that these two dimensions could also be improved in terms of instrument development or determining them conceptually more cleanly in later studies.

Table 4: Correlations
	Correlations

	
	KC
	KS
	KSH
	KA
	EP

	KC
	Pearson Correlation
	1
	
	
	
	

	
	Sig. (2-tailed)
	
	
	
	
	

	
	N
	146
	
	
	
	

	KS
	Pearson Correlation
	.549**
	1
	
	
	

	
	Sig. (2-tailed)
	.000
	
	
	
	

	
	N
	146
	146
	
	
	

	KSH
	Pearson Correlation
	.611**
	.498**
	1
	
	

	
	Sig. (2-tailed)
	.000
	.000
	
	
	

	
	N
	146
	146
	146
	
	

	KA
	Pearson Correlation
	.549**
	.456**
	.557**
	1
	

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	

	
	N
	146
	146
	146
	146
	

	EP
	Pearson Correlation
	.576**
	.646**
	.636**
	.639**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	

	
	N
	146
	146
	146
	146
	146

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


The correlation analysis showed that employee performance is positively and significantly correlated with all four KM dimensions, supporting the hypothesis that effective KM may improve the productivity of a firm (Nonaka & Takeuchi, 1995; Alavi & Leidner, 2001). Knowledge storage showed the highest correlation with performance among KM variables (r = 0.646, p < 01), which highlighted the importance of an organized and available information store to increase work efficiency and decision making. This finding is compatible with prior investigation (Zaim, 2016; Magnier-Watanabe & Benton, 2017) that highlighted the role of structured documentation and retrieval facilities to enhance employees’ performance. Likewise, the skill of application (r = 0.639, p < 01) and knowledge sharing (r = 0.636, p < 01) were highly correlated with each other; this indicates that turning knowledge into action and enabling teamwork are two extremely similar dimensions of work, which are important prerequisites for high-quality results. On the other hand, knowledge creation, although highly correlated (r =.576, p < 01), was weaker, implying that the new knowledge generated can not directly lead to better performance in the absence of sharing and utilization.

6.2 Inferential Statistics

Table 5: Model Summary

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.785a
	.616
	.605
	.344340826845407

	a. Predictors: (Constant), KA, KS, KSH, KC


Results of the regression analysis indicate a significant positive relationship between knowledge management practices and employee performance. The overall model provided a high explanatory power (R² = 0.616), which indicates that 61.6 of % variance in employee performance can be explained by KM practices. This result confirms KM’s overall significant contribution to employee performance and is consistent with earlier research on organizational knowledge literature (Carrion et al., 2017; Crook et al., 2011). The results indicated that knowledge sharing (B = 0.342, p < 001), information storage (B = 0.267, p < 001), and knowledge transfer (B = 0.333, p < 001) are significantly predicted for performance, whereas knowledge creation (B = 0.072, p = 392) was not. Such findings indicate that the practices of KM-related operations and processes: storing, sharing, and utilizing knowledge (Bhatt & Grover, 2005) are more important to Bangladeshi private banks than non-KM innovation-based initiatives. The minor role of knowledge creation could also be an underscore for the hierarchy and compliance that characterize banking companies, where regulation or risk aversion might neutralize the innovation mechanisms (Sánchez et al., 2013).

This is consistent with the knowledge-based view (KBV) of the firm, which maintains that organizational knowledge can be treated as a strategic asset, and when effectively utilized, it increases competitive advantage (Grant, 1996). The strong impact of both knowledge sharing and application confirms the need for an organizational environment in which people are inclined to share/collaborate, and learn in a lifelong manner. As the findings indicated, employee performance can be maximized through the dissemination and application of knowledge in daily activities. This underlies other research in a similar setting (Kalling, 2003; Sandhawalia & Dalcher, 2011), which suggests that the translation of knowledge to actionable insights enables better individual and organizational outcomes.

Table 6: ANOVA
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	26.842
	4
	6.711
	56.595
	.000b

	
	Residual
	16.718
	141
	.119
	
	

	
	Total
	43.561
	145
	
	
	

	a. Dependent Variable: EP

	b. Predictors: (Constant), KA, KS, KSH, KC


The ANOVA table also indicates that the model is fitted well and it is statistically sound. It has an F-value of 56.595 and a p-value of.000 (p <.05), which means that the regression model is significant. The result of this study found that the four predictors—KC, KS, KSH, and KA—are collectively exerting a significant effect on employee performance. i.e., the chances of getting such a relationship by chance are lower than 0.1%. Thus, as a whole, the regression equation works satisfactorily in describing the relationship between the practices of knowledge management and the performance of employees.

Table 7: Coefficients

	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.012
	.260
	
	.047
	.963
	
	

	
	KC
	.072
	.084
	.063
	.858
	.392
	.512
	1.953

	
	KS
	.342
	.065
	.345
	5.291
	.000
	.642
	1.559

	
	KSH
	.267
	.074
	.256
	3.602
	.000
	.537
	1.863

	
	KA
	.333
	.073
	.305
	4.543
	.000
	.606
	1.650

	a. Dependent Variable: EP


According to the coefficients table, all controlled independent factors are predictors of employee performance. The unstandardized coefficients (B values) represent the anticipated change in employee performance for each one-unit increase in the specified variable. The KC coefficient is B = 0.072, p-value = 0.392, which is above 0.05. It indicates that KC has a statistically insignificant but positive impact on employee performance. That means the creation of new knowledge alone does not guarantee performance improvement unless properly disseminated and utilized. The coefficient for Knowledge Sharing (KS) is B = 0.342, with a Beta of 0.345, the t-value is 5.291, and the p-value is 0.000. The explanation is that KS is highly correlated with employee performance. High knowledge and experience-sharing energy among employees is known to enhance employees' job performance. Of all the predictors, KS has the largest effect on EP. The coefficient for Knowledge Storage/Handling (KSH) is 0.267, with a Beta of 0.256, a t-value of 3.602, and a p-value of 0.000. The results are important and reveal that knowledge management can indeed affect employee performance and decision-making positively once it is stored properly. Knowledge Application (KA) is characterized by a coefficient of B = 0.333, Beta = 0.305, t-value = 4.543, and p-value = 0.000. This suggests that the effective application of knowledge in practice enhances employees' performance significantly. In summary, KS (p = 0.000), KSH (p = 0.000), and KA (p = 0.000) significantly influence performance, while KC (p = 0.392) does not. This is consistent with assessments that knowledge sharing, storage, and application have measurable, observable impacts on performance outputs, while creation does not.

Table 8: Collinearity Diagnostics
	Collinearity Diagnosticsa

	Model
	Dimension
	Eigenvalue
	Condition Index
	Variance Proportions

	
	
	
	
	(Constant)
	KC
	KS
	KSH
	KA

	1
	1
	4.964
	1.000
	.00
	.00
	.00
	.00
	.00

	
	2
	.011
	20.796
	.10
	.00
	.90
	.03
	.11

	
	3
	.010
	21.994
	.62
	.01
	.01
	.47
	.00

	
	4
	.008
	25.076
	.19
	.04
	.02
	.21
	.88

	
	5
	.006
	27.683
	.09
	.95
	.06
	.29
	.01

	a. Dependent Variable: EP


Based on the collinearity diagnostics, multicollinearity among the independent variables is not an issue. The tolerance values range from 0.512 to 0.642 and are greater than the cut-off value of 0.1. The VIF varies between 1.559 and 1.953, well below the cut-off point of 5. This result reflects that the predictors are not very collinear with each other, and all of them represent different contributions to describing the performance of an employee. Moreover, the values for the condition indices (1.000 to 27.683) also suggest that there is no major multicollinearity as none of the dimensions holds humongous variances in more than one variable at a time.

Table 9: Hypothesis Testing

	Hypothesis
	Predictor (Independent Variable)
	Unstandardized Coefficient (B)
	t-value
	Sig. (p value)
	Decision

	H₁a
	Knowledge Creation (KC)
	0.072
	0.858
	0.392
	Fail to Reject H₀

	H₁b
	Knowledge Sharing (KS)
	0.342
	5.291
	0.000
	Reject H₀

	H₁c
	Knowledge Storage/Handling (KSH)
	0.267
	3.602
	0.000
	Reject H₀

	H₁d
	Knowledge Application (KA)
	0.333
	4.543
	0.000
	Reject H₀

	Overall Model (ANOVA)
	All Predictors Combined
	—
	F = 56.595
	0.000
	Reject H₀


The findings of hypothesis testing demonstrate that, among four KM dimensions (knowledge sharing, knowledge storage/handling, knowledge creation, and knowledge application), three of them influence employee performance (i.e., knowledge sharing, knowledge storage/handling, and knowledge application) while one does not (knowledge creation). This implies that all KM practices do not have the same propensity to increase employee performance in private commercial banks of Bangladesh. The predictor most strongly associated with Efficiency (H₁b) was Knowledge Sharing (B = 0.342, t = 5.291, * p < 0.001), indicating that the exchange of open communication and information among employees provides an advantage to efficiency and productivity as a measure. This result is consistent with several prior works, such as Zaim (2016) and Carrion et al (2017). Knowledge storage/handling (H₁c) factors have a significant influence on employee performance (B = 0.267, t = 3.602; p < 0.001), indicating the employees' requirement of structured and organized information by which they can extract the organizational knowledge more systematically for better informed decision making. Likewise, knowledge application (H₁d) also significantly influences employee performance (B = 0.333, t = 4.543, p < 0.001), which implies that individuals who become better at applying the knowledge they have learned for their tasks will be more productive and effective, in line with the knowledge-based view of the firm (Grant, 1996). On the other hand, knowledge creation (H₁a) had no significant effect (B = 0.072, t = 0.858, p = 0.392). It is implied that new knowledge, although precious, may not lead in the long run to significant performance improvements unless it is appropriately communicated, stored, and exploited within the organization. Such an outcome may also relate to the organized and rule-bound banking sector, in which innovation is somewhat restricted, depending on new idea generation. The F value (F = 56.595, p < 0.001) for the overall regression model was significant, indicating that as a whole, the KM dimensions significantly positively affect employee performance. These findings highlight that successful knowledge sharing, storage, and use systems are essential for employee performance. To bank managers, this emphasizes the need to build a knowledge-based culture in which they facilitate cooperation, structured management of information, and the incorporation of knowledge into daily work practices.

To conclude, the results appear to suggest that performance increases are not a direct result of knowledge creation itself; rather, they may be indirectly exploited by sharing, storage, and application. As such, enhancing these interconnected KM practices can substantially enhance employee productivity and organizational effectiveness in the Bangladeshi banking context.

7.0 Scope for Further Research

The purpose of this study was to explore the status of knowledge management (KM) in banks and its relationship with the performance of bankers. The findings and conclusions of this study are, however, not generalized to all Bangladeshi banks. The researcher's questionnaire was based on the participants' accuracy and sincerity. Moreover, the research also overlooks the impact of organizational culture on the relationship between KM practices and employees’ performance. Besides, the research did not take into account other aspects or factors like size, environment, and strategy of the organization that could influence the relationship between KM and performance, too. Future research efforts should focus on assessing findings and conclusions made in this study through cross-study comparison of similar effects in other Bangladeshi organizations or industries. Furthermore, by using objective performance metrics, future researchers can overcome the questionnaire's weaknesses. More study and analysis are also required to consider moderating and mediating effects of other constructs in relation to the impact of knowledge management on both individual-level performance and organizational-level performance. Examining moderating variables like organizational culture, leadership style, or technological capability is recommended in order to better understand the particular situations in which knowledge management practices could contribute more to employee performance.

8.0 Conclusion

Performance is a big deal in corporate management. This paper investigated the impact of knowledge management practices (knowledge creation, storage, sharing, and application) on the performance of employees in a few selected private commercial banks in Bangladesh. The findings of the study indicate that employees’ performance is greatly affected by KM practices; this cumulative impact explains 61.6 percent (R²= 0.616) of the variance. Among the four dimensions, the aspects of sharing, storing, and applying knowledge emerged as significant predictors. This indicates that effective engagement in these practices leads to substantial increases in employee productivity and performance levels. On the other hand, knowledge generation had no substantial impact, demonstrating that company performance is not immediately improved by new knowledge until it is deliberately assimilated and used. The findings highlight the importance of fostering an organizational environment that prioritizes knowledge exchange, systematic storage systems, and the practical application of information.  Bank managers should prioritize knowledge management systems and policies that improve cooperation, training, and technology to maximize knowledge resource use.  This research contributes to the literature on knowledge management by providing empirical evidence from the banking sector in Bangladesh. This shows how knowledge management practices are strategically important for making employees more productive and helping a business succeed.
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