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Final data collection instrument  

SECTION A: BIOGRAPHICAL DATA 

Name of the 

university  

        Makerere University (1) 

  

        Mbarara University of Science and Technology (2) 

 

        Kyambogo University (3) 

 

        Gulu University (4) 

 

Gender         Male (1)                                   Female (2) 

 

Age          Below 30 years (1)                  31-40 years (2)                  41-50 years (3) 

 

         51-60 years (4)                       61-70 years (5)                  Above 70 years (6) 

 

Formal 

education 

level 

 

         Post Doctorate (1)                   PhD (2)                              

                                                     

     

         Master’s Degree (3)               Bachelor’s Degree (4)              Other (5) 

 

……………………………………………………………………………................... 

Academic 

Rank 

         Teaching Assistant/Graduate Trainee (1)                  Assistant Lecturer (2)             

                                                    

         Lecturer (3)               Senior Lecturer (4)                   Associate Professor (5) 

 

         Professor (6) 

      

Working 

Experience 

         1-5 years (1)                      6-10 years (2)                         11-15 years (3)        

     

         16-20 years (4)                 Above 20 years (5)    

 

  

  

 

  

 

 

 

 

  

 

       

 

 

 

  

 

 

 

 

   

 

 

 

 



2 
 

 

SECTION B: KNOWLEDGE RETENTION AND SHARING (TKRS) 

Variable Code Indicator & Item Idea Source  

Tacit 

Knowledge 

Retention 

and 

Sharing 

(TKRS) 

TKRS1 Mentorship program participation: In my university 

there is job shadowing to transfer knowledge from the 

expert to the “shadower”. 

Adapted 

from 

Nonaka & 

Takeuchi, 

(1995). 
TKRS2 Collaborative and social platforms for knowledge 

exchange: The collaborative platforms and communication 

channels provided by my university are effective for sharing 

informal and tacit knowledge. 

 TKRS3 Formalization of university-industry collaborations: In 

my university know-how and other knowledge transfer 

partnerships are integrated into management and 

administration of academic departments.   

Adapted 

from 

Chesbrough 

(2019) 

 TKRS4 Succession planning effectiveness:  In my university, the 

succession planning process effectively identifies high-

potential employees to take over and fill the expertise gap 

left by departed subject matter specialists. 

Adapted 

from 

Rothwell, 

(2023). 

 

SECTION C: COLLABORATIVE TKM FACTOR (CTKMF) 

Collaborati

ve Tacit 

Knowledge 

Manageme

nt Factor 

(CTKMF) 

CTKMF1 Collaboration frequency: In my university there are a 

number of interactions, meetings, and joint projects and 

programmes among faculty, staff, and students. 

Adapted 

from 

Kurchaska & 

Erickson 

(2023). 
CTKMF2 Knowledge sharing activities: In my university I frequently 

get involved in knowledge-sharing events, workshops and in 

online platforms. 

CTKMF3 Research collaborations: In my university there are a 

number of joint research projects and joint publications.  

CTKMF4 Knowledge Sharing Culture: In my university there is a 

culture of knowledge sharing and collaboration.  

CTKMF5 Innovation and creativity: My university generates a 

number of innovative ideas and solutions through 

collaborative efforts. 

CTKMF6 Knowledge capture: My university applies various methods 

and tools to capture knowledge through case studies, 

storytelling and mentorship. 
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SECTION D: LEADERSHIP PRACTICE FACTOR (LPF) 

Variable Code Indicator & Item Idea 

Source  

Leadership 

practice 

factor 

(LPF) 

LPF1 Trust and psychological safety: In my university there 

is a culture of trust and psychological safety, making me 

feel comfortable sharing my knowledge, ideas, and 

even mistakes with my academic colleagues, my juniors 

and my seniors. 

Adapted 

from 

Novitasari, 

Haque, 

Supriatna, 

Asbari & 

Purwanto 

(2021).  

LPF2 Transformational and Knowledge-Orientated 

Leadership: My university promotes and handsomely 

rewards the sharing of tacit knowledge among academic 

staff. 

LPF3 Time and Resource Allocation to TKM activities in 

the university:  My university's leadership allocates 

sufficient time and resources to tacit knowledge 

management activities. 

LPF4 Facilitation of knowledge sharing Networks within 

the university: My university actively and consistently 

facilitates and champions knowledge-sharing networks. 

LPF5 Promotion and Rewarding of Tacit Knowledge 

Retention and Sharing. My university effectively 

promotes and rewards those engaged in the retention and 

sharing of employees' tacit knowledge. 
 

SECTION E: ORGANISATIONAL CULTURE FACTOR (OCF) 

 OCF1 Interpersonal trust and a collaborative culture: 
There is a high level of trust and collaboration among 

colleagues in my department, which supports the sharing of 

unwritten knowledge and expertise. 

Adapted 

from 

Rowley 

(2018). 
 OCF2 Reward and recognition systems shaping culture: 

The university's reward and recognition system effectively 

encourages and values the sharing of academic staff personal 

knowledge, experience, and skills (tacit knowledge). 

 OCF3 Management influence the knowledge culture:  
The university’s leadership and management actively 

support and promote the sharing and retention of tacit 

knowledge. 
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SECTION F: INDIVIDUAL PERSONAL DISPOSITION FACTOR (IPDF) 

Variable Code Indicator & Item Idea 

Source  

Individual 

Personal 

Disposition 

Factor 

(IPDF) 

IPDF1 Trust: In my university, I find pleasure in assisting 

colleagues and solving problems together. 

Adapted 

from 

Alves & 

Pinheiro 

(2022). 

IPDF2 Relationship Network: In my university I have the time 

and opportunity to share with and receive know-how 

from others. 

 

SECTION G: KNOWLEDGE MANAGEMENT STRATEGY FACTOR (KMSF) 

Knowledge 

Manageme

nt Strategy 

Factor 

(KMSF) 

KMSF1 Strategic alignment and policy: My university has a 

documented strategy that outlines its goals for knowledge 

management. 

Adapted 

from 

Alves & 

Pinheiro 

(2022). 

KMSF2 Knowledge transference:  In my university, when I 

need specific know-how, I can find a training specialist. 

SECTION H: ORGANISATIONAL ENVIRONMENT FACTOR (OEF) 

Organisati

onal 

Environme

nt Factor 

(OEF) 

OEF1 Organisational Design (authority and responsibility): The 

University’s administrative structure takes care of the 

knowledge management staff. 

Adapted 

from 

Alves and 

Pinheiro 

(2022). 

OEF2 Organizational Design (process flow and task execution): 
The University’s operational structure takes care of 

knowledge management units. 

OEF3 Organizational culture that supports knowledge 

sharing: The social environment in my university is 

conducive to tacit knowledge management activities. 

Adapted 

from 

Tanatova 

& Yudina 

(2023). 

 

SECTION I: TACIT KNOWLEDGE MANAGEMENT INSTITUTIONALISATION 

FACTOR (TKMIF 

Tacit 

Knowledge 

Manageme

nt  

Institutiona

lisation 

Factor 

(TKMIF) 

TKMIF1 Tacit knowledge management practices and processes: In 

my university, there are formalised practices and 

processes for sharing tacit knowledge. 

Adapted 

from You 

(2017) and 

Nonaka & 

Takeuchi 

(2015). 

TKMIF2 Formal communication channels for tacit knowledge 

exchange: There are formal communication channels 

designed to facilitate tacit knowledge exchange. 

TKMIF3 Formal processes for tacit knowledge retention: There 

are formalised tacit knowledge capturing and retention 

processes. 

TKMIF4 Tacit knowledge management infrastructure: There 

are designated repositories for tacit knowledge in my 

university. 
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SECTION J: HUMAN RESOURCE MANAGEMENT PRACTICE FACTOR (HRMPF) 

Variable Code Indicator & Item Idea 

Source  

Human 

Resource 

Manageme

nt Practice 

Factor 

(HRMPF) 

HRMPF1 Formal processes for tacit knowledge codification: In my 

university, there are knowledge management initiatives 

by human resource managers aimed documenting 

captured tacit knowledge owned by staff members. 

Adapted 

from 

Hislop, 

Bosua and 

Helms 

(2018). 
HRMPF2 Knowledge retention processes: In my university, there 

are knowledge management initiatives by human 

resource managers aimed at retaining and storing tacit 

knowledge owned by subject matter experts. 

HRMPF3 Knowledge application and dissemination processes: In 

my university, there are knowledge management 

initiatives by human resource managers aimed at using 

and sharing stored tacit knowledge converted into 

explicit knowledge. 

 

SECTION K: JOB DESIGN FACTOR (JDF) 

Job Design 

Factor 

(JDF) 

JDF1 Design a Knowledge-Friendly Culture: I feel that my 

university's culture actively promotes and rewards the 

sharing of knowledge, ideas, and expertise among staff.  

Adapted 

from 

Hislop, 

Bosua & 

Helms 

(2018). 

JDF2 Design for Collaboration and Interaction: In my 

university there are cross functional teams where 

members from different departments work jointly to 

facilitate knowledge exchange.  

JDF3 Design for Knowledge Audit and Identification: My 

university has a clear, documented process for 

identifying and mapping the critical knowledge and 

expertise of its academic staff. 

JDF4 Design Implementation for Tacit Knowledge 

Transfer Mechanisms: Our university's management 

has implemented formal processes (e.g., mentorship, 

job shadowing, communities of practice) to facilitate 

the transfer of tacit knowledge. 
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SECTION L: STAFF MOTIVATION FACTOR (SMF) 

Variable Code Indicator & Item Idea 

Source  

Staff 

Motivation 

Factor 

(SMF) 

SMF1 Reward system: There is special remuneration and 

there are special rewards for key academic staff who 

possess vital tacit knowledge crucial to maintaining the 

competitiveness and survival of the university. 

Adapted 

from 

Nonaka & 

Takeuchi 

(1995).  SMF2 Rewards for innovation: My university handsomely 

rewards me when I share my academic or administrative 

knowledge I possess. 

SMF3 Rewards for innovation: My university handsomely 

rewards me when I develop a new idea or innovation in 

my work. 

SMF4 Intrinsic motivation: I am willing to continue 

developing new ideas for my university. 

SMF5 Extrinsic motivator: My university offers me opportunities 

for advancement in formal university programs. 

SMF6 Intrinsic motivation: The job I do at my university is quite 

interesting.  

  
 


