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 ABSTRACT  

The purpose of this research aimed to look into the relationship between 

leadership and organizational culture and knowledge management 

effectiveness. For this purpose, data from 320 faculty members working in 

different public sector universities were collected using a survey 

questionnaire. The reliability was ensured using Cronbach’s alpha 

technique. The study indicated that transformational leadership has an 

essential link to the success of knowledge management. Moreover, 

organizational culture has a significant association with knowledge 

management effectiveness. The study also offers specific 

recommendations, implications, limitations, and ways for future research 

are also highlighted.  
  

 

 

INTRODUCTION 

Knowledge-sharing behavior is critical for achieving organizational performance. Previous research has 

extolled the virtues of organizational employees' knowledge sharing behavior, claiming that it can help in 

advancing firm performance, enhance financial and operational performance, advance human resources, 

support and promote innovation and its implication (Hendryadi et al., 2019), help organization to gain a 

competitive edge, and make employees more creative and problem solvers (Wang and Wang, 2016).  

As the primary decision-makers in an organization, leaders play an important role in the effective 

management of knowledge (Khattak et al., 2018; Ali et al., 2020; Lin and Lo, 2015). From an 

organizational standpoint, factors like organizational culture and leadership influence employee 

knowledge sharing behavior, and account for gaining a competitive edge (Rafique and Anwar, 2019). 

Moreover, to motivate and influence their followers, transformational leaders participate in creative 

thinking, share new ideas, and encourage their followers to be actively involved in KM processes 

(Khattak et al., 2017). As rightly noted by past literature that KM is the vital tool through which 

organizations could be able to sustain their competitive edge. However, it is very difficult for 
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organizations to create and maintain such effective KM culture in their organizations, if once they create 

such culture, then it became very difficult for their competitors to copy it (Zaied et al., 2012). Knowledge 

acquisition and transfer in large organizations is a difficult task because there are different units in the 

organization and it's difficult for management to effectively handle the whole process of KM (Liao and 

Wu, 2010). It is evident from the previous discussion and literature, that knowledge management is more 

important than knowledge itself. Organizations should try to find ways and establish a policy regarding 

how to transfer knowledge and skills at the individual level, group level, and departmental level (Siadat et 

al., 2015).  

Past research highlights the advantages of knowledge management and argued that KM is the possible 

avenue through which organizations may be able to sustain their competitive advantages in the 

marketplace (e.g., Khattak et al., 2016; Ali et al., 2020; Al Khajeh, 2018; Narayanan et al., 2020). Today, 

researchers attempt to determine how an organization's internal environment promotes KM practices, 

how to create a knowledge-sharing culture in their firms, and what role a leader has in motivating 

followers to participate in knowledge-sharing activities. (Farooqi et al., 2017). Conducted study paper has 

explored the concept of human capital investment and economic growth. One of the major objectives was 

to analyze the relationship between human capital investment and economic growth in Pakistan. The 

result suggested that human capital investment is having a positive impact on economic growth Ali, L. 

(2020). 

Past studies highlighted the link among leadership styles, KM, and organizational culture in product-

oriented organizations, but this link was not greatly explored in academic or services organizations. Thus, 

to bridge this gap, the present research examined the relationship between transformational leadership 

style and KM with the intention that the relationship between transformational leadership and KM is 

strong when organization culture supports the knowledge sharing process (Ali et al., 2020; Hendryadi et 

al., 2019; Lin and Lo, 2015).  

LITERATURE REVIEW 

The important role of leadership in an organization set was highlighted by past literature in greater detail 

(e.g., Khattak et al., 2017; Duggan, 2018; Khattak et al., 2016). To achieve organizational goals, effective 

leaders make plans and strategies that could help to achieve the overall goals of the organizations 

(Malhotra et al., 2007). One major responsibility of effective leaders is to build confidence and motivate 

their followers in an organization. For the smooth running of an organization, effective leaders can 

control organizational activities very keenly (Haver et al., 2013).  

The concept of transformational leadership was initially introduced by Burn in 1978 and was further 

nourished by Bass and Avolio in different years. This leadership style is superior due to its certain 

characteristics like involving followers in the decision-making process, creating a vision for the 

organization, motivating their followers, encouraging their followers to come up with unique ideas, 

encouraging innovation and creativity, caring about followers needs, and building confidence in their 



29 

followers (Emery and Barker, 2007). Such leaders motivate and inspire their followers to achieve 

organizational goals. They used various tactics and techniques to improve followers’ morale, motivation, 

job performance, and employee trust & engagement (Robbins and Davidhizar, 2007). They are role 

models for their followers. Such leaders encourage new knowledge by supporting listening and 

implementing new ideas (Ali et al., 2020). Thus, transformational leaders can play a vital role in 

knowledge flow in the organization. Such leaders motivate their followers to share new ideas and skills. 

The focus of such a leader is to create an environment where colleagues can share what they learned 

(Gheith, 2010). Transformational leaders are always in search to find ways how their followers to engage 

in the knowledge-sharing process (Molero et al., 2007). Ali et al. (2020) also found that transformational 

leadership has a positive impact on knowledge management effectiveness. Thus, based on the cited 

literature, we proposed that:  

H1: Transformational Leadership has a significant effect on knowledge management effectiveness  

A plethora of past studies highlighted the association between organizational culture and knowledge 

management, (e.g., Jacks et al., 2012, Gehman et al., 2013, Suppiah and Sandhu, 2017, Saleem et al., 

2017, & Ali et al., 2021). Jacks et al. (2012) concluded their research that two of the organizational 

culture facets, i.e., openness and trust have a significant impact on knowledge management processes. 

They argued that creativity and knowledge sharing are the two important aspects of an organization. 

Similarly, Naveed et al. (2016) believe that collecting knowledge and donating knowledge is possible 

through teamwork. Previous findings also recommended that national culture may not completely 

determine the hurdles of organizational culture. As rightly noted by Gerhart and Fang (2005) that a little 

portion of individual culture and organizational culture is explained by changes in national culture.  

Moreover, to motivate and influence their followers, transformational leaders participate in 

creative thinking, share new ideas, and encourage their followers to be actively involved in KM processes 

(Khattak et al., 2017). As rightly noted by past literature that KM is the vital tool through which 

organizations could be able to sustain their competitive edge. However, it is very difficult for 

organizations to create and maintain such effective KM culture in their organizations, if once they create 

such culture, then it became very difficult for their competitors to copy it (Zaied et al., 2012). Knowledge 

acquisition and transfer in large organizations is a difficult task because there are different units in the 

organization and it's difficult for management to effectively handle the whole process of KM (Liao and 

Wu, 2010). It is evident from the previous discussion and literature, that knowledge management is more 

important than knowledge itself. Based on the cited evidence, we postulated that:  

H2: Organization culture significantly affects knowledge management effectiveness.  

 

RESEARCH METHODOLOGY 

To test the study hypotheses, faculty members i.e., Lecturer, Assistant Professor, Associate Professor, 

and Professor working in 14 public sector universities of Islamabad were chosen as the population. As 
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per Higher Education Commission (HEC) record, there are 6119 faculty members in these 14 public 

sector universities. Through random sampling, we select 350 sample sizes from the target population. 

Data from the selected sample was collected using a Likert-type scale. The participants were informed 

about the purpose of the study and were persuaded that their responses were used only for research 

purposes.  

Measures  

Questionnaire methodology has been considered as the most appropriate in the present case study. The 

nature of the data was found quantitative and help was taken from the closed-ended structured 

questionnaire (Dawar, 2020). To maximize the rate of response, the questionnaire was distributed in 

person by researchers to the management of the Kunming rail and subways section. For data collecting 

purposes, the in-person method was found most reliableArshad, (2020). 

Transformational Leadership Scale  

Transformational leadership was assessed using the Bass and Avolio (2000) scale. This scale has 11 

items and was measured using a five-point Likert scale. This scale has good reliabilities in the previous 

studies e.g., Khattak et al. (2016), Ali et al. (2021). In our case, we also come up with a good reliability 

value, i.e., 0.91.  

Organizational Culture  

To measure organizational culture, we used the scale of Burke (1989) and Hurly and Hurt (1998). This 

scale has 14 items in which three items measure collaboration (Burke, 1989), six items measure trust, and 

five items measure learning (Hurly and Hult, 1998). All items of the scale were assessed through a five-

point Likert scale. We come up with a good reliability value, i.e., 0.87.  

Knowledge Management Effectiveness  

To assess knowledge management effectiveness, we used a 21 items scale developed by Gold et al. 

(2001). This scale measures KM in three dimensions, i.e., efficiency 7-items, adoptability 7-items, and 

innovativeness 7-items. Past research also used this scale for assessing knowledge management 

effectiveness, e.g., Masadeh et al. 2019, Ali et al. 2021, and was found a good reliability value. In our 

case, we also come up with a good reliability value, i.e., 0.92.  

 

RESULTS 

To test the study hypotheses, faculty members i.e., Lecturer, Assistant Professor, Associate 

Professor, and Professor working in 14 public sector universities of Islamabad were chosen as 

the population. As per Higher Education Commission (HEC) record, there are 6119 faculty 

members in these 14 public sector universities. Through random sampling, we select 350 
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sample sizes from the target population. Data from the selected sample was collected using a 

Likert-type scale. The participants were informed about the purpose of the study and were 

persuaded that their responses were used only for research purposes.  

3.1. Measures  

Questionnaire methodology has been considered as the most appropriate in the present case study. The 

nature of the data was found quantitative and help was taken from the closed-ended structured 

questionnaire (Dawar, 2020). To maximize the rate of response, the questionnaire was distributed in 

person by researchers to the management of the Kunming rail and subways section. For data collecting 

purposes, the in-person method was found most reliableArshad, (2020). 

 

3.1.1. Transformational Leadership Scale  

Transformational leadership was assessed using the Bass and Avolio (2000) scale. This scale has 

11 items and was measured using a five-point Likert scale. This scale has good reliabilities in 

the previous studies e.g., Khattak et al. (2016), Ali et al. (2021). In our case, we also come up 

with a good reliability value, i.e., 0.91.  

3.1.2. Organizational Culture  

To measure organizational culture, we used the scale of Burke (1989) and Hurly and Hurt 

(1998). This scale has 14 items in which three items measure collaboration (Burke, 1989), six 

items measure trust, and five items measure learning (Hurly and Hult, 1998). All items of the 

scale were assessed through a five-point Likert scale. We come up with a good reliability value, 

i.e., 0.87.  

3.1.3. Knowledge Management Effectiveness  
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To assess knowledge management effectiveness, we used a 21 items scale developed by Gold et 

al. (2001). This scale measures KM in three dimensions, i.e., efficiency 7-items, adoptability 7-

items, and innovativeness 7-items. Past research also used this scale for assessing knowledge 

management effectiveness, e.g., Masadeh et al. 2019, Ali et al. 2021, and were found a good 

reliability value. In our case, we also come up with a good reliability value, i.e., 0.92.  

 

4. Results  

SPSS the software which has been used for analyzation, before moving to apply high level 

statistics, we first assured the scale reliability. As we found that the scale has good Cronbach’s 

alpha value, indicating that there is no issue of reliability. All values of Cronbach’s are well 

above the threshold value of 0.7 and closer to 1 reporting a good case (see Table 1).  

Table 1. Reliability statistics  

Variable No. of Items Alpha Value 

Transformational Leadership Style 11 0.91 

Organizational Culture 14 0.87 

Knowledge Management Effectiveness 21 0.92 

To test the study hypotheses, we applied multiple regression. As from the results, 

transformational leadership has positive and significant association with KM effectiveness 

(β=0.391, t= 8.37, p=0.000). Similarly, organizational culture has positive and significant 

relationship with KM effectiveness (β=0.394, t= 7.63, p=0.000).The detail regression results were 

reported in Table 2.  
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Table 2. Regression Results  

 UnStd. B Std. Error Std. B t p 

Constant 2.18 .190  11.51 .000 

Transformational Leadership .392 .052 .403 7.59 .000 

Organizational Culture .439 .051 .440 8.45 .000 

DV. KM effectiveness, R2= .56, F-Stat= 96.33, p= 0.000 

DISCUSSION 

The under consideration study investigated the association between transformational leadership and 

organizational culture and knowledge management efficacy among faculty members at public sector 

universities located in Pakistan's capital area. As per Higher Education Commission (HEC), there are 14 

public sector universities in Islamabad, having 6119 teaching staff, including lecturers, assistant 

professors, associate professors, and professors. Using simple random sampling, this study selects a 

sample of 350 based on the recommendations of past research. Data from the target participants were 

collected using a standardized scale. Initially, we distributed 350 questionnaires among faculty members 

to get their responses regarding the study variables. We received 312 valid responses from the 

participants. The scale validity and reliability were ensured using EFA and Cronbach’s alpha techniques.  

According to the current study, the transformational leadership style positively and significantly affects 

KM effectiveness. It means that when leaders practice transformational leadership behavior, the process 

of knowledge collection, acquisition, and sharing will be high among employees. The present study's 

findings are consistent with Ali et al. (2021), as they also found the same results. The result of this study 

is also in line with Khattak et al. (2017), as they found that transformational leadership has a significant 

association with employee creativity. Our findings are also consistent with Jacks et al. (2012), Gehman et 

al. (2013), Suppiah and Sandhu (2017). All these studies found the same findings as the present study 

has. This study also found that organizational culture has a significant association with KM 

Effectiveness. The current research results are consistent with Khattak et al. (2016) and Ali et al. (2021). 

Similarly,  Suppiah and Sandhu (2017) also concluded their findings with the same results. Gehman et al. 



34 

(2013) also have the same conclusions. 

RECOMMENDATIONS 

Based on the current study's findings, we offer specific recommendations for academicians, 

policymakers, and practitioners. It is recommended that top management of the educational institutions 

practice transformational leadership behavior to boost employee knowledge acquisition and sharing. 

Similarly, when leaders encourage their followers to come up with new ideas, love those who are 

creative, and motivate their followers to bring innovation, make their followers more confident to share 

and apply new knowledge. It is also recommended that top management create a culture where 

employees share their skills and expertise with their colleagues. Such practices make every individual of 

the organization share their knowledge and expertise with colleagues. 

CONCLUSION 

The present research attempted to investigate the relationship between transformational leadership and 

organizational culture with KM effectiveness. The study selects350 faculty members including lecturers, 

Assistant Professors, Associate Professors, and Professors. We received 320 questionnaires back that 

were completed in all aspects. Dara from the target respondents was gathered using a structured scale. 

The scale used in this study was checked for validity and reliability and found satisfactory. The study 

found that both organizational culture and transformational leadership have a significant and positive 

association with KM effectiveness. Thus, it is concluded that top management of the universities must 

encourage their junior colleagues to share knowledge and skills among themselves through the support of 

their senior members.  

LIMITATIONS AND FUTURE AVENUE  

The present research has many limitations as well that need to be addressed. First, this study 

only selects transformational leadership style and their impact on KM effectiveness. However, 

there are so many other leadership styles like servant leadership, ethical leadership, and 

inclusive leadership that are more effective in the case of KM effectiveness. Thus, future 

research may focus on how other leadership styles impact KM effectiveness. Second, the 

present research only collects the data from an educational institution, thus, we are unable to 

generalize the findings of the current study. So, to generalize the findings, it is suggested for 

future researchers to conduct a similar nature of the study in diverse settings i.e., choosing 
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different cities and different industries. Lastly, we conducted this research in Pakistan. It is 

recommended for future researchers to test the same model in other cultures and contexts and 

compare the findings with the current study. 
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