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Abstract

This study seeks to obtain a better understanding of the factors influencing employees’
knowledge sharing behavioural intentions within the Emirati organisational context.
While the literature provides some examples of studies on the subject in Western
countries and Asia, there has been a lack of research around the topic in the Middle East,
Gulf Cooperation Council (GCC) countries and the United Arab Emirates (UAE). Some
organisations have placed a lot of emphasis on innovation and technology and forgotten

what (ultimately) makes their business really successful — the human factor.

The study followed a mixed methodology approach; the quantitative method was the
primary approach and qualitative methods were employed as a complementary technique
to deepen the understanding of some of the quantitative data results. The theoretical
foundation of this thesis is based on the theory of reasoned action (TRA) and the theory
of planned behaviour (TPB). These theories are widely used in social psychology to
explain many human behaviours. The model therefore is developed based on the latest
evolution of the TRA and TPB framework as well as additional factors highlighted in the
literature. Eleven variables were tested to examine their impact on the intention to share
knowledge in an organisational context. Primary data were obtained from a questionnaire
administered to three large government organisations in the UAE: of 1073 questionnaires,
881 were usable. A total of 21 (including the pilot interviews) semi-structured interviews
were carried out in the same three organisations with organisational executives, KM
managers and KM practitioners. Structural equation modelling was used to test the three
study models. The results show that both inclusive leadership’s and knowledge
leadership’s influence on organisational culture dimensions (participation, trust,
agreement, team orientation, and openness) were highly significant. Interestingly, and
contrary to expectations, the quantitative data show that neither participation nor team
orientation had a significant impact on attitude toward knowledge sharing. Also, the
results show that inclusive leadership has a positive an impact on attitude toward
knowledge sharing whereas knowledge leadership was found to have a negative
influence. In addition, all TRA constructs were significant for all three models. The
results offer various insights into knowledge sharing behavioural intentions in
organisations in the UAE. Policy makers, executive leaders and KM managers will be

able to utilise the results and the practical implications of this study to create intervention



programs to enhance knowledge sharing intentions and practices in organisations.

The thesis provides an alternative view to the more common technological focus, moving
it more onto human related factors. It is important for organisations to acknowledge the
importance of both leadership and organisational culture on knowledge sharing
behavioural intentions among employees. Like anything else that keeps evolving,
organisational culture and leadership too evolves and therefore, organisations need to
look for the best organisational culture and leadership style that will keep them on top of

the market.

Keywords: knowledge sharing intention, organisational culture, theory of reasoned
action, team orientation, trust, agreement, openness, knowledge leadership, inclusive

leadership.



iii
Acknowledgments

In the name of Allah, the most gracious and the most merciful.

First, praise be to Allah for giving me the health, strength, guidance and blessing to
complete this research. Writing this thesis has been a never ending rollercoaster in my
life, but it has certainly been worth it. This educational journey is not about earning a title
or getting a promotion at work; it is about having the chance to explore an area one is
passionate about in great detail. 1 am very grateful for this process because | am definitely
not the same person | was when | first started this journey. | have learned a lot and this

has been reflected in my work as it developed many of my competencies and skills.

I am grateful to the Government of the United Arab Emirates, and especially to Crown
Prince HH Sheikh Mohamed Bin Zayed Al Nahyan for providing me with a scholarship
that enabled me to pursue my post-graduate research. | also would like to extend my

gratitude to the Government of Dubai for facilitating the collection of data for this study.

I am very fortunate to have performed my research at the University of Wollongong in
Dubai; there are many people to thank and acknowledge for their part in my success.

| wish to thank my supervisory team who were more than generous with their expertise
and precious time. My thanks must go to my supervisors, Dr Alison Thirlwall and Dr
Barry O’Mahony, who through their constant direction and guidance led me to the
completion of this thesis. Dr O’Mahony, thank you for your constructive advice and
valuable comments. A special thanks to Dr John Edwards for agreeing to be my co-
supervisor at a very challenging and fraught time in my progress. | thank him for his
countless hours of reflecting, reading, encouraging and, most of all, patience throughout
the entire process. Over the years, each of my supervisors has given me scientific

guidance, many insightful suggestions and demonstrated a sincere interest in my work.

My sincere gratitude is extended to the academics who helped during my PhD journey.
My appreciation also goes to Dr Kevin Binning for his support during my pilot study. |
also thank Dr Christian Nitzl for his guidance and expertise in the quantitative analysis
chapter. I further would like to extend my appreciation to Dr Norhayati Zakaria who was
my PhD supervisor during the early stages of my journey and from whom | learned a lot

through our joint journal publication. There are also some scholars that I wish to thank



because they have guided me, shared a useful resource or simply answered a question of
doubt. Thus, I would like to thank Dr James Gaskin, Dr Christian Ringle, Dr Munyar
Nyadzayo and Dr Panagiotis Ganotakis.

This accomplishment was made possible by the support and encouragement of many
people. The individuals | met at the University of Wollongong in Dubai and whom |
consider friends are too numerous to name. There are a few, however, that cannot go
unmentioned: | would specifically like to recognize Mardeya Al Blooshi, Amira Kamli
and Bernard Creed. These friends were there for me when the challenges of a PhD seemed
too great to overcome. Thank you, Mardeya, for being so generous with advice and thank
you for keeping your door always open for me.

I would like to acknowledge and thank the Faculty of Business for allowing me to conduct
my research and providing any assistance requested. | wish to thank Prof Payyazhi
Jayashree, Dean, Faculty of Business and Associate Dean Research Prof Bostjan
Gomiscek for both their guidance and support.

Further, | would like to express the deepest gratitude to my family. Mom, Dad, Amal,
Elham, Noora, Mona and Maryam, you have all provided support. Thanks to my
wonderful husband Mohamed for his continuous encouragement, patience and emotional

support all the way through my journey.

Finally, my deepest gratitude goes to my friends who stood by me in the darkest moments

in this journey. Thank you all.



Dedication

| worked nonstop for my dream of obtaining a PhD. There were times when | almost lost

hope but I kept fighting because of the power | was given by special people in my life.

| dedicate my thesis to my family and my many friends. A special feeling of gratitude to
my loving parents, my father, Abdulla Al Mehairi, who taught me that persistence is the
key to success, and my mom, Eklhas Abdelfattah, who taught me to never turn down an
opportunity for education. My mom lived in hard times where she wasn’t able to get an
education. My mother used to say “Your education is your weapon” and she was not
wrong. If | have learned something, it is that we are what we know and with knowledge
we are different; and, of course, we have a competitive advantage over others who do not
have it. | lost my amazing mother during this challenging journey but she will always
remain the source of my inspiration and my drive to make a great difference wherever
and whenever possible. | thank both my parents for their prayers for me to be happy and

successful.

I also would like to thank a special man who entered my life and made it full of joy and
happiness; | cannot thank enough my loving husband, Mohamed Al Askar, who never
left my sight in this challenging journey. He was also my colleague so we shared our fears
and moments of joy. He challenged my thoughts, supported me in every step and helped
to make me the person | am today.

Further, 1 would like to dedicate this work to my wonderful amazing sisters, Amal, Elham,
Noora, Mona and Maryam, who always supported me and are very special. Their worry,
protection and love made me much stronger. | also dedicate this thesis to my incredible
nephews and nieces whom always seen me as a fun aunt. | hope that I was able to set an
example for them in real life besides fun. Thank you for all the love and support you have

given me.

| also dedicate this thesis to my best friends who have supported me throughout the
process. | dedicate this work and give special thanks to my best friend, Shathra Al Hajjaj,
for being there for me throughout the entire doctorate program. You are a great
cheerleader. I also would like to dedicate this thesis to my great friend, Shamma Al Falasi,

who stood by my side as a true sister.



Vi

| also dedicate my work to dearest friends Nisereen Ali, Lubna Ali, Maha Khalid and my
dear cousin, Mahfoda Al Omar. Thanks for listening to my problems and providing

perspective.

| dedicate my work to my colleagues at work who probably had to listen to my thoughts
most often: Sukanya Baruah, Meera Alketbi, Hamda Almutawa, Kaltham Ali, Amanda

Turner, Adriana Butu and Rupert Lescott. Thank you for emotional support and guidance.

| also dedicate this work to my previous manager at Dubai Police General Headquarters,
Colonel Mansoor Al Gergawi, who first dragged me into the world of knowledge
management 13 years ago. | dedicate this work to my current manager at Dubai Electricity
and Water Authority, Ms Fatma Al Suwaidi, from whom | have learned a lot.

Thank you all for helping make this dream of mine come true!



vii

Publications

Al Mehairi, H. A. (2013). Cultural Influences on Knowledge Sharing Behaviours
Through Open System Vs. Closed System Cultures: The Impact of Organisational Culture
on Knowledge Sharing [Paper presentation]. 10th International Conference on
Intellectual Capital, Knowledge Management and Organisational Learning, The George
Washington University Washington, DC, USA.

Al Mehairi, H. A. and Binning, K. (2014). Employee Oriented vs. Work Oriented
Cultures and the Moderating Role of Education on Intention to Share Knowledge
Proceedings of the 2014 11th International Conference on Information Technology: New
Generations (545-551). IEEE Computer Society. doi: 10.1109/ITNG.2014.50.

Al Mehairi, H. A. and Zakaria, N. (2011). Exploring the effects of organizational culture
on collaborative vs competitive knowledge sharing behaviors [Paper presentation].

International Conference on Integrated Information, Greece.

Al Muhairi, H. and Zakaria, N. (2012). Share it or keep it to yourself? Inculcating
knowledge sharing behaviors at workplace using a culturally oriented framework [Paper
presentation]. International Business Information Management Association 18th IBIMA

Conference. Istanbul, Turkey.

Al Mehairi, H. A. and Zakaria, N. (2014). “Understanding Organizational Culture for
Effective Knowledge Sharing Behaviors in the Workplace.” Organizational Cultures: An
International Journal 13(3), 33-52. doi:10.18848/2327-8013/CGP/v13i03/59257

*The change in the author’s family name (Al Muhairi, Al Mehairi and now recently to Al

Mheiri) is due to a government initiative to standardize family name spellings).



viii

Certification

I, Hanan Abdulla Al Mheiri, declare that this thesis submitted in fulfilment of the
requirements for the conferral of the degree Doctor of Philosophy, from the University of
Wollongong in Dubai, is wholly my own work unless otherwise referenced or
acknowledged. This document has not been submitted for qualifications at any other

academic institution.

Hanan Abdulla Al Mheiri

21 Jan 2022



Research Motivation
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However, this failure in KM is not just a local issue that affects a couple of firms in the
UAE; it is a global concern. According to Ambrosio (2000), approximately 50%—-70% of
knowledge management initiatives and projects fail to meet their objectives. This huge
failure in the implementation of KM motivated me to investigate the reasons that could
contribute to the failure or success of KM. Knowledge sharing is considered an essential
factor for organisations to be able to effectively implement knowledge management
(Chen et al. 2013; Damodaran & Olphert, 2000; Levin et al., 2002); and organisational
culture is one of the most important factors affecting the success or failure of knowledge
management (Storey & Barnett, 2000). Further, research has pointed out that
organisational culture can affect knowledge sharing positively or negatively depending
of the type of culture that is fostered within the organisation (Arling & Chun, 2011;
Gagné, 2009; Hansen et al., 1999; Huysman & Wulf, 2006; Lin, 2007; Reychav &
Weisberg, 2010; Su et al., 2010; Tohidinia & Mosakhani, 2009). Sadly, it appears that
sometimes management does not pay attention to the organisational culture that is the
identity of the organisation and instead focuses only on enforcing global standards that
might not suit their organisational culture. Thus, the central idea underlying this research
is that knowledge management can be effective if organisations unite their efforts with a
common objective and concentrate on guiding individual behaviour to share knowledge
and fostering an organisational culture that is suitable for knowledge sharing (Storey &
Barnett, 2000). Thus, this study seeks several outcomes. First, this study will address
different organisational culture dimensions and identify which types are more supportive
of knowledge sharing behaviour. Therefore, the outcomes of the study will help

organisations to identify their organisational culture type and, based on the results, they



should be able to create an organisation culture that better enhances knowledge sharing
among employees. Second, this study will raise awareness of the importance of
knowledge sharing among an organisation’s employees. Third, the thesis aims to help
organisations and leadership to establish regulations and guidelines for knowledge
sharing in the organisations’ policies and strategies. Here, my motivation is to provide a
mechanism to support companies in facilitating knowledge sharing behaviour among
employees and to help them create the correct organisational culture to encourage

knowledge sharing through the research models of this thesis.



KSB
OoC
PBC
SEM
SKGEP
TPB
TRA
UAE
uow
uowbD
VIF

List of Abbreviations
Attitude Toward Knowledge Sharing
Common Method Bias
Dubai Government Human Resources Department
Federal Authority for Government Human Resources
Gulf Cooperation Council
Government Excellence Model
Hypothesis
Heterotrait-Monotrait Ratio
Inclusive Leadership
Injunctive Norms
Intention to Share Knowledge
Knowledge Leadership
Knowledge Management
Learning organisation
Knowledge Sharing
Knowledge Sharing Behaviour
Organisational Culture
Perceived Behavioural Controls
Structural Equation Modelling
Sheikh Khalifa Government Excellence Program
Theory of Planned Behaviour
Theory of Reasoned Action
United Arab Emirates
University of Wollongong
University of Wollongong in Dubai

Variance Inflation Factor

Xi



Table of Contents

Abstract
Acknowledgments
Dedication
Publications
Certification
Research Motivation
List of Abbreviations
Table of Contents
List of Figures
List of Tables
List of Appendices
Chapter 1: Introduction
1.1 Introduction

1.2 Background: Organisational Culture and Knowledge Sharing

1.3  Research Context: The United Arab Emirates

1.4 Leadership Influence on Knowledge Sharing in the UAE

1.5 Research Aims and Objectives
1.6  Structure of the Thesis
1.7  Summary
Chapter 2: Literature Review
2.1 Introduction
2.2 Knowledge Management: When Did It Start?

2.3 Misconceptions About Knowledge Management in Organisations

2.4  Types of Knowledge
2.5 Key Concepts
2.6 Gaps in The Literature
2.7 Summary
Chapter 3: Theoretical Development

3.1 Introduction

3.2 Research Framework and Hypotheses Development

3.3 Model 1 (Main Model)
3.4 Model 2

xii

vii

viii

Xi
Xii
XV
Xvii

XX

co o1 B~ N

10
12
14
14
14
18
20
24
63
65
66
66
71
71
94



Xiii

3.5 Model 3 95
3.6 Summary 97
Chapter 4: Research Methodology 98
4.1 Introduction 98
4.2 Mixed Methodology in Literature 98
4.3  Quantitative Methods 108
4.4 Data Analysis 110
4.5 Qualitative Methods 133
4.6  Qualitative Analysis 137
4.7 Pilot Study 144
4.8 Conclusion 150
4.9 Summary 155
Chapter 5: Presentation, Analysis and Interpretation of Quantitative Data 156
5.1 Introduction 156
5.2 Data Collection 156
5.3 Evaluation of The Measurement Model 163
54 Summary 205
Chapter 6: Presentation, Analysis and Interpretation of Qualitative Data 206
6.1  Introduction 206
6.2  Leadership Impact On Organisational Culture 206
6.3 Inclusive Leadership and Organisational Culture 207
6.4 Knowledge Leadership and Organisational Culture 208
6.5 Leadership Impact On Knowledge Sharing Behavioural Intentions 208
6.6 Organisational Culture Impact on Knowledge Sharing Behavioural
Intentions 214
6.7  Organisational Culture Impact On Injunctive Norms 224
6.8 Demographic Factors and Their Influence On Knowledge Sharing 228
6.9 Summary 234
Chapter 7: Discussion 235
7.1  Introduction 235
7.2 Model 1 (Main Model): Knowledge Leadership and Inclusive Leadership As
Influences On Organisational Culture Dimensions 236
7.3 Model 2: Knowledge Leadership and Inclusive Leadership Are Both Treated as

Background Factors in The TRA Framework 251



7.4

7.5
7.6

Xiv

Model 3: Knowledge Leadership and Inclusive Leadership Are Both Treated as

Moderators On the Relationship Between Organisational Culture Dimensions

and Attitude Toward Knowledge Sharing
Overall Summary of Research Models

Summary

Chapter 8: Conclusion

8.1
8.2
8.3
8.4
8.5
8.6
8.7

Introduction

Overview of The Research

Summary of The Results

Theoretical and Empirical Contributions
Practical Contributions/Implications
Limitations and Directions for Future Research

Summary

List of References

List of Appendices

253
255
257
258
258
258
259
261
265
268
271
272
304



XV

List of Figures

Figure 1.1 Current Biggest Impediments to Knowledge Transfer (after Ruggles, 1998, p.

1) TSP P PR PRPR 3
Figure 1.2 Structure 0f the TheSIS ......c.ciiieiiee e 12
Figure 2.1 The Evolution of Knowledge Management...........cccccevvvniiniesiienesnieseenens 17

Figure 2.2 Four Modes of Knowledge Conversion (Nonaka & Takeuchi, 1995, p. 62).21
Figure 2.3 The Different Types Of Knowledge (Explicit, Implicit and Tacit) Nickols

(2000, P. 3) cviiieiereeie et ettt 23
Figure 2.4 Schematic Presentation of Conceptual Framework for the Prediction of
Specific Intentions and Behaviours (Fishbein & Ajzen, 1975, p. 16).......... 61
Figure 2.5 Theory of Planned Behaviour (Azjen, 1991, p. 182)......cccccceveieriiininnnnnnn. 61
Figure 2.6 An Integrative Model (Fishbein, 2000, p. 274.......ccccceveivieiveieceeceee e 61
Figure 2.7 Schematic Presentation of the Reasoned Action Model (Fishbein & Ajzen,
2000, Do 22). ettt 61

Figure 3.1 Model 1 (Main Model): Knowledge Leadership and Inclusive Leadership as
Influencers for Organisational Culture Dimensions in which Organisational
Culture Affects Intention to Share Knowledge Through Attitude Toward
KNOWIdge SNaring ........coeoiiiiiiiiieeese e 68
Figure 3.2 Model 2: Knowledge Leadership and Inclusive Leadership are Both Treated
as Background Factors in the TRA/TPB Framework ...........cccccovevveveineenne. 69
Figure 3.3 Model 3: Knowledge Leadership and Inclusive Leadership are Both Treated
as Moderators Between Organisational Culture Dimensions and Attitude

Toward Knowledge Sharing..........cocoieiiniicieeeseee e 70
Figure 3.4 The Distrust-Trust Continuum (Hurley, 2011. p. 9).cocovvvievieiiieieee e 74
Figure 3.5 Control Variables in the Main Model.............cccocooveiiiiiiiiieeceee 90
Figure 4.1 ReSEAICN DESIGN .....cuviiiiiieiieiiesiesie ettt 102
Figure 4.2 Research Methodology Approach in Current Research ............ccococvvvnene. 103

Figure 4.3 Summary of the 5 Stages Involved in Mixed Methods Design of the Study

Figure 4.4 Inclusive Leadership and Knowledge Leadership — Dimensions and Items109
Figure 4.5 Recommendations of Indicators Elimination Based on Outer Loadings as per

Hair et al.’s Guidelines (2017, p. 14) cceoiieiieieeeee e 113
Figure 4.6 Structural Model Assessment Procedure (Hair et al., 2017, p. 191) ........... 115



XVi

Figure 4.7 Re-drawing of the Four Types of Hierarchical Latent Variable Models Based

on Becker et al. (2012) and Jarvis et al. (2003)........cccccvervrieerinresiirnianiens 123
Figure 4.8 Formative Measurement Models Assessment Procedure (Adapted from Hair
BL AL, 2007) it 125
Figure 4.9 Collinearity Assessment in Formative Measurement Models Using the VIF
(Hair et al., 2017, P.145) .ooeiiieeeeceeese e 126
Figure 4.10 Moderation - Conceptual Model............cccccevieiieiiiici e 128
Figure 4.11 Applying Two-Stage Approach Using Research Model .............c.ccccuvne. 130
Figure 4.12 Mediator Analysis Procedure in PLS ... 132
Figure 4.13 The Functionality of NVivo (adopted from Jones, 2007. p. 73)................ 138
Figure 4.14 Summary of Qualitative Analysis Stages .........cccccevvveriereiieieeie e 140
Figure 4.15 Basics of A Coding Tree (Adapted from Harrell and Bradley (2009, pp. 104-
(015 ) J OO 142

Figure 5.1 Model 1: Knowledge Leadership and Inclusive Leadership as Influencers for
Organisational Culture Dimensions Whereby Organisational Culture Affects
Knowledge Sharing INtention ............cccccveiiiieieccece e 176

Figure 5.2 Examining the Effects of Control Variables in the Main Model................. 181

Figure 5.3 Model 2: Knowledge Leadership and Inclusive Leadership Are Both Treated
as Background Factors in the TRA Framework..........cccoeveviiinencninnnn, 191

Figure 5.4 Model 3: Knowledge Leadership and Inclusive Leadership Are Both Treated
As Moderators Between Organisational Culture Dimensions and Attitude
Toward Knowledge Sharing.........ccocooeriiiiiiineieseeeee s 193

Figure 7.1 Model 1: Influencers which Impact the Background factors in the TRA and
TPB FrameWOTK ......ccuviiiiiiieiie ettt 241

Figure 7.2 Main Model: Highlighting the Mediation Relationships.............c.ccccccveun.n. 245



Table 1.1
Table 2.1
Table 2.2

Table 2.3
Table 2.4

Table 2.5

Table 3.1

Table 3.2
Table 4.1

Table 4.2
Table 4.3

Table 4.4

Table 4.5

Table 4.6

Table 4.7
Table 4.8

Table 4.9

Table 5.1
Table 5.2
Table 5.3
Table 5.4

XVii

List of Tables

The Government Excellence Model - Pillars and Criteria (UAE, 2019) ....... 7

Tacit and Explicit Knowledge (Tiwana, 2000, p. 45) .....cccooveveiveieciieceene. 21
Origins of Organisational Culture by Theorists: Extending the work of Bellot
(2011, p. 31) and Rousseau (1990, P. 155) ...covevieenierieeie e 25
Selected organisational culture dimensions in the present study................. 42

Evolution of Leadership Theory (Seters & Field, 1993, pp .31-32) and
proposal of a new ‘Era of Integrative Knowledge’. ..........ccccvvvviiiiinennnnn, 47
Comparison of the Knowledge Integrative Era and Other Leadership
EVOIULIONAIY EF8S......cviiiiieiiiiiiicieeieeeee e 55
Meta-Analysis Studies Exploring the Relationships Between Intention and
ACTUAI BENAVIOUN......cuviiiiiiiiiiest e 78
Summary of Control Variables Considered in the Present Study ................ 94

Qualitative, Quantitative and Mixed Methods Approaches (Creswell, 2003,

High-Level Data Analysis Steps Followed in Quantitative Methods ........ 104

Evaluation of the measurement model procedure (adapted from Hair et al.

(2014) & Hair et al., (2017)) .ooeoiieeeeieee e 111
Criteria for assessment of reflective measurement models (Hair et al., 2017)
.................................................................................................................... 111
Decision Rules For Determining Whether A Construct Is Formative Or
Reflective (Source: Jarvis et al.,2003, P.203). ....cccovviririieiiieiee e 123
Types of no mediation and types of mediation (Adapted from Hair et al.,
(2017, P 232) et 131
Myers’ classification of interviews’ types (2009 p. 124).......cccccvvveiinnns 133

Potential Difficulties, Problems, and Pitfalls of Interviews and Steps Taken
t0 OVErCOME TNEIM ....eiivieiiieiece ettt 135
Comparison Between the Pilot Study and Main Study (All Additions and
Eliminations of Constructs Based on the Finding of the Pilot Study) ....... 153

Descriptive Statistics - Dubai (Government SECtor) .........ccocvevverveiiernenne 159
Respondents Sample by Industry and Demographics..........c.ccoceveiiinnnne. 159
Descriptive Statistics: Item Measurements .........cccceeveeviveeiieviveeseesineesieens 160

Evaluation of the Reflective Measurements.......ocoovvveeeeeee e 164



Table 5.5
Table 5.6
Table 5.7
Table 5.8
Table 5.9
Table 5.10
Table 5.11
Table 5.12
Table 5.13

Table 5.14

Table 5.15

Table 5.16

Table 5.17

Table 5.18

Table 5.19

Table 5.20

Table 5.21

Table 5.22

Table 5.23
Table 5.24

Table 5.25

Table 5.26

Table 5.27

CrOSS LOAAING ...ttt 167
Discriminant Validity test using Fornell-Larcker Criterion....................... 170
Estimation of the Formative Measurement Parameters ............ccoccocvvennene. 171
Multi-Collinearity Assessment: VIF Values for Model 1...............c.......... 172
Multi-Collinearity Assessment : VIF Values for Model 2......................... 173
Multi-Collinearity Assessment : VIF Values for Model 3....................... 174
Results of Hypothesis Testing for Model 1...........cccoooviviiviieiieiieece, 178
Control Variables in the Total Model ..o, 182
Gender Differences Among Other Control Variables (Age, Education, Job
Seniority and Nationality) ..........cooiieiiiiie e 183
Education Differences Among Other Control Variables (Age, Gender, Job
Seniority and Nationality) .........cccccevveii i 184
Nationality Differences Among Other Control Variables (Age, Gender,
Education and JOb SENIOTILY) ......ccoveiiiiiiiieieresss e 185
Job Seniority Differences Among Other Control Variables (Age, Gender,
Education and Nationality)...........cccoeveviiiieiieie e 186
Age Differences Among Other Control Variables (Gender, Education, Job
Seniority and Nationality) .........c.ccoviiriiiii e 187
Mediation Results (direct and indirect effects) .........cccccevvvvieienciinennnn 189
Results of Hypothesis Testing for Model 2...........cccccov e, 192
Results of Hypothesis Testing for Model 3...........ccccco e, 194
Coefficient of Determination (R2).........cccceeeveiecueieeerereceeeeeseeee e, 196
Assessing the Effect Size (f2) ....ocvvceeeceeceeece e 196
Predictive Relevance (Q2) .......vviveveeeeeeeeieeeseeeeeee e 197

Model 3 Moderation Effects:— Inclusive Leadership Moderating the
Relationship Between Organisational Culture Dimensions and Attitude
Toward Knowledge Sharing.........ccocooviieiinene e 200
Plot Diagram of Moderation Effects: Inclusive Leadership Moderating The
Relationship Between Organisational Culture Dimensions and Attitude
Toward Knowledge Sharing.........ccocooviieiinene e 200
Model 3 Moderation Effects: Knowledge Leadership Moderating The
Relationship Between Organisational Culture Dimensions and Attitude
Toward Knowledge Sharing.........cccecveiieiiieiie e 201
Plot Diagram Of Moderation Effects: Knowledge Leadership Moderating



Table 5.28

Table 5.29

Table 5.30

Table 6.1

Table 6.2

Table 6.3

Table 6.4

Table 6.5

Table 7.1

Table 8.1

Table 8.2

Table 8.3

Table 8.4
Table 8.5

Xix

The Relationship Between Organisational Culture Dimensions and Attitude
Towards Knowledge Sharing ..........coovveeiiieneiinseeee e 202
Model 3 Moderation Effects: Inclusive Leadership Moderating The

Relationship Between Organisational Culture Dimensions and Injunctive

Model 3 Moderation Effects: Knowledge Leadership Moderating The

Relationship Between Organisational Culture Dimensions and Injunctive

Plot Diagram of Moderation Effects: Knowledge Leadership Moderating The
Relationship Between Organisational Culture Dimensions and Injunctive

OIS <.ttt e s e b e b e bt e s nr e e b e e nbreenee s 205
Summary of Respondents with Regard to Age Impact on Knowledge Sharing
.................................................................................................................... 229
Summary of Respondents Views of Gender Impact on Knowledge Sharing
.................................................................................................................... 230
Summary of Respondents Views of Job Experience Impact on Knowledge
SRAITNG .. 231
Summary of Respondents Views of Education Impact on Knowledge Sharing
.................................................................................................................... 232
Summary of Respondents Views on Nationality/Emiratisation’s Impact on
KNowledge Sharing.........cccvceiiiieeie e 233
Overall Summary of the Three Research Models ..........c.cccoovvviiiviinnnnne. 255
Major Relationships — Summary and Highlights............cccoooiiiniinnnnne 260
Control Variables / Quantitative Analysis ..........cccccevvivieiieieiie e, 261
Summary of Theoretical and Empirical Contributions..............c.ccccceveneee. 264
Summary of Contextual Contributions ... 266

Summary of Practical ImMplicationsS..........cccoviiininiiiineeeee s 268



Appendix 1:
Appendix 2:
Appendix 3:
Appendix 4:
Appendix 5:
Appendix 6:
Appendix 7:
Appendix 8:

XX

List of Appendices
Pilot Study (Quantitative and Qualitative) Approval............ccccceeevivnnnnne 304
Participant Information Sheet ............cccevv i 305
Main Study Questionnaire (English and ArabicC) .........c.ccccevvveveiieieennenn, 306
Main Study (Quantitative and Qualitative) Approval...........cccoecvervnnnnne. 324
Measurements of the Main Study ..........ccooereriiieiee e 325
Interview ProtoCol QUESTIONS ........covuiiiiiieie e 329
Profiles of Study Respondents (Qualitative Interviews)...........cccceevennene 340
Pilot Study REFEreNCES .....cveiveeiiiee e 341



Chapter 1: Introduction

This chapter begins with an overview and background of the study topic. This is followed
by the research aims and objectives along with the research questions. Information about
the context where the study takes place is then presented. Finally, the structure of the

thesis is presented and discussed.

1.1 Introduction

In order for organisations to thrive in today’s dynamic workplace they must be aware of
the advantage of knowledge sharing (KS) and the competitive advantages it can bring to
a firm (Al-Adaileh & Al-Atawi, 2011; Damodaran & Olphert, 2000; Levin et al., 2002).
KS requires individuals to interact and collaborate to share their knowledge with their co-
workers, jointly create new knowledge and then transform it into organisational
knowledge that benefits the whole organisation (Yang et al., 2020). However, many
organisations fail to pay attention to knowledge sharing; this can have a significant
impact, including financial disadvantages. For example, Babcock’s (2004) study into
Data Corp, an international market intelligence firm, has concluded that failure to share
knowledge within Fortune 500 companies has led to annual losses in excess of $31
million. Two key factors impact knowledge sharing among employees: organisational
culture and the leadership of an organisation (Chua & Lam, 2005; Minyoung et al., 2012;
Ruggles, 1998; Stewart, 1991; Storey & Barnett, 2000; Suliman & Moradkhan, 2013).
Leadership is a crucial factor as it has an enormous impact on both organisational culture
and knowledge sharing behaviour among employees (Gerpott et al., 2019; Minyoung et
al., 2012; Suliman & Moradkhan, 2013). However, leadership evolves over time and there
is no clear guidance within the literature on which particular leadership style promotes
knowledge sharing among employees. Importantly, leaders within many organisations do
not take any action to enhance their leadership style to improve organisational culture,
instead focusing more on technological aspects. Various technological tools have been
created to support knowledge sharing among employees (Call, 2005; Kaplan, 2002;
Ribiere & Calabrese, 2016; Tsui, 2016) but without proper leadership and a supportive
culture, these initiatives might not be successful. One reason for this is the misconception
around the domain of knowledge management (KM) as organisations and leaders think
KM is about technology (Call, 2005; Ribiere & Calabrese, 2016): however, the emphasis



should be directed more on people and how they interact with one another as knowledge
sharing is one of the most important factors in KM (Ribiére & Calabrese, 2016). This
thesis, therefore, seeks to address this gap by investigating employees’ knowledge sharing
behavioural intentions in an organisational context. The study aims to develop a
framework for organisations to assist them to improve both leadership and organisational
culture in order to nurture and improve knowledge sharing among employees. The key to
improving and increasing the knowledge sharing behavioural intentions of employees is
to focus on organisational culture and leadership rather than treating the symptoms of the
problem by looking at technological solutions (Lyu & Zhang, 2016). Consequently, this
study examines the role of both leadership and organisational culture in employees’
knowledge sharing behavioural intentions. The study was conducted in the government
sector, answering a call by Shariq et al. (2019) who pointed out that previous research
focused primarily on the private sector. Based on the results of the research, the study
offers some recommendations for policy makers and leaders in the UAE to enhance
organisational culture and leadership and to increase knowledge sharing behavioural
intentions among employees. The study utilises a mixed methods approach to provide a

range of perspectives on the topic.

1.2 Background: Organisational Culture and Knowledge Sharing

In order for organisations to increase knowledge sharing behavioural intentions among
employees their focus should be redirected from technology-based solutions to people
and culture-based solutions. Chion et al. (2019) investigated the organisational culture,
organisational structure, and technology infrastructure of knowledge sharing and their
results showed that while both organisational culture and organisational structure have a
significant positive impact on knowledge sharing, technology infrastructure does not. KS
must be taken seriously because it is considered to be one of the most important elements
in knowledge management (Al-Adaileh & Al-Atawi, 2011; Damodaran & Olphert, 2000;
Levin et al., 2002). A number of researchers have identified some of the reasons that
contribute to KM and KS failure. These are: 1) organisational culture (Chua & Lam, 2005;
Storey & Barnett, 2000), (2) lack of managerial ability (Bantel & Jackson, 1989), (3) lack
of KM awareness (Singh & Sharma, 2011), (4) insufficient implementation time being
allocated (Guptara, 1999), and 5) technology (Chua & Lam, 2005). Further, as early as
1998, Ruggles reported on a study conducted by Ernst & Young in which 431 US and
European organisations were studied (see Figure 1.1). In this study Ernst & Young



identified the biggest challenges to knowledge transfer as 1) the existence of an
inappropriate organisational culture and 2) lack of leadership skills in terms of their
inability to signal priorities within the organisation. Over two decades later, these
problems still persist. This thesis seeks to address this gap by investigating different

dimensions of organisational culture and studying their impact on knowledge sharing.

Figure 1.1 Current Biggest Impediments to Knowledge Transfer (after Ruggles, 1998, p. 88)
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Several studies have highlighted that the failure of KM and KS between employees in
organisations is caused by many factors; however, inappropriate organisational culture is
presented at the top of the list (Chua & Lam, 2005; Ruggles, 1998; Schein, 1986; Storey
& Barnett, 2000) with leadership as the second most important factor (Bantel & Jackson,
1989; Ruggles, 1998). Stewart (1991, p. 39) argued that achieving the desired outcomes
from an investment in knowledge requires “a corporate culture that allows it to flow
freely, which means breaking down hierarchies and getting rid of rules that stifle new
ideas”. Magnier-Watanabe and Senoo (2010) present the benefits of a positive
organisational culture asserting that knowledge sharing within these organisations is more

likely to be implanted successfully. Damodaran and Olphert (2000) pointed out that



organisational culture, and more precisely creating a knowledge-sharing culture, is the
most important condition for effective KM. Ayatollahi and Zeraatkar’s (2020) study
results revealed that both organisational culture and organisational leadership are very
important factors in developing successful KM. Their study pointed out that
organisational leaders play an exceptional role in influencing employees toward
knowledge sharing and creating an organisational culture that facilitates knowledge
sharing. They further elaborated that the organisational culture should support open and
transparent communication among employees as this will lead to collaboration and
knowledge sharing across organisational levels. Therefore, understanding the culture in
organisations is vital to both improving knowledge sharing among employees and
maximizing the competitive advantage of the organisation in general. Managers,
especially knowledge management managers, need to understand knowledge sharing
behaviour in order to create an environment that maximizes knowledge sharing among
employees and increases the organisations’ intellectual capital (Ayatollahi & Zeraatkar,
2020; Lakshman, 2007).

This study examines the impact of different organisational culture dimensions on
knowledge sharing behavioural intentions. It also examines the role of leadership in
influencing organisational culture and knowledge sharing behavioural intentions. This
research focuses mainly on the government sector, and specifically targets large
organisations in the UAE. The following section explains the context of the UAE and

some of the leadership efforts in KM and KS in organisations.

1.3 Research Context: The United Arab Emirates

Despite numerous studies on knowledge sharing, little research has been done in the
Middle East, Gulf Cooperation Council (GCC) countries and, more specifically, the UAE
(Abdallah et al., 2012; Al Bastaki et al., 2020; Behery & Paton, 2008). Hence, this study
takes place in the context of the UAE—-a country that is considered to be relatively young
by global standards because it was only federally founded on 2nd December 1971 under
the leadership of HH Sheikh Zayed Bin Sultan Al Nahyan (Anadol & Behery, 2020). It
consists of seven emirates: Abu Dhabi (the capital), Dubai, Sharjah, Ajman, Umm Al
Quwain, Ras al-Khaimah and Fujairah, each ruled by a sheikh (Rehman, 2007; Suliman
& Moradkhan, 2013). Sheikh Zayed believed that investment in people’s well-being,
knowledge and capabilities leads to the greatest reward for individuals and families



(Anadol & Behery, 2020). The emirate of Abu Dhabi occupies 86.7% of the total area
which makes it the largest of the seven emirates: Dubai is the second largest, covering
5% (Jassem et al., 2011).

The UAE is one of the GCC countries which also include Saudi Arabia, Oman, Kuwait,
Bahrain and Qatar (Al Bastaki et al., 2020). It covers 82,600 square kilometres and is
located on the eastern side of the Arabian Peninsula (Suliman & Moradkhan, 2013).
Resting between East and West, it contains desirable features of both civilizations
(Anadol & Behery, 2020). However, while establishing new trends and modernisation,
the UAE leadership has protected the country’s heritage and Islamic principles to avoid
a total separation from the past (al-Suwaidi, 2011). Social life in the UAE is highly
influenced by cultural values and Islam as all UAE nationals integrate religion in daily
life (Jassem et al., 2011). Although the official language in the UAE is Arabic, English is
widely used and well understood in communications (Jassem et al., 2011). According to
the most recent United Nations (UN) data, the country’s population is 9,938,261 which
includes 10% UAE nationals (also known as Emiratis), 58% South Asian, 8.5% Western
expatriates and the remainder different nationalities (World Population Review, n.d.).
This distribution shows the extent of cultural diversity present (Anadol & Behery, 2020)
which is also reflected in the work place. This study therefore, also explores the impact

of nationality when it comes to sharing knowledge between Emiratis and non-Emiratis.

1.4 Leadership Influence on Knowledge Sharing in the UAE

Anadol and Behery (2020) described the leaders of the UAE as not only competitive and
goal-oriented but also following in Sheikh Zayed’s footsteps in having a humanistic
approach when dealing with people coming from diverse backgrounds to achieve
prosperity for the country. The UAE leaders were ranked second in highest public trust
in politicians globally as per the 2019 World Economy Forum (Anadol & Behery, 2020).
There are many examples of UAE leaders looking after peoples’ well-being: for instance,
in 2016 the post of “Minister of Happiness” was created (Anadol & Behery, 2020).

The discovery of oil and gas deposits in the GCC enabled them to achieve rapid economic
growth and social development (Al Bastaki et al., 2020). However, the government is
aware that they need to transform the economy to a model which is driven by knowledge
and innovation since the oil and gas reserves will not last forever (Al Bastaki et al., 2020;

UAE, 2014, p. 18). The UAE government has emphasised the importance of knowledge



management and developed several initiatives to encourage both government and private
organisations to enhance and nurture knowledge sharing among employees (Al Bastaki
et al., 2020; Siddique, 2012). Siddique (2012) pointed out, for example, that the UAE is
one of the few countries that has created national programmes to stress the strategic

importance of KM and KS for the country’s social and economic progression.

One of the Dubai Government’s KM initiatives was establishing the Knowledge and
Human Development Authority (KHDA) in 2006, which ensures and monitors the quality
and development of education and human resources in the emirate (Siddique, 2012). In
2007, the Mohammed Bin Rashid Al Maktoum Foundation (MBRAF) was established
with a $10 billion endowment fund; it is now considered one of the major government
efforts to further enhance and develop KM in the region (Siddique, 2012). Mohamed et
al. (2008) provided a comprehensive review of the Mohammed Bin Rashid Al Makhtoum
Foundation’s role in advancing KM and its four main pillars which are: 1) building a
knowledge society, 2) leadership, 3) research and development, and 4) sustainability.
Mohamed et al. (2008) further highlighted the limited research on KM related topics, not

only in the UAE but also at regional level in organisations in the Arab world in general.

As well as the many establishments created in Dubai and the other emirates of the UAE
to support KM initiatives and programmes, the federal UAE and Dubai governments also
provide additional guidance to organisations through various government programs. For
instance, the Federal Authority for Government Human Resources (FAHR) produced the
“Guide of [sic] Knowledge Management in the Federal Government” in 2017 to provide
a common understanding for all federal and Government organisations: the guide
provided tips for organisations on how to establish “Knowledge Sharing Platforms”™ in
order to help organisations produce and share knowledge, experience and skills among
their employees (FAHR, 2017). Further, in order to provide alignment in government
organisations toward common excellence standards and understanding, the Sheikh
Khalifa Government Excellence Program (SKGEP) was established under Decree No.
165/22, session No. 9 on 12 June 2006 (Sheikh Khalifa Excellence Program, n.d.).

In 2019, His Highness Sheikh Khalifa Bin Zayed Al Nahyan, the President of the United
Arab Emirates and His Highness Sheikh Mohammed bin Rashid Al Maktoum, Vice-
President and Prime Minister of the UAE and Ruler of Dubai introduced the updated
Government Excellence Model (GEM) as part of SKGEP (UAE, 2019). The program is



unique as it addressed some gaps that were identified in the previous excellence programs.
GEM consists of three main pillars: 1) vision realisation (40%), 2) distinctive value (35%)
and, 3) enablers (25%). Table 1.1 shows the breakdown for each pillar (UAE, 2019).

Table 1.1 The Government Excellence Model - Pillars and Criteria (UAE, 2019)

GEM Pillars GEM Criteria
1.1 First Criterion: Enhancing Wellbeing (10%)
First Pillar: Vision 1.2 Second Criterion: Future Readiness (10%)
Realization (40%) 1.3 Third Criterion: Strategic Directions and Competitiveness (10%)

1.4 Fourth Criterion: Main Functions (10%)

2.1 Fifth Criterion; New Generation Services (15%)
2.2 Sixth Criterion: Intelligent Enablement (10%)
2.3 Seventh Criterion: Talented Professionals (10%)
3.1 Eighth Criterion: Resources and Assets (5%)

Third Pillar: Enablers 3.2 Ninth Criterion: Data and Knowledge Management (5%)
(25%)

Second Pillar: Distinctive
Value (35%)

3.3 Tenth Criterion: Partnerships and Integration (10%)
3.4 Eleventh Criterion: Government Communication (5%)

GEM aims to provide government organisations with guidance to enhance organisational
culture by ensuring employees’ well-being and happiness It also addresses the area of
data and knowledge management which includes areas such as collaboration and
knowledge sharing among employees as well as knowledge sharing with partners
externally In the first pillar, leaders of the UAE empower employees to take part in
important decisions and take part in shaping the future They also support employees to
take part in designing main functions for entities and establish strategic alignments to
ensure that entities are competitive (UAE, 2019). All of these factors where leaders
empower employees to take part in shaping the future of government entities, implies the

existence of inclusive leadership.

Similarly, GEM also places emphasis on knowledge leadership as it influences employee
creativity and the process of generating new ideas and innovations as well as creating
value by managing, sharing and creating new knowledge It further emphasises the
importance of having a culture of innovation to address challenges in an unconventional
way and stresses the importance of fostering employees’ creative mindsets to accomplish
everyday duties (UAE, 2019). The Guide also stresses that leaders should create an
environment of trust where employees are not afraid to make mistakes, take risks, learn

from their mistakes and incorporate new learning for the future.



The Dubai Government Human Resources Department (DGHRD) passed an HR law,
Executive Council Resolution No. (39) of 2018, which describes the role of immediate
supervisors in addressing the performance management system of employees. Having
such a system in place for performance appraisal brings clarity and trust among
employees that the leadership will be evaluating them using an established clear and
specific methodology and using standard criteria. This supports the creation of an
organisational culture which is characterised by trust whereby employees are confident
that their line managers will treat them fairly while appraising their performance. The law
also highlighted the role of immediate supervisors in identifying and addressing
opportunities, challenges, training and resources needs for their employees. Hence, this
suggests that the management should be characterised as having knowledge leadership
where they understand their teams’ needs and provide them with the necessary resources
(Yang et al., 2014). Further, the law addressed the role of leadership in supporting
employees to build a strong team spirit but at the same time have the principles of fair
competition (The Supreme Legislation Committee in the Emirate of Dubai, 2018). This
also implies that the management should be characterised with knowledge leadership

where they support their team to learn while cultivating a team spirit (Yang et al., 2014).

1.5 Research Aims and Objectives
The main objective of this research is to examine the impact of organisational culture and
leadership on knowledge sharing behavioural intentions among employees within the
UAE workplace. The study also seeks to examine the impact of leadership on
organisational culture and determine if this can facilitate knowledge sharing among
employees. The research also identify gaps in the literature concerning knowledge
management, knowledge sharing, organisational culture, and leadership and establish the
relationships of these concepts to the UAE organisational context. To sum up, this thesis
aims to answer the following research questions:
e How do organisational culture dimensions (participation, trust, agreement, team
orientation, and openness) impact employees’ attitude toward knowledge sharing?
e How does leadership (inclusive leadership and knowledge leadership) impact
employees’ attitude toward knowledge sharing?
e How does leadership (knowledge leadership and inclusive leadership) influence
organisational culture dimensions (participation, trust, openness, team orientation

and agreement)?



Primarily, the thesis aims to achieve the following objectives:
e Identify and assess the role of organisational culture dimensions in injunctive
norms and attitudes toward knowledge sharing in UAE organisations
e Provide managerial and policy implications to UAE organisations to promote a
more effective organisational culture that supports knowledge sharing
behavioural intentions for employees in organisations.
e Develop a comprehensive understanding of how organisational culture and

leadership affect knowledge sharing behavioural intentions.

The research provides an understanding of knowledge sharing behaviour through the
employees’ intentions to share knowledge by adopting two major theories from social
psychology, the theory of reasoned action (TRA) (Fishbein & Ajzen, 2010) and the theory
of planned behaviour (TPB) (Ajzen, 1991). Examining knowledge sharing intention from
a social psychological perspective offers an understanding and explanation of the process
an individual goes through when making a decision about whether or not to share their
knowledge with their co-workers. Therefore, this research aims to provide valuable
insights for organisations and leadership to examine their organisational culture and
transform it to a culture that supports knowledge sharing behaviour. Thus, the results of
the study can be used to introduce appropriate intervention programs which can be utilised
to change employees’ behaviour to comply with knowledge sharing with their peers.
Intervention programs can take many forms such as organisational policies, and
awareness and training sessions: having a better understanding of the impact of leadership

and organisational culture will contribute to the success of these intervention programs.

To answer the research questions, a mixed methods approach was utilised. In addition, a
pilot study was conducted prior to the main study to test the measurement instrument and
to provide insights whether to include additional factors for the main study. The primary
research method is quantitative; the qualitative methods were used to gain further insights
through the adoption of thematic analysis designed to support and explain the results of
the quantitative research models.
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1.6 Structure of the Thesis

Chapter 1 provides a background to the research topic, and stated the aims and objectives

of the study. It also lays out the remaining structure of the thesis below.

Chapter 2 is the literature review. It first provides an overview of the key concepts of the
study such as knowledge sharing behaviour, types of knowledge, organisational culture,
and leadership. It also addresses the evolution of knowledge management, organisational
culture and leadership in the literature. Following that, the chapter addresses the relevant
concepts of the study such as organisational culture dimensions (participation, trust,
agreement, team orientation, and openness) as well as knowledge leadership and inclusive
leadership from relevant literature. It then highlights some of the current key gaps in the

literature.

Chapter 3 presents the theoretical development where the theoretical foundation and
rationale for the hypothesised relationships are presented and discussed. To answer the
research questions and fulfil the research objectives, Chapter 3 covers three research
models which are later empirically tested in Chapters 5 and 6. All three research models
are designed in light of TRA and TPB framework. Model 1 examines the effect of both
knowledge leadership and inclusive leadership as influencers for organisational culture
dimensions whereby organisational culture affects knowledge sharing intention. Model 1
adopts a TRA and TPB theoretical framework, with organisational culture dimensions as
background factors as well as adding both knowledge leadership and inclusive leadership
as influencers on the background factors which is one of the main contributions to the
theory: knowledge leadership and inclusive leadership improve the understanding of
employees’ motivation to share knowledge. Model 2 examines the effect of both
knowledge leadership and inclusive leadership as background factors in the TRA and
TPB framework and tests them as drivers for attitudes to sharing knowledge. Model 3
examines both knowledge leadership and inclusive leadership as moderators of the
relationship between organisational culture dimensions and attitudes toward knowledge

sharing.

Chapter 4 discusses the research methodology adopted in the study. This study uses a
mixed methods approach in order to answer the research questions. The chapter starts by
explaining the emergence of the mixed methodology approach in the literature. It then

explains its application in the current study by explaining the research design and its four



11

main stages of the mixed methods design of the study. The chapter explains the
procedures for both the quantitative and the qualitative methods. Although, the research
follows a mixed methodology approach, the research is deductive in nature as the
quantitative method is the primary research method with the qualitative methods utilised
to support and help explain the knowledge sharing behaviour in the context of the United
Arab Emirates. The data analysis preparation processes for both research methods are
discussed. In addition, the chapter covers the techniques utilised to analyse the
quantitative and qualitative data in detail. The chapter also discusses the data collection

process, ethical considerations, sampling, questions, etc.

Chapter 5 focuses on the analysis, interpretation and presentation of the quantitative data
for this study. It explains the context of the data collection process, outlines the
characteristics of the participants and explains the techniques chosen to analyse the data.
Then it details the process which took place to prepare the data for analysis. Following
that, it explains in detail the process of evaluating the measurement model and the
evaluation of the structural model. Three models are tested and discussed. The hypotheses
are then tested using structural equation modelling (SEM) to further explore and confirm
the relationships in the conceptual models. It discusses some analysis with regard to the
controlling variables which were considered in the analysis. The chapter further provides
a post hoc analysis to explore some moderating and mediating effects.

Chapter 6 presents the qualitative analysis. It explains the data collection for both the pilot
and main interview procedures. The chapter presents some valuable insights from the
interviewees on the main topic in addition to some insights related to the quantitative

results.

Chapter 7 presents the discussion of quantitative and qualitative analysis collectively. The
chapter highlights the results and their relation to answering the research questions. It also
addresses the similarities and differences to other studies that have investigated the
current constructs of the study to highlight the contribution of this study.

Chapter 8 concludes: it summarises the thesis, its theoretical and practical contributions
and the practical implications. It also offers a set of recommendations for both policy
makers and KM department heads in government entities in Dubai, the UAE, the GCC
and Middle East region which could be considered when developing future KM initiatives
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and programs. Finally, the limitations, and possible areas for future research are

addressed.

Figure 1.2 Structure of the Thesis
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1.7 Summary

This chapter has highlighted the knowledge gap whereby organisations are not aware of
the factors that could cause KM failure. It also pointed out organisations’ lack of
awareness about the importance of organisational culture and how this can impact

knowledge sharing among employees. In order for the UAE to continue to thrive, its
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organisations have to focus on adopting a suitable leadership style and nurturing an
equally suitable organisational culture that supports knowledge sharing. This thesis
provides policy makers and UAE organisational leaders with an understanding of
knowledge sharing behavioural intentions in organisations. It also examines the impact
of both leadership and organisational culture on employees’ knowledge sharing
intentions. The study follows a mixed methodology approach, which provides more
insights, especially on why things are done the way they are in the UAE context and also
provides some insights and recommendations of how this can be improved in the future.
This chapter began with an overview of and background to the study topic. Following
that, the research aims and objectives were discussed along with the research questions.

Finally, the structure of the thesis was presented.
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Chapter 2: Literature Review

2.1 Introduction

Chapter 1 provided an introduction to and brief overview of the research topic,
highlighting the importance of the research. This chapter provides a comprehensive
review of the literature related to the emergence of the concept of knowledge, types of
knowledge, and the development of knowledge management (KM). It also addresses
misconceptions about KM in organisations. The chapter then covers some key concepts
such as the differences between knowledge sharing, knowledge transfer and knowledge
exchange. It also addresses the main concepts of the study including organisational
culture evolution, organisational culture dimensions, leadership evolution, knowledge
leadership and some of the common theories used to explain knowledge sharing
behavioural intentions with a focus on the theory adopted in the present research. The
final section points out the gaps found within the literature that this study seeks to address

before a chapter summary.

2.2 Knowledge Management: When Did It Start?

Knowledge is considered a crucial resource for organisations that has to be managed in
order to provide long-term sustainability (Probodha & Vasanthapriyan, 2019). Thus,
successfully implementing knowledge management (KM) allows organisations to
achieve and sustain a competitive advantage by continuously developing knowledge
resources and assets (Probodha & Vasanthapriyan, 2019; Xue & Zhang, 2010). Jensen,
and Webster (2009) explain that since KM and its processes such as knowledge creation
and innovation brings to the firm a competitive advantage this has its downside. For
example, some organisations have their own internal knowledge creation which is also
called “closed-learning”. In this process they are more likely to protect their creations by
the use of patents and secrecy which gives them the upper hand and control over the

distribution.

Plato, in his philosophical works, for example, defined knowledge as the search for the
truth (David, 2011). Aristotle, a disciple of Plato, spent a large proportion of his life in
Plato’s academy before founding his own school, the Lyceum, based on a knowledge-

sharing system; his wide-ranging works provided the foundations for the scientific
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method (O’Connor & Robertson, 1999). Barnes (1982, p. 5), described how Aristotle
perceived knowledge and the importance of knowledge sharing, stating that:

Aristotle believed that knowledge and teaching were inseparable. .... He

thought, indeed, that a man could not claim to know a subject unless he was

capable of transmitting his knowledge to others, and he regarded teaching as
the proper manifestation of knowledge.

Hence, Aristotle argued that one cannot claim that they know something unless they are

able to share it with others.

Another philosopher who has contributed to the concept of knowledge is Sir Francis
Bacon, who coined the phrase “Knowledge is power” in 1597 (Garcia, 2001). He believed
that one can arrive at true knowledge through experimentation and observation and was
one of the philosophers who brought the inductive method into modern science and
philosophy as he believed that it is a conclusive approach to knowledge (Ochulor, 2011).
This, however, could be seen as one of the weaknesses in Francis Bacon’s work because
he only acknowledged inductive methods; his work therefore lacked hypothesis as he
proposed that “one may look at facts and the hypothesis would suggest itself”” (Ochulor,
2011, p. 83). Michael Polanyi has also written on tacit knowledge, first exploring it in
Personal Knowledge: Towards a Post-Critical Philosophy in 1958, followed by The Tacit
Dimension in 1966. At almost the same period of time, Fritz Machlup (1962)
distinguished five forms of knowledge: (1) practical knowledge, (2) intellectual language,
(3) small-talk and pastime knowledge (“entertainment and curiosity”), (4) spiritual and,
(5) unwanted knowledge. Ikujiro Nonaka is a Japanese professor who is considered to be
a guru in the field of knowledge management: he has studied the management of Japanese
firms since the 1980s and focused on the notion of “knowledge creation” during the 1990s
(Kausar & Yazdani, 2013). In 1995, with his co-author Hirotaka Takeuchi, he discussed
different concepts such as tacit knowledge, the openness of mind and body, and middle-
up-down management (Nonaka & Takeuchi, 1995). He also wrote Enabling Knowledge
Creation: How to Unlock the Mystery of Tacit Knowledge and Release the Power of
Innovation in which he identified five enablers for strategy and knowledge creation: (1)
instil a knowledge vision, (2) manage conversations, (3) mobilise knowledge activists,
(4) create the right context, and (5) globalise local knowledge (Von Krogh et al., 2000,
p.102-213).

Another key figure with regard to the importance of knowledge management is Carla
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O’Dell, CEO of the American Productivity and Quality Center (APQC). In 1998, O’Dell
co-wrote (with C. Jackson Grayson) If Only We Knew What We Know: The Transfer of
Internal Knowledge and Best Practices. In it, they defined knowledge as, “information in
action...knowledge is what people in an organisation know about their customers,
products, processes, mistakes, and success, whether that knowledge is tacit or explicit”
(p. 5). Grayson and O’Dell (1998) also identified seven steps to transfer knowledge in
organisations: (1) create; (2) identify; (3) collect; (4) organise; (5) share; (6) adopt; and
(7) use. At the end of their book, they provided “The Knowledge Management
Assessment Tool (KMAT)” to guide and help organisations to self-assess their strengths
and weaknesses in managing knowledge. In her second book along with her co-author
Cindy Hubert (2011, p. 2) they widen the definition: “Until people take information and
use it, it isn’t knowledge” and define knowledge management as:

A systematic effort to enable information and knowledge to grow, flow, and

create value. The discipline is about creating and managing the processes to

get the right knowledge to the right people at the right time and help people
share and act on information in order to improve organisational performance.

(p. 2)

O’Dell and Hubert (2011) also created a framework to help organisations develop a sound
KM strategy. The framework consists of five levels: 1) initiate: growing awareness; 2)
develop: growing involvement; 3) standardise: aligning processes and approaches; 4)
optimise: driving organisational outcomes; and 5) innovate: continuously improving
practice. Nancy M. Dixon, in her 2000 volume, Common Knowledge: How Companies
Thrive by Sharing What They Know, laid out different sets of guidelines to help employees

exchange both their explicit and tacit knowledge with other teams in the organisation.

Uit Beijerse (1999, p. 102) defines KM as:

achieving organizational goals through the strategy-driven motivation and
facilitation of (knowledge-) workers to develop, enhance and use their
capability to interpret data and information (by using available sources of
information, experience, skills, culture, character, personality, feelings, etc.)
through a process of giving meaning to these data and information.

Learning Organizations (LO) will complement KM (Karkoulian et al. 2013). Pedler et al.,
(1991, p. 1) define a LO as “an organization that facilitates the learning of all its members
and continuously transforms itself in order to meet its strategic goals”. Karkoulian et al.
(2013) explain that both KM and LO require organisations to make conscious efforts to
enable learning activities, and share knowledge and ideas in order to build effective
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organisational culture and structure.

In 2018, the British Standards Institution published an ISO Standard implementation
document (ISO 30401:2018) dedicated to Knowledge Management which it defined as
“a systemic and holistic approach to improve results and learning. It includes optimizing
the identification, creation, analysis, representation, distribution and application of
knowledge to create organisational value” (p. 5). The APQC has also put together a
glossary for key KM definitions and terms, defining KM as “The application of a
structured process to help information and knowledge flow to the right people at the right
time so they can act more efficiently and effectively to find, understand, share, and use
knowledge to create value” (2018, p. 11). This definition is very similar to that of O’Dell
and Hubert.

In summary, these definitions collectively show that knowledge management can be
defined as an all-inclusive approach to improving learning and effectiveness through
knowledge optimisation by ensuring that knowledge flows between organisational
members, and that knowledge is shared with employees who need it when required. This
definition demonstrates how knowledge sharing falls under the holistic approach of KM
and summarises ideas that were previously by different scholars. It also highlights the
importance of knowledge sharing and how it can create value for the organisation if done
properly. From the above, in many ways KM is an interactive process, wherein there is a
free interchange of concepts aimed at improving or creating new organisational

competencies that then contribute to improving organisational performance.

Figure 2.1 The Evolution of Knowledge Management

Scholars who have contributed to the concept of knowledge management over the years
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Source: Developed for this study by the researcher.

Artwork/ photos sources: Aristotle in The School of Athens (1509).
(https://www.biography.com/scholar/aristotle, accessed Nov 27, 2019); Unknown. Sir Francis Bacon
(https://quotesgram.com/sir-francis-bacon-quotes/ Accessed Nov 27, 2019); Elliott, & Fry (1930). Michael
Polanyi (https://www.npg.org.uk/collections/search/portrait/mw102534/Michael-Polanyi, accessed Nov
27, 2019); Fritz Machlup (https://freiheitslexikon.de/fritz-machlup/, accessed Nov 27, 2019); Ikujiro
Nonaka (https://www.pocketbook.co.uk/blog/2016/05/17/ikujiro-nonaka-knowledge-management/,
accessed Nov 27, 2019; APQC (2019) Carla O’Dell_(https://www.apqc.org/profile/carla-odell, accessed
Nov 27, 2019); K4DP, Nancy Dixon_(https://www.k4dp.org/nancy-dixon/, accessed Nov 27, 2019)

2.3 Misconceptions About Knowledge Management in Organisations

One of the major misconceptions about KM in organisations is their belief that KM is
about technology (i.e., portals, shared folders, online systems, etc.) (Call, 2005; Ribiere
& Calabrese, 2016). Kaplan (2002) interviewed Shir Nir, a managing partner at
Knowledge Transformation Partners (KTP), a New York KM consultancy, who said “The
biggest misconception that IT leaders make is that knowledge management is about
technology” (p. 6). Nir highlighted that organisations should focus their efforts on people
instead of technology: “Usually people begin a KM project by focusing on the technology
needs, whether they want a database or a portal. But the key is people and process”
(Kaplan, 2002, p. 7). Technology, therefore, is just a small part of the overwhelmingly
cultural endeavour (Call, 2005). Call also highlighted that KM is meant to help employees
perform better, connect people to information when they need it, and connect people with
people, stating that “It is important to realise that knowledge management is less of a
technical problem, and more of a cultural problem” (p. 21). He further explained that
while technology can be an advantage once there is a well-established KM system in
place, KM cannot solely rely on technology. Over a decade later this gap still exists as
highlighted by Husain and Gul (2019) who noted that most organisations adopt Wikis as
part of their KM systems. However, they explained that many of these organisations face
major problems with implementation such as lack of clear purpose, lack of management

support and lack of organisational culture that supports sharing and collaboration.

Another risk of focusing KM efforts on technology is that it is expensive, both in money
and effort, to build the system: additionally, these systems are very underutilised which
does not fulfil the objectives of the KM initiative (Call, 2005). Similarly, Wensley (2016)
pointed out that there are high-end information technology systems which have been

successfully developed and integrated, but yet failed catastrophically; he gives the billion-
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pound NHS information integration project in the United Kingdom as an example.
Organisations therefore should take into consideration the countless examples of failures
that derived from information systems in order to deliver the potential benefits for the

organisation and their employees (Wensley, 2016).

Tsui (2016) shared his experience and lessons learned from working with 200 cases of
Hong Kong and Asian enterprises: he pointed out that KM projects cannot be solely
technical or solely people/process oriented: it is a combination of both which together
delivers a good KM foundation. Similarly, Yang et al. (2020) also shared lessons learned
for a project based in Siemens where they conducted eight cross-sectional interviews.
Their findings contradicted the majority of the literature (e.g., Bartsch et al., 2013;
Carrillo et al., 2013; De Long & Fahey, 2000; Disterer, 2002; Duffield & Whitty, 2015;
Julian, 2008; Ranjbarfard et al., 2014) as they found that failure of KM systems is caused
mainly by IT systems rather than people factors (i.e., organisational culture and
leadership). This could be because of the current culture of the organisation as indicated
by their study participants who highlighted that they have an open and collaborative
culture and informal knowledge sharing takes place all the time. Edwards (2020) briefly
compared articles about KM dated 1999 in the Web of Science database with those
published in 2019 and found that the KM literature is gradually changing; it now offers a
much more balanced view of people, processes and technology than it did in the 20%
century. He then went on to look more in depth at the practical case studies of KM
published in 2019. Restricting his analysis to those papers which included sufficient
information on the people, process and technology elements, he found that “people
helping to design and then operate processes” is the strongest relationship and “people
design and then use technology” the weakest (Edwards, 2020, p. 219). This again could
be due to the lack of awareness of the importance of having a clear purpose when adopting

or designing new technologies to support KM activities.

Therefore, one of the gaps in organisations is that the focus of KM and knowledge sharing
initiatives leans toward technology rather than people. This thesis, while adopting the
general TRA framework, introduces and tests two of the most important factors
(organisational culture and leadership) in the successful implementation of KM and

enhancing knowledge sharing behavioural intentions among employees.
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2.4 Types of Knowledge

There are three types of knowledge in the knowledge management literature: 1) explicit,
2) tacit and, 3) implicit.

Tiwana (2000, p. 45) defines explicit knowledge as “... that component of knowledge
that can be codified, and transmitted in a systematic and formal language: documents,
databases, webs, e-mails, charts, etc.” O’Dell & Hubert (2011) extend the definition of
explicit knowledge, stating that “Explicit knowledge may not be useful without the
context provided by experience” and assert that explicit knowledge could be described as
formal or codified knowledge (p. 3). Similarly, Defillippi et al. (2009) defined explicit
knowledge as ‘“available through replication of written instructions, mathematical

equations or scientific formulae that summarise the knowledge content” (p. 7).

Polanyi describes tacit knowledge as “the fact that we can know more than we can tell”
(1966, p. 4), giving the example of face recognition: that we can recognise a face that we
are familiar with even if it is among a million faces but usually cannot explain how we
are able to do that and therefore, this knowledge cannot be translated into words.
However, with the introduction of facial composite systems by various police forces it
has become possible to communicate (at least, some of) our knowledge without having
the precise verbal language that would otherwise be necessary (Polanyi, 1966). Defillippi
et al. (2009) agree with Polanyi’s definition, referring to his classic example of learning

how to ride a bicycle.

Tiwana (2000, p. 45) defined tacit knowledge as:

personal, context-specific knowledge that is difficult to formalize, record, or
articulate; it is stored in the heads of people. Tacit knowledge consists of
various components, such as intuition, experience, ground truth, judgment,
values, assumptions, beliefs, and intelligence. The tacit component of
knowledge is mainly developed through a process of trial and error
encountered in practice.

Similarly, Defillippi et al. (2009) explain that tacit knowledge is “acquired through
personal effort, involving the accumulation of experience and learning by doing, and
becomes manifested in skilled performance” (p. 8). Tacit knowledge is important in
making a decision or taking an action: as O’Dell & Hubert, (2011) explain, it is “what
you know or believe from experience. It can be found in interactions with employees and

customers. Tacit knowledge is hard to catalog, highly experiential, difficult to document,
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and ephemeral. It is also the basis for judgment and informed action” (p. 3).

Tiwana’s summary of the characteristics of tacit and explicit knowledge is given in Table
2.1.

Table 2.1 Tacit and Explicit Knowledge (Tiwana, 2000, p. 45)

Characteristic Tacit Explicit
Nature Personal, context-specific Can be codified and explicated
— Difficult to formalize, record, encode, or Can be codified and transmitted in a

Formalisation . )

articulate systematic and formal language
Development Developed through a process of trial and Deyeloped throggh expl_lcatlon of .

. . tacit understanding and interpretation
process error encountered in practice ) .
of information

Location Stored in the heads of people Stored in documents, databases, web

pages, e-mails, charts, etc.

Converted to explicit through
externalization that is often driven by
metaphors and analogy

IT Support Hard to manage, share, or support with IT | Well supported by existing IT

Can be transferred through
conventional electronic channels

Conversation
Processes

Medium needed Needs a rich communication

Nonaka and Takeuchi (1995) developed a theory of knowledge creation keeping in mind
the level of the knowledge-creating bodies (individual, group or team, organisational, and
inter-organisational). They also developed a framework where they explain the four
modes of the knowledge conversion process, i.e., how knowledge is converted and
shared. Their school of thought only focuses on tacit and explicit knowledge and they
explain that knowledge conversion happens when tacit and explicit knowledge interact.
These four modes of knowledge conversion consist of: socialisation, externalisation,

combination and internalisation as displayed in Figure 2.2.
Figure 2.2 Four Modes of Knowledge Conversion (Nonaka & Takeuchi, 1995, p. 62)

Tacit knowledge to  Explicitknowledge

Tacit Socialization Externalization
knowledge

From

Explicit Internalization Combination
knowledge

Nonaka and Takeuchi (1995) explain that socialisation (from tacit to tacit) is connected
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to previous theories of group processes and organisational culture. They define
socialisation as a “process of sharing experiences and thereby creating tacit knowledge
such as shared mental models and technical skills” (p. 62). In a work environment, this is
commonly referred to as on-the-job training where the same principle is applied (Nonaka
& Takeuchi, 1995). Additionally, they highlighted that socialisation occurs regularly
between product developers and customers: the interactions between the two parties begin
prior to the introduction of the product to ensure that customers’ needs are met and
continue after the development is completed and the product is available in the market.
This ongoing process of creating new ideas ensures the relevancy of the product in the
market and also ensures that the product is up-to-date.

Nonaka and Takeuchi (1995) define externalisation (from tacit to explicit) as “a process
of articulating tacit knowledge into explicit concepts. It is a quintessential knowledge-
creation process in that tacit knowledge becomes explicit, taking the shapes of metaphors,
analogies, concepts, hypotheses, or models” (p. 64). However, they explained that this
could be challenging because when we as humans attempt to conceptualise an image, we
describe it mostly in language and thus verbal expressions can be inadequate and
insufficient. Therefore, they proposed combining deduction (basing it on something
existing) and induction (basing it on something new, based on people’s feedback, etc.) to
overcome this challenge. Therefore, a person’s expression of ideas through both inductive
and deductive analysis with supportive metaphors, analogies, narratives and visuals is
very important (Nonaka & Nishiguchi, 2001). Another factor that supports externalisation
is dialogue or “listening and contributing to the benefits of all participants” (Bohm, 1980
cited in Nonaka & Nishiguchi, 2001, p. 16).

Combination (from explicit to explicit) is another element of information processing
theory: Nonaka and Takeuchi define it as “a process of systemising concepts into a
knowledge system” (1995, p. 67). They further elaborate that when individuals exchange
explicit forms of knowledge such as documents, meeting minutes, etc., and reconfigure
the existing information through sorting, adding, combining and categorising, this could
lead to new knowledge. This form of knowledge creation is visible in formal education
and trainings at schools and universities and MBA education is a key example of this type
(Nonaka & Takeuchi, 1995).

Internalisation (from explicit to tacit) is closely related to organisational learning theory



23

and refers to the “process of embodying explicit knowledge into tacit knowledge. It is
closely related to ‘learning by doing’” (Nonaka & Takeuchi, 1995, p. 69). Internalisation
happens when experiences obtained from socialisation, externalisation and combination
are internalised into people’s tacit knowledge in the form of mental models or technical
know-how (Nonaka & Takeuchi, 1995).

The terms ‘implicit knowledge’ and ‘tacit knowledge’ have been used interchangeably in
some studies (Park & Gabbard, 2018). Nickols’ (2000) school of thought differentiated
between the two types as illustrated in Figure 2.3.

Figure 2.3 The Different Types Of Knowledge (Explicit, Implicit and Tacit) Nickols (2000, p. 3)
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Therefore, implicit knowledge is gained through experience; it is, “practical skills, and
know-how, but unlike tacit knowledge, implicit knowledge can be adequately articulated
and codified like explicit knowledge” (Park & Gabbard, 2018, p. 327).

This research adopts the tacit-implicit-explicit knowledge school, but only focuses on the
implicit and explicit, since the focus is sharing knowledge in the work environment which

requires the sharing of articulated knowledge.
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2.5 Key Concepts
2.5.1 Knowledge Sharing, Knowledge Transfer and Knowledge Exchange: Schools of

Thought in the Literature

Knowledge sharing is a critical component in KM processes and without it, KM cannot
be fully operational and thus successful (Al-Kurdi et al., 2020; Bartol & Srivastava, 2002;
Cabrera & Cabrera, 2002; Pasher & Ronen, 2010). Yang and Chen (2007) highlighted
that many leading firms (including Toyota, Texas Instruments (T1), Dow Chemical and
Ford) have already achieved significant benefits through knowledge sharing. It is vital
that employees share their personal insights and knowledge with their co-workers (Al-
Kurdi et al., 2020). According to van den Hooff and de Ridder (2004), organisations only
start to effectively benefit from knowledge sharing when both employees’ and teams’
knowledge are translated to organisational knowledge and this process only happens
through knowledge sharing. However, it important to understand what knowledge sharing
is: the literature provides extensive instances where the terms “knowledge sharing”,
“knowledge transfer” and “knowledge exchange” are used interchangeably (Gagne, 2009;
Tangaraja et al., 2016). This can lead to confusion and even misleading findings which is
problematic (Tangaraja et al., 2016). Therefore, knowledge sharing behaviour (KSB) in
the context of the present study is defined as a one-way flow of knowledge (Bock et al.,
2005); it should be noted that this is referred to as “knowledge transfer” by many other
researchers (e.g., Liyanage et al., 2009; Rhodes et al., 2008; Szulanski, 2000; Wilkesmann
& Wilkesmann, 2011).

Bock et al. (2005) define KSB as “the willingness of individuals in an organisation to
share with others the knowledge they have acquired or created. The sharing could be done
directly via communication or indirectly via some knowledge archive” (p. 88). Similarly,
Teh and Yong (2011) define it as “the degree to which employees share their acquired
knowledge with their colleagues. Inherently, the transfer of knowledge from one
individual or one unit of an organisation to another significantly contributes to the
organisational performance” (p. 11). Hansen and Avital (2005) define KSB as that by
which “an individual voluntarily provides other social actors (within or outside an
organisation) with access to his or her unique knowledge, skills, and experiences” (p. 6).
For Amin et al. (2010), it is “voluntarily going an extra-mile and doing more than the role

requirement” (p. 1429).
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The focus of this research is that KSB as discussed by the studies above is a voluntary act
in which a person is willing to provide guidance, expertise gained through education or
training, and their knowledge in both explicit and implicit forms to their colleagues. To
change an employee’s behaviour is considered challenging and therefore KSB cannot be
forced but rather has to be encouraged and facilitated (Bock et al., 2005). KSB is
dependent on employees’ willingness to share their know-how (how to do work-related
tasks in terms of operational knowledge), know-where (guiding colleagues to locate
resources that can help them in a particular situation) and know-whom (referring
colleagues to people who can help or have the knowledge needed in a particular situation)
when asked to do so (Bock et al., 2005).

2.5.2 Organisational Culture

The concept of organisational culture emerged in the 1950s in the anthropological
literature (Kroeber & Kluckhohn, 1952) and was then gradually adopted by the social
sciences (Becker & Geer, 1957; Van Maanen & Schein, 1977; Louis, 1980; Martin &
Siehl, 1983) and business management (Ouchi, 1981; Schneider et al., 1996) literature
(see Table 2.2). Petty et al. (1995) pointed out that organisational culture is not an easy
concept to address, partly because the concept is borrowed from the anthropological
literature and when researchers utilised it in an organisational context, they not only
defined culture differently to the anthropologists but never quite managed to agree among
themselves as to its precise nature. Nevertheless, many scholars have contributed to the
evolution of organisational culture over the years as they addressed and described it in
different contexts (e.g., Alvesson, 2002; Becker & Geer, 1957; Hofstede et al., 1990;
Jelinek et al., 1983; Kroeber & Kluckhohn, 1952; Louis, 1980; Martin & Siehl, 1983,
Schein, 1986; O’Reilly, 1989; Ott, 1989; Ouchi, 1981; Pettigrew, 1979; Schneider &
Barbera, 2014; Swartz & Jordon, 1980, Uttal, 1983; Van Maanen & Schein, 1977).

Table 2.2 Origins of Organisational Culture by Theorists: Extending the work of Bellot (2011, p.
31) and Rousseau (1990, p. 155)

Name Discipline Definition

“Transmitted patterns of values, ideas, and other
symbolic systems that shape behavior” (Rousseau,
1990, p. 155).

Becker & Geer ol hol “Set of common understandings, expressed in
(1970) Social Psychology language” (Rousseau, 1990, p. 155).

Kroeber & Anthropological
Kluckhohn (1952) literature
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Name

Discipline

Definition

Van Maanen &
Schein (1977)

Social Science

“Values, beliefs and expectations that members
come to share” (Rousseau, 1990, p. 155).

Pettigrew (1979)

Anthropological
literature

“The system of generally and collectively accepted
meanings which operate for a certain group on a
certain occasion” (Bellot, 2011, p. 31).

Swartz & Jordon
(1980)

Anthropological
literature

“Pattern of beliefs and expectations shared by
members that produce norms shaping behavior”
(Rousseau, 1990, p. 155).

Louis (1980)

Social Science

“Three aspects: 1) some content (meaning and
interpretation, 2) peculiar to, 3) a group”
(Rousseau, 1990, p. 155).

Ouchi (1981)

Business Management

“Set of symbols, ceremonies, and myths that
communicate the underlying values and beliefs of
the organization and its employees” (Rousseau,
1990, p. 155).

Jelinek et al.
(1983)**

Anthropological
literature

“Underlying structure of meaning that persists over
time, constraining people’s perception,
interpretation, and behavior. This persistent
structure is simultaneously adapted and changed
over time as a function of people’s perception,
interpretation and behavior. The underlying
structures emphasized differ: myths, unconscious
organizational dynamics, or even economic
transaction agreements” (Jelinek et al.,1983, p.
337).

Uttal (1983)

Anthropological
literature

“Shared values (what is important) and beliefs
(how things work) that interact with an
organization’s structures and control systems to
produce behavioral norms (the way we do things
around here)” (Rousseau, 1990, p. 155).

Martin & Siehl
(1983)

Psychology/Sociology
and Business
(respectively)

OC is a “normative glue and a set of values, social
ideals or beliefs that organization members share”
(Rousseau, 1990, p. 155).

Schein (1987)

Social Psychology

“Culture is a pattern of shared basic assumptions,
invented, discovered, or developed by a given
group as it learns to cope with its problems of
external adaptation and internal integration that has
worked well enough to be considered valid, and,
therefore, is to be taught to new members of the
group as the correct way to perceive, think, and feel
in relation to those problems reframing” (Bellot,
2011, p. 31).

O’Reilly (1989)**

Human Resources

“From a management perspective, culture in the
form of shared expectations may be thought of as a
social control system” (O’Reilly, 1989, p. 12).

Ott (1989)**

Ott (1989) believes that
organisational culture is
the balance and
acceptance of diverse
views from different
disciplines (e.g.,
anthropology, ethno-
archaeology, social
psychology, artificial

“Organisational culture refers to a collection of
theories that attempt to explain and predict how
organisations and the people in them act in
different circumstance” (Ott, 1989, p. 1).
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Name Discipline Definition

intelligence, sociology,
organisational
communication,
psychology, business
administration, public
administration, and
educational
administration).

“Culture is regarded as a more or less cohesive
system of meanings and symbols, in terms of which
Alvesson (2002) Sociology social interaction take_s place. Social structure is _
regarded as the behavioral patterns which the social
interaction itself gives rise to” (Bellot, 2011, p. 31).

Business and “No original definition; combined previous work to

Schneider (2000) Psychology arrive at industry consensus” (Bellot, 2011, p. 31).

“Cultures manifest themselves, from superficial to
deep, in symbols, heroes, rituals, and values.
Social Science Organizational cultures differ mainly at the levels
of symbols, heroes, and rituals, together labeled as
“practices” (Bellot, 2011, p.31).

Hofstede et al.
(1990)

** Added by the author.

Grayson and O’Dell (1998) described organisational culture as the “unseen hand” (p. 71)
in organisations and a critical component in achieving sustainable success, along with
other factors such as infrastructure, technology and measurement. They defined
organisational culture as “the combination of shared history, expectations, unwritten
rules, and social mores that affects the behaviour of everyone, from managers to mailroom
clerks” (p. 71). Schneider et al. (1996) pointed out that organisational culture happens as
a result of the feelings of employees combined with policies, practices and procedures as
well as a group of abstract aspects such as what is to be believed, valued and worshipped.

Thus, different scholars have defined organisational culture similarly and consistently.

Organisational culture has become the most frequently cited enabler of knowledge
sharing (Ruggles, 1998; McDermott & O’Dell, 2001; Goh, 2002). Ruggles (1998)
investigated 431 US and European organisations to identify the essential enablers and
barriers to knowledge sharing in organisations and found that organisational culture is the
most important factor, followed by organisational structure. Thus, KM requires a culture
that encourages employees to create, capture, leverage and share knowledge, thus

enabling them to advance the performance of an organisation (Ruggles, 1998).

A study conducted by De Long and Fahey (2000) recognised different types of culture
that positively influence the central KM activities of knowledge creation, sharing and use.
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The first is the learning culture, which encourages knowledge sharing. The second and
the third are the cooperative and collaborative cultures, both of which involve working
with others and therefore promote knowledge sharing. However, not all studies have
reported a significant relationship between knowledge sharing and organisational culture.
Yang and Chen (2007) found that organisational culture did not impact knowledge
sharing in any meaningful way and suggested three possible reasons for their results. First,
organisational culture, even though it affects many organisational activities (e.g.,
organisational learning, strategy, etc.), is difficult to measure because it is an intangible
resource. Second, culture impacts knowledge sharing indirectly through other factors
such as subjective norms. Third, culture can cover a wide range of concepts and therefore
some unmeasured cultural factors might influence knowledge sharing (e.g., national
culture). Therefore, their results could potentially represent a false negative, or a failure
to find significant results: such conflicting or ambiguous results indicate a need for further
research into the influence of different cultures on knowledge sharing intention.

Another gap in the literature is that most studies of knowledge sharing and organisational
culture were conducted in either Western, Eastern or Asian cultures (e.g., Bock et al.,
2005; Ardichvili et al., 2006; Arling & Chun, 2011; Burns et al., 2011; Hauschild et al.,
2001; Huysman & Wulf, 2006; de Vries et al., 2006; Yang & Chen, 2007) and relatively
few have been conducted in the Middle East. In 2012, Nafie published a study which
mainly focused on the impact of national culture on corporate culture in Egypt. Another
study by Haffar et al. (2013) was conducted in Syria and focused on examining the effect
of four different organisational culture types on total quality management (TQM) with no
relation to knowledge flow within the organisation or knowledge sharing. Further, Al-
Swidi and Mahmood (2012) examined the mediating effect of organisational culture
between TQM and organisational performance in Yemen: they acknowledged that an
effective socialisation network and knowledge sharing environment is important in

organisations.

Some research has also been conducted into knowledge sharing in Turkey. For example,
Nayir and Uzungarsili (2008) conducted a case study on Sarkuysan, a Turkish company
which produces electrolytic copper conductors. Their key findings focussed on effective
knowledge management practices, including that knowledge sharing combined with a
unique corporate culture which is characterised by trust can help companies to encourage

a lasting knowledge management culture. Another example in Turkey by Kér and Maden
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(2013) investigated the various knowledge management processes such as knowledge
acquisition, knowledge application and knowledge sharing in relationship to
innovativeness. They argue that, through innovativeness, employees can become more
engaged in innovative activities and thus shape the corporate culture itself to be more
innovative. Hence, innovativeness was regarded as a cultural element that leads technical
and administrative innovation in their study. A further Turkish study by Baytok et al.
(2014) investigated several knowledge management processes in thermal hotels which
offered facilities such as spas, mud baths and thermo-mineral water baths. The findings
showed that the employees share their knowledge but in formal ways rather than informal
ones. While the study may have tapped in to some of the cultural elements in
organisational culture, it did not look at the impact of organisational culture on knowledge
sharing. In Cyprus, a study conducted by Tsolaki (2017) examined KSB in the banking
sector: however, although it referred to the importance of organisational culture, it did not
examine its impact on KSB. Nevertheless, the study did examine employees’ perceptions
of experiences that they shared with their co-workers in knowledge sharing and

knowledge withholding situations.

Hejase et al.’s (2014) study in Lebanon took an interesting approach as they looked at the
impact of organisational culture, trust, management support, technology, communication
and social interaction, rewards, psychological ownership of knowledge, and
organisational size amongst other factors on knowledge sharing. The study findings
confirmed that there is a strong correlation between organisational culture, trust,
management support, and psychological ownership of knowledge and the KSB of
employees. However, factors such as rewards and technology did not have a significant

influence.

In the Gulf Cooperation Council (GCC) countries, Al-Alawi et al. (2007) conducted a
study in Bahrain in which they examined success factors in organisational culture that
can impact knowledge sharing: they confirmed that the existence of trust, communication
between staff, information systems, a reward system, and organisational structure
supports knowledge sharing positively. Al-Adaileh and Al-Atawi (2011) examined the
impact of several factors (innovation, morals, information flow, involvement,
supervision, customer service and rewards) and organisational culture dimensions
(openness to change, team orientation and trust) and their impact on knowledge exchange

in the context of a Saudi telecom company.
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Although KM has been explored in the UAE (Boumarafi & Jabnoun, 2008; Alrawi, 2008;
Haak-Sahee & Darwish, 2014), there are no studies on the impact of organisational
culture on knowledge sharing in the UAE working environment. Studies of knowledge
sharing in the UAE (e.g., Ahmad & Daghfous, 2010; Behery, 2008; Seba, Rowley &
Delbridge, 2012; Seba, Rowley & Lambert, 2012) did not look at the effect of
organisational culture on KSB despite examining other aspects such as information
technology, organisational structure and leadership. Alrawi et al. (2013) explored the
effect of firms’ culture as well as other factors such as internal environment, employees’
perceptions, management attitudes, and firms’ vision and mission on knowledge sharing;
however, they did not give any details about their measurement system. Thus, it is hard
for organisations and future researchers to adopt their methodology. Additionally,
previous studies conducted in the UAE have taken a qualitative approach to getting a
better understanding of knowledge sharing (e.g., Ahmad & Daghfous 2010; Seba, Rowley
& Delbridge, 2012). Another recent Emirati-based study by Al Murawwi et al. (2014)
examined the relationship between organisational culture and knowledge management in
general but without special attention to knowledge sharing intention of employees in
particular. However, to the best knowledge of the researcher, the perceptions of
knowledge management managers and employees in the UAE of the existing
organisational culture and its impact on KSB have not been investigated so far and the

present study fulfils this gap.

Moreover, the UAE has experienced rapid economic growth with a raft of new companies
being established (Ahmad & Daghfous, 2010). According to Ahmad and Daghfous, this
has led to an increase in diversification of operations by many firms in the UAE which,
in turn, has resulted in a situation where knowledge sharing is not effectively facilitated
in internal learning and experience within those firms. Therefore, more studies are needed
to investigate the impact of organisational culture on knowledge sharing within the
Middle Eastern region, GCC countries and in the UAE. Additionally, given the
demographics of the UAE, the majority of employees are non-Emiratis. Due to the
government initiative in promoting the Emiratisation policy which implies an increasing
number of Emiratis in the workplace, expatriates have become more cautious about
protecting and withholding their knowledge (Haak-Sahee & Darwish, 2014). Therefore,
it is important to study the impact of Emiratisation on knowledge sharing among Emirati

and non-Emirati employees in organisations in the UAE.



31

2.5.3 Organisational Culture Dimensions

The previous section addressed the origin of organisational culture as a concept and
definition. This section addresses the scholars which contributed to defining the
dimensions of organisational culture. In the following section, key organisational culture

dimensions are reviewed.

Cooke and Rousseau (1988) had an interesting approach to organisational culture as they
identified different styles and grouped types of culture under each style. Their three styles
are: 1) constructive, 2) passive/defensive, and 3) aggressive /defensive. Constructive
styles refer to meeting employees’ needs to keep them motivated in order to satisfy their
need for achievements. Constructive styles include four organisational cultures:
achievement, self-actualising, humanistic-encouraging and affiliative. Passive/defensive
styles emphasise employees’ security needs whereby they interact with their co-workers
and line managers in self-protective ways to avoid failure and ensure acceptance. These
styles consist of approval, conventional, dependent, and avoidance cultures. Finally,
aggressive/defensive styles are also about employees’ security needs; however, these are
more extreme in that they deal with their duty and tasks in forceful ways to protect their
rank and positions. These styles consist of oppositional, power, competitive, and
perfectionistic cultures.

Hofstede articulated a set of organisational culture dimensions: 1) open system vs closed
system, 2) easy-going work discipline vs strict work discipline, 3) employee-oriented vs
work-oriented, 4) externally driven vs internally driven, 5) professional vs local, and 6)
means-oriented vs goal oriented (Hofstede et al., 1990; Hofstede et al., 2010; Hofstede &
Waisfisz, 2010). Each of these organisational culture dimensions has two extreme points
on the spectrum. The first dimension is open system vs closed, whereby in an open system
culture, new employees are welcomed and employees believe that anyone can join the
organisation. The organisation thus offers high accessibility, from both within and
outside. Additionally, the flow of information is easy which encourages internal and
external communication. In contrast, in a closed culture, newcomers are not welcome and
it is very difficult for them to assimilate. Employees in this type of culture are usually
closed and reserved with both insiders and outsiders (Hofstede et al., 2010; Hofstede &

Waisfisz, 2010). Easy-going work discipline vs strict work discipline is the second
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dimension. An easy-going culture encourages creativity because it has a very loose
internal organisational structure where predictability is minimal and not anticipated. Such
a culture allows the employees high flexibility to take on tasks that may not be within
their area of regular work. On the other hand, in a culture of strict work discipline
employees are very cost-conscious, punctual and serious, as it is characterised by a very
tightly binding internal structure (Hofstede et al., 2010; Hofstede & Waisfisz, 2010). The
third dimension is employee-oriented vs work-oriented: in the former the managerial
outlook is concerned about the employees and so they feel that the organisation cares
about them and will help them resolve personal problems, even at the organisation’s
expense. On the contrary, an organisation guided by a work-oriented culture pressures its
employees to perform and complete the work assigned to them, regardless of whether it
is at the expense of their welfare (Hofstede et al., 2010; Hofstede & Waisfisz, 2010). The
fourth dimension is externally-driven vs internally-driven. An externally-driven culture
focuses on customer satisfaction and customer requirements: it values results and
demonstrates more of a pragmatic view, focussing more on results than on procedures,
whereas in an internally-driven culture, employees pay a lot of attention to procedures
rather than business results (Hofstede et al., 2010; Hofstede & Waisfisz, 2010). The fifth
dimension is professional vs local where an organisation guided by a professional culture
encourages the development of the individual. Additionally, employees are identified by
the work they do and are directed on a long-term basis (Hofstede et al., 2010; Hofstede
& Waisfisz, 2010). At such an organisation, employees identify with their respective
professions, and the contents and contexts of their job (Hofstede et al.,1990). In a very
local culture, on the other hand, employees identify closely with their managers and/or
the unit in which they work. Employees in this type of culture are given short-term
directions, and have a social belief that they should be like everyone else (Hofstede et al.,
2010; Hofstede & Waisfisz, 2010). In essence, this implies that workers operating within
such an organisation will rely on meeting the directives of their superiors or the standards
set for their particular piece of work (Hofstede et al.,1990). The last dimension is means-
oriented vs goal-oriented whereby in a means-oriented culture, people are more
concerned about how the work should be carried out; they focus on the process of the
work rather than the outcome. In this type of culture people avoid taking risks and expend
limited effort in their jobs; their work life is routine (Hofstede et al., 2010; Hofstede &
Waisfisz, 2010). The employees in this type of organisational culture are guided by the
management and want to have a complete picture of how to operate and work (Lin & Joe,
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2012) and feel anxious and uncertain if they do not have a clear understanding of the task
process (Hofstede et al., 1990). According to Hofstede and Waisfisz (2010), they avoid
risk taking in performing their tasks and follow a routine structure in their work. In goal-
oriented cultures, employees are primarily concerned with the results of their work:
employees set individual and organisational goals with the use of all the resources at their
disposal and, unlike the former, they take risks (Hofstede et al., 2010; Hofstede &
Waisfisz, 2010).

Tucker et al. (1990) introduced cultural dimensions that were identified through
interviews and discussions with 50 leaders and managers of mainly private and a few
public organisations in the United States. The first dimension, orientation to customers,
is about whether customers’ interests are reflected in the current organisational standards
and practices. The second is orientation to customers which is exactly the same as the
first dimension but with respect to employees. The third is congruence among
stakeholders which examines consistency and similarity among orientations. The fourth
dimension is impact of mission which has to do with organisational mission and whether
it is clearly distributed, perceived as valuable, consistently reflected in practice, and
robust. The fifth dimension is managerial depth and maturity which refers to the extent
to which the management is proactive, stable and long-term oriented. The sixth dimension
is decision making and autonomy which is concerned with decisions and how these are
disseminated to the lowest level in the organisation. The seventh is
communication/openness which addresses the information flow within the organisation.
The eighth dimension is human scale which addresses the size of each unit and whether
they consist of “family sized” work units. The ninth dimension is incentive/motivation
which addresses the organisational reward mechanism, i.e., whether positive efforts are
rewarded or whether negative efforts are rewarded. The tenth dimension is co-operation
vs. competition which refers to the balance between cooperation and competition between
organisational members and whether destructive competition is rewarded. The eleventh
is organisational congruence which describes how different elements within the
organisation are integrated and compatible and how organisational theory compares to
reality and practice. The twelfth dimension is performance under pressure which refers to
how an organisation reacts to uncertain situations while maintaining its principles. The
thirteenth, and last, dimension is theory-s/theory-t which refers to whether the

organisation is concerned more with employee selection or employee training.
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O’Reilly et al. (1991) produced an organisational culture profile in which they stressed
the importance of understanding the fit between individuals’ preferences and
organisational cultures. They identified eight dimensions of organisational culture: 1)
innovation and risk taking, 2) attention to detail, 3) orientation toward outcomes or
results, 4) aggressiveness and competitiveness, 5) supportiveness, 6) emphasis on growth
and rewards, 7) collaborative and team orientation and, 8) decisiveness (O’Reilly et al.,
1991, p. 502). However, these dimensions were not explained so they were not useful to

the current research.

Petty et. al. (1995) identified four organisational culture dimensions through their study
where they sampled 12 organisations in the electric utility industry in the United States.
The measures of culture were developed through a process involving the company
employees: groups of employees discussed the Vision Statement and were asked to
indicate what behaviours they believed should be occurring in the work environment
which would be reflective of the Vision Statement. Four organisational culture
dimensions emerged: 1) teamwork, 2) trust and credibility, 3) performance and common
goals and, 4) organisational functioning. The first dimension, teamwork, refers to how
employees perceive their colleagues — whether they find them adopting cooperative
behaviours. Such behaviours are demonstrated in sharing information when needed,
helping peers with their work, offering to help the work group to fulfil the objectives,
sharing resources and prioritising the good of the group instead of looking after individual
advantage and, finally, being rewarded as a team. The second dimension is trust and
credibility which addresses the relationship between employees and their managers in
terms of how managers behave in encouraging employees and whether employees trust
their managers to meet their commitments. These behaviours include having open two-
way communication while being encouraged to express opinions freely, being listened to,
being treated fairly in terms of performance evaluations (e.g., promotions, raises), and
having the space to make errors without extreme fear of punishment. The third dimension
is performance and common goals which reflects how employees work in their teams,
whether they behave in a consistent manner and with a goal in mind to improve
productivity, reduce costs and be more efficient and effective. These behaviours include
finding ways to utilise materials no longer in use, defining realistic, yet challenging, team
goals and having a sense of harmony and collective goals. The final dimension is

organisational functioning and this describes a group of observed behaviours which
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indicate frustrations or interference while getting the job done. Examples include having
incompatible goals, dependency on others to complete their work, not finding or having
the supplies needed, different teams not being-well coordinated, or being forced to work

with defective or inappropriate equipment.

Gerowitz et al. (1996) identified four organisational culture dimensions in their study of
the role of top management in the healthcare industry which targeted hospitals in Canada,
the UK and the USA. The organisational cultures that they identified are:
hierarchical/empirical, rational/market, clan/group, and open/development culture.
Gerowitz (1998) also assessed the impact of total quality management (TQM)
interventions on the culture and performance of top management; his findings suggest
that culture is related to performance but TQM interventions are not associated with either
performance or culture change. He noted that this could be due to the data gathering as it
was collected at one point in time and suggested that a longitudinal study would allow
these causal relationships to be better understood. The hierarchical/empirical culture has
a high expectation of and emphasis on order and procedures where everything is
predictable and the leadership style in this culture is seen as coordinator, organiser or
administrator. Employees in this culture are rewarded based on whether they followed
rules, policies and pre-defined procedures and regulations and the strategic emphasis is
on stability and smooth operations. The rational/market culture refers to the influence of
external competitiveness and goal achievements and its leadership style is being decisive,
hard driver, achievement-oriented and considered expert. Employees are rewarded based
on their ability to access external resources (i.e., markets, capital and technology). The
organisation’s strategic direction leans toward predictability, competitive advantage and
market dominance. The clan/group culture refers to cohesiveness between employees and
having a sense of family where the leaders are seen as mentors or parent figures. In this
culture, employees are rewarded based on the traditions created and their ability to
maintain interpersonal cohesion and the organisation’s strategic emphasis is on employee
commitment and morale. Finally, the open/development culture refers to employees who
are dynamic, entrepreneurial and creative, and whose leaders are also entrepreneurs and
risk takers. The reward system in this culture is based on taking and sharing risks and the
organisation’s Strategic emphasis is on innovation and growth (Gerowitz, 1998).

In their 1997 study, van der Post et al. identified 15 organisational culture dimensions in

their efforts to produce a reliable scale that would offer a valid measurement of
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organisational culture. They are: 1) conflict resolution, 2) culture management, 3)
customer orientation, 4) disposition toward change, 5) employee participation, 6) goal
clarity, 7) human resource orientation, 8) identification with organisation, 9) locus of
authority, 10) management style, 11) organisational focus, 12) organisation integration,
13) performance orientation, 14) reward orientation and, 15) task structure (van der Post
etal., 1997, p. 149) . The first dimension, conflict resolution, refers to the degree to which
the organisation is perceived to encourage and support employees to openly express their
views about conflicts and criticism and the extent to which managers are willing to listen
to (or ignore) diverse views of employees. The second dimension is culture management
and it refers to the extent to which the organisation intentionally engages in shaping its
own culture. It addresses the organisation’s efforts in hosting events, ceremonies, and
activities in order to spread its values so that employees will understand and share the
same vision. Customer orientation refers to the extent to which the organisation takes
customer feedback seriously and actively responds to such feedback. The fourth
dimension, disposition toward change, addresses whether employees are encouraged to
explore better ways of getting the job done using creative and innovative approaches. It
also refers to whether employees are allowed to experiment and take risks or if mistakes
are severely punished. The fifth dimension is employee participation and asks whether
employees perceive themselves as participating and involved in the decision-making
process of the organisation. It is also about whether they can make decisions that impact
their work or if they can contribute to organisational polices. The sixth dimension is goal
clarity which questions whether the organisation has clearly communicated its objectives
and performance expectations to employees. The seventh dimension, human resource
orientation, asks if the organisation looks after its employees and see them as a valuable
resource and great contributors to its success. Additionally, it also addresses whether
employees are offered the training and development needed in order to help them reach
their full potential. Identification with organisation, the eighth dimension, addresses
organisational efforts to create opportunities for employees to socialise in order to extend
friendships after work. It also entails that employees share a high degree of commitment
toward achieving the organisation’s strategic objectives. The ninth dimension is locus of
authority and this refers to the amount of freedom, authority and independence that
employees have in their jobs: are employees empowered to make decisions concerning
their work? The tenth dimension is management style which refers to whether managers

provide clear communication and support to their teams. It also addresses how employees
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perceive their managers in terms of support, trust and ability to communicate with them
freely about any concerns. The eleventh dimension, organisational focus, assesses the
extent to which organisations focus on activities and initiatives that are aligned with the
overall vision, mission and purpose of the organisation. The twelfth dimension is
organisation integration and this addresses the extent to which different business units
within the organisation are encouraged to work in coordination and cooperation with each
other to effectively achieve overall organisational objectives. It also looks at whether
employees can freely work with interdisciplinary teams outside their current department
or unit to provide input or support or share information. Performance orientation, the
thirteenth dimension, refers to the degree to which an organisation holds employees
accountable for their work results and levels of performance. In addition, this dimension
addresses whether employees perceive it important to have clear objectives and
performance standards to execute work in the best possible way. The fourteenth
dimension is reward orientation which covers the mechanism of reward allocations within
the organisation — whether it is based on employee performance, favouritism or any other
criteria that is not relevant to performance. The fifteenth and last dimension is task
structure which refers to the emphasis which line managers put on applying rules and
regulations in managing their employees’ behaviour. It also addresses how employees
observe the execution of their work: is it governed by rules and policies or is there an
informal atmosphere where employees are allowed to think in creative ways in

accomplishing their duties?

Ginevicius and Vaitktinaite (2006, p. 206) identified twelve dimensions of organisational
culture: 1) involvement, 2) cooperation (collaboration), 3) transmission of information,
4) learning, 5) care about clients, 6) adaptability, 7) strategic direction, 8) reward and
incentive system, 9) system of control, 10) communication, 11) agreement and, 12)
coordination and integration. The first dimension, involvement, refers to employees’
participation in decision-making, and sharing ideas, suggestions and notes. It also
addresses the conditions offered by the organisation such that employees look forward to
going to work. The second dimension is cooperation (collaboration) — the relationship
between managers and their subordinates. It asks whether managers consult with or
collaborate with subordinates. It also addresses to what extent teamwork exists more than
individual tasks, especially when it comes to projects and resolving challenges or

problems. The third dimension is about transmission of information and is about the flow
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of, information within the organisation. For example, does important information or news
reach employees at the right time? It also addresses whether employees have the
information they need to make appropriate work decisions, if managers and employees
communicate clearly with one another without misunderstandings, and whether managers
provide feedback to their employees. The fourth dimension, learning, addresses how
much an organisation invests in employees in terms of enhancing their knowledge and
skills by providing them with necessary training and whether managers work on
improving themselves on a continuous basis. It also addresses the general atmosphere: do
employees learn from each other and teach each other skills, knowledge and how to do
things? The fifth dimension is care about clients and it addresses whether employees are
always looking to improve services and products based on client feedback and needs. The
sixth dimension is adaptability: how does the organisation respond to changes in the
external environment? It also addresses whether employees and managers respond to
external problems and whether employees keep up with the market and always try to
improve their work accordingly. The seventh dimension is strategic direction: does the
organisation have a long-term strategy and plans which are achieved purposefully; and
does the organisation set an example for other organisations? The eighth dimension is the
reward and incentive system, and this addresses whether employees are correctly
rewarded according to their results and efforts and if they are rewarded for their ideas and
innovations. Additionally, it covers whether any punishment system that exists is correct.
The ninth dimension is the system of control and it addresses the level of freedom that
employees have and how they perceive it. For example, do they think that the current
rules and norms are directive or restrictive? What do the employees think about their
managers; do they give too much freedom or do they micro-manage? The tenth dimension
of communication addresses whether the communication between managers and their
employees is friendly and informal or more formal. It also covers whether managers’
approach is that of providing advice to help or more like a command. The eleventh
dimension, agreement, addresses whether employees are unified as a family whereby they
share similar norms and values. It also addresses whether employees agree with the most
important decisions and whether they resolve conflicts smoothly when this happens. The
twelfth dimension is coordination and integration, and this addresses whether it is easy or

hard to work with other departments and units in common goals, tasks, etc.

Denison and Mishra (1995), Denison and Neale (1999) and Denison et al. (2012)
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introduced two levels of organisational culture, one with external focus and the other with
internal focus. The external focus has to do with aspects such as organisational change,
adaptability of the organisation to the market, organisational strategic direction and so
forth while the internal focus is more concerned with the employees and how well they
work as a team, their agreements on critical issues and whether employees are empowered
to manage their work, etc. Internal focus consists of two main dimensions: involvement
and consistency. Involvement consists of three sub-dimensions — empowerment, team
orientation, and capability development — and refers to employee participation and
engagement in the organisation which reflects the organisation’s dynamics and flexibility.
Empowerment addresses whether employees have the authority and ability to manage
their duties without restrictions by management. Team orientation refers to whether the
organisation emphasises working cooperatively in teams where everyone feels
accountable. Capability development is concerned with the efforts of the organisation
with regard to employees’ career development to ensure that they stay competitive and
meet organisational objectives. The second main dimension of internal focus,
consistency, refers to shared values, processes which could impact the internal focus, and
business stability. Consistency has three sub-dimensions: core values, agreement and
coordination. Core values refer to the sense of identity that employees create together
based on clear expectations from management and their shared values. Agreement refers
to employees’ ability to reconcile critical issues, problems or disagreements when they
happen. Coordination (and integration) refers to employees’ ability to work with different
cross-functional teams within the organisation to achieve common organisational goals

without interference or complications.

The external focus also consists of two main dimensions: adaptability and mission
(Denison & Mishra, 1995; Denison & Neale, 1999; Denison et al., 2012). Adaptability
consists of three sub-dimensions: creating change, customer focus and organisational
learning. Adaptability suggests that employees are able to understand market and
customer needs and are able to learn new skills to respond to external factors raised by
the market. Creating change refers to the organisation’s ability to innovate new
approaches to meet changing market demands quickly and proactively. Customer focus
refers to the degree to which the organisation is concerned with satisfying customers and
their needs. Organisational learning is concerned with organisational efforts to develop

employees’ capabilities, gain knowledge and support innovation. The second main
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dimension in external focus, mission, refers to an organisation’s ability to set out their
purpose and direction in a way that is aligned with the external market to maintain
organisational stability. Mission consists of three sub-dimensions: strategic direction and
intent, goals and objectives, and vision. Strategic direction and intent refers to the
organisational efforts in setting clear intentions and purposes toward achieving their
strategy in making the organisation visible in the industry. Goals and objectives refers to
providing all organisational members with clear directions for work by creating a clear
set of goals which are aligned to the organisation’s mission, vision and strategy. Finally,

vision refers to how the organisation visualises its desired place within the industry.

In their comprehensive review of the literature, Ghosh and Srivastava (2014) created a
reliable measurement for organisational culture. They introduced seven organisational
culture dimensions: 1) trust, 2) respect for individuals, 3) attitude to risk, 4) action
orientation, 5) participation, 6) openness and, 7) power distance. The first dimension,
trust, addresses whether employees within the organisation are trusted to keep their word
when it comes to commitment. In addition, the dimension involves the level of implicit
trust among employees: specifically, it is concerned with perceptions of whether
colleagues have good intentions and if managers are trusted to treat them fairly when it
comes to assessing their job performance. Trust is a crucial dimension which has been
highlighted and further segregated by McAllister (1995). McAllister (1995)
conceptualised interpersonal trust as belonging to one of two categories: 1) cognition-
based, or 2) affect-based. He defined the former as “grounded in individual beliefs about
peer reliability and dependability” (p. 25) to which Casimir et al. (2012) further elaborated
that it “is based on available knowledge, competence and responsibility of individuals”
(p. 743). McAllister (1995) defined affect-based trust as “grounded in reciprocated
interpersonal care and concern” (p. 25) to which Casimir et al. (2012) added that it “is
based on the emotional bonds between individuals, which are expressions of care and
concern as well as beliefs in the intrinsic value and reciprocity of such relationships” (p.
743). The second dimension is respect for individuals which addresses whether managers
trust their employees to deliver what is expected of them and whether managers believe
that good ideas and solutions to problems can come from any member within their teams.
Attitude to risk, the third dimension, addresses whether employees are able to take risks
and whether they take accountability for their decisions when errors happen. It also

addresses whether employees feel safe and comfortable voicing their opinions to their
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managers. The fourth dimension is action orientation which addresses whether actions
are actually taken after extensive discussions or not. In addition, it also addresses whether
initiated projects are actually completed or not. Ghosh and Srivastava described
participation, their fifth dimension, as when “organizational members are encouraged to
participate, everyone’s views are sought and members speak out [sic] their mind without
apprehension” (p. 592). They explain further that employees are encouraged to take part
in meetings and are not only welcome to express their views but other members to seek
to understand each point of view. Moreover, in a culture that is characterised by
participation, speaking the truth is the norm even when said truth may not be particularly
welcome. The sixth dimension is openness — whether management believes in conveying
and delivering important news and events to employees at all levels across the
organisation. It also addresses whether employees find their managers and senior
members to be approachable and accessible when needed. The seventh dimension is
power distance and it addresses whether there is freedom of expression and confrontation
and whether, in cases of confrontation, they may or may not lead to poorer team
performance or losing social standing.

Based on the comprehensive literature review it is clear that organisational culture

dimensions have been studied by many researchers (Cooke & Rousseau, 1988; Denison

& Mishra, 1995; Denison & Neale, 1999; Denison et al., 2012; Hofstede, 1990; Hansen,

2003; Hofstede, Hofstede & Minkov, 2010; Hofstede Center, 2013; Hofstede & Waisfisz,

2010; Gerowitz et al.,1996; Ghosh & Srivastava, 2014; Ginevi¢ius & Vaitkinaite, 2006;

O’Reilly etal., 1991; Petty et al., 1995; Tucker et al.,1990; van der Post et al., 1997). This

study selected organisational culture dimensions based on:

1. Dimensions with an internal rather than external focus (Denison & Mishra, 1995;
Denison & Neale, 1999; Denison et al., 2012) because the research topic is concerned
with employees’ behaviour rather than on the market. Organisational culture
dimensions with internal focus are also called “cultural dimensions relating to people”
(Trompenaars, 2012, p. 117). Additionally, this study is concerned with internal focus
because knowledge sharing is something that happens internally among employees
within the same organisation. Inter-organisational knowledge sharing between
organisations (i.e., knowledge sharing between organisation A and organisation B)
(Rathi et al., 2014) is not the focus of this research.

2. Dimensions which are connected to employees’ knowledge sharing behavioural

intentions. In order to narrow down the selection of the organisational culture
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dimensions the knowledge sharing literature was reviewed to select organisational
culture dimensions with the most relevance (e.g., Akhavan & Hosseini, 2016; Bock
et al, 2005; 2010; Chow & Chan, 2008; Tsai et al., 2013). The present study focuses
on studying knowledge sharing intention among employees, thus it is more relevant
to focus on organisational culture dimensions with an internal focus which are linked
directly with this intention. Clark (2000, p. 6) states that “cultures are not always
obvious to participants, and yet they can be powerful forces in creating expectations

and shaping behaviour”.

Based on this process Table 2.3 shows the selected organisational culture dimensions for
this study.

Table 2.3 Selected organisational culture dimensions in the present study

No. | Dimension Source

1 Trust Petty et al. (1995); Ghosh & Srivastava (2014)

2 Participation Ghosh & Srivastava (2014)

3 Openness Ghosh & Srivastava (2014)

4 Team Orientation Petty et al. (1995); Denison & Neale (1999)

5 Agreement Denison & Mishra (1995); Denison & Neale (1999)

2.5.4 The Evolution of Leadership Theory

The history of leadership as a concept, emerged in the 1700s (Stogdill, 1974). However,
the concept has been more visible since the 19" century when the Great Man Theory was
first introduced by Carlyle (1841) and Galton (1869).

Seters and Field (1990) identified nine different eras of leadership as well as theories and
frameworks used to measure the eras; they point out the shortcomings of each era that the
next one addressed. The nine eras are: personality, influence, behaviour, situation,

contingency, transactional, anti-leadership, culture, and transformational.

Seters and Field (1990) place the evolution of leadership theory in the “Personality Era”
(1840s to 1920s), during which the first leadership theories were formalised: this era
focused on internal and individualistic characteristics and processes as it was concerned
with the leader’s personality, traits or behaviours which is a one-dimensional perspective
This era consisted of two periods: 1) the Great Man Period, and 2) the Trait Period. The
Great Man Period focused on great leaders (mostly men, but also some women) in history
who were role models. It was also evident that most of these effective leaders did not

have a common personality but rather were extremely diverse. It was common at that time
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for people to adopt whatever personality and behaviour they thought necessary to become
a strong leader. However, imitating personalities is extremely challenging and so not very
valuable to managers at organisations and so this era was enhanced by the introduction
of the Trait Period which aimed to remove the link to specific individuals and instead
focus on general traits. This added more value, so practising managers believed, because
they thought that adopting those traits would enhance their leadership potential and
enhance the performance of their followers. However, no empirical study has found that
a single or group of traits or characteristics can be associated with leadership (Seters &
Field, 1990; Jenkins, 1947). Traits were added to leadership theories that evolved after
this era as explanatory variables, but the focus of these emerging theories were not

centralised around the traits of a leader.

Seters and Field (1990) named the second era the “Influence Era”, as it focused on the
relationship between individuals, not only on the characteristics of a solo leader as in the
Personality Era. This era addresses aspects of power and influence and has two periods,
Power Relations and Persuasion. In the Power Relations period, the leadership referred
to the amount of power they had in terms of authority and how they utilised it. Although
this kind of leadership (also known as dictatorial, authoritarian and controlling) has been
confirmed to be ineffective and inappropriate in the business world, in the Persuasion
period the leaders were still dominant but the intimidation and force factors was

eliminated.

The “Behavioural Era” which followed set a totally new trend as the concentration was
on what leaders actually did, rather than their personality, traits and source of power.
Thus, leadership in this era was defined as a subset of human behaviour that leaders
perform. The Early Behaviour Period focused on developing behaviour traits instead of
personality traits as in previous eras, while the Late Behaviour Period focused on utilising
leadership behaviours for managerial applications (making this period more advanced
than the Early Behaviour Period) (Seters & Field, 1990). For instance, the Managerial
Grid Model (Blake & Mouton, 1964), Theory X and Theory Y (McGregor, 1960, 1966),
Four-Factor Theory (Bowers & Seashore, 1966), and Action Theory of Leadership

(Argyris, 1976) were all used in organisational contexts for managerial applications.

The “Situational Era” which followed was a major milestone in developing and enhancing

leadership theory as it recognised crucial factors other than leaders and their followers or
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subordinates (Seters & Field, 1990). Hence, factors such as type of task, social status of
the leader and subordinates, authority and power level of both leaders and followers as
well as the impact of external environments were considered in this era. The
acknowledgement of these situational aspects was crucial as these aspects determine the
types of leader traits, skills, influence and behaviours that are likely to develop an
effective leadership. The Situational Era had three phases: 1) the Environment Period, 2)
the Social Status Period and, 3) the Socio-Technical Period. The first was about being a
leader at the right place and the right time; the actual actions taken were not necessarily
significant. In addition, if one leader were to leave, another would simply replace them.
The Social Status Period focused on the agreement between a leader and group members
as expectations were communicated when undertaking specific tasks as well as the roles
of both leaders and subordinates being clearly defined. Therefore, this period focused
more on social aspects in a particular situation unlike the previous Environment Period
which had only focused on the task. The third category, the Socio-Technical Period,
combined the environmental and social factors and is considered as an advancement of
this era (Seters & Field, 1990).

In the Contingency Era there was a remarkable advance in leadership theory as it
developed from a one-dimensional to a multi-dimensional theory, including all the
elements from previous eras: this led to better explanations of leadership by incorporating
the importance of considering the interaction of the leader, subordinates, and the situation
(Seters & Field, 1990). Other theories that emerged during this era include the
Contingency Theory (Fiedler, 1964, 1967), the Path-Goal Theory (Evans, 1970; House,
1971; House & Mitchell, 1974) and the Normative Theory (Vroom & Yetton, 1973;
Vroom & Jago, 1988). The Contingency Theory stressed the need to allocate leaders to
situations that best suited them, or to train them to change the current situation to one that
suited their own style: it concentrated more on providing enablers and conditions for
success to subordinates rather than only focusing on a situation or leader’s behaviour
(Seters & Field, 1990). The Path-Goal theory had less emphasis on the situation and
leader behaviour, and more focus on creating enabling conditions for subordinates to
facilitate their success. The Normative model entailed providing advice and guidance for
leaders to make the most appropriate decisions given a situation and there is no doubt that
this era had a significant impact on leadership theory as it had wide applicability for

leaders, focusing, as it did, on changing leaders’ behaviour to increase effectiveness in
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various situations despite their personalities and traits (Seters & Field, 1990).

In the Transactional Era, leadership theory was strengthened once again: this era evolved
to include aspects of leadership which included role differentiation and social interaction
(Seters & Field, 1990). This era is similar to the Influence Era as it focused on the
influence that a leader has on their team members. The development occurred as it
included the reciprocal influence of the team members and the leader, and the expansion
of their expected roles over time. Hence this era includes two periods: 1) the Exchange
Period and, 2) the Role Development Period. In the Exchange Period various theories
were introduced, including Leader Member Exchange Theory (Dansereau et al., 1975),
Reciprocal Influence Approach (Greene, 1975) and Emergent Leadership (Hollander,
1958). These theories demonstrated the leadership of and transactions between a leader
and their team members which could impact their relationship (Seters & Field, 1990). In
Emergent Leadership theory, team members have to agree on the leader to be selected,
thus the leaders in this period aimed to increase the participation of all members despite
their diverse personalities. All the theories which emerged in this period still hold a strong
position in the current leadership theory (Seters & Field, 1990). The Role Development
Period consisted of exchange elements between leaders and their team members but with
the focus on their relative roles (Seters & Field, 1990) and saw the emergence of Social
Exchange Theory (Hollander, 1979; Jacobs, 1970) and the Role-Making Model (Graen
& Cashman, 1975). In this period, the leaders’ skills are evident and displayed through
fulfilling objectives and goals; team members, in return, have a great respect for the leader
(Seters & Field, 1990).

The Anti-Leadership Era was the next to emerge, but despite the amount of empirical
research done in this era, unfortunately the results were not significant: so many variables
were included in the leadership equation that they ended up explaining nothing at all —
hence the name of this era. The era contained two periods, 1) the Ambiguity Period and,
2) the Substitute Period (Seters & Field, 1990). In the Ambiguity Period, Mitchell (1979)
argued that perhaps leadership is only a “perceptual phenomenon in the mind of the
observer” (p. 269). Seters and Field (1990) added that Miner (1975) had suggested that
leadership as a concept should be abandoned altogether. Next, the concept of the romance
of leadership emerged which referred to all organisational changes that could not be
understood. The Substitute Period however, was a more constructive phase which

progressed as result of the Situational Era and aimed to identify substitutes for leadership
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(Seters & Field, 1990). The main idea of the Substitute Period was leader neutralisation
in the workplace between the leaders and team members: as a result, leadership is less

likely to have a strong impact on organisational performance (Seters & Field, 1990).

Subsequently, the Anti-Leadership Era was surpassed by the evolution of leadership
theory and the introduction of the Culture Era as there was still something missing from
the leadership equation. The Culture Era implied that leadership might not be limited to
individuals, groups and teams but include the entire organisation and, for the first time in
leadership theory development, the focus shifted from quantity and volume of work to
quality of work through communicating expectations and values (Seters & Field, 1990).
Some of the theories that contributed to this era were the McKinsey 7-S Framework
(Pascale & Athos, 1981), Theory Z (Ouchi & Jaeger, 1978), In Search of Excellence
Approach (Peters & Waterman, 1982), and Self-Leadership (Manz & Sims, 1987). Seters
and Field also noted that the Culture Era was an extension to the Substitute Period as it
suggested that the best leaders are those who prepare their teams and subordinates to be
leaders themselves. Therefore, if leaders were able build a strong culture in the

organisation this will generate the next leaders (1990).

Seters and Field (1990) explained that the Transformational Era witnessed an immense
development compared to all previous eras of leadership. It differed from earlier eras by
focusing on intrinsic rather than extrinsic motivation, encouraged leaders to be proactive
instead of reactive in their thinking, radical instead of traditional, more innovative and
creative, and ready to engage with new ideas. In addition, this era witnessed a switch in
the focus of leadership from obedience to more enthusiastic commitment by team
members. Its Charisma Period suggested that leadership should be visionary in order to
transform the people fulfilling this vision and provide them with a strong sense of purpose
and meaning. Its Self-Fulfilling Prophecy Period, on the other hand, considered that a
leader can be motivated from the lower levels as well as the upper ones in the
organisation; previous eras primarily focused on considering the transformation only
occurring from the leader to the subordinate. Another aspect to this period is that work
groups and teams selected leaders who, they were confident, would lead them to fulfil the

task, drive and ensure strategic focus, and keep the group together (Seters & Field,1990).

Seters and Field (1990) wondered what form the next, tenth, era of leadership would take.

For leadership to be effective it has to adapt to the rapid changes that organisations and
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societies experience on a daily basis: thus, the present study proposes that a new era has
emerged in the 21% century, the Knowledge Integration Era. This new era consists of two

types: inclusive leadership and knowledge leadership.

This research focuses on these two leadership styles that could be essential to the study
of knowledge sharing intentions especially because they are emerging concepts and their
impact on intention to share knowledge has not yet been examined. First, this research
focuses on knowledge leadership because one of the key responsibilities of leadership is
to promote continuous and ongoing knowledge sharing among employees (Yang et al.,
2014). Lakshman (2009a) further explains that knowledge leadership is concerned with
“leader-initiated and -influenced actions pertaining to organisation-wide management of
knowledge, including the creation, sharing, leveraging and dissemination of knowledge
for the benefit of the entire corporation” (p. 191). Second, this research focuses on
inclusive leadership. Inclusive leadership differs from other leadership types in that other
styles of leadership do not set up a coherent vision or framework for leaders to help them
value both the differences and the commonalities of others so that every employee will
feel included (Ryan, 2006). If employees feel excluded they will have feelings of
embarrassment and humiliation (Ryan, 2006) that may well lead to them withdrawing
from sharing their knowledge with their co-workers and vice versa. In the following

section, both knowledge leadership and inclusive leadership are discussed in detail.

Table 2.4 shows a summary of the evolution of leadership theory in the different eras and
periods and the key theories that emerged during that time. The table also includes the

suggested emerging era, the Knowledge Integration Era.

Table 2.4 Evolution of Leadership Theory (Seters & Field, 1993, pp .31-32) and proposal of a
new ‘Era of Integrative Knowledge’.

Major Leadership Eras

Major

Leadership Era Period Theories/Approaches
] Gre_at Man Great Man Theory (Bowden, 1927; Carlyle, 1841; Galton, 1869)
Personality Era | Period
Trait Period Trait Theory (Bingham, 1927)
Power . )
i Five Bases of Power Approach (French, 1956; French &
Relations
. Raven,1959)
Influence Era Period
Persuasion

Leader Dominance Approach (Schenk, 1928)

Period
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Major Leadership Eras

Major

Leadership Era Period Theories/Approaches
Early Reinforced Change Theory (Bass, 1960)
Behaviour Ohio State Studies (Fleishman, Harries & Burtt, 1955)
Period Michigan State Studies (Likert, 1961)

Behaviour Era Managerial Grid Model (Blake & Mouton, 1964)
Late Behaviour | Four-Factor Theory (Bowers & Seashore, 1966)
Period Action Theory of Leadership (Argyris, 1976)

Theory X and Y (McGregor, 1960; McGregor, 1966)

Environment Environment Approach (Hook, 1943)
Period Open-Systems Model (Katz & Kahn, 1978)
Social Status Role Attainment Theory (Stogdill, 1959)

Situation Era Period Leader Role Theory (Homans, 1956)
Socio-
Technical Socio-Technical Systems (Tris & Bamforth, 1951)
Period

Contingency Theory (Fiedler, 1964)

Path-Goal Theory (Evans, 1970; House, 1971)

Contingency Era | - Situational Theory (Hersey & Blanchard, 1969; 1977)

Multiple Linkage Model (Yuki, 1971; 1989)

Normative Theory (Vroom & Yetton, 1973; Vroom & Jago, 1988)

Leader Member Exchange Theory (Dansereau et al., 1975)

E:figznge Reciprocal Influence Approach (Greene, 1975)
Transactional Emergent Leadership (Hollander, 1958)
Era Role .
Development Social Exchange Theory (Hollander, 1979; Jacob, 1970)
Period P Role-Making Model (Graen & Cashman, 1975)
Ambiguity
Anti-Leadership | Period Attribution Approach (Pfeffer, 1977)
Era Substitute Leadership Substitute Theory (Kerr & Jermier, 1978)
Period
McKinsey 7-S Framework (Pascale & Athos, 1981)
Culture Era i Theory Z (Ouchi & Jaeger, 1978)
In Search of Excellence Approach (Peters & Waterman, 1982)
Self-Leadership (Manz & Sims, 1987)
Charisma Charismatic Theory (House, 1977)
. Period Transforming Leadership Theory (Burns, 1978)
Transformational Solt-Fulfill
Era P(:o _h:c WNG | SEP Leader Theory (Field, 1989; Eden, 1984)
Peri% q y Performance Beyond Expectations Approach (Bass, 1985)
Inclusive Inclusive leadership (Carmeli et al., 2010)
**Knowledge leadership
Y EGD S Knowledge Knowledge Leadership (Yang et al., 2014; Zhang & Cheng, 2015)
Leadership

Source: Seters and Field (1993, pp. 31-32)
** Era suggested by the present study.

2.5.4.1 Knowledge Leadership

As previously stated, the concept of knowledge leadership emerged from the literature of
Knowledge Management (KM) which has existed since the mid-1990s (Nonaka, 1994;
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O’Dell, 2000; Dixon, 2002). At that time the Knowledge Management domain was not
yet mature and thus unclear to most KM practitioners. It was often misunderstood or
described as another IT system or portal and this explains the dramatic failures of many
KM applications (Ambrosio, 2000). Despite the many attempts of the knowledge
management experts who advised organisational leaders to reduce investments in IT and
its systems, and emphasised the importance of instead investing in people’s capacity to
create new knowledge, most organisational leaders ignored the recommendations
(Cavaleri et al., 2005). In fact, if the leadership fails to understand the essential distinction
between information and knowledge, they will be unable to manage their organisations
effectively or to exploit the power of knowledge to reach their highest performance
(Cavaleri et al., 2005). Several researchers have tried to explain the concept of knowledge
leadership (Cavaleri et al., 2005; Lakshman, 2005, 2007, 2009a, 2009b; Mabey et al.,
2012; Skyrme, 2000; Viitala, 2004; Yang et al., 2014): some have contributed by defining
knowledge leadership and each has explained key dimensions that constitute knowledge

leadership.

Cavaleri et al. (2005) explained that one of the most crucial elements of becoming a
knowledge leader is the ability to turn every learning experience into knowledge; in order
to achieve that knowledge, leaders have to practice and be comfortable with personal
reflection, experimentation and always looking for new ways to do things in the best
possible way, and be able to deliberately and continuously learn from past work and life
experiences. They also add that “yet creating knowledge from learning is hardly
automatic—it requires the ability to reflect and reason” (p. 36). Knowledge leadership
has been defined as “any attitude or action — joint or individual, observed or imputed —
that prompts new and important knowledge to be created, shared and utilised in ways that
ultimately bring a shift in thinking and collective outcomes” (Mabey et al., 2012, p. 2451).
Skyrme (2000, p. 81) explored the concept of “knowledge leadership” and proposed that,
unlike knowledge management:

knowledge leadership is about constant development and innovation—of

information resources, of individual skills (an important part of the knowledge

resource) and of knowledge and learning networks. It embraces both the

sharing of what is known, and innovation—the two thrusts of a knowledge-
enhanced strategy.

Therefore, he pointed out, knowledge leadership requires good cognitive thinking.
However, he did not elaborate on or define leaders’ behaviours when it comes to
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knowledge leadership. Viitala (2004) worked on this gap, elaborating on the behaviour
of leaders in order to present a clearer understanding of the “knowledge leadership”
concept and to provide an empirical basis on which it is possible to combine the
previously fragmented discussions. Viitala (2004, p. 528) cites Stogdill’s (1974)
definition of knowledge leadership: a “process whereby an individual supports other
group members in learning processes needed to attain group or organisational goals”.
Adair (2004) defines a leader as, “the kind of person (with leadership qualities) who has
the appropriate knowledge and skill to lead a group to achieve its ends willingly” (p. 120).
Knowledge leadership in the present study is defined as a leadership style that is adopted
to ensure that organisational vision is aligned with knowledge concepts which can be
translated into real activities and practice in order to encourage an environment of

learning, building organisational capabilities and innovation.

Different scholars have identified different dimensions of knowledge leadership. For
instance, Yang et al. (2014) identified three dimensions: 1) leadership skills, 2)
cooperation and trust and, 3) knowledge integration and innovation. They describe
leadership skills as when the leader is well aware of and understands the essential
knowledge of the market, always seeks continuous learning and is seen as a role model
for others. The second dimension, cooperation and trust, refers to the leader’s
understanding of the needs of the team and his/her ability to provide them with essential
resources while managing expectations. This dimension also entails cooperation between
the leader and team members to overcome any problems that may arise. Yang et al. (2014)
also explain that in this dimension leaders build an environment of trust among their team
members and both leader and team members are encouraged to share and apply
knowledge which they have learned about their market or customers. In the third
dimension, knowledge integration and innovation, leaders seek to enhance their teams’
innovative capabilities and create a reward system to accelerate team learning habits and
behaviours as well as lead the team to implement innovative ideas. In this dimension
leaders also look out for experiences that other departments have encountered and

integrate these with their teams in order to create new knowledge (Yang et al., 2014).

Viitala (2004), however, identified the three dimensions as 1) orienteering of learning, 2)
creating a climate that supports learning and, 3) supporting individual and group level
learning processes. She explains that the first dimension entails leaders helping their team

members see the bigger picture of where the organisation is heading and its vision and
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goals. Additionally, leaders seek to clarify for their team what knowledge and capabilities
will be required in the future with an emphasis on learning. Essential guidelines with
regard to learning include leaders supporting team members to work as a unit, gathering
feedback and market needs, providing team members with pre-defined performance and
quality measurements to monitor, and guiding them on a continuous basis. In addition,
leaders allocate time to communicate all important messages and give directions for the
future and on performance to maintain quality, promoting and providing capabilities for
ideation for their team members as well as encouraging the transfer and sharing of

knowledge among the team.

Viitala’s (2004) second dimension, creating a climate that supports learning, was adopted
from psychology of learning because if employees are stressed and fear making mistakes
when trying something new this could prevent them from learning. Thus, this dimension
is about whether people are comfortable making mistakes together and learning from
failures, asking for and offering help, guidance and advice when needed, all of which
promotes a climate of safety and trust. In this dimension, leaders should make an effort
to create a social climate that facilitates learning. Therefore, leaders play a significant role
in supporting trust between team members, dealing with mistakes in a constructive and
positive way and listening to and appreciating the ideas and views of their teams. They
should also be prepared to accept feedback from their team members as well as

encouraging their team to express their opinions and views freely and openly.

Viitala’s (2004) third dimension, supporting individual and group level learning
processes, is very close to the learning process itself. It focuses on the leadership’s active
role in supporting both individual and group level processes related to learning. The
leaders in this dimension act more like a teacher or coach: they analyse and plan the
competencies, knowledge, and skills needed by their team and help them acquire them.
In addition, leaders have discussions with their team members in order to develop their
professional skills and, as required, they are available to support their teams in developing
their performance and course of action. Furthermore, in this dimension leaders not only
support their teams to develop their knowledge and competencies but also help them
reflect on their own knowledge and skills. One of the most important factors in this
dimension is that leaders should provide their teams with guidance, support and feedback
as well as acknowledging good work achieved by their teams and providing them with

positive feedback. This dimension also requires that leaders should be role models so they
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should be continuously learning their capabilities as this gives them credibility.

Another researcher who expressed an interest in the concept of “knowledge leadership”
is Lakshman (2005, 2007, 2009a, 2009b). However, he focused on knowledge leadership
from a macro perspective with a focus on the organisational level rather than a micro
perspective, that is, employee focused. In his studies he explains how information and
knowledge management play a critical executive leadership role that can have a

significant impact in organisations.

2.5.4.2 Inclusive Leadership

Inclusive leadership is another concept that has emerged in the evolution of leadership
theory (Carmeli et al., 2010; Hollander, 2012; van Dierendonck & Nuijten, 2011; Prime
& Salib, 2014, 2015). Wuffli (2015) explained that the term inclusive has emerged as an
expression in order to include less fortunate people who may be poor or underprivileged:
in the scope of leadership theory, inclusive leadership refers to stressing the need to
include all diverse team members and to create a better relationship between the leader
and his or her followers. Carmeli et al. (2010) explained inclusive leadership as
representing “leaders who exhibit openness, accessibility, and availability in their
interactions with followers” (p. 250). Ryan (2006) wrote that inclusive leadership consists
of three key elements: ““1) it implies some sort of influence, 2) is a process, an array of
practices, procedures, understandings, and values that persist over time, 3) is organized
to achieve particular ends” (p. 17). Hollander (2012) defined inclusive leadership as being
able to accomplish goals for common benefits: “doing things with people, rather than to
people” (p. 3). He also stressed that inclusive leadership is a way to improve decision
making and desired outcomes by utilising the whole team’s capabilities instead of just
one person’s. He pointed out that inclusive leadership is essential as it creates an
atmosphere that facilitates fairness and gives a feeling of inclusion. From a practitioner’s
perspective, Catalyst, a leading non-profit organisation and consulting firm, has
developed a framework it named EACH (Empowerment, Accountability, Courage,
Humility) for assessing and conceptualising inclusive leadership (Prime & Salib, 2014)
using four of the eight dimensions introduced by van Dierendonck and Nuijten (2011). It
should be noted, however, that van Dierendonck and Nuijten did not refer to any of their
individual dimensions as inclusive leadership; rather, they termed the eight as a whole as

‘servant leadership’. Thus, servant leadership consists of empowerment, standing back,
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accountability, forgiveness, humility, authenticity, courage and stewardship (van
Dierendonck & Nuijten, 2011). The first dimension of inclusive leadership is
empowerment. Empowerment is concerned with supporting people and motivating them
toward personal development; it aims to nurture a pro-active and self-confident attitude
among employees which imbues them with a sense of authority (van Dierendonck &
Nuijten, 2011). Ergeneli et al. (2007) also stressed that empowerment is a supportive
factor that responds to environmental changes at the right time. Therefore, empowerment
in leadership entails behaviours such as coaching employees toward innovative
performance, sharing information and, most importantly, supporting decision making that
is self-directed (van Dierendonck & Nuijten, 2011). Additionally, empowerment focuses
on the learning process of an individual as the realisation of one’s personal abilities and
what they can still learn (van Dierendonck & Nuijten, 2011). Prime and Salib (2014)
defined empowerment as “[e]nabling direct reports to develop and excel” (p. 7) and their
study confirmed that empowerment is the most significant attribute of inclusive
leadership and one of the most important aspects that makes employees feel included.
The second dimension of inclusive leadership based on van Dierendonck, and Nuijten
(2011) and Prime and Salib (2014, 2015) is humility, defined as admitting mistakes while
learning from criticism and different points of view as well as acknowledging and seeking
the contributions of others to overcome one’s limitations. Courage, the third dimension,
involves putting personal interests aside to achieve what needs to be done (van
Dierendonck & Nuijten, 2011; Prime & Salib 2014, 2015), and acting on convictions and
principles even when it requires personal risk-taking. Finally, Prime and Salib refer to
accountability as, “demonstrating confidence in direct reports by holding them
responsible for performance they can control” (2015, p. 7). In their 2015 study, they found
that these leadership attributes predicted two key elements of inclusion — uniqueness and
belongingness; they also pointed out that inclusion happens when people value both the
differences and the commonalities of each other and highlighted that when people feel
included in their work groups or their workplaces, they are more likely to do two things

— innovate and be a team player.

Carmeli et al. (2010) investigated inclusive leadership and suggested that it has three main
dimensions: 1) availability, 2) accessibility and, 3) openness. They noted that an inclusive
leader needs to be available for consultations if problems occur, have a continuous

presence within their team, and be readily available to answer professional queries to help
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team understanding. The second dimension is accessibility: managers should encourage
their teams to access them when needed for emerging issues or to discuss emerging
problems. The third and last dimension they proposed is openness: leaders should be open
to hearing new ideas from their teams, attentive to any opportunity that may improve
work processes and open to discussing and addressing ways to achieve goals and
objectives with their teams (Carmeli et al., 2010).

Hollander (2012) also studied and investigated inclusive leadership empirically; he
suggested that inclusive leadership has three main dimensions: 1) support-recognition, 2)
communication, action and fairness, and 3) self-interest and respect. Support-recognition
is about involving team members and asking them about their ideas with regard to their
work, leaders appreciating their team members” work and recognising their contributions.
In addition, in this dimension the leader encourages employees and team members to ask
questions, gives them the freedom to make decisions which are related to their work,
shows interest in the employees and team work and listens to their progress and any news
they bring, even if it is bad. Hollander’s second dimension, communication, action and
fairness, involves communicating clear goals and objectives to the team to be achieved,
as well as the process of achieving work-related tasks. This dimension also promotes
fairness in a way that applies to everyone equally and consistently without exception and
requires the leader to take appropriate action regarding any problems identified by their
teams. The third and final dimension, self-interest and respect, expects leaders to monitor
the morale of individuals and team members. In addition, if team members make a
mistake they should discuss it privately rather than in public (Hollander, 2012). This
dimension is also concerned with the respect of a leader toward his/her employees and
team members. This respect is demonstrated by acknowledging their teams’ ideas, giving

them credit for their work and putting the interests of the entire team ahead of their own.



Table 2.5 Comparison of the Knowledge Integrative Era and Other Leadership Evolutionary Eras

All Previous Eras (Seters & Field, 1993, pp .31-32)

Knowledge Integrative Era

Dimensionality

e One-dimensional eras: Personality Era, Influence Era,
Behaviour Era and Situation Era:

e Multidimensional eras: Contingency Era, Transactional Era,
Culture Era, Transformational Era:

e  Anti-Leadership Era: Too multidimensional as so many
variables existed that they ended up not explaining anything

Below are suggested types that constitute this era.

This era covers many of the elements which were introduced in earlier eras such as
traits, behaviours, and situation but with focus on importance of leaders knowledge
and importance of inclusion.

Knowledge Leadership:
e Multidimensional consists of:
_ “Leadership skills, cooperation and trust and knowledge integration
and innovation” (Yang at el., 2014, p.47)
_  “Orienteering of learning, creating climate that supports learning and
supporting individual and group level learning processes”(Viitala,
2004, p. 533-536)
Inclusive Leadership:
e Multidimensional consists of:
- “Empowerment, accountability, humility and courage” (van
Dierendonck, & Nuijten, p.251-252, 2011;Prime & Salib 2014, 2015)
- “Openness, availability, accessibility” (Carmeli et al., 2010, p.260).
~  “Support-recognition, communication, action and fairness, and self-
interest and respect” (Hollander, 2012, p. 221)

Personality Era, Influence Era, Behaviour Era and Situation Era,

Contingency Era, Transactional Era, Anti-leadership Era, Culture Era:

- Direction was focused primarily on leadership from the

Knowledge Leadership:
_  Lower or upper levels in the organisation.
Inclusive Leadership:

Eé;%cg:gﬂigf leader to the subordinate. _  Lower or upper levels in the organisation.
Transformational Era:
- Lower or upper levels in the organisation.
- Reactive Knowledge leadership:
- Proactive _ Displays leadership skills of acquiring knowledge (Yang at el., 2014)
- Radical instead of traditional; more innovative and creative; - Creates a learning climate (Viitala, 2004)
Leadership and ready to engage with new ideas - ”Be knowledgeable about knowledge” (Skyrme, 2000, p. 79)

Characteristics

- Their ability to create “a knowledge enriching culture” (Skyrme, 2000,
p.80)
Inclusive Leadership:
- Empowering individuals and teams (van Dierendonck, & Nuijten, 2011;
Prime & Salib 2014, 2015)

Note: Compiled by the researcher from multiple sources as indicated in the table.
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From Table 2.5, it is evident that leadership evolves like anything else in organisations.
Therefore, for leaders to be supportive of knowledge sharing practices they also have to
adapt to new strategies and new leadership skills. The role of leaders is also important in
that they need to model the behaviours they expect of employees (Yew Wong, 2005).
Specifically, they need to demonstrate their willingness to openly share knowledge within
the organisation because this has been found to positively influence KM and knowledge
sharing (Yew Wong, 2005). Despite the long evolution of leadership theory and leaders’
crucial role in organisations, there is a lack of research addressing their role in managing
information and knowledge (Lakshman, 2007). Fourteen years later this gap still exists.
The literature on KM has frequently stressed the importance of having leadership support,
pointing out that in many cases it has been the lack of such support that caused KM
projects and initiatives to fail (Lakshman, 2007; Riege, 2005; Ruggles; 1998; Bantel &
Jackson, 1989; Larson, 2016).

Riege (2005) reported 17 individual and 14 organisational factors in organisations which
hinder knowledge sharing, most of which were challenges involving leadership and
cultural aspects. Larson (2016), in his case study of the tax division in the Tokyo branch
of a multinational tax firm in which a KM system had recently established reported that
several of the tax managers showed concern at the transparency that the new system was
providing. The established leadership style was not very conducive to knowledge sharing
among employees: for example, some managers and partners believed that their research
was their own work and refused to share it with the rest of the company without a
compensation or reward system while others were worried about how others might
perceive their work for different reasons. Some were aware of, and trying to cover up
their own poor skills; some were shy; and yet others were concerned that sharing would
expose their previous decisions, leaving them vulnerable to possible reprimands for any
resultant mistakes or errors (Larson, 2016). Bavik et al. (2018) addressed one research
gap, examining the influence of leadership on employees’ knowledge sharing, taking into
consideration the key role that leaders play in their teams’ behaviour at work: they noted
that some studies have argued the importance of empowering leadership on employees’
knowledge sharing but pointed out that the how different leadership styles influence
knowledge sharing behavioural intentions is yet to investigated. Shariq et al. (2019) have
examined the mediating and moderating impact of goal orientation and emotional
intelligence on the relationship of what they call knowledge oriented leadership, and what

56
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this study calls knowledge leadership and knowledge sharing. Their results confirmed
that the relationship between knowledge oriented leadership and knowledge sharing is
significant. However, they admitted that one of their study’s biggest limitations is that it
was conducted only in the private sector — which is an economy-based, not a knowledge-
based, economy, and they recommended that future research should take place in the
government sector. This thesis aims to fill this gap by investigating new emerging
leadership styles such as inclusive leadership and knowledge leadership as previous
studies relied mostly on old leadership styles, and also to focus on the government sector

as they suggested.

2.5.5 Key Theories Used in The Knowledge Sharing Behaviour Literature

To answer the research question and fulfil the objectives, a review of KSB literature as
well as the key theories utilised to predict KSB was undertaken. Some researchers have
chosen to develop new framework models based on the literature and the scope of their
research (e.g., de Vries et al., 2006; Gupta, 2008; Yang & Chen, 2007; Lin, 2007; van
den Hooff & de Ridder, 2004) while others have utilised well-established theories to
explain their models. The key theories used by researchers to explain and predict
knowledge sharing intention and behaviour are: 1) Social Exchange Theory (Blau, 1964),
2) Social Capital Theory (Bourdieu, 1986) and, 3) Theory of Reasoned Action and Theory
of Planned Behaviour (Ajzen & Fishbein, 1980; Fishbein & Ajzen, 1975). The following
section offers a review of these key theories followed by an explanation of the rationale

behind the choice of theory adopted in the present study is provided.

2.5.6 Social Exchange Theory (SET)

Social Exchange Theory explains knowledge sharing from a social exchange perspective
which is formulated bearing in mind cost-benefit analysis (Blau, 1964). Accordingly,
individuals evaluate the possible benefits and risks of social relationships and then
construct their relationships with each other based on that (Tsai et al., 2013). Based on
this theoretical framework, in an organisational context, employees should treat
knowledge sharing as a transaction and, before they commit to any type of sharing,
evaluate the potential benefits that might result (Liang et al., 2008) as well as the risks —
assuming that knowledge is the most important resource (Wu et al., 2012). Huang et al.
(2008) suggested that offering individuals an explicit monetary reward would motivate

them to share their knowledge with their colleagues and found that this positive
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relationship of anticipated extrinsic rewards on employees’ attitude to share knowledge
was supported. In contrast, other studies found divergent empirical findings when testing
the same relation: several studies have confirmed that anticipated extrinsic rewards can
actually have a negative effect on attitude toward knowledge sharing (Bock et al., 2005;
Tsai etal., 2013). This may be because: 1) task related rewards can interfere with intrinsic
motivators (e.g., sense of self-worth) which could eventually weaken the interest and
excitement in knowledge sharing; 2) extrinsic rewards cannot hold over a long period of
time (Bock et al., 2005); and, 3) where no reward was given, employees could perceive
this as a punishment and thus it could have a negative impact on attitude toward
knowledge sharing in future (Bock et al., 2010; Tsai et al., 2013). Most studies on the
context of knowledge sharing in work environments found that anticipated extrinsic
rewards either have no effect on attitude toward knowledge sharing (Lin, 2007; Bock et
al., 2010; Zhang & Ng, 2013) or significant negative impact (Bock et al., 2005; Tsai et
al., 2013). Thus, anticipated extrinsic rewards and their impact on attitude toward

knowledge sharing are not part of this study.

Huang et al. (2008) found that anticipated reciprocal relationships between employees is
more important in organisations. It has also been suggested that anticipated reciprocal
relationships are an essential aspect of benefits in social exchange as well as an important
factor for knowledge sharing (Bock et al., 2005; Huang et al., 2008) because they capture
employees’ desires to maintain their ongoing relationships with their co-workers. Thus,
anticipated reciprocal relationships refer to individuals’ belief that they can improve
mutual relationships with their co-workers through knowledge sharing (Bock et al.,
2005). When employees share their knowledge with their colleagues they develop
relationships over time and they expect their co-workers to reciprocate in the future. Lin
(2007) also confirmed that anticipated reciprocal relationships have a significant
influence on attitude toward knowledge sharing. All in all, the social exchange theory
framework is best used when determining knowledge sharing of employees from an
extrinsic and intrinsic rewards perspective (Liao, 2008; Liang et al., 2008; Saavedra &
Van Dyn, 1999; Tiwana & Bush, 2000; Xu & Cai, 2008; Zafirovski, 2003). However,
extrinsic and intrinsic rewards are not part of this present study’s scope, hence SET was

not selected for this study.

2.5.7 Social Capital Theory (SCT)

Social capital theory shares a similarity with social exchange theory in terms of
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emphasising reciprocal relationships. Bourdieu (1985) explains social capital as “the
aggregate of the actual or potential resources which are linked to possession of a durable
network or more or less institutionalized relationships of mutual acquaintance or
recognition” (p. 248). Therefore, social capital theory suggests that social capital relies
on a strong network that a person has with their colleagues which could lead them to
access actual or potential resources (Bourdieu, 1985). Based on that rationale it is
expected that an individual’s personal networks and relationships will strongly influence
KSB: the stronger these relationships are, the more likely knowledge sharing is to occur
(Chiu et al., 2006). In addition, social relationships are seen as a set of resources which
are considered to be valuable assets which can benefit individuals (Chang & Chuang,
2011; Yang & Farn, 2009). Further the factors of social capital consist of trust, norms,
obligations, expectations and identification and, examined in relationship with knowledge
sharing, have been found to be positive relationships (Chang & Chuang, 2011; Wei et al.,
2019). However, Bakker et al.’s 2006 study of their application of the social capital theory
found that trust is a poor explanatory factor of knowledge sharing. White (2002) explains
that social capital theory expresses the view of “my connections can help me” (p. 260).
He further elaborates that social capital is seen as a means to achieve one’s own interest
through networking and social support. Therefore, since SCT focuses on relationships at
the personal level rather than the professional level in a workplace, this theory is not used
in the present study. The objective is to examine what factors can support or hinder

knowledge sharing among employees rather than a social outlook focus.

2.5.8 Theory of Reasoned Action (TRA) and Theory of Planned Behaviour (TPB)

The present study adopts the theory of reasoned action and theory of planned behaviour
framework (the rationale for selecting this framework will be discussed at the end of this
section). This section provides the background to the theory and its evolution over the
years. Fishbein and Ajzen collaborated multiple times to study beliefs, attitudes,
intentions and behaviours which led them to establish the TRA in the 1970s. The TRA
posits that a person’s performance of a specific behaviour is determined by their intention
to perform that behaviour as well as by attitudes and subjective norms (Fishbein & Ajzen,
1975) — assuming that the behaviour is performed voluntarily. TPB is considered an
extension of this initial work on TRA (Ajzen & Fishbein, 1980; Fishbein & Ajzen, 1975).
Ajzen (1991) suggested a new determinant, Perceived Behavioural Control as he later

found that people’s behaviour appeared not to be fully voluntary and thus under control,;
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this updated theory, in which the behaviour could be intentional and planned, was termed
the theory of planned behaviour. The addition of perceived behavioural control also
increased the prediction of behavioural intention accuracy. In the latest enhancement of
the theory, Fishbein and Ajzen (2010) added an additional behaviour-predicting factor,
descriptive norms, and returned to the original theory name. Descriptive norms is about
how significant others are seen performing a particular behaviour (Fishbein & Ajzen,
2010). This was added because they recognised that perceived normative pressure not
only reflects what others think an individual should do but also what they themselves are
perceived to be doing (Fishbein & Ajzen, 2010). The theory also addressed subjective
norms (renamed after the development to injunctive norms). Injunctive norms refer to
“the degree to which one believes that people who bear pressure on one’s actions expect
one to perform the behaviour in question multiplied by the degree of one’s compliance

with each of one’s referents” (Bock et al., 2005, p. 107).

Fishbein and Ajzen’s 2010 theory of reasoned action is one of the major theories used in
understanding human intention and behaviour. Explaining human behaviour is very
challenging and many elements have to be considered in order to provide a more accurate
view. These two theories have undergone through a lot of development since theories
were first developed back in 1975 by Fishbein and Ajzen. TRA and TPB as a result of the
TRA and TPB theories evolution the outcome was an updated TRA model which was
developed in 2010 by Fishbein and Ajzen (see Figures 2.4 to 2.7). TRA has proved very
useful to many researchers whose research questions involve predicting, explaining, or

changing categories of behaviour.

TRA and TRB are thus chosen for this study as they provide a comprehensive framework
for predicting and explaining behaviours given social contexts which fits with the
research topic’s investigation of the impact of both organisational culture and leadership
on KSB in the workplace. In addition, the constructs of the TRA framework (attitude
toward a specific behaviour, injunctive norms, descriptive norms, and perceived
behavioural controls) form the principle elements of behavioural intentions which then
support the performance of the desired behaviour. In addition, the unique advantage of
TRA is that, based on theory, researchers can introduce background factors to the model.
In this present study the background factors are leadership and organisational culture.



Evolution of TRA and TPB

Figure 2.4 Schematic Presentation of Conceptual Framework for the
Prediction of Specific Intentions and Behaviours (Fishbein & Ajzen,

1975, p. 16).
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In light of the TRA framework, the dependent variable in the research model is
“knowledge-sharing intention”. Although it would be more accurate to measure the
knowledge-sharing behaviour, in reality this has limited feasibility and is hard to
accomplish (Floress et al., 2018; Randall & Wolff, 1994). Floress et al. (2018) explained
that there are two types of behaviours in terms of measurement: 1) observed/actual
behaviour and, 2) self-reported behaviour. The former may be considered more reliable
but this type of research can be challenging, time-consuming and costly (Floress et al.,
2018). For instance, to be able to measure actual behaviour, one needs to have access to
organisations’ files and be able to observe and record employees’ actions involving
knowledge sharing. This kind of accessibility may be considered too intrusive and

researchers’ requests are more likely to be turned down.

The relationship between intention and behaviour has been tested in a wide range of
disciplines and thus has been proven and validated. Fishbein and Ajzen (2010) pointed
out that, since the development of their theoretical framework, over 1000 empirical papers
were written based on TRA model which appeared in professional journals. Based on
meta-analysis studies by Armitage and Conner (2001), Randall and Wolff (1994),
Sheppard et al. (1988), Notani (1998) and McDermott et al. (2015), they explored the
relationships between intention and actual behaviour and found that the correlation
between intention and behaviour varies from 0.41 to 0.53. Since measuring intention
instead of actual behaviour is acommon practice in the knowledge-sharing literature (e.g.,
Bock et al., 2005, Bock et al., 2010; Cheung et al., 2013; Huang et al., 2008; Zhang &
Ng, 2013), this approach will be followed in this study. Measuring behaviour is
challenging because when participants are asked to self-report their actual behaviour they
may feel uncomfortable if they expose their true behaviour. Knowledge-sharing studies
have mostly adopted intention in their efforts to overcome this challenge because it has
been proven in the literature that intention is the most significant predictors of behaviour.
According to TRA and TPB, when individuals intend to perform a specific behaviour
they are more likely to actually perform the behaviour: for example, if someone is
intending to go to the gym three days a week, they will have the mind-set to do so by
planning for it which eventually helps in performing the behaviour (Ajzen, 1991;
Fishbein, 2000; Fishbein & Ajzen, 1975, 2010). Despite these challenges, Kuo & Young

(2008a) measured actual knowledge-sharing behaviour based on logged frequency which
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was consistent with the mechanisms provided by Earl (2001) for capturing individual
sharing. Thus, self-reported behaviour is often used by researchers by asking the study

participants to report their actual behaviours (Floress et al., 2018).

2.6 Research Gaps in the Literature

This section summarises some of the research gaps that emerged from the literature
review. Three critical gaps are identified, two related to the research topic in context of
the Middle East region in general and one related to the UAE. The first gap is the limited
studies that examine specific characteristics of organisational culture and its impact on
knowledge-sharing behavioural intentions. The second is the limited research that
examines the impact of leadership on both organisational culture and knowledge-sharing
behavioural intentions Specifically, based on the researcher’s knowledge, no studies have
been conducted testing the most evolved leadership styles (inclusive leadership and
knowledge leadership) on organisational culture and knowledge sharing. There is also
very limited research on the topic in the Middle East region. Finally, given the unique and
diverse demographics of the UAE and its Emiratisation policy, there are almost no studies
that examine the impact of this policy and how this may impact knowledge sharing

between Emirati and non-Emirati employees.

2.6.1 Limited Research on Investigating Specific Organisational Culture Dimensions

on Knowledge-Sharing Behavioural Intentions

Organisations need to realise which factors impact knowledge sharing behavioural
intentions among their employees. Many organisations fail to acknowledge these factors
which may lead to failure of knowledge-sharing initiatives and KM programs (Babcock,
2004). With the increased emphasis on innovation globally, organisations are often
steered, sometimes wrongly, toward technology as a panacea, including knowledge
sharing (Lyu & Zhang, 2016).

Chién et al. (2019) examined whether organisational culture, organisational structure and
technology infrastructure affect knowledge-sharing in organisations. They found that
organisational culture and organisational structure have a significant impact whereas
technology infrastructure was not significant. Therefore, this study focuses on unique
organisational culture dimensions: trust, openness, team orientation and agreement, and

examines their impact on knowledge sharing attitudes. Examining the impact of specific
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organisational culture dimensions on knowledge-sharing can provide more guidance for
leaders on which cultural dimensions to focus on in order to nurture and promote

knowledge-sharing behavioural intentions among employees.

2.6.2 Limited Research on Leadership Impact on Organisational Culture and

Knowledge-Sharing Behavioural Intentions

Previous research has shown that leadership has a positive influence on team knowledge-
sharing and overall team performance (Srivastava et al., 2006). However, in most
leadership studies on knowledge-sharing researchers have studied leadership types and
traits which emerged many decades ago. As with anything else, leadership keeps evolving
and therefore leaders also need to adapt to new ways of dealing with organisational
culture and employees. This study focuses on knowledge leadership and inclusive
leadership influence on knowledge-sharing which has not been studied before.
Leadership influence on organisational culture is also crucial: Pettigrew (1979) addressed
the link between leadership and organisational culture, stressing that leaders influence
their followers to create collective experiences where they align their teams to form an
organisational culture. However, as Ogbonna and Harris (2000, p. 783) and Sharma and
Sharma (2010, p. 104) note, there is very limited research examining the “relationship
between organisational culture and leadership” [especially] “the impact of leadership on
organisational culture. For example, some studies examined the impact of both leadership
and organisational culture collectively on factors such as organisational commitment
(Katper et al., 2020; Senjaya & Anindit, 2020), and employee performance (Dewi &
Wibow, 2020; Erniwati et al., 2020; Paais, & Pattiruhu, 2020). Hence it is essential to
examine the role of leadership and its influence on driving change in organisational

culture as well as knowledge sharing intentions of employees.

2.6.3 Lack of Research in the Middle East and the UAE on the Research Topic

Despite the plethora of research on knowledge-sharing, there is lack of information
specific to the Middle East on factors that enable knowledge-sharing (Al Bastaki et al.,
2020). Behery and Paton (2008) further pointed out that business and management
practices are generally under-researched in the UAE and the Middle East compared to
other parts of the world. Abdallah et al. (2012) examined individual, organisational and
technological factors affecting knowledge-sharing and they stressed that further
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investigation is needed to study other factors that may hinder knowledge-sharing within
organisations in the UAE. The Middle East, GCC and the UAE in particular are unique
contexts that should be studied because not all the measurements used in the west and

Asia can be fully utilised here.

2.7 Summary

This chapter provided a comprehensive review of the literature relevant to the study topic.
It then addressed misconceptions in the literature with regard to KM and between
knowledge transfer, knowledge exchange and knowledge sharing before explaining the
definition of KSB used in the present study. The chapter then addressed the evolution of
organisational culture and reviewed the organisational culture dimensions introduced by
many researchers. Next, a rationale of the selected organisational culture for the present
study was provided. After a review of the evolution of leadership and the eras of
leadership, the concept of inclusive leadership and knowledge leadership, the focus of the
present study, was discussed. The chapter addressed some of the key theories which have
been used to predict and explain KSB and a rationale for the adopted theories was
provided. Finally, the chapter summarised some of the key gaps in the literature and how
this current study aims to fill these.
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Chapter 3: Theoretical Development

3.1 Introduction

Chapter 2 presented the literature review, highlighting the previous research that informs
this study, research gaps and the research context. This allowed the researcher to develop
the objectives for the present study: to examine the impact of five selected organisational
culture dimensions — participation, trust, agreement, team orientation, and openness — on
knowledge sharing intention among employees. In addition, it aims to explore the impact
of both inclusive leadership and knowledge leadership on the above-mentioned
organisational culture dimensions and intention to share knowledge. Demir et al. (2011)
stressed that it was crucial for employees to identify with the organisational culture as
“[w]hen organisation members identify with the culture, the work environment tends to
be more enjoyable, which boosts morale. This leads to increased levels of teamwork,
sharing of information, and openness to new ideas” (p. 199).

This thesis aims to answer the following research questions:

e How do organisational culture dimensions (participation, trust, agreement, team
orientation, and openness) impact employees’ attitude to knowledge sharing?

e How does leadership (inclusive leadership and knowledge leadership) impact
employees’ attitude to knowledge sharing?

e How does leadership (knowledge leadership and inclusive leadership) influence
organisational culture dimensions (participation, trust, openness, team orientation
and agreement)?

Primarily, the thesis aims to achieve the following objectives:

e Identify and assess the role of organisational culture dimensions on injunctive
norms and attitudes to knowledge sharing in UAE organisations

e Provide managerial and policy implications to UAE organisations to promote an
organisational culture that is more effective at supporting employees’ knowledge
sharing behavioural intentions.

e Develop a comprehensive understanding of how organisational culture and

leadership affect knowledge sharing behavioural intentions.

Three research models are proposed. All three are designed in light of the Theory of
Reasoned Action (TRA) and the Theory of Planned Behaviour (TPB) framework. Model

1 examines the effect of both knowledge leadership and inclusive leadership as
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influencers for organisational culture dimensions whereby organisational culture affects
knowledge sharing intention (see Figure 3.1). This model adopts the TRA and TPB
framework, designating organisational culture dimensions as background factors in the
theory and with both knowledge leadership and inclusive leadership as influencers on the
background factors. Therefore, this model examines whether knowledge leadership and
inclusive leadership improve the understanding of employees’ motivation to share
knowledge with their colleagues. Model 2 examines the effect of both knowledge
leadership and inclusive leadership as background factors in the TRA and TPB
framework; that is, they are tested as drivers for knowledge-sharing intentions (see Figure
3.2). Model 3 examines both knowledge leadership and inclusive leadership as
moderators on the relationship between organisational culture dimensions and attitude

toward knowledge sharing (see Figure 3.3).



Figure 3.1 Model 1 (Main Model): Knowledge Leadership and Inclusive Leadership as Influencers for Organisational Culture Dimensions
Organisational Culture Affects Intention to Share Knowledge Through Attitude Toward Knowledge Sharing
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Figure 3.2 Model 2: Knowledge Leadership and Inclusive Leadership are Both Treated as Background Factors in the TRA/TPB Framework
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Figure 3.3 Model 3: Knowledge Leadership and Inclusive Leadership are Both Treated as Moderators Between Organisational Culture Dimensions and Attitude
Toward Knowledge Sharing
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3.2 Research Framework and Hypotheses Development
In order to explore the relationships between organisational culture, knowledge
leadership and inclusive leadership, the following models are proposed:

1. Model 1 (Main Model): Knowledge leadership and inclusive leadership as
influencers on organisational culture dimensions whereby organisational
culture affects knowledge sharing intention.

2. Model 2: Knowledge leadership and inclusive leadership are both treated as
background factors in the TRA and TPB framework.

3. Model 3: Knowledge leadership and inclusive leadership are both treated as
moderators of the relationship between organisational culture and attitude to

sharing knowledge.

Hypothesesl, 2, 3, 4, 5 and 6 are identical for all three main study models so they will
only be explained in Model 1 to avoid repetition. The same applies to the control variables
in relation to intention to share knowledge: they will only be discussed in Model 1.

3.3 Model 1 (Main Model)
3.3.1 Organisational Culture and Its Impact on Attitudes to Knowledge Sharing

Organisational culture plays a vital role as an enabler in promoting knowledge sharing
norms and learning motivations among members of an organisation, and an important
role in the integration of people, relationships and technology to improve knowledge
management processes (Hansen et al., 1999). For instance, an organisational culture that
facilitates trust between employees and their managers will positively influence

knowledge sharing (Su et al., 2010).

For any organisation that aims to shift from a culture that hinders knowledge sharing to
one that appreciates it, it is important to create a climate that facilitates long-term and
trusting relationships between employees (Bock et al., 2005). Therefore, perceived
organisational culture significantly affects, either negatively or positively, organisational
behaviour depending on the type of culture that is fostered in the organisation (Chua &
Lam, 2005; Ruggles, 1998; Storey & Barnett, 2000).

3.3.1.1 Participation and attitude toward knowledge sharing

In a highly participatory culture, final decisions are not expected to be taken by the
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manager or the highest in the hierarchy as this culture supports a collective decision-
making process (Ghosh & Srivastava, 2014; Locke & Schweiger, 1979; Wagner, 1994).
Additionally, in a participatory culture, employees are encouraged to speak their minds
and each point is listened to: members do not withhold information or knowledge even if
it is unpleasant because they seek to understand everything that one has to say about a
topic (Ghosh & Srivastava, 2014). Thus, in such a culture, employees are more likely to
share knowledge and information as they participate in discussions and solve problems.
It is also expected that since this culture supports participation and sharing views, it will
support knowledge sharing as employees share their lessons learned or tips they have
learned during their meetings and so on. Suppiah and Sandhu (2011) investigated the
influence of organisational culture on tacit knowledge behaviour and stressed that it is
almost impossible for employees to share their tacit knowledge if they are not in an active
participation environment. Similarly, Yip et al. (2012) described participation as being
about employees’ contributions to achieving organisational goals through sharing
information and knowledge across the organisation. They further explained that employee
participation is one of the key success factors for knowledge management implementation
and that for organisations to ensure a successful KM implementation, knowledge sharing
activities among employees must take place in order to create new knowledge which
cannot happen without active participation. This leads to the following hypothesis:

e Hla: An organisational culture that promotes participation will have a positive

effect on attitude toward knowledge sharing.

3.3.1.2 Trust and attitude toward knowledge sharing

In an organisational culture that is characterised by trust, employees feel that they are
assessed fairly when it comes to evaluations and promotions and feel confident enough
to take the initiative without fear of making mistakes (Petty et al., 1995). Ghosh and
Srivastava (2014) explained that in a trust-based culture, employees are trusted to keep
their word when it comes to commitment. In addition, the dimension involves the level
of implicit trust among employees; specifically, it is concerned with whether colleagues
trust their managers to give them fair treatment based on job performance (Ghosh &
Srivastava, 2014). In such a culture, where trust is nurtured among employees, it is
expected that knowledge sharing would happen as colleagues have good intentions and

are committed to their work. In addition, since this culture promotes fair evaluation in
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terms of promotion, employees are likely to be cooperative and share knowledge with
their colleagues instead of being competitive and secretive. Sharma and Sharma (2010)
found that in an organisation that provides an interesting environment and where there is
trust between work partners, members are more likely to share information with each
other: trust creates the foundation for a healthy atmosphere and offers suitable conditions
which enable employees to cooperate and share their knowledge to perform better.
Moreover, Hurley (2011) explained that, within high-trust teams, members support each
other, easily share information and do not mind taking on challenging tasks as they have
faith that they and their team members can accomplish anything together. With such
cooperation and sharing of information it is expected that knowledge sharing will flow
easily among employees. Casimir et al. (2012) highlighted that trust plays a crucial role
in human social transactions and argued that it can accelerate knowledge sharing as this
Is considered as a social transaction. Casimir et al. (2012) explained that cognition-based
trust refers to one’s knowledge, and competencies. Whereas, affect based trust refers to
the emotional connection between employees and their care and concern for one another.
Therefore, based on this rationale, employees formulate trust based on their feelings and
the emotions generated over time as they experience various situations with their
colleagues. Hence, it is expected that employees will share their knowledge with their co-
workers if they, 1) feel that their colleagues are knowledgeable and have a sense of
responsibility to share their knowledge and, 2) if they have created a strong bond with
their colleagues. An example of this can be found in a study by Boateng and Agyemang
(2016) conducted in a public sector institution in Ghana, in which a female employee
stated, “I would not share my knowledge with a co-worker whom I don’t trust™ (p. 39).
In addition, Hurley (2011) explained that an environment of distrust can turn
collaborative exchange into a stressful situation where people are anxious and miserable:
in contrast, if the environment promotes trust between employees, this will encourage
better collaboration, and will create a comfort zone for employees whereby they can

freely exchange ideas. Figure 3.4 shows Hurley’s distrust-trust continuum.
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Figure 3.4 The Distrust-Trust Continuum (Hurley, 2011. p. 9)

Overall, most scholars have empirically examined and confirmed that there is a positive
relationship between trust and knowledge sharing (e.g., Burke et al., 2011; Chang &
Chuang, 2011; Chiu et al., 2006; Gamidullaeva & Vasin, 2018; Hau et al., 2013; Holste
& Fields, 2010; Huang, 2009; Lin et al., 2009; Lucas, 2005; Park et al., 2004; Sankowska,
2013; Tsai & Ghoshal, 1998; Wickramasinghe & Widyaratne, 2012). However, others
have not been able to find a significant relationship (e.g., Chow & Chan, 2008; Li, 2005;
Bakker et al., 2006. This leads to the following hypothesis:

e H1b: An organisational culture that promotes trust will have a positive effect on
attitude toward knowledge sharing.

3.3.1.3 Agreement and attitude toward knowledge sharing

Agreement culture promotes flexibility in internal processes and employees treat each
other as extended family (Demir et al., 2011; Denison & Mishra, 1995; Denison & Neale,
1999) inasmuch as they share similar norms and values (Ginevicius & Vaitkiinaite, 2006).
Therefore, this culture is expected to enhance learning and knowledge sharing among
employees as it promotes flexibility in processes rather than relying on complex
procedures and formal communications which could act as a hindrance. In addition, in
such a culture with shared norms and values, it is more likely that employees will feel
comfortable both seeking and sharing knowledge. In high agreement cultures people work
toward a win-win solution and unified decisions, even in critical issues, so that they are
able to resolve differences (Demir et al., 2011; Denison & Mishra, 1995; Denison &
Neale, 1999; Ginevicius & Vaitkiinaite, 2006). Therefore, in order to come up with a

unified solution it is likely that each member will share their knowledge and expertise.
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This leads to the following hypothesis:

e H1c: Anorganisational culture that promotes agreement will have a positive effect
on attitude toward knowledge sharing.

3.3.1.4 Team orientation and attitude toward knowledge sharing

Petty et al. (1995) describe team orientation culture as when cooperative behaviours are
adopted by employees in their teams and work groups. They also highlighted that these
behaviours include sharing information and resources, helping one another, and always
prioritising the goals of the group over personal ones. Hence, it is expected that since this
culture supports sharing information and resources, employees will also share their
knowledge to achieve assigned group tasks and fulfil group objectives. Team orientation
is about working together and being accountable to achieve the shared goals and
objectives of a team or group (Chong & Choi, 2005). Additionally, team-oriented culture
employees perceive themselves as a unit, where they trust each other and believe that they
are treated fairly and consistently (Al-Adaileh & Al-Atawi, 2011). Therefore, it is
expected that team-oriented culture will support knowledge sharing among employees as
they feel responsible for achieving their common goals. Park et al. (2004) examined team
orientation culture impact on knowledge sharing and confirmed a strong positive
correlation between team orientation culture and knowledge sharing. Chong and Choi
(2005) suggested that teamwork as a part of the organisational culture is a crucial factor
for successful knowledge management implementation in general and knowledge sharing

in specific.
This leads to the following hypothesis:

e H1d: Anorganisational culture that promotes team orientation will have a positive
effect on attitude toward knowledge sharing.

3.3.1.5 Openness and attitude toward knowledge sharing

O’Reilly (1989) highlighted that when an organisational culture is characterised by
openness, employees have open communications, share information among themselves,
trust that information shared is correct and reliable, accept criticism (as they are good
listeners) and think laterally. Therefore, it is expected that employees will share their

knowledge with each other as they work together to find out more about a particular topic.
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Communication is a vital part of openness as it is important to ensure the flow of
information across organisational levels and that it reaches employees when needed
(Cabrera et al., 2001; Ghosh & Srivastava, 2014; MacKenzie, 1995; Tucker et al.,1990).
Additionally, MacKenzie (1995) found that the norms for an open culture are cooperation,
supporting each other and sharing information. Rutten et al. (2016) stressed that when
employees are open to sharing relevant knowledge, this can facilitate process optimisation
and cost-saving, whereas lack of sharing may harm the organisation. Therefore, in an
open culture sharing knowledge is likely to happen as people’s attitudes favour

cooperation and providing support to their co-workers.
This leads to the following hypothesis:

e Hle: An organisational culture that promotes openness will have a positive effect

on attitude toward knowledge sharing.

3.3.1.6 Organisational Culture and its Impact on Injunctive Norms of Knowledge
Sharing

The TRA introduced the concept of injunctive norms to represent the perceived social
pressure resulting from the expectations of significant others on an individual. Hence,
injunctive norms measure the degree to which significant others guide the individual
whether to perform or not perform specific behaviour (Ajzen & Fishbein, 1980). In an
organisational context, the important others may include supervisors, line managers and
peer workers. For example, if co-workers feel that their manager and colleagues expect
them to share their knowledge, this is more likely to drive social pressure which makes
them formulate the intention to share their knowledge (Huang et al., 2008; Zhang & Ng,
2013). Earlier research confirmed that injunctive norms lead to social pressure that
motivates individuals to a strong intention toward the behaviour (Bock et al., 2005; Huang
et al., 2008). Based on the TRA and TPB framework, the relationship between the
background factor organisational culture dimensions and its impact on both attitude
toward knowledge sharing and on injunctive norms are examined. Some previous studies
have examined the relationship between the background factors and intention to share
knowledge (e.g., Bock et al., 2005; Bock et al., 2010; Casimir et al., 2012; Chuang et al.,
2015; Ho et al., 2011; Ibragimova et al., 2012), whereas other studies which adopted the
TRA and TPB framework did not examine the impact of injunctive norms at all (e.g.,
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Akhavan & Hosseini, 2016; Bello & Oyekunle, 2014; Can & Hawamdeh, 2013; Ramayah
et al., 2013). This study aims to examine the impact of injunctive norms of knowledge
sharing on organisational culture dimensions because organisational culture is about
social pressure and the unwritten rules within the organisation. This leads to the following
hypotheses:
e H2a: An organisational culture that promotes participation will have a positive
Impact on injunctive norms.
e H2b: An organisational culture that promotes trust will have a positive impact on
injunctive norms.
e H2c: An organisational culture that promotes agreement will have a positive
impact on injunctive norms.
e H2d: An organisational culture that promotes team orientation will have a positive
impact on injunctive norms.
e H2e: Anorganisational culture that promotes openness will have a positive impact

on injunctive norms.

3.3.1.7 Attitude toward Knowledge Sharing and its Impact on Intention to Share
Knowledge

Intention refers to the degree to which one believes that one will engage in the behaviour
(Fishbein & Ajzen, 1975). Thus, intentions refer to the individuals’ readiness to behave
in a certain way. According to the theory of reasoned action and the theory of planned
behaviour (Ajzen, 1991; Fishbein, 2000; Fishbein & Ajzen, 1975, 2010), when
individuals have intentions to perform a specific behaviour they are more likely to do so.
Although in terms of measurements, it would be more accurate to measure the actual
knowledge sharing behaviour, this has limited feasibility and is difficult practically
(Randall & Wolff, 1994). Thus, knowledge sharing studies have mostly adopted intention
as their term of measurement in an effort to overcome this challenge (e.g., Bock et al.,
2005; Can & Hawamdeh, 2013; Cheung et al., 2013; Huang et al., 2008; Zhang & Ng,
2013). A total of 29 studies were reviewed in order to investigate their approach to
measuring knowledge sharing behaviour and all used intention to share knowledge as a
proxy (Akhavan & Hosseini, 2016; Amin et al., 2010; Bello & Oyekunle, 2014; Bock et
al., 2005; Bock et al., 2010; Can & Hawamdeh, 2013; Casimir et al., 2012; Chang & Shih,
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2010; Chang et al., 2013; Cheung et al., 2013; Chow & Chan, 2008; Chuang et al., 2015;
Dong et al., 2010; Huang et al., 2008; Ho et al., 2011; Ibragimova et al., 2012; Kuo &
Young, 2008a, 2008b; Lee & Hong, 2014; Ramayah et al., 2013; Ryu et al., 2003; Samieh
& Wahba, 2007; Stenius et al., 2015;Teh & Yong, 2011; Mongkolajala et al., 2012; Xue
et al., 2011; Xue et al., 2012; Zhang & Ng, 2013; Zhikun & Fungfai, 2009). The
relationship between intention and behaviour has been tested in a wide range of
disciplines and been proven and validated. Table 3.1 lists some studies that showed high

correlation between intention and actual behaviour.

Table 3.1 Meta-Analysis Studies Exploring the Relationships Between Intention and Actual
Behaviour

Number of
Number of Tests Correlation T .
Source Studies Performed Between E;(s;rlw*?ilr:gg /ol\ll‘otrees Studies
Examined on (I-Bl) (1-B1)
Relationship
Sheppard, Covered a wide variety of
Hartwick & 87 N/G 0.53 behgwour_ such as going to church,
Warshaw having children, purchasing
(1988) football tickets.
Covered variety of activities such
as trying to lose weight, drinking
Randall & soft drinks, writing a letter,
Wolff (1994) % N/G 0.45 exercising.
The 1-BI correlation was valid for
as long as 15 years.
Included variety of topics such as
Notani (1998) 36 45 0.41 academic context_, Qrganlsatlonal
context, sport activities, and
smoking behaviour.
The authors did not explicitly
mention the areas or disciplines
Armitage & they focused on; however, after
Connerg(2001) 161 48 0.47 reviewing their references, one can
see that the main domain in which
they focused on was physical
activity.
42 journal
McDermott et articles and 4 N/G 0.45 Medicine and Health Sciences
al. (2015) unpublished ' Social and Behavioural Sciences
dissertations

* |: Intention, Bl: Behaviour

As indicated above, the meta-analyses show that the correlation between intention and

behaviour varies from 0.41 to 0.53.

In summary, most studies have found a strong relationship between intention and
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behaviour in various fields, but this relationship has not yet been validated for knowledge
sharing. However, measuring intention instead of actual behaviour is a common practice

in the knowledge sharing literature and thus will be the approach followed in the study.

Attitude is defined as ““a latent disposition or tendency to respond with some degree of
favourableness or unfavourableness to a psychological object” (Fishbein & Ajzen 2010,
p. 76). In the context of the present study attitude is defined as “[t]he degree of one’s
positive feelings about sharing one’s knowledge” (Bock et al., 2005, p. 91). Attitude is
considered as one of the antecedents of intention to perform the behaviour as it refers to
the individual’s “beliefs about the positive or negative consequences they experience if
they performed the behaviour” (Fishbein & Ajzen, 2010, p. 20). Thus, an individual’s
attitude toward sharing her/his knowledge with their co-workers requires them to think
about the advantages and disadvantages of (not) performing the behaviour (Huang et al.,
2008).

According to the TRA and TPB attitude determines behavioural intentions of individuals,
which then determines their future behaviour (Fishbein & Ajzen, 1975). Previous
research has shown the significant positive relationship between attitude and intention to
share knowledge in an organisational context (e.g., Bock et al., 2005; Can & Hawamdeh,
2013; Xue et al., 2011; Zhang & Ng, 2013). Hence, employees may be more motivated
to engage in a knowledge sharing behaviour if their attitudes toward the behaviour are

positive. This leads to the following hypothesis:

e Ha3: Attitude toward knowledge sharing has a positive effect on intention to share

knowledge.

3.3.1.8 Injunctive Norms (Subjective Norms) of Knowledge Sharing and their Impact
on Intention to Share Knowledge

In Fishbein and Ajzen’s (1975, 1980) earlier work they referred to injunctive norms as
subjective norms which they defined as “an individual’s perception that most people who
are important to her think she should (or should not) perform a particular behavior”
(Fishbein & Ajzen, 2010, p. 131). Hence, the TRA and TPB framework injunctive norms
represent perceived social pressure arising from the expectations of an individual’s
significant others. In an organisational context, line managers, supervisors and colleagues

can be considered as important others who could influence employees’ intentions to
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perform a particular behaviour. Therefore, injunctive norms of knowledge sharing could
affect individuals’ intentions to share knowledge as much as colleagues, managers and
leadership can affect their decision of whether or not to share knowledge (e.g., my
colleagues think I should share my knowledge with other members in the organisation)
(Bock et al., 2005; Bock et al., 2010). Various studies have examined the relationship
between injunctive norms and intention to share knowledge and found it to be significant
(e.g., Bock et al., 2005; Bock et al., 2010; Can & Hawamdeh, 2013; Chow & Chan, 2008;
Chuang et al., 2015; Dong et al., 2010; Ho et al., 2011; Ibragimova et al., 2012; Kuo &
Young, 2008a, 2008b; Mongkolajala et al., 2012; Ramayah et al., 2013; Ryu et al., 2003;
Stenius et al., 2015; Teh & Yong, 2011; Tsai et al., 2013; Zhikun & Fungfai, 2009). Only
one, by Zhang and Ng (2013), has found this relationship to be insignificant.

This leads to the following hypothesis:
e H4: Injunctive norms have a positive effect on intention to share knowledge.

3.3.1.9 Descriptive Norms of Knowledge Sharing and their Impact on Intention to Share
Knowledge

Descriptive norms, unlike subjective norms, refer to “what significant others themselves
do” (Rivis & Sheeran, 2003, p. 219). Fishbein and Azjen (2010) define descriptive norms
as “the perceptions that others are or are not performing the behavior in question” (p.
131). The TRA has discovered that descriptive norms are a significant predictor of
individuals’ behaviour. Therefore, it suggests that the more the significant other(s) are
performing a particular behaviour (in the study context knowledge sharing behaviour),
the stronger the individual’s intention to share knowledge will be. Rivis and Sheeran
(2003) conducted a meta-analysis study to test the impact of descriptive norms on an
individual’s intention to perform a specific behaviour and found that including descriptive
norms as an additional predictor for the TRA and TPB framework actually improved its
predictive validity. Thus, this research follows the same approach. This leads to the

following hypothesis:

e Hb5: Descriptive norms positively affect intention to share knowledge.
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3.3.1.10 Perceived Behavioural Controls of Knowledge Sharing and their Impact on
Intention to Share Knowledge

Ajzen (1985, 1988) introduced the construct of perceived behavioural control in the
theory of planned behaviour that was later included in the TRA. This construct was
introduced because Fishbein and Ajzen (2010) found that the behaviour in question might
not be 100% volitional as many control factors can influence an individual’s control over
performing specific behaviour. Ajzen (1991, p. 188) explained perceived behavioural
control as “the perceived ease or difficulty of performing the behaviour and it is assumed
to reflect past experience as well as anticipated impediments and obstacles”. This is
because even employees who have a favourable attitude toward knowledge sharing and
have positive subjective norms of knowledge sharing would still need the necessary
opportunities, resources, or tools to successfully perform the knowledge sharing
behaviour with their co-workers (Zhang & Ng, 2013). Perceived behavioural control also
can be seen as “people’s perception of the ease or difficulty of performing the behaviour
of interest” (Ajzen, 1991, p. 183). Basically, perceived behavioural control was
categorised into two major constructs — self-efficacy and controllability (Kuo & Young,
2008a). Self-efficacy is not concerned “with the number of skills you have, but with what
you believe you can do with what you have under a variety of circumstances” (Bandura,
1997, p. 37); thus, it refers to the individuals’ own judgement of their own competences
to accomplish a course of action that is essential to achieve a specific type of performance.
Controllability, on the other hand, refers to the individuals’ beliefs about the presence or
absence of the requisite opportunities, resources, or tools needed to perform the behaviour
(Zhang & Ng, 2013). Therefore, perceived behavioural controls addresses whether
employees believe that they have the right competencies to share their knowledge with
their colleagues, as some employees might have the knowledge but they might not be able
to articulate it in a way that it is suitable for sharing. Additionally, employees may not

have the tools, platforms and/or resources required to share knowledge.
This leads to the following hypothesis:

e H6: Perceived behavioural control positively affects intention to share knowledge.
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3.3.2 Leadership, Organisational Culture and Knowledge Sharing

Suliman and Moradkhan (2013) pointed out that there is a strong relationship between
various leadership styles and organisational culture. For Minyoung et al. (2012),
leadership not only enhances employees’ knowledge sharing behaviour but also the
organisational culture: for example, leadership can shape the culture to become more
participative in nature by giving employees an opportunity to take part in decision
making. In addition, as Srivastava et al. (2006) found, when a leader engages with
employees and offers them a chance to voice their opinions and freely express their
suggestions, sharing becomes more relevant for them; their investigation into the
influence of empowering leadership on knowledge sharing and team efficacy returned
significantly positive results. The next paragraph explains the relationship between
knowledge leadership and inclusive leadership and their impact on the organisational

culture dimensions of this study.

Leadership can promote or hinder employees’ knowledge sharing in the workplace
(Carmeli etal., 2011). Therefore, it is essential for leaders to understand the organisational
culture, as this will enable them to communicate the organisation’s vision and make sure
that employees are in line with its strategic directions (Sharma & Sharma, 2010). Several
studies have investigated the relationship between leadership and organisational culture
and, overall, leadership was found to be a strong driver for organisational culture (Bell et
al., 2014; Lok & Crawford, 2004; Mitonga-Monga et al., 2012; Sharma & Sharma, 2010;
Wang & Hsieh, 2013). Additionally, it is very important for leadership to be involved and
educated about their role in removing barriers to employees’ learning and sharing (O’Dell
& Leavitt, 2004). In a benchmarking report conducted by the APQC one of the
participants stated that “[t]he behaviour of leaders, particularly senior leaders, often has
a strong impact on the others in the organisation. Leaders influence others directly by the
expectations they set for others in the organisation. Moreover, they influence people
indirectly as role models” (O’Dell & Leavitt, 2004, p. 5). Additionally, O’Dell and Leavitt
(2004) highlighted that in every knowledge management benchmarking study conducted
by the APQC, a key finding was that leadership was always highlighted as a crucial
success factor for organisational culture. Carmeli et al. (2011) suggested that when
leaders exhibit transformational leadership they help employees to identify with the

organisation, resulting in enhanced knowledge sharing among employees. Leaders are in
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a key position to drive change, which enables them to make choices to create value in the
organisation (O’Dell & Leavitt, 2004). The following section explains the relationship of
knowledge leadership and inclusive leadership to the present study’s organisational

culture dimensions (participation, trust, agreement, team orientation and openness).

3.3.2.1 Knowledge Leadership and Participation

Knowledge leadership is about attitudes and actions that promote collective outcomes
through sharing of knowledge (Mabey et al., 2012). The knowledge leadership dimension
which involves cooperation and trust (Yang et al., 2014), requires cooperation between
the knowledge leader and team members to resolve any challenges that may occur. Thus,
the leadership must seek participation from members equally to overcome these
challenges. In addition, Mitonga-Monga et al.’s 2012 study confirms that there is a
relationship between leadership behavioural style and employee participation. They also
note that employees’ participation is supported significantly by a leadership style that is
task-driven while ensuring the quality of work — one which provides employees with
respect, open communication and trust. In Yang et al.’s (2014) knowledge integration and
innovation knowledge leadership dimension, leaders seek to enhance their teams’
innovative capabilities, learning habits in order to put innovative ideas into practice.
Therefore, knowledge leadership is maintaining a balance between work achievements

while also maintaining cooperation and trust among team members.
This leads to the following hypothesis:

e HB8a: Knowledge leadership has a positive impact on organisational culture that

promotes employee participation.

3.3.2.2 Knowledge Leadership and Trust

Knowledge leadership, as explained by Yang et al. (2014), drives the organisational
culture to become a trusting environment where members can work together and trust
each other. In addition, Viitala (2004) highlighted that knowledge leadership supports
freedom of learning and avoids punishment for mistakes which can create fear among
employees: rather, it is about encouraging employees to learn from mistakes collectively
rather than pointing fingers and blaming individuals. Therefore, when such practice is
nurtured, employees will be more willing to ask for and offer help, and support and
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cooperate with their colleagues which will eventually create a climate of safety and trust
(Viitala, 2004).

This leads to the following hypothesis:

e HB8b: Knowledge leadership has a positive impact on organisational culture that

promotes trust among employees.

3.3.2.3 Knowledge Leadership and Agreement

Agreement is about creating a common understanding between team members and
reaching a solution that all agree on to resolve any occurring problems or conflicts
(Denison et al., 2012). Mabey et al. (2012) explained knowledge leadership as leaders
acting to encourage their team members to create and share knowledge in a collective
way to achieve desired outcomes. Additionally, knowledge leadership requires that
leaders act as role models for their team members and that they play an important role in
developing the team spirit, cooperation and building trust (Yang et al., 2014). Therefore,
it is more likely that knowledge leaders who support cooperation among team members
to resolve any challenges will also create an atmosphere among their teams conducive to
agreeing on the process of tackling issues and making decisions collectively. This leads

to the following hypothesis:

e HB8c: Knowledge leadership has a positive impact on organisational culture that

promotes agreement among employees.

3.3.2.4 Knowledge Leadership and Team Orientation

Team orientation is when colleagues in the workplace exhibit cooperative behaviours
such as trusting one another, helping and reaching out to their peers, and making sacrifices
for the overall good of the team (Al-Adaileh & Al-Atawi, 2011; Chong & Choi, 2005;
Petty et al., 1995). As mentioned in the sections above and previously in the literature
review chapter, Yang et al., (2014) pointed out that knowledge leadership behaviour
includes leaders nurturing cooperation between their team members and displaying this
behaviour themselves. Petty et al. (1995) highlighted that team orientation behaviours
include employees being willing to share information, providing assistance to each other
and always looking for ways to improve performance and achieve goals as a team rather

than as individuals. Therefore, it is expected that knowledge leaders will be supportive of
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team orientation as they encourage their teams to cooperate with each other, and share
and exchange ideas and their knowledge in order to achieve work outcomes. This leads

to the following hypothesis:

e HB8d: Knowledge leadership has a positive impact on an organisational culture that

encourages employees’ team orientation.

3.3.2.5 Knowledge Leadership and Openness

Openness in organisational culture entails that peers within the workplace are open in
communication, share information, listen to each other’s points of view, and have
intellectual honesty as they expect challenges and accept conflicts (O’Reilly, 1989).
Establishing an open communication dialogue between leaders and their teams is
essential to enhance employee satisfaction and commitment to the organisational overall
competitiveness (Sharma & Sharma, 2010). As a knowledge leader is someone who sets
an example for others and demonstrates excellent knowledge leadership skills (Yang et
al., 2014), it is expected that if a leader exhibits openness characteristic, employees will
follow their example. Additionally, Minyoung et al. (2012) stressed that it is important
for leaders to provide opportunities for employees to be innovative by expressing their
opinions and freely sharing their ideas and information with them and their co-workers.
Viitala (2004, p. 537) identified three dimensions of knowledge: 1) orienteering of
learning, 2) creating a climate that supports learning and, 3) supporting individual and
group level learning processes. She explained that orienteering of learning involves
leaders communicating the bigger picture to their teams by continuously helping them to
see where the organisation is heading in terms of organisational vision and goals, and
openly communicating with their teams in terms of what knowledge and capabilities they
need training in to support their learning journey. Knowledge leaders always seek to
encourage their team members to work as a unified group and provide their teams with
feedback relevant to market requirements as well as with pre-defined expectations which
helps the teams to work in alignment with organisational objectives (Viitala, 2004).
Moreover, knowledge leaders make sure that they dedicate a regular time to communicate
all important news, any sudden changes and future directions to sustain quality (Viitala,
2004). Her second dimension of knowledge leadership, “creating climate [sic] that
supports learning” (p. 528), was originally adopted from psychology of learning and

refers to the situation when employees fear making mistakes which can stop them from
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learning: the role of a knowledge leader is to make people feel comfortable about making
mistakes and learning from failures; rather than meting out punishment, they are open to
and accept the possibility that their teams may make mistakes — and learn from them —
leading to potentially better outcomes in the future (Viitala, 2004). This climate of
learning provides team members with a safe and trusting atmosphere where they can seek
guidance and advice from each other (Viitala, 2004). Knowledge leaders are also flexible
and open to receiving feedback on their own work, and on the way they interact with team
members to enhance their own performances as leaders (Viitala, 2004). Regarding the
third dimension, knowledge leaders support their teams to have an open discussion at any
time in a private setting whereby they can express themselves comfortably, sharing their
opinions, feelings and views openly without restrictions (Viitala, 2004). This leads to the

following hypothesis:

e HB8e: Knowledge leadership has a positive impact on organisational culture that

promotes openness among employees.

3.3.2.6 Inclusive Leadership and Participation

Nembhard and Edmondson (2006) explained that when a leader adopts an authoritative,
unsupportive approach or even defensive attitude, employees will be unlikely to speak up
as they will feel that it is unsafe to do so: in contrast, when a leader takes a democratic
and supportive approach, employees are more likely to ask questions or communicate
problems as they feel greater psychological safety in their interactions with their peers
and leaders. Hence, the existence of inclusive leadership is expected to promote a
participative culture for employees so that they feel encouraged to speak up and have
discussions with their peers and colleagues without fear.

The role of leaders in creating a participative culture that supports participation in policy
making has been stressed in Turkish and Japanese organisations (e.g., Aksu & Ozdemir,
2005; Kidd & Teramoto, 1995). According to Wuffli (2015), inclusive leadership refers
to including all team members, regardless of diversity of background, in making
organisational changes. It is also about including employees and empowering them to
take part in those changes rather than imposing these changes on them (Hollander, 2012).
Thus, the nature of this leadership allows employees to freely express their opinions to
their peers and managers (Jamali & Sidani, 2008) and so it is expected that inclusive
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leadership encourages all employees’ participation in the organisational culture. This

leads to the following hypothesis:

e H7a: Inclusive leadership has a positive impact on organisational culture that

promotes employee participation.

3.3.2.7 Inclusive Leadership and Trust

Inclusive leadership as a concept is about including everyone, regardless of their role,
grade or background (Wuffli, 2015). Hence, if employees feel that they will be included
in important decisions regardless of how diverse they might be, this could lead them to
trusting their leadership and their peers. Hollander (2012) also explained that inclusive
leadership is about working with people, including them in every step of the way, rather
than just enforcing systems and practices. He added that inclusive leadership is crucial as
it establishes an atmosphere of fairness and provides individuals with inclusion.
Therefore, it is expected that inclusive leadership will facilitate a culture of trust that
connects people as they are treated the same, work together with their leaders and
eventually create strong bonds. This leads to the following hypothesis:

e H7b: Inclusive leadership has a positive impact on organisational culture that

promotes trust among employees.

3.3.2.8 Inclusive Leadership and Agreement

Inclusive leadership is about empowering employees and making their role visible as well
as making them part of a community (Bennis, 1984). Chuang et al. (2012) explained that
agreement culture is characterised by collectivistic attributes as it focuses on socialisation
among peers who seek to establish common values, beliefs and goals. Thus, inclusive
leadership is expected to promote an agreement culture for employees with a relaxed
environment (Chuang et al., 2012) where employees are confident that they will not be
left out at any time. Inclusive leadership is also likely to drive a culture of agreement as
inclusive leadership is about the inclusion of all involved employees and this will create
a platform where employees can discuss issues or conflicts to come up with win-win

solutions.

This leads to the following hypothesis:
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e H7c: Inclusive leadership has a positive impact on organisational culture that

promotes agreement among employees.

3.3.2.9 Inclusive Leadership and Team Orientation

Inclusive leadership is expected to drive team orientation because the nature of inclusive
leadership is based on collective decisions where employees are empowered. Willard-
Grace et al.’s 2014 study in the health care industry found that regardless of the team
structure, if there is no team orientation in place this affects employees negatively — and
may result in staff burnout. They further explained that if the team is based on the
structure alone this does not mean that they have good communication; they must have a
team orientation culture to improve the quality of their work atmosphere. Inclusive
leadership provides empowerment for employees which in return has been found to be an
encouraging leadership style that help teams to resolve obstacles when they arise (Oedzes
et al., 2019). Therefore, it is expected that inclusive leadership supports creating a team

orientation culture which leads to the following hypothesis:

e H7d: Inclusive leadership has a positive impact on organisational culture that

encourages employees’ team orientation.

3.3.2.10 Inclusive Leadership and Openness

Carmeli et al. (2010) explained that inclusive leadership requires leaders to demonstrate
openness in their relationship with their employees. Thus, an inclusive leader is willing
and able to listen to and discuss objectives and ways to fulfil them with their employees.
Additionally, inclusive leaders are willing to listen to new ideas, make continuous
improvements, and take advantage of new opportunities that employees bring (Carmeli
et al.,2010). Therefore, inclusive leaders are expected to drive open culture as they list
and discuss ways forward with their employees. Additionally, it is expected that inclusive
leaders can help drive a culture of openness by communicating important news and events
as they make efforts to take advantage of opportunities to make improvements for their

employees (Ghosh & Srivastava, 2014). This leads to the following hypothesis:

e H7e: Inclusive leadership has a positive impact on organisational culture that

promotes openness for employees.
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3.3.3 Theory of Reasoned Action (TRA) and Theory of Planned Behaviour (TPB)

As discussed in Section 2.5.3), the present study adopts the framework of the recent
development of the TRA and TPB theories. The theories’ main factors are attitude,
injunctive norms, descriptive norms and perceived behavioural controls, all of which
contribute to predict intention. In the following section the relationship between the
background factor —organisational culture — and injunctive norms will be explained. In
addition, each factor of the (TRA/TPB) framework will be explained in relation to the

intention to share knowledge.



Figure 3.5 Control Variables in the Main Model
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3.3.4 Control Variables

Knowledge sharing intention and behaviour between peers within the workplace can be
affected by demographic characteristics (Al Mehairi & Binning, 2014; Bartol et al., 2009;
Can & Hawamdeh, 2013; Carroll, 2002; Gratton et al., 2007; Holste & Fields, 2010; Lin
& Joe, 2012; Miller & Karakowsky, 2005; Pinjani & Palvia, 2013; Ali, 2009; Bakker et
al., 2006; Xue et al., 2011). Gratton et al. (2007) investigated team demographics in order
to understand why collaboration and knowledge sharing fails among diverse teams: they
studied 55 teams in 15 European and American well-established firms (ABN AMRO,
BBC, BP, Citigroup, France Telecom, Lehman Brothers, Marriott, Nokia,
PricewaterhouseCoopers, Reuters, Rogers Communications, Royal Bank of Scotland,
Siemens AG, Standard Chartered Bank and XL Global Services). Their study was based
on a quantitative approach, with 1,543 employee participants and found that employees
formed subgroups based on gender, age, nationalities, educational levels, function and
tenures within the company. The following section addresses the individual control
variables which are taken into consideration in the present study which could potentially

confound the results.

3.3.4.1 Gender

Ali (2009) identified gender as an issue, especially in the GCC and in Kuwait. Her study
included a statement related to communication with the opposite gender. Of the 319
respondents in the study, 53% (170 respondents) agreed that they communicate with
colleagues of the opposite gender. However, 35% did not agree with this statement as
they do not engage in communication with opposite gender. Finally, 11% provided
neutral responses, indicating that further research on this issue in the GCC context would
be valuable. Miller and Karakowsky’s 2005 study showed that the gender of team
members influences knowledge sharing when they seek feedback from their peers. One
of their arguments as to why gender should be considered as a control variable is that they
believe that a) women are more concerned about their social relationships and thus they
spend more time giving feedback and b) that women are more sensitive to others’
opinions than men. Carroll (2002) found that friendships among women are more trusting
than those between men and argues that women are more willing to share their tacit
knowledge with their peers than men. Holste and Fields (2010) agreed and therefore they

controlled for gender.
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3.3.4.2 Education

Education is taken into account as a control variable in the present study. Al Mehairi and
Binning (2014) found that education level had an impact on knowledge sharing behaviour
and argued that this could be the result of poorly-educated people being more likely to
have jobs where knowledge sharing norms are relatively unimportant whereas more
highly educated employees are more likely to have jobs which require them to make
decisions. Thus, knowledge sharing norms are important for them in order to interact with
other strategic personnel within the organisations. Bakker et al. (2006) selected education
as a control variable in their study as they stated that employees who have higher levels
of education have more expertise than their colleagues with lower levels of education.
Bartol et al. (2009) also controlled for education as they believed it could influence the

amount of information and knowledge individuals convey to their co-workers.

3343 Age

The effect of age on knowledge sharing was also confirmed by Bakker et al. (2006); their
study indicated that individuals in older teams tend to share knowledge significantly more
frequently than those in younger teams. Holste and Fields (2010) controlled their study
for the influence of age because, they argued, younger employees are more individualistic
and less trusting of others than older ones: thus, age might affect an individual’s
knowledge sharing behaviour. Xue et al. (2011) controlled for age but found it had no
significant effect on knowledge sharing behaviour. Gratton et al. (2007) explained that
similar attributes of peers (such as age) can influence knowledge sharing behaviour
among them, and ultimately their performance. They elaborated that this attribute could
create subgroups and become a barrier to creating trust which could affect the exchange
of knowledge and information. Bartol et al. (2009) also controlled for age as they argued
that this was a factor that could affect the knowledge sharing behaviour and amount of

information that individuals are willing to convey.

3.3.4.4 Job Seniority

Another control variable considered in this research is job seniority (also referred to as
job rank or job position in the literature) (Cavaliere et al., 2015; Guo & Yuan, 2012;
Ifinedo, 2014; Merhi & Ahluwalia, 2019; Yazdanmehr & Wang, 2016). The rationale for

considering job seniority as a control variable is that highly ranked employees are
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expected to have more authority than lower-ranked ones. Hence, they able to share
knowledge freely and with fewer restrictions: lower-rank employees may need to obtain
further approvals, especially for sharing knowledge across business units. Additionally,
employees who are not in leadership positions might be equally generous and keen to
share knowledge, but go unnoticed because they do not have this freedom to share in
terms of authority. Cavaliere et al. (2015) examined knowledge sharing in manufacturing

firms and their study confirmed that managerial role influences knowledge sharing.

3.3.4.5 Nationality

Nationality is another factor which can lead people to form subgroups and have specific
preferences with regard to knowledge sharing (Gratton et al., 2007). Liu and Phillips
(2011) pointed out that one of the limitations of their study is that they only focused on
Taiwan and all the employees were Taiwanese. They noted that this could affect the
generalisation of results as they believe that national culture plays an important role in
knowledge sharing among teams. In the present study, nationality will be considered as
either Emirati or non-Emirati. The expectation here is that nationality might interfere with
finding results because of the Emiratisation policy in the UAE. According to Modarress
et al. (2013, p. 188), “Emiratisation is an affirmative action policy of the United Arab
Emirates Government that gives preferential hiring status to Emiratis over expatriates in
order to preserve national identity, economic sustainability, and political stability”. Thus,
this might create a sense of job insecurity among expatriates and therefore, they might
not be, or be less, willing to share their knowledge in this research as well as more

generally in their work context.

Therefore, in summary the present study will control for the influence of age, gender,
nationality, job seniority and level of education on knowledge sharing intention as
illustrated in Figure 3.5. Table 3.2 summarises the control variables considered with their

references in the literature.
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Table 3.2 Summary of Control Variables Considered in the Present Study

Control Variable | References

Ali (2009); Bartol et al. (2009); Can & Hawamdeh (2013); Carroll (2002);
Gender Gratton et al. (2007); Holste & Fields (2010); Miller & Karakowsky (2005);
Xue et al. (2011)

Al Mehairi & Binning (2014); Bakker et al. (2006); Bartol et al. (2009); Can &
Hawamdeh (2013); Gratton et al. (2007); Liu & Phillips (2011)

Bakker et al. (2006); Can & Hawamdeh (2013); Gratton et al. (2007); Lin & Joe
(2012); Pinjani & Palvia (2013)

Bakker et al. (2006); Bartol et al. (2009); Gratton et al. (2007); Holste & Fields

Education

Job Seniority

Age (2010); Xue et al. (2011)
Nationality Gratton et al. (2007)
3.4 Model 2

Knowledge leadership and inclusive leadership are both treated as background factors in
the TRA and TPB framework; that is, they act as drivers to both attitude toward
knowledge sharing and injunctive norms about knowledge sharing. Xue et al. (2011)
tested the impact of empowering leadership on both attitude toward knowledge sharing
and knowledge sharing behaviour, and found that it has a significant positive effect on
both. As explained in the literature review, empowerment is part of inclusive leadership
and in Xue et al.’s study empowering leadership consisted of leading by example,
participative decision-making, coaching, informing and showing concern. All of these
attributes are part of inclusive leadership. Minyoung et al. (2012) and Srivastava et al.
(2006) had similar results in their examinations of the influence of empowering leadership
on knowledge sharing; both confirmed it has a positive influence. Knowledge leadership
is also about acknowledging the good work of teams and leaders giving constructive
feedback (Viitala, 2004). Knowledge leaders should also be able to enhance learning from
past experiences through the ability to reflect and reason (Cavaleri et al., 2005), therefore
knowledge leaders should have the right skills to facilitate knowledge sharing among

employees. This leads to the following hypotheses:
e HO9: Inclusive leadership positively affects attitude toward knowledge sharing.

e H10: Inclusive leadership positively affects injunctive norms of knowledge

sharing.

e H11: Knowledge leadership positively affects attitude toward knowledge sharing.
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e H12: Knowledge leadership positively affects injunctive norms of knowledge

sharing.

3.5 Model 3

Model 3 examines both knowledge leadership and inclusive leadership as moderators of
the relationship between organisational culture dimensions and attitude toward
knowledge sharing. The literature’s treatment of leadership is interesting: sometimes it is
investigated as a driver as explained in Model 2 (e.g., Xue et al., 2011) and sometimes as
a moderator as in Model 3 (e.g., Chuang et al., 2016; Tseng, 2017). Therefore, it would
be interesting to test whether knowledge leadership and inclusive leadership work better
as a driver or moderator in the model. According to Hair et al. (2010) the moderating
effect happens when a third variable or construct changes the strength of relationships
between two related variables or constructs. Using moderating variables is becoming
common as moderators are essential for understanding complex casual relationships
(Chin et al., 2003). Based on Apostel et al. (2018), Oedze et al. (2019), Otken and Cenkci
(2012) and Doeleman et al. (2012) proposed that leadership can play a moderating role
in different organisational areas. Chuang et al. (2016) examined the moderating effect of
empowering leadership on the relationship between human resources management
(HRM) systems and team knowledge acquisition and their results revealed that
empowering leadership has a significant negative moderating effect on this relationship.
This is an interesting result because it is not consistent with previous studies; therefore,

this needs more investigation which will be achieved in this study.

Therefore, Model 3 suggests that the existence of inclusive leadership based on
dimensions adopted from van Dierendonck and Nuijten, (2011) and Prime and Salib
(2014, 2015) (i.e., empowerment, accountability, courage, and humility) is likely to
influence the relationship between organisational culture and knowledge sharing
intention. In addition, the existence of knowledge leadership based on dimensions
adopted from Yang et al. (2014) (leadership skills, cooperation and trust, and knowledge
integration and innovation) is likely to influence the relationship between organisational

culture and knowledge sharing intention.

Thus, this leads to the following hypotheses:
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H13a: Inclusive leadership positively moderates the relationship between an
organisational culture that is characterised by participation and employees’
attitude toward knowledge sharing with their co-workers.

H13b: Inclusive leadership positively moderates the relationship between an
organisational culture that is characterised by trust and employees’ attitude toward
knowledge sharing with their co-workers.

H13c: Inclusive leadership positively moderates the relationship between an
organisational culture that is characterised by agreement and employees’ attitude
toward knowledge sharing with their co-workers.

H13d: Inclusive leadership positively moderates the relationship between an
organisational culture that is characterised by team orientation and employees’
attitude toward knowledge sharing with their co-workers.

H13e: Inclusive leadership positively moderates the relationship between an
organisational culture that is characterised by openness and employees’ attitude
toward knowledge sharing with their co-workers positively.

H14a: Knowledge leadership positively moderates the relationship between an
organisational culture that is characterised by participation and employees’
attitude toward knowledge sharing with their co-workers.

H14b: Knowledge leadership positively moderates the relationship between an
organisational culture that is characterised by trust and employees’ attitude toward
knowledge sharing with their co-workers.

H14c: Knowledge leadership positively moderates the relationship between an
organisational culture that is characterised by agreement and employees’ attitude
toward knowledge sharing with their co-workers.

H14d: Knowledge leadership positively moderates the relationship between an
organisational culture that is characterised by team orientation and employees’
attitude toward knowledge sharing with their co-workers.

H14e: Knowledge leadership positively moderates the relationship between an
organisational culture that is characterised by openness and employees’ attitude

toward knowledge sharing with their co-workers.
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3.6 Summary

Chapter 3 discussed the theoretical development that supports the research questions and
allows the researcher to fulfil the research objectives. The chapter proposed three research
models. All three models adopt the TRA and TPB framework. Model 1 examines the
effect of both knowledge leadership and inclusive leadership as influencers on
organisational culture dimensions, whereby organisational culture affects knowledge
sharing intention. Model 2 examines the effect of both knowledge leadership and
inclusive leadership as background factors in the TRA and TPB framework, that is they
are tested as drivers for knowledge sharing intention. Model 3 examines both knowledge
leadership and inclusive leadership as moderators of the relationship between
organisational culture dimensions and attitude toward knowledge sharing. Based on the
literature, leadership is sometimes treated as a driver for change and sometimes as a
moderator in organisational context. Therefore, this study explores whether leadership
works best as a driver as explained in Model 2 or as a moderator as explained in Model
3. Chapter 4, Research Methodology, addresses the selected research method utilised and

key aspects of data collection, procedures and ethical considerations.
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Chapter 4: Research Methodology

4.1 Introduction

Chapter 3 presented and discussed the theoretical development and the operationalisation
of the research constructs as well as the three research models. This chapter focuses on
the research methodology of the study. This research adopts a mixed methods approach
in order to answer the research questions. This chapter reflects on the literature to explain
the mixed methodology, discusses the research design and the main stages of the research
and then describes the mixed methods design of the study. Illustrative figures are
presented for clarification. The chapter also addresses the ethical considerations and
scope of the study, as well as the eligibility criteria for participation. Although the
research follows a mixed methodology approach it is deductive in nature. Therefore, the
quantitative research method will be explained first, followed by the qualitative method
since the primary method of the research is quantitative. The qualitative data is utilised
for additional support to explain the results and the rationale behind the relationships of
the research models. The qualitative data gathered in the study also supports and helps to
explain knowledge sharing behaviour in the context of the UAE. The process followed
for data preparation for the analysis is also discussed for each of the research methods.
Next, the techniques utilised to analyse both sets of data are addressed in detail in their
respective sections. Finally, the chapter addresses a pilot study that was conducted prior
to the main study to validate the measurement, test the research model and determine,
through qualitative interviews, if more factors should be included in the main study.

4.2 Mixed Methodology in Literature

Tashakkori and Teddlie (2003) captured the historical debates and the emerging journey
of the mixed methods approach in research which started around the mid-to-late 1900s,
including two major social science paradigms, the positivist/empirical approach and the
constructivist/phenomenological orientation. Johnson and Onwuegbuzie (2004) further
address those debates, explaining that paradigm purists view their paradigm as the ideal
and they believe that, “qualitative and quantitative research paradigms, including their
associated methods, cannot and should not be mixed” (p. 14). Tashakkori and Teddlie

(2003) declared that the long ‘war’ between the two paradigms was eventually ended by
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“Pacifists” who stated that “qualitative and quantitative methods are, indeed, compatible”
(pp. 4-5). Nowadays, mixed methods research is becoming progressively popular and is
considered to be a genuine, stand-alone research design — especially in the social sciences
(Creswell, 2002, 2003; Greene et al. 1989; Tashakkori & Teddlie, 1998, 2003), all cited
in Hanson et al., 2005). Despite the many studies that adopted a mixed methods approach
in the field of KM (e.g., An et al., 2017; Teixeira et al., 2019; Xu & Quaddus, 2012), the
movement towards the combination of both qualitative and quantitative methods in

knowledge sharing behaviour literature is not well established.

Previous studies on knowledge sharing behaviours were entirely qualitative (e.g.,
Ardichvili et al., 2006; Bobrow & Whalen, 2002; Dulaimi, 2007; Endres et al., 2007
Riege, 2005) or entirely quantitative (e.g., Chen et al., 2009; Connelly & Kelloway, 2003;
King & Marks, 2008; Lai & Lee, 2007; Liao, 2008; Lin, 2007; Noorderhaven & Harzing,
2008; Spencer, 2003; de Vries et al., 2006). Patton (1990, p. 14) pointed out the unique
benefits and advantages of each method:
The advantage of a quantitative approach is that it is possible to measure the
reactions of a great many people to a limited set of questions, thus facilitating
comparison and statistical aggregation of the data. This gives a broad,
generalizable set of findings presented succinctly and parsimoniously. By
contrast, qualitative methods typically produce a wealth of detailed

information about a much smaller number of people and cases. This increases
understanding of the cases and situations studied but reduces generalizability.

Additionally, Turner et al. (2017) pointed out that using mixed methods offers better
understanding and helps obtain more valid answers to the research questions.
Additionally, they explained that a mixed method approach balances the weaknesses and
strengths inherent in the use of a single-method study. Another important factor for using
a mixed methodology approach is that since the research is adopting the TRA and TPB
framework it is important to conduct interviews with a small sample of individuals
representative of the research population to elicit readily accessible behavioural

outcomes, normative referents and control factors (Fishbein & Ajzen, 2010).

In Table 4.1, Creswell (2003) explains the distinction between qualitative, quantitative
and mixed methods approaches as it crucial to be aligned with the research objective.
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Table 4.1 Qualitative, Quantitative and Mixed Methods Approaches (Creswell, 2003, p. 19)

Tend to or Qualitative Approaches Quantitative Mixed Methods
Typically PP Approaches Approaches

Use these .

philosophical Constructive/Advocacy/ Pragmatic knowledge

Participatory knowledge claims | Postpositivist knowledge
Phenomenology, grounded claims

theory, ethnography, case Surveys and experiments
study, and narrative

claims
Sequential, concurrent,
and transformative

assumptions
Employ these
strategies of
inquiry

Both open- and closed-
ended questions, both

Open-ended questions, Closed-ended questions | emerging and

Employ these emerging approaches, text or predetermined predetermined
methods . ' approaches, numeric approaches, and both
image data o
data quantitative and
qualitative data and
analysis
Positions himself or herself
Collects participant meanings | Tests or verifies theories
Focuses on a single concept or | or explanations Collects both quantitative
phenomenon Identifies variables to and qualitative data
Brings personal values into the |study Develops a rationale for
study Relates variables in mixing
Use these Studies the context or setting of |questions or hypotheses | Integrates the data at
practices of participants Uses standards of different stages of inquiry
research, as Validates the accuracy of validity and reliability | Presents visual pictures
the researcher |findings Observes and measures | of the procedures in the
Makes interpretations of the information numerically |study
data Uses unbiased Employs the practices of
Creates an agenda for change or | approaches both qualitative and
reform Employs statistical quantitative research
Collaborates with the procedures

participants

Quantitative research is “[e]xplaining phenomena by collecting numerical data that are
analysed using mathematically based methods (in particular statistics)” (Aliaga &
Gunderson, 1999, p.3). Quantitative research is therefore conducted in order to be able to
quantify data and generalise results from a sample to the population of interest (Malhotra,
2010). This is frequently based on questionnaires which aim to gather information by
posing a variety of questions to respondents about their behaviour, intentions, attitudes,
awareness, and motivation, as well as demographic data (Malhotra, 2010). Therefore, this
method is suitable for the study as the objective is to examine the impact of organisational

culture on knowledge sharing behaviour among employees in organisations.

Mack et al. (2005, p. 1) highlight the usefulness of qualitative research as it is “especially
effective in obtaining culturally specific information about the values, opinions,
behaviours, and social contexts of particular populations”. Thus, this is relevant for the

research because this research aims to understand the impact of organisational culture and
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leadership on knowledge sharing behaviour in depth in the culture of the United Arab
Emirates. There are many different types of qualitative data analysis, including discourse
analysis, critical discourse analysis, content analysis, critical discourse analysis, thematic
analysis, constant comparison method of data analysis, biographical or narrative analysis,
conversation analysis and analysis of narratives (Hennink et al., 2020; Petty et al., 2012).
This study follows a deductive thematic analysis based on the main relationships of the

quantitative methods as it is the primary method for the present research.
4.2.1 Review of Existing Research Methodologies in The Research Topic

The literature review revealed that researchers focused on utilising one method of
answering their research objectives which was either purely qualitative (e.g., Agyemang
& Boateng, 2019; Ardichvili et al., 2006; Burns et al., 2011; Dulaimi, 2007; Kathiravelu
et al., 2014; Latilla et al., 2019; Peltokorpi, 2006; Wilkesmann & Wilkesmann 2011;
Zhang & Faerman, 2007) or purely quantitative (e.g., Abzari & Abbasi, 2011; Blouch et
al., 2020; Bock et al., 2005; Bock et al., 2010; Huang et al., 2008; Kuo & Young, 2008a,
2008b; Oliveira & Pinheiro, 2020; Ramasamy & Thamaraiselvan, 2011; Suppiah &
Sandhu, 2011; Xue et al., 2011; Xue et al., 2012; Yang 2007; Zhang & Ng, 2013). The
review also found that there are mixed methods design studies in the broad domains of
knowledge management, organisational culture, and leadership, but these did not address
the key concepts of the present study or their relationships in a unified framework. Nor
did they seek to gain an understanding of knowledge management from an employee
perspective (e.g., Boh, 2008; Curry et al., 2018; Ovseiko et al., 2015; Stentz et al., 2012).
Therefore, to fulfil the research questions and as best practice as suggested by TRA and
TPB (Ajzen, 2002; Fishbein & Ajzen, 2010), interviews provide a better understanding
of the impact of background factors (in this case, leadership and organisational culture)
on knowledge sharing behavioural intentions. In addition, “interviews are well suited for
capturing behaviours that have taken place in an authentic context” while surveys “can
be effective in precision in control/measurement of variables and capturing behaviours
that have taken place in an authentic context” Turner et al., (2017, p. 274). Additionally,
qualitative and quantitative methods employed together takes advantage of the strengths
of each particular approach and compensates for the limitations of the other (McDowell
& MacLean, 1998).
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4.2.2 Research Design

This research takes a deductive approach that entails working from clear and identified
research questions and a known set of hypotheses which were presented and explained
extensively in Chapter 3. Thus, this research takes a top-down approach as compared to
the inductive approach. To test the research model, the TRA and TPB approaches by
Ajzen (2002) and Fishbein and Ajzen (2010) are utilised. These theories are extensively
used in various domains to predict different behaviours, including knowledge sharing
behaviour (e.g., Bock et al., 2005; Bock et al., 2010; Huang et al., 2008; Xue et al., 2012;
Zhang & Ng, 2013). The research models (as set out in Chapter 3) have a high level of
complexity, therefore, they will be tested using a structural equation modelling technique
which allows the testing of more than one relationship at the same time unlike other
multivariate techniques (Hair et al., 2010). Even though this research follows a mixed
methodology approach which includes qualitative methods, the analysis follows a
deductive approach based on the main relationships of the models.

In order to test the approach and have a sound model, a pilot study was conducted. The
main study took place later, in a similar setting (see Chapters 5 and 6). However, for the
pilot qualitative method the aim was mostly to test the questions, refine them for the main
study and ascertain if there were any missing elements in the research model that should
be included for the main study. In addition, the pilot study was conducted to inform the

main study. The results of the pilot study are discussed in this chapter in Section 4.7.

Figure 4.1 displays the research design of the present study while Figure 4.2 shows the
research methodology approach in current research.

Figure 4.1 Research Design

Measurement

Data Collection Data Analysis
Development

Quantitative: Quantitative:

Quantitative: . . Structural Equation
. Questionnaire .
Survey Questions . Modelling
L Qualitative: L
Qualitative: Semi-structured Qualitative:
Interview Questions Deductive Thematic

Interview .
Analysis
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Figure 4.2 Research Methodology Approach in Current Research
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The following sections explain the mixed method design which follows the concurrent
strategy of conducting both methods in parallel at the same. Following that, each method

will be discussed separately.
4.2.3 Stages Involved in the Mixed Methods Design of the Study

There were five main stages in the design which are described in detail below as well as

being summarised in Figure 4.3.

4.2.3.1 Stage 1: Designing

Both the survey and interview questions were designed in parallel. The survey questions
are based on well-defined and tested items from the literature and reverse coded items
were included to check the quality of the data entry by respondents. The interview
questions were designed for semi-structured interviews and so aligned with both main
constructs in the model allowing the flexibility to explore questions which might emerge
during the conversation. To ensure that participants answer the most important questions,

these topics are addressed more than once but from different angles.

4.2.3.2 Stage 2: Data Collection

Both quantitative and qualitative data were collected. The pilot study data and the main
study data were obtained through a mixed methodology approach. The quantitative data
were collected mainly through an online questionnaire; where organisations did not

provide internet access to, or employees’ particular jobs did not require internet access
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(e.g., employees with lower grades), hard copy questionnaires were provided. The semi-

structured interviews were done in person.

4.2.3.3 Stage 3: Data Preparation

Data preparation differed from quantitative to qualitative: for example, in quantitative

data:

Data entry for hard copy questionnaires

Combine both online questionnaires and the ones entered manually.
Cross-check entry quality.

Upload the questionnaire entries in the statistical software

Screen the data

In case of missing data, follow the applicable statistical procedures to

resolve it

whereas, for qualitative data:

Transcribe interviews

Translate interviews that were conducted in Arabic to English.
Back translation to ensure correct meaning is delivered.
Upload the interviews in the qualitative analysis software

Start initial coding for all interviews.

4.2.3.4 Stage 4: Data Analysis

The quantitative data was analysed using Smart PLS and structural equation modelling.

The high-level steps followed are listed in Table 4.2.

Table 4.2 High-Level Data Analysis Steps Followed in Quantitative Methods

Pilot study Main Study
Evaluation of the Measurement Model 4| 4|
Evaluation of Reflective Measurement
Models “ ©
Evaluation of Formative Measurement N/A 4|
Evaluation of Structural Model | 4|
Assessment of Moderating Effects N/A %}
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The qualitative data was analysed using NVivo 12 Pro and the method utilised was
deductive thematic analysis. Details for both methods are given in Sections 4.5 and 4.6.

4.2.3.5 Stage 5: Data Interpretation and Presentation

This step entailed explaining the quantitative findings and relating them to qualitative
findings to formulate conclusions. The blending of qualitative and quantitative methods
strongly influences the conception of the overall study: when quantitative approaches
encounter variations in results, qualitative analyses are used to explain the causes
(McDowell & MacLean, 1998). The integrated findings are then summarised and

presented, along with recommendations and suggestion for future research.

Figure 4.3 Summary of the 5 Stages Involved in Mixed Methods Design of the Study

Stage 1: Designing

Quantitative Qualitative

e Explain the study objectives to the
participants and make them aware that they
can withdraw at any time while completing
the survey, but not after final submission
as submissions are anonymous and non-
trackable

e Design the survey questions .

Design Protocol Questions

e Explain objectives to participants and get
their consent

e Helps conceptualisation

-

Stage 2: Data Collection

Quantitative

Qualitative

e  Online questionnaire
e Hard copy questionnaires — upon request
e Online consent

e Interviewees are

information sheets
e  One-to-one and face-to-face interviews
e Interviewees sign consent form

given  participant

-

Stage 3: Data Preparation

Quantitative

Qualitative

e Data entry for hard copy questionnaires

e Combine both online questionnaires and
the ones entered manually

e Quality entry cross check

e Transcribe interviews

e Translate interviews that were conducted
in Arabic to English.

e Back translation to ensure accuracy
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g
Stage 4: Analysing the Data
Quantitative Qualitative
e Analyse the data using Smart PLS e  Analyse the data using Nvivo
e  Structural Equation Modelling e  Thematic Analysis
.
Stage 5: Data Interpretation and Presentation
Key findings, discussion, interpretation and presentation

4.2.4 Ethical Considerations

Nowadays, all research goes through a formal institutional assessment review board in
order to ensure that the research is conducted in an ethical manner. Originally developed
for medical science, these principles are now held to be applicable to all kinds of research
(Hennink et al., 2020). The Belmont Report by the National Commission which was
created in 1978 covered ethical principles for human subjects and identified three main
principles (Hennink et al., 2020, (p. 71):

Respect of persons. Participants’ welfare should always take precedence

over the interests of science or society. Participants should be treated with

courtesy and respect, and they should enter into research voluntarily and with
adequate information.

Beneficence. Researchers should strive to maximize the benefits of the
research for wider society, and to minimize the potential risks to research
participants.

Justice. Researchers should ensure that research procedures are administered
in a fair, non-exploitative, and well-considered manner.

Both the pilot study and the main study followed the ethical guidelines of, and were
approved by, the University of Wollongong (UOW)/University of Wollongong in Dubai
(UOWD) (see Appendices 1 and 2).

This procedure is comprehensive and requires the researcher to explain all aspects of the
research: it is first reviewed by the research supervisors and then sent for the ethics
committee for review and approval (any ethical concerns raised by the committee must

be resolved before proceeding with data collection).
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For example, in this particular study, with both the online and hard copy version of the
survey, the researcher included a brief about the study, asked for informed consent, and
explained how privacy of the participants’ identities would be ensured, and measures to
be taken regarding confidentiality and data protection. Prior to filling in the
questionnaires, participants were informed that their participation was voluntary and that
they could withdraw at any time and without giving a reason. They were also warned that
once they hit the submission button it would be not possible to with draw their submission

but that it would not be able to be traced back to them.

Prior to the interview, potential interviewees were sent invitations, asking if they would
agree to be interviewed and information about the interview format (e.g., anticipated
length) (Whiting, 2008). Interviewees were informed that although they could withdraw
during or immediately after the interview, once the interviews had been anonymised, it
would not be possible. The invitation letter also explained that all information provided
in the interview would remain strictly confidential. The interviews started with the
researcher briefly introducing herself and explaining the purpose of the study. In addition,
a participant information sheet for the study was given to all interviewees (see Appendix
2). Participants’ understanding was checked and they were asked if anything needed
clarification. The rationale (transcription) for using a digital recorder was explained
(Whiting, 2008) and both verbal and written permission. Participants were again
reassured that their responses would not be shared with their line managers or their
company and that in the final work not even company names would be used, only industry
sectors. Following that, the participants were assured that they can decline to answer any
question (Whiting, 2008).

4.2.5 Scope of Study and Eligibility Criteria

The pilot study was undertaken in the UAE where both government and private sector
employees were invited to take part in the study. Thus, the pilot study planned to assess
employees’ engagement in knowledge sharing behaviour in both the government and
private sectors. However, none of the private sector organisations approached agreed to
take part in the study. In addition, the aim of the study was to target large organisations
that had KM departments, sections or units because this would provide a broader
perspective on knowledge sharing behaviour and these larger organisations were more

likely to have defined policies and guidelines related to knowledge sharing. The literature
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review also showed that there have been previous studies of knowledge sharing in the
private sector (e.g., Lei et al., 2019; Ryu et al., 2003; Teh & Yong, 2011; Zhang & Ng,
2013), there was little research on knowledge sharing in the government sectors (Shariq
et al., 2019). Consequently, the focus of the main study was to include government
organisations in the two largest Emirates in the UAE, Abu Dhabi and Dubai. In practice,
however, the only government organisations that were prepared to engage in the study
were in Dubai. Thus, the inclusion criteria were employees working in different
departments of government organisations in Dubai. This provided a broad sample of
respondents with different cultural backgrounds and educational levels as well as KM
managers and KM practitioners. One exclusion criterion was contractors because they
would not have sufficient knowledge of the culture of the organisation to offer an

informed view as they do not work in or commit to the organisation on a long-term basis.

4.3 Quantitative Methods

Chapter 5 describes in detail the scope of data collection and the demographics involved
in the study. The following sections explain the main study in terms of objective, rationale

for selecting the research questions, and selection of measurement.

4.3.1 Objective

Guided by the research questions, the main study focused on examining the impact of
organisational culture on knowledge sharing intention utilising the TRA and TPB
frameworks. As the research follows a deductive approach, its primary method is
quantitative. The purpose of employing quantitative methods is to test and confirm the

research model based on a generated set of hypotheses.

4.3.2 Measurement Development

The main study measurement for knowledge sharing intention was adopted from Bock et
al. (2005) who had also utilised the TRA and TPB frameworks in developing their

questionnaire which was helpful for the current research.

The organisational cultures that were used for the main study were mainly adopted from
Ghosh and Srivastava (2014) as they have worked on constructing a reliable and valid
scale for measuring organisational culture: these dimensions included trust, participation

and openness. Trust was highlighted as an important organisational culture dimension by
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Casimir et al., (2012) and Petty et. al. (1995). Other dimensions were adopted from
different studies: for example, team orientation (Denison & Neale, 1999; O’Reilly et al.,
1991; Petty et. al., 1995) and agreement (Denison & Mishra, 1995; Denison & Neale,
1999).

The measurement of leadership consisted of measures for inclusive leadership and
knowledge leadership. The measures used for inclusive leadership are adopted from van
Dierendonck and Nuijten (2011) and Prime and Salib (2014, 2015). The measurements
were originally developed by van Dierendonck and Nuijten and were later enhanced by
Prime and Salib (2014, 2015) and termed inclusive leadership. The measurement of
knowledge leadership was adopted from Yang et al. (2014). Both inclusive leadership
and knowledge leadership are formative measures which are multi-dimensional.

However, the first order measures for both are reflective as demonstrated in Figure 4.4.

Figure 4.4 Inclusive Leadership and Knowledge Leadership — Dimensions and Items
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The TRA and TPB factors (attitude towards knowledge sharing, injunctive norms,

intention to share knowledge, perceived behavioural controls and descriptive norms) are
all adopted from Fishbein and Ajzen’s (1975, 2010) original measurements. All

measurements and items used are illustrated in Appendices 3 and 5.
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4.4 Data Analysis
4.4.1 Statistical Techniques Utilised

When it comes to data analysis and what approach to adopt for such complex models
there are two statistical techniques which can be considered: Covariance Based-Structural
Equation Modelling (CB-SEM) and Partial Least Square- Structural Equation Modelling
(PLS-SEM).

Hair et al. explain CB-SEM as a “[m]ultivariate technique combining aspects of factor
analysis and multiple regression that enables the researcher to simultaneously examine a
series of interrelated dependence relationships among the measured variables and latent
constructs (variates) as well as between several latent constructs” (2014, p. 546) and PLS-
SEM as:

PLS specifies relationships in terms of measurements and structural models,

which are termed outer and inner models, respectively. It can handle all types

of data, from nonmetric to metric, with very minimal assumptions about the

characteristics of the data. PLS handles both reflective and formative

constructs and all recursive models are identified, even with single-item

constructs. It differs, as implied in the name, in that PLS is estimated with

regression-based methods rather than MLE. PLS focuses on explanation of

variance (prediction of the constructs) rather than covariance (explanation of

the relationships between items), and significance testing of parameter

estimates is not possible without using bootstrapping methods. (Hair et al.,
2010, p. 775)

This study uses PLS-SEM because the model has both formative and reflective measures.
Additionally, one of the organisation culture dimensions (openness) is a single item

construct.
4.4.2 Steps Followed in Data Analysis
The same data analysis steps were followed for both the pilot and main study, other than

the evaluation of formative measurements not being applicable to the pilot study as it did

not have any formative measures.
e Evaluation of the Measurement Model

The empirical measurement model estimates the empirical measures of indicators and
their relationships (Hair et al., 2017). In order to evaluate the measurement model, several
reliability and validity criteria should be tested. Since the research includes both reflective
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and formative measurement models, the criteria for the two are different. Table 4.3

summarises the reliability and validity criteria for each.

Table 4.3 Evaluation of the measurement model procedure (adapted from Hair et al., 2017, p.106)

Evaluation of the measurement model

Reflective measurement models

Formative measurement models

Internal consistency (composite reliability)
Indicator reliability

Convergent validity (average variance extracted)
Discriminant validity

Convergent validity
Collinearity among indicators
Significance and relevance of outer weights

e FEvaluation of Reflective Measurement Models

Hair et al. (2017) explain the rules of thumb in order to assess the reflective measurement

models (see Table 4.4): a valid reflective measurement model must have 1) internal

consistency reliability, 2) indicator reliability, 3) construct reliability, 4) convergent

validity, and 5) discriminant validity.

Table 4.4 Criteria for assessment of reflective measurement models (Hair et al., 2017)

Measurement Description/Guidelines Critical Values
“Composite reliability should be
“Is a form of reliability used to judge the higher than 0.70 (in exploratory
Internal consistency of results across items on the | research, 0.60 to 0.70 is considered
. same test. It determines whether the items | acceptable). Consider Cronbach’s
consistency : miilar in thei Ioh ho | bound and
reliability measuring a construct are similar in their alpha as the lower bound an
scores (i.e. if the correlations between the | composite reliability as the upper
items are large)” (p. 320). bound of internal consistency
reliability” (p. 112).
Loadings A > 0.7.
Is the square of a standardized indicator’s “The indicator’s outer loadings should
. outer loading. It represents how much of : . .
Indicator o ) . . be higher than 0.70. Indicators with
L the variation in an item is explained by the .
reliability - outer loadings between 0.40 and 0.70
construct and referred to as the variance houl - £ Lonl
extracted from the item” (p. 319) shou d be gon5|dered or removal only
' ' if the deletion leads to threshold
value” (p. 122).
Construct Relationship between the indicators which
S are assigned to a certain construct (p. 111- | Construct reliability pc > 0.6.
reliability
112).
Convergent Is thle extent _tq wrlch_ahmtleasure_ Average variance extracted AVE >
validity correlates positively with alternative 05
measures of the same construct” (p. 112). '
“Is the extent to which a construct is truly
distinct from other constructs by empirical
L standards” (p. 115). \ AVE > correlations of the latent
Discriminant . : . ) - .
validity D_|fference in measurement between variable with the other variables;
different constructs: HTMT < 0.85.
Use the HTMT criterion to assess
discriminant validity in PLS-SEM.
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Measurement | Description/Guidelines Critical Values

“The confidence interval of the HTMT
statistic should not include the value 1 for
all combinations of constructs.

According to the traditional discriminant
validity assessment be higher than all its
cross-loadings with other constructs.
Furthermore, the square root of the AVE
of each construct should be higher than its
highest correlation with any other
construct (Fornell-Larcker criterion)” (p.
122).

¢ Internal Consistency Reliability

Internal consistency reliability can be determined by Cronbach’s alpha which estimates
reliability according to the intercorrelations of the observed variables (Hair et al., 2017).
Cronbach’s alpha commonly assumes that all indicators are equally reliable which means
that they have equal outer loading on the construct. However, the case in PLS-SEM
differs, as it prioritises the indicators based on their individual reliability (Hair et al.,
2017). Another limitation of Cronbach’s alpha in PLS-SEM is that it is sensitive to the
number of items represented in a scale and usually tends to underestimate the internal
consistency reliability. Hence, a more appropriate measure should be applied which is
composite reliability. The interpretation of composite reliability is similar to Cronbach’s
alpha: whereas the values of Cronbach’s alpha range between 0 and 1, with the higher
value indicating higher reliability, the composite reliability values range from 0.60 to 0.70
(considered acceptable in exploration research) and 0.70 and 0.90 (appropriate for more
advanced stages of research) (Nunnally & Bernstein, 1994). The advantage of this

measure is that it considers the different outer loadings of the indicator variables.

¢ Indicator Reliability

Indicator reliability refers to the size of the outer loadings (Hair et al., 2017). As a rule of
thumb, the standardised outer loading should be 0.708 or higher for all indicators. The
variance extracted from an item refers to an item which is explained by a construct. This
can be observed through the square of a standardised indicator’s outer loading. A well-
established rule of thumb is that 50% at least should be explained of each indicator’s
variance by a latent variable (Hair et al., 2017). In recently developed scales, the outer
loading could be weaker (<0.70); this is mostly in social sciences studies. However, Hair
et al. (2017) explain that researchers must examine the effects of removal of indicators
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on both composite reliability and content validity prior to eliminating indicators. When
outer loadings fall between 0.40 and 0.70 generally it should be considered for elimination
from the scale if deleting indicators improves the composite reliability. In some cases,
weaker outer loadings indicators are kept if they contribute to the content validity of the
construct. However, indicators with very low outer loadings (below 0.4) must always be
removed from the construct. Figure 4.5 shows the recommendations regarding

elimination of indicators based on outer loadings as per Hair et al.’s guidelines.

Figure 4.5 Recommendations of Indicators Elimination Based on Outer Loadings as per Hair et
al.’s Guidelines (2017, p. 14)
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e Construct Reliability

Reliability refers to “the extent to which a scale produces consistent results if repeated
measurements are made” (Malhotra, 2010, p. 318). For example, a high association
between scores obtained from different administrations of the scale indicates reliability.
Reliability can be assessed by a variety of different approaches and in this research

internal consistency reliability, an “approach for assessing the internal consistency of the
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set of items when several items are summated in order to form a total score for the scale”
(Malhotra, 2010, p. 319) is taken into consideration.

Unlike construct reliability, construct validity “addresses the question of what construct
or characteristics the scale is, in fact, measuring” (Malhotra, 2010, p. 320). As all
measurements adopted in the study are based on previous literature, it is assumed that
there is an existing coherence between conceptual and operational definition of the

constructs.
e Convergent Validity

In order to evaluate the convergent validity for reflective constructs, the outer loading of
the indicators and the average variance extracted (AVE) should be considered (Hair et
al., 2017). Validity refers to “the extent to which a measure correlates positively with
alternative measures of the same construct” (p. 140). Therefore, the higher the outer
loadings on a construct, the higher association of indicators, which means that these
capture more of the construct. According to Hair et al. (2012, 2017) indicator reliability

should be equal to or higher than 0.50.
e Discriminant Validity

Discriminant validity allows researchers to ensure that the measurements being tested are
distinct from other constructs in the model (Hair et al., 2017). It is “the extent to which a
measure does not correlate with other constructs from which it is supposed to differ. It
involves demonstrating a lack of correlation among differing constructs” (Malhotra,
2010, p. 312). Therefore, the less correlation among measures from other constructs, the
better (Campbell, 1960). If discriminant validity were not determined, then it would not
be possible to conclude whether the structural paths in the model are real or were
generated as a result of discrepancies as the constructs influence the variation of more
than one variable (Farrell, 2010).

Three measures of discriminant validity are commonly used by researchers. The first
involves looking at the cross-loadings which are indicated through the values of each
indicator outer loading on the associated constructs: outer loadings should be greater than
any of their cross-loadings on other constructs. The second, the Fornell-Larcker criterion,
is widely used to assess discriminant validity (Hair et al, 2014; Hair et al., 2017). It
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compares the square root of the AVE values with the latent variable correlations. More
specifically, discriminant validity is obtained when the square root of the AVE is higher
than the absolute value of the correlation shared between any of the other constructs
(Fornell & Larcker 1981; Gotz et al., 2010; Hair et al., 2017; Nitzl, 2016). Third, the
Heterotrait-Monotrait Ratio (HTMT) is much more conservative and is more reliable than
the Fornell-Larcker Criterion (Henseler et al., 2015).

e Evaluation of Structural Model

Having established the reliability and validity of measurement of the latent variables in

previous section, all conditions are met to evaluate the structural model.

The next step, according to Hair et al. (2017), is to assess the PLS-SEM structural model
results. This is done through testing the model’s predictive capabilities and the
relationships between constructs. Hair et al. summarise the steps in Figure 4.6.

Figure 4.6 Structural Model Assessment Procedure (Hair et al., 2017, p. 191)
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e Model Fit Measures in PLS-SEM

PLS-SEM was initially designed for prediction purposes as previously there were no
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validation criteria to evaluate a global model fit of a PLS-SEM which was problematic
(Henseler & Sarstedt, 2013). Researchers then expanded its capabilities for theory testing
by developing model fit measures (Hair et al., 2017). For instance, Henseler et al. (2014)
and Hair el al. (2014) explained that the model quality can be determined by its ability to
predict the endogenous constructs and referred to a set of criteria in order to facilitate the
assessment. Testing model fit examines how well the hypothesised model fits the
empirical data which can help in identifying model misspecifications (Hair et al., 2017).
Hair et al. (2017) listed various model fit measures for PLS-SEM: 1) goodness-of-fit
index, 2) standardised root mean square residual, 3) root mean square residual covariance,
and, 4) exact fit test. However, despite developments from various researchers, Hair et al.
(p. 194) pointed out that the question of “whether fit measured above adds any value to
PLS-SEM analysis?” remains unanswered. A combination of explanation and prediction
IS common in statistical modelling, however, the distinction must be clarified and
understood in order to develop and test theories in the right way (Shmueli, 2010). PLS-
SEM requires a different kind of validation because it is concerned with prediction rather
than explanatory modelling (Hair et al., 2017). Because the current research aims to
predict and explain the intention of knowledge sharing, PLS-SEM was relevant. Hair et
al. (2017) and Shmueli (2010) further explained that the validation of PLS-SEM results
focuses on generalisation, which is to be able to predict sample data, or even better, out-
of-sample data. That said, researchers are continuously seeking to further develop
evaluation criteria which could better support the prediction-orientation nature of PLS-
SEM (e.g., Rigdon, 2012, 2014). In addition, researchers are also focusing on ways to
liberate PLS-SEM from its CB-SEM sibling (e.g., Sarstedt et al., 2014). Hair et al. (2017)
further elaborated that using such fit indicators can be destructive as this may tempt the
researcher to sacrifice predictive power to order to achieve better “fit” instead: hence, in

the context of PLS-SEM, they advise researchers against the routine use of such statistics.
e Step 1: Assess Structural Model for Collinearity Issues

The first step in the structural model assessment procedure is to examine the structural
model for collinearity issues. Hair et al. (2017) explain that “the estimation of path
coefficient in the structural models is based on ordinary least squares regression (OLS)
of each endogenous latent variable on its corresponding predecessor constructs” (pp.191-

192) and that, similar to a regular multiple regression such as OLS, if there are critical
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levels of collinearity among the predictor constructs this could affect the path coefficient
results negatively. They further stress the importance of differentiating between PLS-
SEM and CB-SEM because each has different mechanisms. Thus, in PLS-SEM, the
structural model is mainly assessed on the basis of empirical criteria as there is no overall
goodness of model fit as is the case in CB-SEM: instead the model is evaluated it terms
of how it predicts the endogenous variables/constructs (Hair et al., 2017).

To assess the structural model for collinearity issues, Hair et al. (2017) recommend
following the same approach for the measurement as the evaluation of formative
measurement models (i.e., tolerance). To achieve this, a set of predictor constructs needs
to be examined separately for each subpart of the structural model. On that basis, each set
of predicator variables should be checked for critical values of collinearity between them
(Hair et al., 2017). Variance inflation factor (VIF) values above 5 in the predictor
constructs are critical as per the tolerance of VIF guidelines. Additionally, in such cases
researchers should consider removing constructs, merging the predictors into one single
construct or creating high-order constructs in order to treat collinearity issues (Hair et al.,
2017). However, if the VIF values are below the threshold value of 5, it means that there

are no collinearity issues and analysis can proceed.

e Step 2: Assess the Significance and Relevance of the Structural Model
Relationships

Determining the significance and relevance of the structural model relationships can be
achieved through evaluating the structural model path coefficients. In PLS-SEM, this is
done by running the PLS algorithm which estimates the structural model relationships
hypothesised in the research model among the constructs (i.e., the path coefficients) (Hair
et al., 2017). The values of path coefficients normally vary between -1 and +1; in some
cases, values can be smaller or larger, but they usually fall between these limits. This
means that a path coefficient close to +1 represents a strong positive relationship,
whereas, a path coefficient close to -1 represents a strong negative relationship.
Additionally, a path coefficient is closer to O represents a weaker relationship (Hair et al.,
2017).

A coefficient significance depends eventually on its standard error which is obtained

when applying bootstrapping routine (Hair et al., 2017). The bootstrap standard error
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allows the computation of the empirical t values as well as the “p-values for all the
structural path coefficients: when an empirical t-value is larger than the critical value the
coefficient is statistically significant at a certain error probability (i.e., significance level)”
(Hair et al., 2017, p. 196).

Eventually, bearing those critical values in mind, the choice of the significance level and
the type of test (whether one or two tailed) depends on the area of research and the
research objective (Hair et al., 2017). For instance, researchers in the area of marketing
usually assume a significant level of 5% but this is not always the case. In consumer
research studies researchers sometimes assume a significance level of 1% (Hair et al.,
2017). Hair et al. explain that, generally if the study is exploratory, researchers usually
assume a significance level of 10%, further adding that in cases when researchers would
like to be stricter when testing the relationships in their study, they usually assume a 1%
significance level. Therefore, the current study assumes a significance level of 10% with
a two-tailed test to give more room to explore relationships in the model.

According to Hair et al. (2017), many researchers only focus on assessing the significance
of effects rather than extending the assessment to examine the relevance of significant
relationships. The latter is crucial because even though the path coefficients in the
structural model may be significant, their size may be very small: this should be reflected
when interpreting the results because, regardless of the significance of coefficients, this
may not be worth managerial attention. They explain that these situations can happen due

to the large sample sizes involved in the study.
e Step 3: Assess the Level of R?

R?, also known as the coefficient of determination, is commonly used in PLS-SEM
(Ringle et al., 2012). Hair et al. (2017) explain that it is a measure of the model’s
predictive power and that “the coefficient represents the exogenous latent variables’
combined effects on the endogenous latent variable. Specifically, the coefficient
represents the amount of variance in the endogenous constructs explained by all of the
exogenous constructs linked to it” (p. 198). The R? value varies from 0 to 1, where higher
values indicate higher levels of predictive accuracy and lower values lower levels of
predictive accuracy. An acceptable R? value depends on the model complexity and

research discipline. For example, in the domain of marketing, R? values of 0.75 are seen
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as substantial, 0.50 indicates moderate fit and 0.25 is regarded as weak (Hair et al., 2017).
However, selecting a model solely based on R? is not considered a good approach because
of the R? shortcomings: for example, adding additional (non-significant) constructs to
explain an endogenous latent variable in the structural model always increases the R?
value. For instance,the more paths pointing toward a target construct, the higher the R?
value will be. Researchers, therefore, usually look for models that are good at explaining
the data with higher R? but that also have fewer exogenous constructs (Hair et al., 2017).
Ringle et al. (2012) reviewed articles which used PLS-SEM in MIS Quarterly from 1991
to 2011 and reported that out of 109, 105 studies reported the R? but only 12 reported 2.

e Step 4: Assess Effect Size f2

Chin (2010) highlighted the importance of clear reporting when it comes to PLS analyses,
especially including f2 (effect size). The higher the 2, the greater the impact of an
independent construct to a dependent construct. Additionally, Nitzl (2016), stressed that
the effect size 2 is the second most important criterion for the evaluation of a model after

the coefficient of determination R2.

Hair et al. (2017) defined f2 as “a measure used to assess the relative impact of a predictor
construct on an endogenous construct” (p. 317). This measure is referred to as the > effect
size and it has become widely used and encouraged by journal editors and reviewers. The

effect size can be calculated using the following formula.

R2 included R2 excluded
1 - RZ included

fi=

where both Rinciuded and R? exciuded are R? values of the endogenous latent variable when
a selected exogenous latent variable is included in/excluded from the model (Hair et al.,
2017).

f2 values of 0.35 are seen as large, 0.15 as medium and 0.02 as small. In addition, if the

effect size value is less than 0.02 this indicates that there is no effect (Hair et al., 2017).
e Step 5: Assess the Predictive Relevance Q2

In addition to the previous assessment steps discussed, it is essential to assess the
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predictive power or predictive relevancy of the research model. This is examined by
evaluating Stone-Geisser’s Q? value (Geisser, 1974; Stone, 1974). Hair et al. (2017, p.
325) defined Q? as:

a measure of a model’s predictive power. The computation of Q2 draws on the

blindfolding technique, which uses a subset of the available data to estimate

model parameters and then predicts the omitted data. Q2 examines whether a

model accurately predicts data not used in the estimation of model parameters
(i.e., out-of-sample predictive power or predictive relevance).

In simple terms, if a PLS model shows a predictive relevance, this means that it accurately
predicts data which is not used in the model estimation (Hair et al., 2017).

The Q?is determined by using the blindfolding procedure which is considered a sample
re-use technique which systematically deletes data points and provides a prediction of
their original values (Hair et al., 2017). For that reason, this procedure needs an omission
distance, D, for which the literature suggests a value of between 5 and 12. For example,
if the omission distance was defined as (D=7) this suggests that every seventh data point
of a latent variable’s indicator will be removed in a single blindfolding round. The number
of blindfolding rounds is always equal to the specified omission distance, therefore, in
this example, an omission distance of D=7 results in seven blindfolding rounds. This
means that the blindfolding procedure has to eliminate and predict every data point of the
indicators used in the measurement model of the selected latent variable in each of those

seven rounds (Hair et al., 2017).

Additionally, Hair et al. (2017, p.207) explained that “Q? values larger than 0 suggest that
the model has predictive relevance for a certain endogenous construct. In contrast, values

of 0 and below indicate a lack of predictive relevance”.

The Q2 value can be calculated by using one of two approaches as explained by Hair et
al., (2017, p. 207):

1. The cross-validated redundancy approach “which builds on the path model
estimates of both the structural model (scores of the antecedent constructs) and
the measurement model (target endogenous construct) of data prediction.
Therefore, predictions by means of cross validated redundancy fit the PLS-SEM

approach perfectly” or,
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2. The cross-validated communality approach which “uses only the construct
scores estimated for the target endogenous construct (without including the
structural model information) to predict the omitted data points”.

Hair et al. (2017), recommend use the cross-validated redundancy approach to measure
Q? as it contains one of the key elements of the path model which is the structural model
information. This enables predicting eliminated data points.

e Step 6: Assess the g2 Effect Size
Hair et al. (2017) defined the ¢ effect size as “a measure to assess the relative predictive
relevance of predictor construct on an endogenous construct” (p. 325). Similar to
assessing R? values, in the f2 effect size approach, the relative impact of predictive
relevance can be compared by means of measuring the qg? effect size as defined in the
formula below (Hair et al., 2017):

2 LY
2 included excluded

1— 2

included

To assess the relative predictive relevance g, the values should be similar to 2 as

discussed in Step 4.

Since the main study models consists both reflective and formative measures, the PLS-
SEM technique is the most appropriate as Ringle et al. (2012) confirmed that PLS-SEM
can handle both reflective and formative measures. However, Diamantopoulos and
Winklhofer (2001) added that relying on PLS-SEM when using formative measures is
not problem-free due to the PLS-SEM restriction of estimating formative constructs error

terms.

Ringle et al. (2012) further explained that this circumstance is challenging to defend in
practice because scholars cannot be certain that all possible causes related to the latent
variable are accounted for by the indicators. They stressed that establishing an acceptance
level of measurement validity prior to the structural relationships is crucial in PLS-SEM
studies.

e Formative vs Reflective Measures

The main study research models contain both formative and reflective measures. For
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example, inclusive leadership has eight formative dimensions and the items that formulate
each of these dimensions are reflective measures. Knowledge leadership, however, has
six formative dimensions and the items that formulate each of these dimensions are
reflective measures. The rest of the model consists of reflective measures as shown in

Appendix 5.

According to Hair et al. (2010), formative measurement theory is “based on the
assumption that measured variables cause the constructs” (p. 750) while reflective
measurement theory is “based on the idea that latent constructs cause the measured
variables and the error results in an inability of the construct to fully explain these
measured variables” (p. 749). Hence, formative indicators assume that the measures have
an impact on a latent construct, unlike the reflective model where all measures are
assumed to be caused by a latent underlying construct (Becker et al., 2012; Jarvis et al.,
2003). Table 4.5 further explains the differences between reflective and formative
measures. For example, the indicators for formative measures are not interchangeable as
they do not have a similar content or share a common topic. In addition, if one indicator
is dropped it is considered to be quite serious as it may alter the meaning of the construct
(Becker et al., 2012; Jarvis et al., 2003).

e Multidimensional Constructs
Some constructs can be operationalised as multidimensional and are known as
hierarchical latent variable models. Becker et al. (2012) and Jarvis et al. (2003) illustrated
the four types of hierarchical latent variable models as illustrated in Figure 4.7. The
research model includes type Il as highlighted in section Measurement Development
Section earlier in this chapter. This is demonstrated in knowledge leadership and inclusive
leadership constructs which means that it consists of formative measures and then each
of the formative measures is measured using lower-order constructs that are reflectively

measured as illustrated in Figure 4.8.
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Figure 4.7 Re-drawing of the Four Types of Hierarchical Latent Variable Models Based on
Becker et al. (2012, p. 363) and Jarvis et al. (2003, p.205)
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To ensure that knowledge leadership and inclusive leadership measures are formative in
the second order, the rules and guidelines set out by Jarvis et al. (2003) were adopted (see

Table 4.5) as, based on those guidelines it is confirmed that those measures are formative.

Table 4.5 Decision Rules For Determining Whether A Construct Is Formative Or Reflective
(Source: Jarvis et al.,2003, p.203).

Formative model Reflective model
1. Direction of causality Direction of causality is from Direction of causality is
from construct to measure | items to construct from construct to items
implied by the conceptual
definition Indicators are defining Indicators are manifestations
e Are the indicators (items) | characteristics of the construct of the construct
(a) defining characteristics
or (b) manifestations of
the construct? Changes in the indicators should | Changes in the indicator
e Would changes in the cause changes in the construct should not cause changes in
indicators/items cause the construct
changes in the construct
or not? Changes in the construct do not | Changes in the construct do
e Would changes in the cause changes in the indicators | cause changes in the
construct cause changes in indicators
the indicators?
2. Interchangeability of the Indicators need not be Indicators should be
indicators/items interchangeable interchangeable
e Should the indicators have | Indicators need not have the Indicators should have the
the same or similar same or similar same or similar
content? content/indicators need not content/indicators should
e Do the indicators share a share a common theme. share a common theme.
common theme?
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Formative model

Reflective model

¢ Would dropping one of
the indicators alter the
conceptual domain of the

Dropping an indicator may alter
the conceptual domain of the
construct.

Dropping an indicator should
not alter the conceptual
domain of the construct.

construct?
3. Covariation among the Not necessary for indicators to Indicators are expected to
indicators covary with each other covary with each other

e Should a change in one of
the indicators be
associated with changes in
the other indicators?

Not necessarily

Yes

4. Nomological net of the
construct indicators

e Are the indicators/items
expected to have the same
antecedents and
consequences?

Nomological net for the
indicators may differ

Indicators are not required to
have the same antecedents and
consequences

Nomological net for the
indicators should not differ

Indicators are required to
have the same antecedents
and consequences

Content validity was established by ensuring consistency between the measurement items
and the extant literature. In addition, measurement items were based on existing and pre-
validated constructs which were adopted from previous studies (Ajzen, 2002; Ajzen &
Fishbein, 2010; Bock et al., 2005; Bock et al., 2010; Carmeli et al., 2010; Ghosh &
Srivastava, 2014; lbragimova, 2006; Johnny & Narasimha, 2005; Prime & Salib, 2014,
2015; Ryu et al., 2003; Taylor & Todd 1995; van Dierendonck & Nuijten, 2011; Yang et
al., 2014; Zhang & Ng, 2013).

e FEvaluation of Formative Measurement

The evaluation criteria used to assess reflective measurements cannot be transferred to
the assessment of formative measurements because formative measurement indicators
represent the construct’s independent causes. Therefore, high correlation is not expected.
Hence, convergent validity and discriminant validity for formative measurement cannot

be assessed in the same way as reflective measurement models (Hair et al., 2017).

To assess formative measurement models, Hair et al. (2017) introduced the steps

demonstrated in Figure 4.9.
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Figure 4.8 Formative Measurement Models Assessment Procedure (Adapted from Hair et al.,
2017)

Assess convergent validity of formative

Step 1
P measurement models
v
Step 2 Assess formative measurement models

for collinearityissues

Step 3 Assess the significance and relevance
of the formative indicators

e Stepl: Assess Convergent Validity

Assessing convergent validity for formative measurement is also referred to as
redundancy analysis and it examines “the extent to which a measure correlates positively
with other (e.g., reflective) measures of the same construct using different indicators”
(Hair et al., 2017, p.140). Therefore, when evaluating formative measurement models, it
is crucial to test whether the formative measure constructs are correlating highly with any
reflective measures of the same construct. In other words, this analysis assesses if
information in the model is redundant by including it twice, once in the formative
measurement and again in the reflective measurement (Hair et al., 2017). Generally, Hair
etal., (2017, p. 151) “[a]ssess the formative construct’s convergent validity by examining
its correlation with an alternative measure of the construct, using reflective measures or
a global single item (redundancy analysis). The correlation between constructs should be
0.70 or higher”. However, since the formative measurements are part of multidimensional
constructs, the first order constructs are reflectively measured while the second order are

formatively measured. Therefore, a redundancy analysis is not required.
e Step 2: Assess Formative Measurement Models for Collinearity Issues

Unlike reflective indicators, formative indicators are not interchangeable, thus they are
not expected to have high correlations between items in formative measurement models:

multicollinearity between indicators therefore is essential to assess formative measures
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because of the potential inflation of the indicator weights (Hair et al., 2012). Formative
indicator weights are frequently smaller than reflective indicators’ loadings, which can
lead to misinterpretations of indicator relevance for the construct domain
(Diamantopoulos & Winklhofer, 2001; Hair et al., 2012). Hair et al. (2017) explained the

collinearity assessment in formative measurement models using the VIF in Figure 4.9.

The variance inflation factor (VIF) is commonly used to test multi-collinearity between
formative indicators (Hair et al., 2017; Hair et al., 2020). To ensure manageable levels of

multi-collinearity the VIF value should be less than 5.

Figure 4.9 Collinearity Assessment in Formative Measurement Models Using the VIF (Hair et
al., 2017, p.145)
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Critical levels
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(i.e., VIF<5) (i.e., VIF > 5)
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Treat collinearity
issues

No critical
levels of
collinearity
(i.e., VIF<5)

Critical levels
of collinearity
(i.e., VIF 2 5)

Analyze the significance
of outer weights and

Dismiss the formative
measurement model

interpret the formative
indicators’ absolute and
relative contribution

e Step 3: Assess the Significance and Relevance of the Formative Indicators

The third and last criterion for evaluating the contribution of formative indicators which

determines its relevance, is the outer weights of indicators (Hair et al., 2017).

Hair et al. (2017, p. 151) explained the following guidelines with regard to the outer

weights:
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Examine each indicator’s outer weight (relative importance) and outer loading
(absolute importance) and use bootstrapping to assess their significance.

When an indicator’s weight is significant, there is empirical support to retain
the indicator.

When an indicator’s weight is not significant but the corresponding item
loading is relatively high (i.e., >0.50) or statistically significant, the indictor
should generally be retained.

If the outer weight is non-significant and the outer loading relatively low (i.e.,
<0.5), you should strongly consider to remove the formative indicator from
the model.

The weights of formative measurements can be seen as regression coefficients as Bollen

and Lennox (1991) present the formative concept through the following regression

equation:
Y = BIXI + Bn Xn+ ¢ Equation 1 Regression Equation
where
Y = The construct being estimated
B, = Beta weights for items
X, = Item scores/observations
¢ = Addisturbance term

This can be interpreted as the following: values close to +1/-1 indicate a strong
relationship between the indicators and the construct in a standardised PLS model, while
values close to O indicate a weak relationship (Go6tz et al., 2010). Therefore, the higher
the absolute either positive or negative indicator weight, the more influence can be
accredited to the strength of the content of the formative construct. However, indicators

should not be eliminated based only on their weight as noted above.

After looking at the indicators’ weights, the significance should also be considered; this
indicates whether the formative indicators truly contribute to forming the construct (Hair
et al., 2017). In PLS-SEM, the significance is assessed by applying the bootstrapping

method which tests whether the outer loadings for formative measurement models are
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significantly different from zero.
e Assessment of Moderating Effects

Hair et al. (2017) defines moderation as “occur[ring] when the effect of an exogenous
latent variable on an endogenous latent variable depends on the values of a third variable,
referred to as a moderator variable, which moderates the relationship” (p. 322). In other
words, moderator variables affect the relationship between two constructs in terms of the
strength of a relationship which is determined by the moderator values. In addition,
sometimes the moderator even can affect the direction of a relationship (Hair et al, 2017).

Where researchers aim to explore moderating relationships, this must be hypothesised
initially and specifically tested (Hair et al., 2017). Hair et al. further explained that
researchers should hypothesise whether the moderating relationship is focused on one
relationship in the model or whether all relationships in the model are affected. Figure

4.10 shows a conceptual model of a moderating relationship.

Figure 4.10 Moderation - Conceptual Model

Moderator

Independent Dependent

Variable Variable

e Types of Moderator Variables

Moderators in a structural equation model can take different forms and can characterise
noticeable traits such as age, gender, role, etc. They can also represent unobservable traits
such as attitudes and behaviours toward something (e.g., impulsive buying, etc.) (Hair et
al., 2017).

Moderators similar to other constructs can be measured using a single item or number of

items and their indicators can be reflective or formative (Hair et al., 2017). However, Hair
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et al. (2017) highlighted that the most essential distinction related to the moderator’s
measurement scale as it involves distinguishing between categorical (typically
dichotomous) and continuous moderators. Since the study uses a Likert scale in the
questionnaire, both moderators in the study (i.e., knowledge leadership and inclusive

leadership) can be modelled as continuous moderators.
e Two-Stage Approach

This research adopts the two-stage approach as proposed by Chin et al. (2003) with the
aim of running a moderation analysis when the exogenous construct and/or the moderator
are formatively measured. Hair et al. (2017) referred to the two-stage approach as “an
approach to model the interaction term when including a moderator variable in the model.
The approach can be used when the exogenous construct and/or the moderator variable
are measured formatively” (p. 329). They further