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ABSTRACT
Knowledge Management (KM) plays a vital role in sustaining a firm's competitiveness; the
strategies and capabilities of employee are instrumental in enhancement of organizational
performance. Learning organizations possess capacity to cope with the challenging need of
innovative practices. However, impact of knowledge management (KM) implementation on
organizational performance still remains a composite matter that needs further exploration. The
dependency on technological innovation has improved the diversities, but the relevance is the
human and his/her knowledge. Companies have to update their knowledge and change their
diversities, so as, to effectively use their resources and maintain them as well, In a “learning’
organization, control remains cautious to picture problems and to present solutions to overcome

the challenges.

This study endeavors to find out how Knowledge-Management practices and Knowledge-
Integration capacity enhance the innovative capabilities of the organization. This research also
ferrets out as to how innovative methods improve the company’s efficiency. It analyzes the
impact of knowledge-integration capacity and knowledge-management methods on advancement
and examines the impact of advancement on a company's efficiency. It also analyzes the
mediating impact of innovation between knowledge integration capacity and knowledge

management methods on the company’s performance.

A sample of this study consists of 500 employees of corporate sector in Islamabad area. Of
those, 423 respondents returned the questionnaire administered through field survey; thereby
achieving success rate as 84.6%. Random sampling was used for the survey. For the purpose of

analysis valid and comprehensive questionnaire was used ensuring its internal consistency and



validity. ltems are analysed in such a way that shows maximum variance extracted from the
varnables and calculation of linear combination was made, finally resulting to uncorrelated
factors. SPSS results are further authenticated using AMOS which authenticated the model in
term of reliability and validated it with relations and their strength, values and variances. Result
reveals that knowledge integrated capacity report a 30% whereas knowledge management
practices signify effect as 87 % in organizational performance. Similarly, knowledge integrated
capacity report 32% and knowledge management practices signify 73% in amplification in the
innovation in the organizations. Results also indicate that innovation in an organization has
significant impact on organizational performance and accounts for 65% strengthening of the
organization performance. Through Mediation, the impact of KIC and KMP is 20 %and 40 %
respectively. The study suggests that knowledge integrated capacity and knowledge management
practices are instrumental in effective utilization of core competencies to achieve desired goals
of organizational performance. Innovation has the functionality to develop what the company to
adapt to remain viable entity in competitive environment: therefore, knowledgeable workers

would remain strength in innovative practices, enabling organization to demonstrate growth.

Keywords: knowledge, integration, innovation, technology, culture and organizational

performance
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Chapter 1

INTRODUCTION

1.1 Operational Background

‘Knowledge Management’ has become a very essential concept in the industrial world. In
many companies, investment in Knowledge Management has taken top precedence. I is the
common view that the implementation of Knowledge Management is correlated with the
academic capital of a company, which in tumn influences the financial performance and
mnovative capability (Wong, 2005). However, earlier studies about how to develop

Knowledge Management capacity are still contentious (Birkinshaw ef al. 2002).

Firstly, distinctiveness of knowledge from numerous viewpoints has been classified.
Conversely, no consistent set of descriptions has been recognized. For example, Polanyi
(1962) categorizes ‘knowledge’ into two classes: implicit and explicit. Precise knowledge can
be categorized and collected in the shape of solid figures, handbooks, organized events or
general values, while inferred knowledge is the result of human practice and is merely
exposed through its application. Spender (1996) suggests that knowledge can only be
collected or acquired by persons of a community. The combined knowledge in general is a
combination of the collective hard work of numerous people having diverse but

corresponding skills (Grant, 1995),

Secondly, several studies have shown that Knowledge Management is an industrial
development containing several associated features such as orgamzational learning,
knowledge integration, dissemination of knowledge and others (Wilkens er al., 2004: Gold et
al., 2001; Sarvary, 1999; Nevis et al,, 1995). Most of the earlier lessons show that the

activities of Knowledge Management will augment knowledge-management capacity (Lin &




Tseng, 2005; Lee & Hong, 2002). For example, organizational learning and knowledge
management integration will affect knowledge-management capacity. Knowledge
dissemination will influence the innovative capability of a firm. However, the relationship
between these variables was ignored in earlier studies and thus necessitates additional

investigation.

Thirdly, earlier studies conclude that Knowledge Management is sinictly linked to
knowledge-management approaches and objectives (Davenport & Prusak, 1997), For
example, Zack (1999a) recommends that corporations use inside knowledge strategies,
knowledge-oriented conventional, and unlimited innovators (companies that strictly
incorporate  knowledge investigation and development, regardless of organizational
restrictions), and the most antagonistic strategy 1s knowledge. Although organizational
learning and Knowledge Management have generated much attention, comparatively there
are fewer studies that have examined the relative effects of knowledge management strategy
and organizational learning on Knowledge Management. Thus, further studies on the

association between these features are necessary 1o be made.

Fourthly, theory based on knowledge relating to knowledge integration and knowledge
characteristics are widely used by the organization (Wang et al., 2004; Huang and Newell,
2003; Bonache & Brewster, 2001; McEvily & Chakravarthy, 2002) while some firms, to
some extent, use disseminated information organisms (Grant, 1996b; Blackler ef al. 2000).
In order to obtain a durable competitive advantage, the company should be able to
incorporate dissimilar types of knowledge in an efficient manner. Together with other offers,
Grant (1996a) suggested that diverse kinds of knowledge need different types of integration.
Through the knowledge integration development within a corporation, a firm can employ
ndividuals with particular knowledge which, openly or circuitously, are related to the firm’s

knowledge capability (Huang & Newell, 2003). In other terms. according to the




distinctiveness of knowledge, organizations with an excellent knowledge integration
development system will increase their knowledge-management capability. Equally,
Knowledge Management has a prominent role in investigating the relation between
knowledge integration and knowledge management capability and it still formed little

atiention.

Fifthly, many studies on mnovation have highlighted the degree to which innovation practice
includes the mixing of peripheral knowledge within the accessible institutions (Wu et al.,
2002; Leonard-Barton, 1995; Cohen & Levinthal, 1990; Powell, 1998). For example, Mullen
and Lyles (1993) recommend that permanent organizational leaming processes will
ameliorate the efficiency and competence of an organization’s innovation. An improvement
in innovation will strengthen the organization’s spirited ability and competitive benefit, as
knowledge is the input factor that links the organizational learning and innovative capability
of the organization. Organizations must guarantee constant organizational leaming and
develop a high level, internal knowledge-management system. However, it appears that
scholars have infrequently discussed the relationship between wide-ranging models of
knowledge integration, knowledge-management approaches, organizational leamning,

knowledge-management capability and innovative capabilities,

Organizational Leamning is difficult to attain, particularly for the exchange of explicit
knowledge. The key rudiments that facilitate leaming are the means of communication that
motivate individuals to make use of “investigation™ rather than dependence on unreachable
tacit knowledge (Senge, 1990; Anderson & Boocock, 2002: Probst & Buchel,
1997Marquardt, 1996; Nonaka et al., 2000). Some characteristics of knowledge play a central
role in creating the knowledge development (Spender, 1996; Nonaka & Takeuchi, 1995;
Nieto & Perez-Cano, 2004). If knowledge can be obtained unambiguously, as in language,

common sense, or in their perception of the subject area, it is probably a more effective stake



in the company’s use of, and in the transformation of, knowledge. In addition, Thenin (2002)
argued that the more intricately implied and complete that the knowledge is, the more
difficult it will be to obtain and utilize it. Thus, the lower the intricacy is of the knowledge or
the privileged the explicitness and clarity, the more companies will improve their knowledge-

management capability.

The integration of recently developed components into the existing system of knowledge. by
using modularity of knowledge, becomes easier (Garyda & Kumaraswamy, 1995). It appears
that modular knowledge is a practice that may be useful way to apply an effective and subtle
combination of Knowledge Management into the firm. Additionally, precise knowledge also
denotes the integration of knowledge. Huber (2001) proposed that understanding the implicit
knowledge is sometimes difficult for the owner to explicate and converse. In cases where a
particular piece of knowledge in the organization is made simple to become common
knowledge (in order to make an announcement easier in the organization), it is predictable
that important information will be misplaced (Grant, 1996a). The higher-degree complexity
of knowledge leads to more complexity faced by companies when attempting to integrate that
knowledge.

Organizational Leamning tricks provide a better appreciation of the entire firm (Chiva-Gomez,
2003; Hung et al., 2005) and generate open communication with minimal defense (Nonaka &
Takeuchi, 1995). Wijnhoven (2001) recommends that Organizational Leamning needs people
who can donate to the organizational knowledge base. Through Organizational Leamning,
workers have more opportunities to cooperate with each other, so that the ability of
Knowledge Management for the acquisition, transformation, and distribution of presented
knowledge can be obtained. Gnyawali and Stewart (2003) further conclude that operational
training in the organization strengthens the presented knowledge and the allocation of

knowledge throughout the organization. In addition, Drucker (1993) studied that learning




organizations existing in an energetic atmosphere will improve the quantity and quality of
information transmission and the gathering of knowledge. Cohen and Levinthal (1990)
suggest that the company’s ability to learn will improve both the creation and application of

knowledge.

The organizational structure should have access to and integration of knowledge transfer
between associates of the organization (Grant, 1996b). Integration of knowledge helps
organizations to merge inside and outside communications and knowledge through the
combination of them. The Grant (1996b) study suggests that incorporated knowledge is the
key for the organization to create knowledge-management capability. He assumes that the
majority of managerial skills necessitate the incorporation of knowledge from different
people. Moreover, Huang and Newell (2003) demonstrated that the competitiveness of

companies depends on their ability to incorporate knowledge through an efficient approach.

Badii and Sharif (2003) recommend that with no efficient amalgamation of knowledge,
companies need more time, resources and information security, thus obstructing innovation.
The wider that the body of knowledge is integrated, greater will be the diversity of the people
involved (Grant, 1996b). Diversity resulting from the integration of knowledge and
information helps people in the firm 1o correspond with each other and generates a new body
of thought. In addition, Grant (1996b) suggests that the company is able to re-configure

existing knowledge to promote continuous innovation.

When organizations create value by providing innovation, they must be prepared to have
enough time to think of their employees and make appropriate ideas for sustaining the
innovations that are needed for the development of the organization. Employing valuable
practices, as well as the transformation and combination of existing knowledge are the main

ways in which new knowledge can be introduced (Egbu 2006).



Combinative capabilities allow firms to generate new permutations of existing knowledge to
be accessed and use multiple sources, kinds, and structures of knowledge in people and
procedures (Kogut and Zander, 1992). Methods and practices maximize the combination of
knowledge that governs the legal form, changing the efficiency, range and suppleness of
tegration (de Boer et al., 1999). According to (Szulanski, 1996; Moran and Ghoshal, 1996),
the integration of different types of knowledge can be accomplished by communication
convenience, contribution and participation. The direction (of expertise) interaction
confributes to the plan of procedure influence (coordination and socialization skills) of both
types of interaction (Grant, 1996a), thus contributing to the success of the integration
(Szulanski, 1996). Therefore, the different types and structures of knowledge affect the

application of the combinative capabilities to meet the requirements of mtegration.

The development of a climate of education and participation: Mullen and Lyles (1993)
suggest that permanent organizational learning will further the competence and efficiency of
the organization’s innovation process (Ju er al, 2006). A learning culture supports
institutions to subject not only the information they practice, but also whether their approach
to innovation is pertinent. Organizational characteristics, such as rotation, departmental teams
and the delegation of responsibilities contribute to adaptive learning and promote innovation
in the organization (Lundvall & Nielsen 2007: Nederhof et al., 2002). It also ensures that the
partners are integrated in a chain and they continuously learn (within the organization) in
order to promote innovation and competence in the organization. A participatory type of
culture which is smooth, has open communication channels, promotes contribution and
attachment in decision-making, augments the distribution of information, is advantageous to

a superior knowledge-management practice and encourages innovation (Rezgui 2007).




1.2 Problem Statement

In a leamning organization, management remains vigilant in visualizing problems and to
present solutions 1o overcome any lapses. The organization develops strategies to improve the
necessary skills that are essential for the growth of the entity. Similarly, variations in the
demographic characteristics have an impact on the desired results for innovation and
organizational performance. It is, therefore, imperative to ascertain the effect of demographic
characteristics on the knowledge-management system, innovation and performance of the
organization. This study endeavors to determine how knowledge-management practices and
knowledge-integration capacity enhance the innovative capabilities of the organization. This

study also ferrets out how innovative practices improve the organization’s performance.

1.3 Research Questions:

* What is the impact of knowledge-integrated capacity on innovation?

* What is the impact of knowledge-management practice on innovation?

» How does innovation help to enhance organizational performance?

*  What is the impact of knowledge-integrated capacity on organizational performance if
innovation mediates among variables?

* What is the impact of knowledge-management practices on organizational
performance if innovation mediates among variables?

*  What is the overall impact of knowledge-integrated capacity on organizational
performance?

* What is the cumulative impact of knowledge-management practices on organizational

performance?




1.4 The Objectives of the Study

The objectives of the study are:

1. To analyze the effect of knowledge-integration capacity and knowledge-management

practices on innovation.
2. To examine the effect of innovation on organizational performance.

3. To analyze the mediating effect of innovation, between knowledge-integration

capacity and organizational performance.

4. To study the mediating effect of innovation, between knowledge-management

practices and organizational performance.

5. To ascertain the effects of demographic characteristic segment practice, and

encourage innovation (Rezgui 2007).
1.5 The Rationale of the Study

It is essential to determine the major factors of contribution in organizational performance
and to meet the demand of diversified functions of products and practices. It is, therefore,
vital to find those essential factors, analyze their outcome and put the same into practice for
achieving the results of the organization's growth through innovative practices, Recent
survey data shows that while many organizations have implemented knowledge management,

not many of them are flourishing in their knowledge-management practices.

The study of Kloot (1997) demonstrated the effects of knowledge-management strategies and
knowledge-management capabilities on organizational leamning. Kloot (1997) stated that
orgamizational leaming is a practice by which organizations can perceive problems and

present a set of solutions to the problems. Knowledge gleaned from internal and external



traming events has turned into a tactical practice that makes possible the acquisition of and
use of existing and new knowledge in the organizations (Pablos, 2002), Diverse knowledge
bases and dissimilar strategies in the expansion and exploitation of knowledge are directly
related to differences in productivity between organizations (Bierly & Chakrabarti, 1996).
While organizations acknowledge the significance of producing, administering and
disseminating knowledge across the company, most of them are unable to make an effective
Knowledge-Management strategy (Chase, 1997). As such. this is a big problem for
companies, as the appropriate stralegy, organizational learning and an improvement in the
skills required for the future, provide an excellent opportunity to acquire Knowledge-

Management capability,

Worren er al., (2002) argued that, in an aggressive environment, the impact of Knowledge-
Management strategy on knowledge integration as well as Knowledge-Management
capability, companies must concurrently shift to organizational structures and strategies so
that an inimitable and elastic arrangement can exert a significant impact on Knowledge-
Management capability. Boer er al. (1999) argue that companies with the possibility of
integrating obtainable knowledge into fresh structural knowledge as a proposal for
introducing fresh merchandise marketplace combination. Grant (1996b) recommended that
companies could incorporate knowledge according to three main criteria: effectiveness, range
and elasticity. Boer et al. (1999) suggests that the context in which the company operates is a
kind of integration that is deemed necessary. In other words, an unanticipated robust is
needed to meet the typology of Knowledge-Management strategy and integration of
knowledge types in order to achieve a higher level of productivity and innovation. Choi and
Lee (2002) argue that the system based on Knowledge-Management strategy. focuses on
Knowledge-Management capabilities and Knowledge-Management integration opportunities

for explicit knowledge expansion,



‘Knowledge Management’ (KM) has become a distinctive feature to support the presence in
ever-changing environments (Grant, 1996).The capability of organizations to integrate their
intellectual assets on their core competencies is the key to sustainable competitive advantage
in the marketplace, There is a need of greater focus on Knowledge-Management
organizations to adopt new roles and for the implementation of various Knowledge-
Management technologies. The new role began to emerge as a major knowledge (Davenport
& Prusak, 1998).There are different technologies for creating and maintaining organizational
memories as announced, such as portals, repositories and joint systems. Combined, these
products are positioned as the dominant force of competition for companies in the knowledge
economy. It is knowledge management who create positive impact on organization; it creates

and manages to promote innovation.

"Knowledge’ is an important resource for sustainable competitive advantage (Bock & Kim,
2002; Toffler, 1990; Quinn & Rivoli, 1991; Davenport & Prusak, 1998; Drucker, 1993).
‘Knowledge’ seems to make sense only source in the knowledge market, dissimilar to
conventional manufacture funds such as wealth, employment and property (Drucker, 1993,
1998). ‘Knowledge’ is a multi-faceted theory to describe and evaluate. Descriptions of
"knowledge” vary from theoretical to realistic, tapered to extensive. Wiig (2004) illustrated
‘knowledge” as reality and belief, opinion and thoughts, conclusions and opportunities,
methodologies and expertise. Beckman (1999) treats ‘knowledge’ as a powerful display of
information and facilitated data, productivity, dilemma solution, choice making,
and education. Davenport and Prusak (1998) stated that ‘knowledge’ is a liquefied mix of
structured expertise, principles, background information and practiced approaches that

present a skeleton for assessing and integrating new knowledge experiences and information,

The study of Sveiby (1997, 2001) reveals two groups of knowledge: entity and development

knowledge. Consider that an entity of knowledge can be detected and processed in the
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information classification (Sveiby, 1997). Scientists in this area are focused on creating
systems of information supervision and collaboration, etc. Thus, they concentrate on the
utilization of innovative developments in Information Technology (Sveiby, 2001). If
‘knowledge’ is regarded as an entity, the emphasis is on creating and administering the
knowledge structure (Hsu & Sheng, 2005). Unlike the process of knowledge which
emphasizes how multi-faceted sets of energetic talents and capability, this is dealt with
constantly changing (Sveiby, 2001). In this area, scientists focus on training and the
management of these abilities and expertise independently (Sveiby, 2001). However, this
method is not quick. If ‘knowledge’ is seen as a process, then the emphasis is on knowledge
formation, transfer or exchange and distribution of the weight- distribution method (Hsu &
Shen, 2005). Nevertheless, the organization must achieve equilibrium in terms of competitive

benefit (Alavi & Leidner, 2001).

As previously stated, while many organizations have implemented Knowledge Management,
not many of them are flounishing in their practical application of knowledge-management.
Although Knowledge Management was recognized for improving the organization’s
activities, there are no events generated within the companies surveyed to appraise the worth
of the resources that were dedicated for the acquisition (Davies, & Hobday, 2005). The
concept of ‘Knowledge Management’ had appeared as a method to control knowledge.
According to Rastogi (2000), ‘Knowledge Management’ is a logical and comprehensive
process of management across all of the activities of the company's personnel and clusters in
the mvestigation of the main goals of the orgamization. These measures comprise the
acquisition, construction, storage, sharing, distribution, development and delivery of
knowledge. Darrok and Maknoton (2002) suggested that knowledge about management for

the management of set functions finds and manages the flow of knowledge within the
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organization to ensure that it 18 efficient and effective for the long-term interests of the

organization.

According to the previous description, ‘Knowledge Management® is an extensive approach.
This extensive capacity has directed several scientists to smash this conception and its key
aspects relating to the management of knmowledge, somewhat than short and simplistic
description. O'Dell and Grayson (1998) advanced the thought that Knowledge Management;
development discovery concealed assets by collecting, classifying, reassigning and using
knowledge to generate consumer importance and to achieve operational efficiency and
produce innovative products. Furthermore, adds Allee (2003) that the practice of producing,
maintaining and updating ‘knowledge’ to advance organizational presentation and assessment
creation is most significant in ‘Knowledge Management'. Scarborough, Swan, and Preston
(1999) established this view, but also stretched the consequence of study and work in the
organization’s improvement. Grover and Davenport (2001) added to the production of
knowledge and codification as main feature of ‘Knowledge Management’. Thus, the main

features of “Knowledge Management’ may be to acquire knowledge and education.

The possession of knowledge and education are more efficient in the use of obtainable
knowledge and the efficient construction of fresh knowledge is defined by discussion,
externalized, and distributed in the form of new knowledge (Lawson, 2003; Choo & Bontis,
2002). The acquisition and development of organizational knowledge contains not only the
association of knowledge in connection with the organization's purpose, visualization,
assignment and main beliefs (Allee, 2003), but also the distribution and dissemination of

personal experiences (Gold, Malhotra & Sehars, 2001).

Knowledge detain and storage procedures for recognizing fresh knowledge, as pertinent and

significant for present and prospect utilization and storage of this component of knowledge in
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an appropriate manner, so that anyone can access it in the organization (Lawson, 2003; Zack,
1999). Knowledge detains and storage spaces are imperative when knowledge is formed
(Hung, Lien, McLean, & Fang, 2006).We are in the age of ‘world knowledge’, whereby
Information Technology transformed the world and entered the information highway
network. Information Technology is bound to increase when used by organizations for
product quality, to improve workflow, to allow companies to respond to customers and to

improve interaction with customers and suppliers.

The transfer and dissemination of knowledge is essential for ‘Knowledge Management' in the
process of management (Lee, 2000; Bock & Kim, 2002). The terms, ‘knowledge
transmission’ and ‘exchange of knowledge' are frequently utilized as synonyms (Bock &
Kim, 2002). Knowledge distribution and transfer of describing industrial developments,
transmission, and the distribution of knowledge among individuals or groups involved in the
activities within countries and between orgamizations (Lin & Lee, 2005; Frappaolo, 2006:
Bock & Kim, 2002: Lawson, 2003). The distribution of knowledge should be obtainable in a
convenient way and in corresponding order, making it more comprehensible when interpreted

by the users themselves (Ribiere, 2001).

Technology has become a great pioneer of organizational leaming and knowledge
management as technical systems within the organization to determine how knowledge
travels across the enterprise and the knowiedge is made available. Ettlic and Bridges (1983)
suggest that implementing technical and policy maintenance organization and its commitment
lead to innovation which is always reflected. We are talking about such things as the
recruitment of technical personnel, the allocation of funds to develop new technologies and

support the traditions at the forefront of the technological sector in a given field.
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However, recent survey data has shown that while many organizations have implemented
‘Knowledge Management’ per say, very few are flourishing in their Knowledge-Management
endeavors. Although ‘Knowledge Management’ is recognized for improving the
organizational activities, there are no events generated within the companies surveved to
appraise the worth of their resources of knowledge (Longbottom & Chourides, 2001).
Research of Takeuchi (1998) on the results of a survey done on 80 large U.S. corporations
showed that very few managers feel that they administer their knowledge well (Ruggles,
1998; Dyer & McDonough, 2001; Bassi & Van Buren, 1999: Longbottom & Chourides,
2001). The execution of ‘Knowledge Management’ is a speculation that requires capital, and
it also entails effort to evaluate the outcome. Without computable achievement, keenness and

sustain for knowledge management is likely to maintain (Ranjit, 2004).

Thus, the current knowledge-management solutions are special, constrained by a strict and
limited understanding of the basic knowledge required to address the necessities of today's
spirited situation (Malhorta, 1998). Dissimilar points of view on the concept of ‘knowledge’
lead 1o a diverse explanation of ‘Knowledge Management’ and thus it is no surprise that the
probable results of the labors related to ‘Knowledge Management’ are explained in different
ways. Marr (2003) showed that many organizations have a narrow focus on ‘Knowledge
Management® as related to the management of Information Technology clarification such as
intranets and catalogs. Thus, ‘Knowledge Management’ practices and their expected results
have a narrow direction. Additionally, the intellectual growth of ‘Knowledge Management’ is
not stabilized and cleaned in the manufacturing world. Though ‘Knowledge Management’ is
used as a managing contrivance that is all about the competence, efficacy and innovation in
this era of knowledge (Gupta ef al., 2000) aimed at improving the understanding of generally

accepted accounting principles, or Knowledge Management (Stankosky & Baldanza, 2001).
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This is because organizations typically execute recogmized methods (Levette & Guenov,
2000).

‘Knowledge Management’ is difficult, because ‘knowledge’ is unsubstantial and facades in
different forms (Rowley, 2004). Polanyi (1958) demonstrated ‘knowledge™ as implied and
clear. Both the implied and clear knowledge are intangible assets because they can move
from one form to another form in an organization (Nonaka, 1990) resulting in the distnbution
of and relevance of knowledge. Fresh and precious knowledge will be fashioned and
implemented in goods, services and practices (Skyrme & Amidon, 1997). While implicit
knowledge is considered as a significant factor for spirited benefit, it is the goal of
‘Knowledge Management’ to make the hidden knowledge clear in order to win the efficiency
of industry. Nevertheless, only a little part of the organization's knowledge is unambiguous
knowledge (guidelines, manuals, databases, etc.). They also overlooked the assets, meaning
that they like the idea, intuition, guesswork, instinctive manners, morals, descriptions,

similes. and similarities (Nonaka and Takeuchi, 1995).

The process of ‘Knowledge Management’ highlights ‘knowledge™ as related to human
activities. It does not deal with the unique character of different types of knowledge or the
relative significance of different pieces of knowledge in the organization. Although the cycle
is common knowledge, all kinds of knowledge, the question of the balance between different
kinds of knowledge in the organization is equally important, as are the accumulation of

knowledge and the sharing of knowledge.

In considering the role of ‘knowledge’ in support of competitive advantages in a variety of
controls, possess inimitable knowledge sets such as decisive the degree to which spirited
benefit will be maintained (Prahalad and Hamel, 1990; Bamey, 1986). According to Collis

and Montgomery (1995), for example, different tests 1o assess the impact of organizational
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skills (and probably also the subjects of knowledge sets): Is the ability to copy difficult? How
strong is the capacity? What is the potential of the firm, its owner and of the remuneration for
keeping ability? How easy is the ability to replace? Possessed specificity of knowledge,
therefore. exerts a great influence on the organization's ability to achieve and maintain a high
capacity compared to its peers, through its superior perspective to give spirited advantages
and complexities linked with their replication and duplication somewhere else (Grant &

Gregory, 1997).

Additionally, the said business is so important that the problem of ‘Knowledge Management’
for spirited improvement has also been documented. Demonstrating the study of Cuganesan
(2005) illustrates that an organization should transform economic value by managing its
capital and knowledge processes, mainly due to the fluid nature of resources together and
utilize these resources through production processes. Similarly, Caddy (2000, 2001) describes
that such resources have an adverse effect, which leads to spiritual debt or, conversely, an
‘orphan knowledge’, if these funds are on the edge and put into organizational activity to
complete. This characteristic of knowledge is related to tacit to explicit informative_ (Nonaka,

1994; Polanyi, 1966).

Given the increasing number of IT applications and investments in ‘Knowledge
Management” by manufacturing companies, in the study we focus on the relationship
between IT support for Knowledge-Management focus, dynamic, knowledge-based skills and
entrepreneurial success. In particular, based on the dynamic capabilities theory, we expect to
support the view that ‘Knowledge Management’ has no direct impact on the final expenence,
but IT support for ‘Knowledge Management' has a direct influence on dynamic knowledge-
based skills, which in tum affects corporate efficiency. Based on a sample of 113 managers
from industry, IT supports for ‘Knowledge Management’ were significantly positive in

relation to dynamic knowledge-based skills, and the productivity of the company. There was
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no significant, direct relationship between IT and the business success of knowledge-
management support, assuming that the knowledge of dynamic capabilities is a complete lack
of explanation. It provides direct communication between IT support for the success of
‘Knowledge Management” and business and provides a potential basis for future research to
examine the impact of other types of IT investment on business performance. For production
management, the results show that carefully analyzed IT investments in relation to the

strategic directions of the organization must be made.

1.6 The Significance of the Study

This study should be a valuable document in the work of the orientation of the organization
towards performance where ‘knowledge’ plays a critical role; hence. it would be a true
document for the orgamization to make use of. Creating an environment of sharing ‘e-
knowledge’ is an important component of socio-economic factors, psychological aspects and
human management practices (Brown & Duguid, 2000). Firms believe, for example, to
constantly update knowledge resources through the creation of environments to support
‘Knowledge Management’, promote affirmative approaches towards the sharing of
knowledge and the creation of an international cultural organization, for the sharing of
knowledge. Job design, recruitment and teaching, direction and socialization plans,
evaluation and remuneration and reimbursement, open and credulous customs and an
assortment of practices of Information Technology to facilitate effective ‘Knowledge
Management’ is proposed. Lehner and Lehmann, (2004) recommended that the increase in
the staff members’ enthusiasm to distribute knowledge might very well depend on the
perceived faimess regarding the rewards for the sharing of knowledge. A victorious
development of knowledge sharing backgrounds needs an acceptance of the basic intellectual

standards of persons and associations. The cultural value readiness, defines_determines
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knowledge-sharing behavior (Jehn, Northeraft & Neale, 1999). It should be eminent, and also

differ among the intellectual standards between countries and even within countries, as a rule.

Creation of environment, knowledge sharing requires consideration as socio-economic
factors, psychological aspects and human management practices (Cabrera & Cabrera,
2005). Firms invited to believe, for example, to incessantly update knowledge resources
through the creation of environments to support Knowledge Management, promote
affirmative approaches towards knowledge-sharing and the creation of an international
cultural organization, for knowledge sharing. Job design, recruitment and teaching, direction
and socialization plans, evaluation and remuneration and reimbursement, open and credulous
customs and assortment practices of information technology to facilitate effective Knowledge
Management is proposed. Adya and O'Neill (2007) recommended that the increase in staff
enthusiasm to distribute knowledge might depend on very well connected with the perceived
faimess reward knowledge shaning. Victorious development of knowledge sharing
backgrounds needs an accepting of basic intellectual standards of persons and associations.
The cultural value readiness, culture defines determines knowledge sharing behavior (Kok,
2006). Tt should be eminent, also differ in that intellectual standards between countries and

even within countries, as a rule.

The uniqueness of the integration process illustrates aspects of the business potential of
integration, which affects the organizational structure (Grant, 1996a) and 1s necessary due to
differences in the types and forms of knowledge. This, in turn, requires specific needs in the
integration of knowledge (Kogut & Zander, 1992, 1995). The effectiveness of integration
reflects the extent to which the function will help in the development and use of personal
experience (Grant, 1996a). The degree of kmowledge integration refers to the width of

knowledge and skills among the firm’s capabilities (Grant, 1996a).
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Organizational and legal forms, usually on the number of hierarchical levels (Bosch et al.,
1999), and the method of operation are grouped together (Grant, 1996a) and separate
functional areas (Teece er al., 1997). In this circumstance, there are rules and guidelines for
integrating knowledge (Grant, 1996b) contribution, thus facilitating integration efficiency or
impeding the integration of more and more explicit knowledge (Stokes & Clegg, 2002;
Buckman, 2004). In this study, the effects of the three main organizational forms of
knowledge integration are considered: functional departments and matrix forms. Other forms,
such as networks and spherical forms (Miles & Snow, 1986, 1994), N-form (Hedlund, 1994),
and the hypertext form (Nonaka & Takeuchi, 1995) are recognized, but not as a very accurate
assessment of known charactenistics of the integration process through their properties (De

Boer ¢t al,, 1999),

Using and managing data, information, and knowledge within the organization is attempted
to gain a competitive advantage over organizations in the field of ‘Knowledge Management'.
‘Knowledge Management’ essentially consists of processes and tools for the efficient
collection and exchange of data and knowledge among the personnel within the organization.
In the previous decade, there was an explosion of information obtained by the company
through expanding the use technology. Collecting the information and knowledge
management controlled within a data warehouse containing the method to achieve the chiel
in the areas of performance (Matusik & Hill, 1998). A company that develops and uses
knowledge resources attains greater success than a company which is more dependent on
maternial resources (Autio ef al., 2000).

Approved and concentrated training applications of new knowledge leads to innovative
solutions and helps in changing management (Egbu, 2006). In addition, the staff members
enjoy helping others as the staff members have a strong commitment 1o share knowledge in

the organization. An intellect of confidence and competency provides incentive for
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employees, know-performance (Lin & Kuo, 2007)., An encouraging and supportive
environment motivates the staff members to communicate with each other. In addition,
enticement and rewards for knowledge-sharing are imperative instruments to encourage
employees to share information and knowledge. This not only improves the knowledge base
of organizations, but also enhances team spirit. It also helps employees understand where

they are in the collective aspect of the workplace (Hsu, 2006; Rezgui, 2007).

Changing people's ways of thinking and education trust: The main functions of culture are
interrelated internal incorporation and synchronization. Integration can be defined as a sense
of identity and commitment among staff members within the organization. The organizing
function, on the other hand, can be defined as a competitive boundary. An imperative factor
of corporate culture is an element of trust among the employees. The more that people trust

each other, the more likely that they will interact and share their knowledge with each other.

Technological tools such as intranets, databases, etc., or non-technological means, such as
brainstorming and collaboration, create the avenues of innovation. The transformation of
implicit knowledge in explicit companies increases their chances of sharing knowledge and
innovations of improving performance. Information management encourages innovation by
improving the innovator’s search for relevant information and knowledge together. Thus,
companies should have the right technologies, technological expertise will stimulate

innovation understood (Gordon & Tarafdar, 2007),
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CHAPTER 2

LITERATURE REVIEW

Management styles have been modified due to the gradual, technological improvements in the
recent past. The reliance on technology has increased the number of diversities. To be aware of
‘knowledge’ is a definite asset, so companies must increase their volume of knowledge. It is a
hell of a lot harder to beat a simple, focused strategy that is well-executed. Companies have to
update their *knowledge’ and revise their diversities in order to effectively use their resources so
that they can compete in the market and maintain them (the resources) as well. It is stated by
Harrison and Leitch in (2000) that, to stay in the market, organizations must continuously update
their knowledge. The easy access to information and the choice of products is forcing managers

to think differently, ensuring the effective utilization of resource.

The knowledge capability of an organization is made up through different resources. According
to Alavi and Leidner, 2001; Gold er al, 2001, organizational systems, organizational
environments and technology infrastructures are related to the organization's knowledge-
infrastructure  capability; knowledge application, knowledge protection, knowledge
transformation and knowledge application are related to an organization's knowledge-process
capability, Lee and Sukoco (2007) stated that tangible assets, natural resources and the effective
management of knowledge are deployed to achieve improved organizational performance.
According to Grant, 1996; Gold et al., (2001); Lee and Sukoco (2007); Zack er al. (2009), the
knowledge-management capability of an organization can be determined by combining these

resources and is linked to several measures of organizational performance. In the knowledge-
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based economy, the challenges faced by organizations are to manage these difficult activities, In
the modern economy, the roles played by ‘information’ and ‘knowledge’ are very important to
give new ideas to the workers of earlier economists, who had already hinted this concept, as did
Marshall (1965), Hayek (1945) and Schumpeter (1951, 1952). Antonelli (2008) contends that an
organization must able to create and manage knowledge to achieve its objectives in the
knowledge economy. According to Quintas er al., (1997), “*KM is a significantly critical process
to meet existing requirements, to identify and exploit existing and acquired knowledge assets
and, to develop new opportunities, knowledge management is critical”. Davenport and Prusak
(2000) argued that to be able to acquire the potential value of KM, organizations required to

critically formulate strategies.

Hansen (1999) said that, Organizations are not concentrated on money, rather they are more
focused on knowledge. Knowledge is scrambling money very fast. The necessary economic
resources are financial prowess, manpower and natural resources. Benjamin Franklin said that
"If a man empties his purse into his head, no one can take it away from him. An investment in
knowledge always pays the best interest.” Knowledge is the only thing that can radically modify
the scope of the company and pose the correct query whenever you wanted to find the answer of
any question. You cannot even think about the modification in the competitive environment of
the industry without having the knowledge. Through knowledge you can bring quality to the
services that your organization offers and to any product produced by your organization. The life
cycle of a product and market service time can be quickened in extraordinary ways with the help
of knowledge. To apply the knowledge in time and to derive benefits from this knowledge are

only possible through the management of knowledge.
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To operate an organization’s core to the corporate management’s objectives along with the
supporting processes, managers use knowledge. Knowledge Management is a stimulative
process that is used to increase the performance of company and to make the company more

proactive(Grant, 1995).

Worren et al. (2002) stated that Organizations are using a knowledge-centric environment for
their business rather than an asset-centric environment. Knowledge is creating super-ordinary
returns and added value as it is radically used in the traditional economics of organizational
assets. KM is a more reliable investment than many hard assets as it promises to provide
increasing returns. This incremental and continuous improvement is created by the following

three factors:

e A change in customers’ requirements
+ A change in the business environment

» Knowledge assessment is imperfect

2.1 Knowledge-Integration Capacity

Organizational design needs to access, and integrate transfer knowledge among members of an
organization (Grant, 1996b). Knowledge integration helps firms to combine internal and external
knowledge through communication and systems integration. Grant (1996b) takes knowledge as
integrated within the organization in order to create KM capability. He proposes that most
organizational capabilities require the integration of knowledge from a number of individuals.
Furthermore, Huang and Newell (2003) state that a firm’s competitiveness depends on its
capacity to integrate knowledge in an effective manner. Badii and Shanif (2003) suggest that,
without effective knowledge integration, the firm needs to spend more time and resources
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administering and guarding information, thus impeding innovation. The wider the scope of
knowledge that is integrated, the greater the diversity of the individuals involved (Grant, 1996b).
Diversity resulting from knowledge and information helps individuals in the organization to
communicate with each other and it sumulates more ideas. Furthermore, Therin (2002) states
that when a firm has the ability to acquire knowledge and integrate existing knowledge with new
knowledge, the firm should be good at producing process or product innovations. Grant (1996b)
proposes that a firm’s capability for re-configuring existing knowledge is a way of promoting

continuous innovation.

Previous studies about how to efficiently improve KM capability are still controversial
(Birkinshaw er al, 2002). First, the characteristics of knowledge have been categorized from
many perspectives. However, not a single, agreed-upon set of definitions has been identified. For
example, Polanyi (1962) classifies *knowledge’ into two categories: explicit knowledge and tacit
knowledge. Explicit knowledge can be codified and shared in the form of hard data, manuals,
codified procedures or universal principles, while tacit knowledge results from an individual's
experience and is only revealed through its application. Spender (1996) proposes that knowledge
can be held both by individuals or else collectivity. Collective knowledge comes from
knowledge integration: it is the combination of the coordinated efforts of several individuals who

hold different but complementary skills (Grant, 1995).

K-M capacity is defined as the ability of firms in the acquisition, conversion and application of
knowledge. Knowledge will not be able to promote innovation if it cannot be shared or
distributed to the relevant people. Through the assistance of information technology such as
intranets, data systems, or non-information technology tools such as brainstorming sessions and

research collaboration, firms can exploit knowledge within the organization (Carrillo er al.,
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2004). Thus, firms can increase innovation through the application of knowledge. By conversion
process, firms can share, assimilate and improve innovation performance via transforming tacit
knowledge into codified or explicit knowledge. Thus, firms can promote their K-M ability and

initiate greater innovation.

Worren ef al. (2002) argue that, in a highly competitive market, firms need to simultaneously re-
align organizational structure and strategy so that a more unique, flexible, and firm-specific
configuration could exert significant effects on K-M capability. Boer ef al. (1999) contend that
firms having the capability to integrate existing knowledge into new architectural knowledge can
provide a platform for carrying out new product-market combinations. Grant (1996b) suggests
that firms can integrate knowledge through three major dimensions: efficiency, scope and
flexibility. Boer ef al. (1999) propose that the context in which a firm operates determines the
type of integration process which is required. In other words, a contingency ‘fit’ is required to
typologies of K-M strategy and types of knowledge integration in order to achieve better K-M
capability and innovation. Choi and Lee (2002) contend that system-oriented K-M strategy will

enhance knowledge integration and KM capability for explicit knowledge.

Kloot (1997) states that organizational leaming is the process by which firms can detect
problems and provide solutions. Knowledge gleaned from internal and external learning
activities has become a strategic process that facilitates the acquisition and deployment of an
organization’s stock and flow of knowledge (Pablos, 2002). Different knowledge bases and
different strategies in developing and deploying knowledge result in performance differences
between firms (Bierly & Chakrabarti, 1996). However, while the importance of creating,
managing and transferring knowledge has been recognized by firms, most have not been able to

transform this into an effective K-M strategy (Chase, 1997). Thus, it is a big challenge for firms
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to establish a suitable knowledge strategy that improves organizational learning and further
creates superior K-M capability. Long and Fahey (2000) and Krogh (1998) have argued that
firms with human-oriented K-M strategy will have a better attitude towards learning and
innovation because the sense of care gives rise to trust and empathy, which can encourage the
organization’s members to communicate and cooperate better. It is argued that, within a culture

of care, individuals may have more favorable perceptions of K-M activities.

2.2 Learning Culture

In 1998, Davenport and Prusak clearly identified ‘culture’ as a necessary asset which is the base
for successfully implementing knowledge-management systems. In 2003, Malhotra strongly
advocates the need to develop a culture where learning, sharing and creating ‘knowledge’ is
present at all levels. Malhotra conjectures that this will be a sign of successful durability in the
future. When you have knowledge about this culture, the employees will be hired with an urge

for intellectual eagerness.

In 2003 it was stated by Malhotra that if you want to get success you should develop a learning
culture, which has the ability of quickly adopting to change. The philosophy of Malhotra is that
in today’s environment only certain things can be modified. The companies that are ready to

accept change and take decisions on time will possess competitive benefits.

‘Knowledge® is power. Through the integration of systems and communication, organizations
can integrate their external and internal knowledge.Grant (1996b) takes knowledge as integrated
within the organization in order 1o create knowledge-management capability. Grant suggests that
the organizational capabilities need the integration of knowledge from a number of individuals. It
was stated in 2003 by Huang and Newell that the competitiveness capacity of an organization is
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depends on the company’s ability to integrate knowledge in an efficient way. “We have an
opportunity for everyone in the world to have access to the entire world's information. This has
never before been possible. Why is ubiquitous information so profound? It's a tremendous
equalizer, Information is power.” Eric Schmidt (2009). In 2003, Badii and Sharif suggested that
the firm which needs to spend more resources on administering, guarding information and time
without having effective knowledge integration, impedes innovation. Grant (1996b) contends
that if the scope of integrated knowledge is broad, it will increase the diversity of the individuals

involved.

Strategy that comes from knowledge and information helps the individuals in the organization to
communicate with each other and generates more ideas. As stated by Therin (2002), when an
organization is willing to learn and gain knowledge and integrate previous knowledge with new
knowledge, the organization should be eligible to producing process and innovating products.
Grant (1996b) said that in order to promote continuous innovation, an organization must re-

configure its existing knowledge,

Past studies of the methods of efficiently improving knowledge-management capabilities are still
controversial (Birkinshaw ef al, 2002). Firstly, the characteristics of ‘knowledge’ have been
divided from many different sources. No one has agreed on the set of definitions that has been

identified.

In 1962, Polanyi divided knowledge into two types: tacit knowledge and explicit knowledge.
Tactic knowledge can be gained from the experience of any individual and is only made concrete

via its application. Knowledge must come through action; you can have no test which is not
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fanciful, save by trial, while explicit knowledge can be shared and classified in the form of
manuals, hard data, universal rules and classify methods.

In 1996 Spender suggested that information can be gathered collectively by individuals.
Collective knowledge is obtained through the integration of knowledge: In 1995, Grant stated
that you can get collective knowledge through the coordinated efforts of several individuals who

have different, but complementary, skills.

Knowledge-Management capacity is defined as the capability of an organization in the
accomplishment, conversion and implementation of knowledge. Knowledge will not be capable
of promoting modification if you cannot distribute or share it with the relevant personnel. With
the help of information technology such as data systems, internet or non-information technology
sources such as conceptualizing sessions and collaborated researches, companies can exploit
knowledge within the organization (Carrillo er al, 2004). Through the implementation of
knowledge, companies can increase modification. Companies can comprehend, share and
improve modifications by a conversion process. Firms can enhance their innovation performance
through transforming tacit knowledge into explicit or catalogue knowledge. Thus firms can bring

forward more modifications and they can also promote their knowledge-management ability.

In 2002, Worren et al. contended that in a market which is highly competitive, firms need to
continuously modify organizational structures and diversities so that a more flexible, unique and
firm-specific composition could provide indicative effects on the capability of knowledge
management. Grant (1996b) contends that firms can integrate knowledge via three main aspects.
These are: scope, flexibility and efficiency. In 1999 Boer ef al., suggested that the framework in
which an organization operates determines the type of knowledge-integration process that is
required. In other words, a haphazard fit is required to typologies of knowledge-management
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diversities and knowledge-integration types to attain better knowledge-management capability
and modification. In 2002, Choi and Lee argued that system-oriented knowledge management
diversity will enhance the integration of knowledge and the ability of knowledge management
for explicit knowledge. It is stated by Kloot (1997) that firms can detect problems and provide
their solutions by the process of organizational learning. MacMillan, (1924) states that,
Education is the acquisition of the art of the utilization of knowledge. This art is very difficult to
impart. We must beware of what 1 will call "inert ideas" that is to say, ideas that are merely
received into the mind without being utilized or tested or thrown into fresh combinations, The
process of information in terms of its underlying organization, it betters the learning and later
retrieval of that information. This processing requires active involvement. The learner must
verify an understanding of the structure by receiving feedback, from the internal and external
environments, on the encoding choices made. Pablos (2002) states that knowledge activities have
become a strategic process from internal and external learning that facilitates the deployment and
accomplishment of an organization’s stock and flow of knowledge. Bierly and Chakrabarti,
(1996) confront that different knowledge diversities and knowledge bases in developing and
deploying knowledge give results in the form of performance differences between companies,
Chase (1997) claims that, even though the companies have recognized the importance of
managing, creating and transferring, mostly these firms have not been able to transfer this into an
effective knowledge-management diversity. To establish suitable knowledge diversity is a big
challenge for firms; therefore, they should create superior knowledge-management capability

and improve organizational learning.

In its broadest sense, ‘learning’ can be defined as a process of progressive change from

ignorance to knowledge, from inability to competence, and from indifference to understanding,
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In much the same manner, organizations can be defined as the means by which we systematize
the situations, conditions, tasks materials and opportunities by which learners acquire new or
different ways of thinking, feeling, and doing. Power of growth is learning and individual
learning is the essential resource to further the progress made in business. Thus, in an
information-explosive society, firms can acquire more knowledge and, there will be more
benefits. Learning is not attained by chance; it must be sought for with ardor and attended to with
diligence (Abigail & Adams, 2000). Hong (2001) stated that learning achievement means the
ability to control information. Chou (2003) suggests that a process through which we obtain

knowledge and improve our behavioral approach is the firm’s ‘leamning’.

In 2004, Heijden suggested that a firm's ‘learning’ is a type of experience conclusion, a
procedure to find and innovate new knowledge, together with the collaboration of the
organization’s input of knowledge. ‘Learning’ is a social process that occurs through
interpersonal interaction within a cooperative framework. Individuals, working together,
construct shared understandings and knowledge. The academic definition of ‘organizational
learning’ means that the ‘learning’ firms are those that cover individual, group and whole-firm
learning with continuous progress made in the effort of both organizational and individual
learning. It is a type of collaborative task to reach an organization-shared vision. However, the
learning capability of an organization depends on the response capability against the radical

modifications in the environment (Kochan & Useem, 1992; Mathews, 1994; Redding, 1997).

Senge (1990) states that, to achieve common goals and acquire excellent achievement within the
learning organization, collaborative work of firm members in different ways than the

conventional operation but with mutual understanding, trust and supplementary aids is very



essential. To establish the learning organization, every discipline item is imperatively required.

Aksu and O~ zdemir (2005) give the summary of the main points of learning firms as:

e The learning firms required to modify the current applications and the views of the
organizational members.

* The learning organization has direct bearing on the future of the organization.

* Toimprove, the organizations must modify their strategies for progress.

* The learning of all members in the organization must be made easier.

* Itis necessary for all members of the organization to give their input.

The ‘learning organization® capacity covered within this research focuses on the five main
disciplines of building shared vision, personal mastery, improving mental models, analytical
thinking and team learning. Senge (1990) proposed that to serve as the criteria for measuring the
learning extents of the business organizations. In 1990, Garrate proposed that to develop
learning organizations, the administrators shall previously propagate the learning abilities of
working members and individuals. In addition, it is more important to create a culture and
climate of the firms' learning (Watkins and Marsick, 1993: Pool, 2000: Hall, 2001). In 2001,
Daft also contended that the ‘learning firm’ is a critical aspect to possess the organizational

culture and to make the effort to encourage firms to bring about change and adaptations.

Al present, there is an increasing consensus on the idea that firms are trying to introduce a
culture which increases the level of communication between their workers: they are also doing
experiments and taking risks to encourage the workers to ask questions about the working
methods and fundamental beliefs. So it will create an environment which is suitable for the

progress in their learning capacities (Lopez & Ordas, 2004). In 1999 Yeung ef al., stated that,
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within the learning organizations, leaders need to design the system and culture and bring

workers with simultaneous challenges to create prosperous futures for their firms.

In 1998, Davenport and Prusak declared that, to successfully implement knowledge-management
systems, culture is an important asset which provides the foundation for it. Malhotra (2003)
proposed that it is necessary to create a culture which provides the environment where sharing,
creating knowledge and learning is present at all levels. He forecast that this will be a feature of
the successful organizations of the future. If you have awareness of this culture, the workers will
be hired with an urge for inventive and creative curiosity. In 2003, Malhotra contended that you
have to develop a learning culture to achieve success and one which will be quick to adopt
changes. His philosophy is that, in today's environment, the only certain thing is change. To gain
competitive advantages, the organization should be ready to bring about change and take quick

decisions at the correct ime.

There is no doubt that to derive competitive benefits, learning is absolutely necessary. Love ef
al., (2000) contends that learning lies at the genesis of partnering. In particular, there are three
key issues: learning, continuous betterment and a learning climate. This learning-friendly culture
forms the basis for developing a leaming organization. In 2001 Kululanga er al., proposed the
nature of organizational learning, and emphasize that a learning culture is necessary to bring in
both cognition and behavior through transitional leamning. “In most organizational-change
efforts, it is much easier to draw on the strengths of culture than to overcome the constraints by
changing the culture” (Edgar Schein,1999). A leamning environment is necessary for the
consortium formed by the project parties and individual organizations. Once you create a
‘learning culture’, partnering team members are more willing to accept new knowledge, skills

and technology. “We found that firms with cultures that encompassed all of the key managerial
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constituencies (customers, stockholders and employees as well as leadership from managers at

all levels) out-performed, by a huge margin, those firms that did not have those cultural traits.

Tracey et al. (1995), states that provide a good foundation for understanding culture.
Intrinsically, a learning culture is used to explore the ways to experience leaming, how to make
continuous progress, and how to develop a learning environment. Although a learning
environment and continuous improvement are related to each other, they affix themselves to
distinctive topical issues. Gravin (1993) contends that as continuous learning is essential for
continuous improvement, it is a necessary process for gradual improvements. Senge (1990) states
that, to maintain a competitive position in the turbulent environment, firms are focused on
learning. They are focused on the diversity of continuous improvement in their knowledge
assets. If you have been trying to make changes in how your organization works, you need to
find out how the existing culture aids or hinders you. Nonaka (1991) suggests that once a firm
has experienced a number of successful improvement cycles, it will spread the knowledge gained

throughout the entire organization, thereby leading to the synthesis of a ‘learning culture’,

A learning environment established a supportive environment in order for a learning culture to
evolve since strategic partnering involves a re-activation of partnering for new projects, whether
the organizations have accumulated experience or they are focused on continually improving.
Organizations are aware of the importance of the learning culture that it is necessary for the
construction companies which are forming new partnering teams, (Cheng & Li, 2002).We tend
to think that we can separate strategy from culture, but we fail to notice that in most
organizations strategic thinking is deeply colored by tacit assumptions about who they are and

what their mission is.
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Bohn (1994) proposed that you must manage the knowledge as if it is capital. Thus, you also
have to manage the experience. As experience is accumulated from time to time, it is necessary
to structure the inventive assets (Bontis, 1998); that is, to structure an organization to become a
learning organization (Hidding & Catierall, 1998). Another way of expressing accumulated
experience from individual learning is ‘human capital’ (Hudson, 1993). Such human capital
becomes the capital of a learning organization. Pool (2000) and Hall (2001) states that dunng the
process of encouraging the workers to learn, it is essential for the existence of organizational
culture to support the organization learning so that the organization can easily improve, obtain

and transfer the knowledge which 1s required.

Kasper (2002) states that because leaders clearly affect the organizational operation, the most
important issue in an organizational culture, is the relationship between the learning organization
and its leadership, and is so with increasing emphasis. From the aforesaid research reports, we
find that organizational culture and leadership is a critical relationship in creating a learning
organization, and encourages workers to use the leamning facilities. Thus, the first research
motive within this research is intended to search the relationship between organizational culture,
the learning organization and its leadership. Success in business requires training, discipline and
hard work. But if you're not frightened by these things, the opportunities are just as great today

as they ever were (David Rockefeller, 1915).

Gardiner and Whiting (1997) indicate some well-established research results and the said
research results indicate that the altered behaviors of the learning organizations in response to
external climate can bring an improvement in the job performance and satisfaction of workers
and also have beneficial effects on the organization’s performance. In 2001, Hong suggests that

the operation efficiency of a learning organization can allow workers to possess the skills of

34



interaction, correct social manners and personnel companionship with the result that it will
reduce the absence rate and job turnover rate and boost the workers” morale. The promotion of a
learning organization is required to improve job satisfaction and we can find it from the practical
instances of research. Extensive leaming of culture, system thinking and the encouragement of
continuous learning is possible under flexible experiment. It will change the workers™ behavior
and opinion towards jobs and increase the internal mental satisfaction. Furthermore, improving
workers” idea about values and authorizing workers can actually enhance job motives, willing

and also intensify external satisfaction.

Buckler (1998); Popper & Lipshitz, (2000); Hall (2001) have investigated the attitude of the
learning organization through operation models and theoretical contents. Organizational culture
is mostly seen as an essential condition and the facilitating factor for organizational learning to
occur (e.g. Ahmed er al,, 1999; Baetz (2003); Campbell and Caimns, 1994; Conner and Clawson
(2004); Hill (1996); Maccoby (2003); Marquardt (1996); Marsick and Watkins (2003); Pedler ef
al., 1997). In the related literature on this subject, the cultural orientation towards learning is
called “oriented learning culture” or simply “learning culture™ or you can say “a type of culture
that a learning organization should have”.Wang e al, (2007) states that, in practice, an
organizational learning culture can be the core of a learning organization and the broader aspect
of an organizational culture. Answering the two basic questions gives you the concept of the
‘learning culture’ what it is and what its responsibilities are and is a useful exercise. The authors
that have studied this kind of culture say that the leaming environment can be described as an
organizational environment that is oriented towards the promotion and facilitation of employees’
learning, its share and promulgation, in order to contribute to organizational development and

performance (Rebelo & Gomes, 2009),
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With this definition, we want to emphasize the central idea underlying this kind of culture, that is
to say. that organizational success can be achieved through group learning or organizational
learning and individual learning. This culture promotes and values individual learning with the
objective that individual learning can be increased through the sharing process. Schein (1999);
Marsick and Watkins (1999) proposed that, in the recent past, writers have focused on the
coercive nature of the learning wave in organizations and that the organization must compel
employees to learn and that the transformation of learning into an obligation can provoke
apprehension. For a firm that wants to become a learning firm, it is necessary for employees to
contribute to it through learning, knowing that it is a covenant relationship--as the firm realizes
oreater success, its workers will also benefit. Moreover, this main idea behind the definition is
responsible for the relevance of the learning culture, its importance and re from the 1990s up 1o

the present time.

Facing more and more universal, dynamic and inconsistent environments, culture-oriented firms
need productive leaming that leads to new and useful knowledge which provides innovative
ways to optimize processes and to solve problems and it also increases the chances of a firm to
achieve success. From individual commitment to a group effort that is what makes team work, a
company work, a society work, a civilization works (Vince Lombardi). According to Ahmed et
al. (1999); Hill (1996); Schein (1992; 1994); Marquardt (1996); Marsick and Watkins (2003);
MecGill and Slocum, (1993); Simons (1996); Reeves (1996), regarding its responsibilities or the
framework that discriminate this type of culture from other cultures, you can easily see the points
of convergence among writers. Among them, learning can be highlighted as one of the
organization’s core values, concern for all stakeholders, a focus on people, invigoration of

analysis, exhilaration of an attitude of responsible risk, an expedition carried out to identify
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errors and to learn from them and encouraging open and intense communication, as well as to
promote the interconnection, cooperation and sharing of knowledge. The focus is on the
relationship between the leamning environment and its possible outcomes, for example, Baetz
(2003), Bates and Khasawneh (2005), Egan er al., (2004), Yang (2003), Lo'pez er al., (2004),
Reardon (2010), S * kerlavaj et al., (2007), and Thompson and Kahnweiler (2002) stated that
learning is the most important factor in the organizations which have culture-oriented
environments for productive and conceivable ways to find its link with other organizational
variables that could interact for its progress is an issue for academics and practitioners. Actually
through it we can understand the worth of these variables for the maintenance and development
of a learning organization and it also gives managers the information which helps them to deal

with the progress of this kind of climate in their firms.

Fiol and Lyles (1985) suggest that though ofien seen as the outcome of learning, the
organizational structure plays a critical part in determining these processes (p. 805). According
to these writers, a flexible, decentralized and organic organizational structure seems to be linked
to the promotion of learning in organizations and, quoting Morgan and Ramirez (1984) focuses
on the idea that the organizational structure is designed in a way that promotes learning culture.
Actually, in the past, Shipton et al. (2002) discovered a negative relationship between
organizational learning mechanisms and centralized structures because little attention has been
paid to the relationship between organizational structure and organizational learning. In 1999,
Hong said it is expected that, to some extent, a structure with organic characteristics will be
related to cultural orientation towards learning in organizations. Regarding the variable of the
organization aspect, Davenport and Prusak (1998) state that it is easier to share, create and

transfer the knowledge of a small or medium sized workforce organization than that found in
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large-sized organizations. Working with a sample of Portuguese manufacturing enterprises, it
was found that there was no sententious discrimination between small, medium and large
organizations in relation to the way they managed their knowledge (Cardoso, 2008). However,
Chandler er al. (2000) found that organizational sententious and formalization tend to inhibit
cultural orientation towards innovation. Schein (1992, 1994) states that to change the
organizational culture is something that is difficult and very slow. Secondly, organizational
learning as a management style or a way to react to rapid and new demands in the environment
(such as the expansion of information technologies and globalization) is, to some extent, recent,
older organizations have less cultural orientation towards leaming. Even if older firms have
made the effort to transform their culture, it is not an easy, linear or quick process. A ‘conscious’
business that is one that is conscious of inner and outer worlds. Would it, therefore, be a business
that takes into account body, mind, and spirit in itself, culture and nature? Put differently, a
conscious business would be mindful of the way that the spectrum of consciousness operates in
the Big Three Worlds of *self’, ‘culture’ and *nature’ (Ken Wilber). Schein (1997) said that: “I'm
especially struck by the glibness of those who call for the creation of learning cultures or cultures

of openness and trust as if culture could be ordered up like an item on a restaurant menu.”

Actually in a crystallized culture, it is difficult to bring change where the space for innovation
and leamning is limited, In this framework, Hodgkinson (2000), Salaman (2001) and Schein
(1992) focused on the view that organizational culture as a blocked factor of the progress of
organizational change programs that imply learning. Salaman (2001), based on Van De Ven
(1986), contends that the older, the larger and more successful that organizations are, the higher
the probability of having a set of systems and structures that inhibit leaming and innovation.

Hence, we could expect that organizational age might hinder the transformation of an
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organizational culture into a learning one. The purpose of culture change has to strengthen with
in the organization with various motivational tools; the culture should be treated just like other
management objectives. Employees who take an extra step to observe the values need to be
rewarded; they must be viewed as role models for others to follow. On the other hand, the
employees who do not believe in those values have to be eliminated from the system to reduce

their negative influence.

The culture of an organization is a construction of the people who work there, so the
organizational culture could be affected by some characteristics of organizational actors. Wang
et al., (2007) stressed that analytical variables are directly related to learning culture; employees’
analytical responsibilities can be linked with their perception of the organizational leamning

culture.

The organization’s learning culture is dependent on employees’ responsibilities, tenure in the
organization, age and level of education. Every organization’s culture is unique like a strand of
DNA. The Portuguese commonly had traditional careers. Employees’ tenures and ages are
normally related to each other and to organizational age. Related to the level of education, the
employees with a high level of education are predisposed, conscious and sensitive to learning in
the workplace. The existence of a learning culture can be related to these three employees’
responsibilities, but in different ways: the relationship between age and tenure is negative, acting
as credibility inhibitors; education is probably positively related to the existence of the culture,

acting as a potential facilitator.

Logician social scientists, as well as anthropologists in other fields, are coming to see that

“learning cannot be separated from the framework in which it occurs and to re-conceptualize
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cognition and learning as activities that occur through social interaction™ (Lettuce, 2002).
Researchers who have emphasized the importance of the contextual and social influences on
learning (Lave, 1997; Lave & Wenger, 1991; Rogoff, 1990) have spoken of ‘situated learning” or
and above all have “cast learning as a basic cultural and social activity and contrast it with
cognitive and behavioral models in which learning is an individual activity and as a widget that
can be easily separated from the framework in which it takes place™ (Lettuce, 2002). This socio-
cultural view also gives equal weight to the prominence of both the immediate setting as well as
to the larger one in which it is embedded, it shifts the focus to the multi-dimensional view of
learning from individuals. This learning style allows them to be seen as being both individual,
vet influenced by the social framework in which they have been created. Ngwainmbi (2004)
stated that the learning environment in Asia and, most particularly in China, is an authoritarian
and schoolmasterish method with the focus being on cooperative learning. This learning culture
is the only one that Chinese students are exposed to right from the preschool years where the

class size is between 40 and 60 students and the compliance of all is expected (Corwin, 2001).
2.3 Trust

Boon and Holmes (1991) proposed that a state involving confident positive expectations about
another's motives with respect to oneself in situations necessitating risk. The way an
organization is designed can have a significant effect on the trust that is engendered within its
walls. Organizational elements that affect trust include the ‘softer side’ of the house, including

values and behaviors, as well as the organizational structures such as hierarchies and processes.

McAllister (1995) states that the extent to which a person is confident in and willing to act on the

basis of, the words, actions and decisions, of another determines the willingness to do business




with another person, and to do that, first of all you have to develop some measure of trust, either

in the other person or in the system.

The conscious regulation of one’s dependence on another, according to Zand (1972), Cook and
Wall (1980) is correlated to the extent to which one is willing to ascribe good intentions to and
have confidence in the words and actions of other people. The leaders who work most effectively
are those who understand that their job is to make the team function. They accept responsibility
and don't sidestep it, but "we" gets the credit.... This is what creates trust and what enables you

to get the task done.

Creed and Miles (1996) state that the specific expectation is that another's actions will be
beneficial rather than detrimental and the generalized ability is to take it for granted . . . a vast
array of features of the social order. When trust is established, it leads to synergy,
interdependence and deep respect. Both parties make decisions and choices based on what 1s
right, what is best and what is most highly valued Mayer er al, (1995). The willingness of a
party to be receptive to the actions of another party based on the expectation that the other will
perform a particular action that is important to the trusting party, is irrespective of the ability to

monitor or control that other party.

Lewicki er al., (1998) state that the confident, positive expectations regarding another’s conduct
in a context of risk reflects an expectation or belief that the other party will act benevolently
(Whitener ef al, 1998). We are never so vulnerable as when we trust someone--but

paradoxically, if we cannot trust, neither can we find love or joy (Walter Anderson).

According to Rousseau er al., (1998) this is a psychological state comprising the intention to
accept vulnerability based upon positive expectations of the intentions or behavior of another.
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Butler and Cantrell (1984) suggest rectitude, competence, frangibility, allegiance and broad-
mindedness as key elements. Butler (1991) proposed eleven separate conditions that the trusted
party has to fulfill: competence, rectitude, frangibility, individuality, fairness, promise
fulfillment, allegiance, availability, broad-mindedness, receptivity and overall trustworthmess. In
their classic article, Mayer er al., (1995) emphasized on capability, benevolence and rectitude.
Cunningham and McGregor (2000, pp. 1578-9) and Mishra (1996, p. 265) have both made
powerful arguments for including ‘reliability’. In the realm of “personal” and the role of
“trustworthy.” we can point to personal beliefs and behaviors as indicated in the Trust Quotient,
but in business, trustworthiness is built through a set of daily operating principles.
Trustworthiness is built from habitually behaving in accordance with a set of commonly shared
beliefs about how to do business. Trustworthiness breeds trust (the reverse is also true); the
combination is what leads to trust and this, by the way, is quite measurable in its impact on the

end result.

Gardiner and Whiting (1997) state that developing trust between administrators and workers has
a critical effect on whether the learning firm can be successful or not. In fact, ‘trust’ is the
highest form of human motivation. John Eliot states that “like squirrels, the best n every
business do what they have leamed to do without questioning their abilities - they flat-out trust
their skills, which is why we call this high-performance state of mind the ‘Trusting Mindset’."
Moorman et al. (1992) said that trust is a willingness to rely on an exchange partner in whom one
has confidence.” According to Coulter and Coulter (2002), higher levels of trustworthiness lead
to a higher level of co-operation as well as lower levels of perceived nisk and uncertainty, and
vice-versa. Gulati (1995) states that trust deepens with repeated alliances between the same

partners. Parkhe (1993) said that trust is indicated by the increased lengthening of the
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relationship between the client and the service provider. Organizational trust has been treated
mainly as an interpersonal phenomenon (Mayer er al, 1995; Cummings & Bromiley, 1996;
Shockley-Zalabak er al., 2000; Tyler, 2003): “lateral trust” referring to relations between workers
and “vertical trust’referring to relations between workers and their immediate head, the members

of the top management or the organization as a whole (McCaulevé& Kuhnert, 1992).

This social approach to organizational trust is limited. First, the need for trust within firms has
strengthened because of the focus onm knowledge as a focal resource; virtualization and
globalization make the evolution of equitable trust more challenging. Temporary and
technology-enabled task forces, projects and virtual teams increase their *knowledge” work.
Leaders and supervisors have dual responsibilities, working as experts and only ‘part-time” as
supervisors (Alvesson, 2004). Axelrod (1984) proposed that, in many cases, workers may not
have a shared past or future vision. These settings provide limited chances for the natural
evolution of Equitable Trust. According to Zeffane and Connell, 2003; Schoorman e al., (2007)
trust between workers and trust between workers and supervisors is very thin and fragile, and
workers actually become less trusting, resulting in fewer natural opportunities for interpersonal
trust to evolve. Equitable Trust refers to trust in equitable organizational factors such as ‘vision’
and “diversity’, the capability of the top management, the goals of the top management. the
management group’s technological and commercial competence, structures, roles, carrying out
Justice, fair processes, technology and prominence, as well as human resource-management
policies (Costigan er al., 1998; McKnight er al., 1998; McCauley & Kuhnert, 1992: Kramer,

1999; Tan & Tan, 2000; Atkinson & Butcher, 2003: Kosonen ef al., 2008).

Within the framework of sociology, ‘trust’ is considered crucial in supporting comprehensive

coordination within social groups. Luhmann (1979) states that the chances and consanguinity
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characterizing modern life demand commitment to--and trust in--the system. He further
differentiated ‘trust’ in abstract systems and interpersonal trust: complex systems like
organizations require some basic confidence or trust, both in the institution and in being a
member of it, ‘Trust’ is a critical characteristic that is more essential to business performance

than ever,

According to the social-exchange theory and social psychology, ‘justice’ and the criterion of
cooperation are also critical elements in the dimension of organizational trust. This is visible in
the symmetry of the psychological contract between employer and employee (Rousseau, 1989;
Whitener, 1997; Blau, 1964). According to Parzefall, 2006, Rousseau et al. 1998 “Reciprocal
attitude may affect the dyadic relationship; it could also become a generalized level of exchange

and meta-psychological contract™.

According to Kogut and Zander, 1992, Foss, 1996 “Research on strategy beliefs and economics
is seen as a higher order organizing principle that enhances knowledge-sharing and transfer.”
According to the dynamics capability view of the firm, operational routines support adaptation in
difficult situations because of the dynamics-capability view of the organization. Human
Resource Management, leadership practices and organizing principles, and the responsibility and
decision-making processes among the members of the top management are complex factors (see,
e.g. Tzafrir er al., 2004). Creed and Miles (1996) state that the organizational culture in terms of
exception, values and identity has an effect on the disinterested nature of organizational trust.
Values which support trust are those which encourage the interdependent working together and
support of others, just because it is the right thing to do. Trust may be explicitly mentioned in

company values, along with themes such as *focus on the customer’ through which people can




legitimately request things of one another and trust that they will support activities that are

working towards these common goals.

Multi-disciplinary research emphasized on organizational confidence has identified that ‘vision’,
“diversity’, ‘decision-making processes’, ‘characters’ and the HRM practices of the top
management as sources of the disinterested element (Costigan et al., 1998; Atkinson & Butcher,
2003). Courtesy in decision-making and HRM practices are also complex factors (Tan & Tan,

2000; Kim & Mauborgne, 2003).

McCauley and Kuhnert (1992) contend that trust between management and workers 1s not
interpersonal in nature, but is derived from the responsibilities, laws and structured relations of
the firm. They said that trust is determined by the propriety and efficiency of the organizational
structures. Atkinson and Butcher (2003) argued that disinterested organizational trust is based on
the responsibilities and systems of the employer organization, especially with regards to the

perceptions of the other’s competence to fulfill the responsibility or task.

McKnight er al., (1998) divide disinterested trust along the dimensions of situation normality:
trusting that success is likely because the situation is normal, and structural confidence: believing
that success is likely because the contextual conditions, such as promises, contracts, laws and
guarantees, are in order. Zucker (1986) differentiates institution based trust from character-and

process-based trust, which could be built on certification, endorsement and indemnification.

Costigan ef al., (1998) states that the conviction of an organization is also evaluated based on its
leadership style and behavior. For most workers, the decision to trust the members of the top
management depends upon the results of its actions Moreover, it is argued by McCauley and
Kuhnert, (1992); Tan and Tan, (2000) that trust in top management is usually dependent upon

45



the result of its (the top management’s) effective decision-making. Perceived organizational
justice has an effect on experienced organizational conviction. Values which act to reduce trust
are often those which emphasize individual excellence and financial goals above any statements
of trust. Where employess are rewarded more for the achievement of individual rather than
group goals, this divisive encouragement is likely to lead to non-collaborative and untrustworthy
behavior. Discouraging such overt actions are the broader social rules, including what remains of

historical social values.

Whitener (1997) argues that organizations that make competent decisions generate greater trust
in its upper management. Employees feel that the trust in the organization is partially based on
its decision history, possibly in the hands of higher-level superiors with whom they have no
interpersonal relationships and they think that they have exchange relationships with the
organization as an entity. The trust placed in an organization can be evaluated through the
experience of these decisions, routines and activities and where people are dependent on each
other and there are reciprocal requirements between them. The dynamics for reciprocity is thus
set up by the difficult task culture and the limitations of time as well as the skills and control that
the individuals possess. Where dependence is a one-way street, positions of vulnerability and
power arise, in which the powerful can take advantage of the vulnerable, almost on a whim.
Power behavior in organizations often involves delays and ‘not now" can easily become a
technique of deliberate sabotage. Even when the powerful are well-intentioned, as most are, the
pressures of work lead them to prioritize dependent employees completely off the scale, thus
leading to unintentional sabotage (which is of little compensation to the dependent person who is

losing out).
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Blunsdon and Reed (2003) point out those characteristics of the production system that define
the framework in which *work" occurs, and are therefore included among the orgamization’s
values, as is reliance. Shockley-Zalabak er al, (2000) contends that trust in an organization
encompasses having the assurance that it is able to produce quality products in terms of expected

production technology.

Perry and Mankin (2007) contend that organizational trust incorporates the acknowledgment of
aims and values as well as a strong desire (by the employees) to identify with the organization.
According to Shockley-Zalabak er al., (2000), ‘identity’ depends how individuals manage the
ambiguity of separation and association as a worker of an organization: those who identify with

it are more likely to consider the organization as being worthy of trust.

Employees observe how outsiders such as customers, employees of other companies and the
media value their employer. Its notoriety may derive from the conviction of the firm and its
services or products, how familiar/popular the brand is or its position in the branch or in the
stakeholders’ networks. According to Gillespie and Dietz (2009) and Atkinson and Butcher
(2003), it is stated that an external notoriety that 1s determined to be ‘good’ by the employees,

leads to trust in the employer.

Whitener (1997) states the experience of routines, decisions and activities related o justice in the
firm’s HRM practices has an effect on experienced organizational conviction. In a similar vein,
Kim and Mauborgne (2003) contend that fair processes adhere to the human need to be valued as
a human being and not as a human asset or as a mere personnel member. Tan and Tan (2000)
state that a worker's level of trust may change if the firm does not compensate fairly or recognize

the worker’s roles.
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McCauley and Kuhnert (1992): Tan and Tan (2000), perceived that organizational support also
has an effect on experienced organizational conviction, In earlier research done by Rousseau
(1989), Whitener (1997) and Blau (1964), the pattern of reciprocity, especially in terms of the
psychological agreement between employer and employee, is discussed. Whitener et al., (1998)
state that the dissemination of correct information, explanations for decisions and openness in
communication affect (the employee's) discemment of the organization’s conviction. The

exchange of thoughts, ideas and communication in the form of honest information enhance the

feeling of trust.
2.4 Combinative Capabilities

Since Cohen and Levinthal (1990) called for the development of an assimilative ability of an
organization’s learning and innovation, the research on assimilative capability and its ancestor
(Liao er al, 2009; Lane et al. 2001 and Narasimhan et al., 2006) has grown rapidly.
Organizations require to effectively manage the flow of resources in order to be able to survive
and to grow in a competitive business environment. The view depends on the seizure of
increasing knowledge as a prominent responsibility related to research diversity. The knowledge
based view describes that tacit knowledge is the critical component of the value that an
organization adds 10 input, and that an organization’s capability to transmit this tacit knowledge
is a very important source from which competitive benefits may be realized. Companies which
have a good assimilative capability as well as coalescence capabilities can compete efficiently. A
capability is the capacity for a set of resources to interactively perform a stretch task or an
activity. Through their continued use, capabilities become stronger and more difficult for

competitors 10 understand and imitate. As a source of competitive advantage, a capability
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"should neither be so simple that it is not easy to imitate, nor so complex that it defies internal

steering and control.”

Assimilative capability is a source from which to gain competitive advantage and it is important
as related to innovative capabilities and the absorption of knowledge. The latest research has
emphasized on the processes that are indispensable to the schematization of assimilative
capacity, i.e. on its predecessor. such as collaborative abilities. According to Kogut and Zander
(1992), an organization’s collaborative abilities involve the synthesis and application of current
and acquired knowledge and Van den Bosch ef al., 1999 determine the level of an organization’s
knowledge-assimilative capacity. Therefore, an organization’s innovative learning is the
outcome of the organization’s collaborative capability of creating new applications from

previous knowledge.

Organizational capabilities are socially constructed: when they are leveraged into products and
services, they generate value and provide the organization with sustainable competitive benefits
and long-term, superior performance. Dynamic capabilities shape and systematically reconfigure
organizational competencies through assimilating new knowledge and linking, organizing and

integrating the generated knowledge into organizational routines.

A number of ‘blanks’ in the literature remain in the acceptance of the study of collaborative
abilities. First, the indispensable organizational contrivance that is associated with an
organization's collaborative abilities is still under-explored. We refer to organizational structure
as “design actions” or “structural arrangements” (Nambisan et al, 1999) for combinative
capability. For example, an organization must design organizational structure by developing

virtual communities for work groups and recapitulate working manuals that can enhance the
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organization’s combinative capabilities. A few pieces of research emphasized on how

organizations actually achieve combinative capability through related organizational contrivance.

Different research emphasized on the process as indispensable — that is, the ascendant of -
assimilative capacity. Jansen er al, (2005) address the role played by the organizational
ascendant in managing assimilative ability. The ascendant of assimilative capacities includes the
level of previous knowledge, organizational form, and combinative capabilities (Van den Bosch
et al., 1999), According to Kogut and Zander (1992), these ascendant, combinative capabilities
have been empirically shown to have a strong influence on assimilative capability and to be
central to the ‘knowledge’ of the firm. Bordoloi (2004) states that combinative capabilities are

particularly necessary in the framework of a call center.

Van den Bosch et al. (1999) state that a firm uses three types of combinative capabilities: system
capabilities, coordination capabilities and socialization capabilities. Jansen ef al., (2005) stated
that systems capabilities provide a type of organizational memory for handling routine situations.
Van den Bosch er al. (1999) state that systems capabilities are related to various aspects of
building internal work and reflect the degree to which laws, instructions, procedures and
communications are laid down in written documents or formal systems. Two functions of
systems capabilities are “synchronization” and “formalization”, “which prepare patterns for

organization action.

Joglar and Chaparro, (2007) state that ‘coordination capabilities’ facilitate the relationships
within a group, between teams and among organizational unities. Three features of coordination
capabilities are the firm’s cross-function interfaces, its decision-making participation and job

rotation. Joglar and Chaparro (2007) contend that organizations make many internal efforts to
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improve knowledge diffusion through the development of a common understanding related to its
socialization capabilities. According to Kenny and Gudergan (2006), a firm’s identity and value
can be built through socialization capabilities and the primary integration requirement is not

necessary. Connectedness and socialization tactics are two functions of socialization capabilities.
2.5 Knowledge-Management Practices

According to Wong, (2005), ‘knowledge’ is the most important factor for business success.
Organizations are becoming more knowledge-intensive, they are hiring “minds” more than

“hands™ and the needs for leveraging the value of knowledge are increasing.

“*Knowledge Management® caters to the critical issues of organizational adaption, survival and
competence in the face of increasingly environmental change. Essentially, it embodies
organizational processes that seek a synergistic combination of data-and-information- processing
capacity of information technologies, and the creative and innovative capacity of human beings"
(Malhotra, 1997). Wong (2005) stated that many organizations in the global market, especially
the larger ones which are aware of this, try to explore the field of Knowledge Management (KM)
in order to improve and sustain their competitiveness. Knowledge Management focuses on
'doing the right thing' instead of 'doing things right' To our way of thinking, ‘knowledge
management’ is a framework within which the organization views all of its processes as
‘knowledge processes’. According to this view, all of a business’ processes involve the creation,
dissemination, renewal and application of knowledge as related to organizational sustenance and

survival,

Drucker (1993) states that the latest economic systems are knowledge-intensive, as society has
moved into a post capitalist mode, with the result being that the management of knowledge

51




resources is increasingly critical in knowledge-based society. Kwan and Balasubramanian (2003)
propose that Knowledge Management (KM) involves establishing an environment that allows
the employees in organizations to capture, share, create and leverage ‘knowledge’ so as to make
the performance better. Scarbrough, Swan and Preston (OECD, 2003) contend ‘knowledge
management’ as follows: “Knowledge Management (KM) covers any intentional. systematic
procedure of procuring, acquiring, sharing and using productive knowledge, wherever it resides,
to improve learning and performance in organizations.” According to OECD (2003), KM is a
matter of using a category of practices which are difficult to observe and employ and sometimes
are even unknown to those who possess them. The most important issue for companies 15 to
ensure that they focus on the synergy of data and the information-processing capacity of
information technologies as well as the creative and inmovative capacity of their human
members. Advanced information technologies can increasingly accomplish 'programmable’ tasks
that were traditionally performed by humans. If a procedure can be programmed, it can be
delegated to information technology in one form or another, The information and control systems
in organizations are intended to achieve the 'programming’, for optimization and efficiency.
However, checks and balances need to be built into the organizational processes to ensure that
such ‘programs’ are continuously updated in alignment with the dynamically-changing external

environment.

Evanescent assets comprise one of the major factors in the present and future success of
organizations (Banegil Palacios & Sanguino Galvan, 2007) therefore; knowledge is the main
source of competitive advantage, But managers do not have enough insight about knowledge
productivity and its growth, which leads to distorted resource allocation and poor (external)

communication about organizational performance. Instead of the traditional practice of
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controlling the people and their behaviors through the setting up of pre-defined goals and
procedures, they need to view the organization as a human community that is capable of
providing diverse meanings to information outputs that are generated by the technological
systems. Managers need to develop a greater appreciation of the intangible human assets that are
captured in the minds and inherent in the experiences of their ‘knowledge workers’, because
without these assets, the companies are simply not equipped with a vision to foresee or to
imagine the future if they are facing a fog of unknowingness. As noted by Strassmann, elevating
computerization to the level of a *magic bullet’ may lead to the diminishing of what matters the
most in any enterprise: educated, committed and imaginative individuals working for

organizations that place greater emphasis on people rather than on technologies.

According to Gao er al., (2008), Knowledge Management means to use all of the information
within an organization--which allows individuals to apply suitable information and knowledge to
what they already know--to create new knowledge (Raisinghani, 2000). The major task is the
development of organizational structures that combine the most advanced elements of
information resources, indispensable input of human response, and effective decision-making.
Wilson and Asay (1999) said that Knowledge Management is a process that provides quick
access to information and expertise throughout whole system, as needed, to improve
organizational learning and performance. Gold er al., (2001) state that firms require the ability to
leverage current knowledge and create new knowledge that positions them in the chosen markets
as competitive entities. The ‘knowledge workers’ would also need to have an overall
understanding of the business of their organization and how their work contexts fit within it.
Such understanding is necessary for their active involvement in the organizational un-leaming

and re-learning processes. If they understand the implications of changes in their work contexts

53



for the business enterprise, only then can they be instrumental in synchronizing the
organization’s 'best practices' within the external reality of the business environment. Given the
need for autonomy in learning and decision making, such *knowledge workers” would also need
to be comfortable with self-control and self-learning. In other words, they would need to act in
an entrepreneurial mode that involves a higher degree of responsibility and authority as well as

capability and intelligence for the handling of both.

The latest theoretical context by Crossan et al., (1999) proposes organizational learning as part of
organizational knowledge-management procedures that can be categorized into new learning and

improving what has already been leamed.

Organizational leaming can be done at the individual level, group level and organization level
(Vera & Crossan, 2004). Senge (1994) contends that knowledge gathered from the same source
of information could be different in quality and in implementation due to the different
capabilities of individuals, groups and organizations. According to Crossan ef al., (1999) at each
level the organization can gain or obtain new knowledge and also transmit this knowledge

continuously.

Integrating instinct, awareness and institutionalizing (the four °'ls’) are four social and
psychological processes that connect the levels of obtaining and transferring knowledge. These
can occur respectively at the individual level, group level and organization level. The processes
can be simultancously transmitted into the first two stages of knowledge management, which are

obtaining and orgamzing through instinct and awareness to integrating and institutionalizing.

Researchers use various terms for obtaining knowledge, such as Nonaka's (1991) “knowledge
creation”, Huber’s (1991) “knowledge acquisition™, Cohen and Levinthal's (1990) “absorptive
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capacity”, and March’s (1991) “knowledge exploration and exploitation”. Other researchers
extend the need for organizations to organize newly acquired knowledge by interpretation,

storing, integration and distribution

‘Knowledge’ is simply “information™ or “data™ if it facilitate organizations in creating value.
Information is descriptive and it is derived from the answers to “who”, “what”, “where”, “when”
questions. According to Pfeffer and Sutton (2000), the essential stage is to apply the knowledge
to transform the “how-to” questions into sustainable value within the entire knowledge-
management process. Organizations should apply knowledge to develop the values that are

embedded within the knowledge.

Knowledge must be obtained before it can be effectively manipulated to meet the purpose of an
organization. Duffy, (2000) states that ‘knowledge’ can be created inside an organization or
gained from external sources. The critical factor in an organization’s success and
competitiveness is the creation and transfer of knowledge and the process of gaining new
knowledge. In order to make the most appropriate decision, the concept of ‘knowledge
management” ensures that the correct information is transferred to the right person at the right
time. The use of the information and control systems as well as compliance with pre-defined
goals, objectives and best practices may not necessarily achieve long-term organizational
competence. This is the world of ‘re-everything,' which challenges the assumptions underlying
the 'accepted way of doing things.' This world needs the capability of understanding the
problems in a new light, given the changing environmental conditions. The focus is not only on
finding the ‘right’ answers but on asking the ‘right’ questions. This world is contrasted from the
‘old world' by its emphasis on 'doing the right thing' rather than 'doing things right. The scope
and the area of knowledge management have increased but the indispensable rules that govern it
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cannot change. How we manage knowledge determines the decisions that we make and the
actions that we take. We must identify and understand the procedures that affect our decision-
making and actions so that important steps may be taken to enhance the quality of these

procedures and, as a result, enhance the quality of the actions taken and the decisions made.

Organizations are focused on their efforts to improve the delivery of knowledge. Drucker (1995)
states that ‘knowledge’ has become the main economic resource, perhaps even the source of
competitive advantage. Natarajan and Ganesh (2008) state that an organization’s diversity
process is a force which has been termed as the “‘knowledge force™, which is powered by the
‘knowledge workers’. The growth in the firm's diversity is determined by the knowledge force
and it is reflected in terms of customers retained and gained, and the new services that are

launched from time to time.

2.6 Leadership

Bethel (1990) contends that good leadership has the ability to impress others. (Bohn and Grafton
(2002) suggest that ‘leadership’ is a source from which to develop a clear vision, provide self-
confidence to their assistants and it is possible with the help of collaboration and communication

to detail.

Heilbrun (1994) said that the concept of ‘leadership’ has three steps of discussion. The first step
is to define leaders. The second step is the attitude of the leaders. The third step is to focus on
how well they conclusively coordinate and behave with individuals and concerns as well as
material matters between leaders and assistants (The concept of leadership contingency). Burns
(1978) and Bass (1997) contend that, on the basis of recently publicized leadership concepts, we
can divide leadership theories into “covenant leadership” and “revolutionized leadership™.
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Pounder (2001), Kim and Shim (2003) suggest that ‘covenant leadership’ is assimilated by
needs, with the focus on fundamental and peripheral satisfaction against needs. It has a standard
process to control and its aim is to maintain the stability of the organization.
Robbins (2003) stated that intercourse leadership creates the aim assimilation through
illuminating the responsibilities and task requests, as it encourages and leads assistants through
these activities. A corporation is an ingenious device for obtaining profit without individual
responsibility. Namely, leaders will guarantee and reward the assistant’s efforts and fulfill their
relevant demands to gain pride in and support from these activities. Bass (1997) contends that
whenever assistants exhibit any erroneous behavior, the leader has to punish them immediately.
Personal leadership is the process of keeping your vision and values before you and aligning

your life in congruence with them,

According to Burns, (1978) and Fry, (2003, the higher level of the task request of the worker can
be improved through conversional leadership and it will enhance the plausible ability of the
worker and it also allows the assistants with more responsibilities to become an employee,
building upon self- improvement and self-assimilation. In this way, these employees can
simultaneously fulfill the company’s aims and realize individual metamorphic achievement,
Tichy and Devanna (1986) propose the detailed definition of ‘transformational leadership’. They
state that transformational leaders should be speculative in bringing improvement in the
organization and also create the changed vision, By the procedure of the change process, the
transformational leaders can receive support in the organization because, within this research, the
learning organization is a new concept of business management and for subsequent research we
can also follow the new leadership theories and divide ‘leadership’ into “intercourse leadership”

and “revolutionized leadership”. Peter F. Drucker contends that ‘management’ is doing things
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right while ‘leadership’ is doing the right things. The most important contribution that leadership
needs to make in the 21st century is to increase the productivity of ‘knowledge work’ and the

‘knowledge worker’.

Orgamization learning can be affected by leadership (Popper & Lipshitz, 2000). Leaders can
make the system of the organization and make the organizational culture by using several affairs,
actions and service; so basically, the organization’s learning is affected by its leadership.
According to Lam, 2002, Leithwood and Menzies, 1998 and Leithwood et al.,, 1998; 1996,
organization learning and leadership are related to each other; the process of organization

learning activities can also be improved by the organization's leaders.

According to Edmondson (2002), Gilley and Maycunich, (2000) and Popper and Lipshitz (2000),
the cntical factor that affects organizational leaming is leadership. The ability of an
organization’s leaming can be improved by leadership through its vision and by the learning
opportunities that are created by the leaders and they can also provide opportunities for their
assistants to bring improvement to the organization. Benjamin Franklin stated that the great part
of mankind’s miseries is brought upon them by the false estimates that they have made of the
value of things. Vera and Crossan (2004) stated that the organization’s learning activities are
affected by the development models for high-rank administrators and strategic leadership. The
basic purpose is to perform research on how the systematic factors of organizational learning are
affected by the leader. Leaders should be vigilant about engaging in learning activities in order to

enhance the level of organizational leaming and to be able to face the fierce competition.

According to a cross-nation research done on revolutionized leadership and organization learning

conducted by Lam (2002), the process and achievement of organizational learning can actually
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be affected by transformational leadership. Leithwood et al., (1998) argue that revolutionized
leadership can affect the abundant efficiency of organizational learning. The organization’s
learning can be effectively affected by revolutionized leadership and it also enhances the

procedure and achievement of the organization’s learning.

According to Lam (2002), Sadler (2001) and Leithwood e al., (1998) revolutionized leadership
has a positive impact on emphasizing and encouraging spirit of teamwork and involvement.
According to Bass (1997) and Avolio (1990), the process of the organization’s learning and
revolutionized leadership have a significant relationship and firms can bring improvement and

efficiency in their leaming with revolutionized leadership.
2.7 Culture

An organization's hindrance to modifying when facing environmental pressures and ambivalence
is a circumstance for which many possible solutions are offered. Schein (1985, 1992) suggests an
approach to this problem that is very popular and widely discussed: an organization's culture that
causes hindrance at the root level requires changes. The past and current assumptions,
experiences, philosophy, and values that hold it together and are expressed in its self-image,
inner workings, interactions with the outside world and future expectations, is called the *culture’
of an organization. ‘Culture’ is basically the values and behaviors that comprise the social and
psychological environment of the organization. John P. Kotter and James L. Heskett (1992) state
that having an organizational culture serves three purposes: it aligns, motivates and controls large
groups of people - three functions that are difficult to do by any source. As such, the powerful
leadership tool is ‘culture’. The psychology, behaviors, experiment, expectations, personal and

cultural values are determined by the ‘culture’ of an organization. The leaders pay attention on
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organization design and structure in order to measure, and control on a regular basis.
Organizational culture is unique to every organization and is one of the hardest things to change.
In a management dissertation on organizational culture in particular (Deal & Kennedy, 1982;
Peters & Waterman, 1982), which also includes the work of Schein, state that ‘culture’ is a
mechanism that is used by management to achieve specific goals of the organization as well as to
control the beliefs, understanding and attitudes of individuals. This concept of culture is also
attested to in discussions of schools as organizations, in what Evers and Lakomski ( 1991)

emphasized on educational administration from the cultural perspective.

Schein’s claim that making a ‘culture’ is a matter of endeavor toward impression and integration
and that group learning happens at the theoretical internal level and behavioral level, the
submerged levels of learning must be thought of as views or ... shared basic conjecture” (Schein,
1992, p. 11). Schein (1992, p. 12) contends that “A group culture can be defined as: a pattern that
is used to solve the problems of external transformation and internal integration assumptions, to
teach a new worker the ‘right’ way of perceiving, thinking and feeling in relation to those

problems.”

The concept of ‘culture’ is useful for the leader to understand “seemingly unfathomable and
inconsistent  aspects of groups and organizations”, unspoken and unidentified understanding
which help people’s attitudes and actions and overt explanations of their conduct. We cannot

encounter or debate these; it is very difficult to modify them.

According to the meaning of Argyris and Schén’s “double-loop learning’ we have to modify
them and the more consistent parts of the cognitive system. This type of learning procedure is

immersed and such a learning process is deeply exhilarating; uncertainty-creating and leaders
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must become aware of defense mechanisms so that the existing culture of the group is defended.
If they do not, the ‘culture’ will manage them instead of it being managed by them. Schein is
clear regarding the relation between culture and leadership. There are two types of leaders: one
of them creates a culture while the other create groups and organizations. After the culture is
created, they determine the criteria for leadership and then decide who the leader is. When the
culture becomes mal-functioned, it is the specific task of leadership to perceive the fully-
functional and mal-functioned factors of the existing culture and to manage cultural development
and modification in such a way that the group can exist in a modified environment (Schein,

1992).

The hurdles in Schein’s proposal for organizational culture are in part the difficulties
encountered by all cultural analysts. Schein’s solution to this apparent inconsistency, as we saw,
is plunged in his formulation of leadership as the development of culture, a model evocative of

the classical view of change (Chandler, 1966) as well as the learning leader.

In orgamizational learning theory Schein, Argyris and Schén, Senge, and many other writers
address the fact that the problem is anything but trivial, and its solution centres on being able to
explain the origins and nature of concepts-in-use, or the “pattern of shared basic assumptions.”

In order to bring change in the culture of the group or organization, these are the roots that have
to be changed. The censorious issue is how did group workers learn by them and come by these
assumptions? This question remains unanswered by Schein and he cannnot give the answer to
this question. The question can be answered when it is recognized that human cognition has non-
symbolic ways, while different, is not rapidly separated from its external, symbolic
representation. Hutchins (1996b) contends that the language and symbolic systems which hold
the traditional assumption that human cognition is identical with its public expressions, has
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misled us and has led to a exiguous establishment of human cognition and comprehension that
eliminate the knowledge of our inner world of feelings, values and the things that we know how
to do but which we cannot express in symbolic form. Unlike linear computers, our brains are not
fundamentally symbolic processors, but are a vast amalgamation of interlinked neural nets which
works in parallel rather than linear fashion. Neurons are its base unit that assemble into patterns
when suitably activated, and dis-assemble when they are not. The human brain can process and
recognize wonderfully efficient patterns because of its processing capability and symbols, such
as words. Neural nets have enormous numbers of connections, and it is this variation which
explains human strategy. Churchland (1993) states “The particular configuration of weights
within that network can recognize the character of one’s cognition, one’s perception, and one’s
attitude. The anthropologists Strauss and Quinn (1997); also Holland and Quinn (1993) state that
this is the feature of our brain which accounts for the unprecedented plasticity of human nature,
and it is this plasticity which made ‘culture’ possible in the first place, a recognition shared by
everyone. No matter what is happening in the outer/“public” or inner/“private™ world, the
human mind constructs a meaning of it. The analysis of cultural meanings, created by
intrapersonal mental system assumptions, understanding, schemas, and extra personal, world
systems is the root of analysis. They represent the culture, and the problem, in their view and

why both are ‘right’.

As we know, humans also develop relatively consistent systems which may remain for a
considerable period of time, so how can we explain the enormous plasticity of human nature?
How to explain the durability of cultural centripetal tendencies in organizational theory is a
discriminating issue for cultural theory as well as how to modify the mal-functional attitudes and

routines. According to Strauss and Quinn, the interactions between these schemas and this world,
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the new definition “consists of regular occurrences in the humanly-created world”. Strauss and
Quinn (1997) summarize such regularities. Culture is a cognitive procedure, it is not different
from the everyday routines, interactions with others, understanding with others, with materials or
artifacts. According to Strauss and Quinn (1997), these are the factors which contribute to the
endurance of shared cultural understanding, as re-described in terms of net architecture and
properties. It is the understanding of these which is most relevant. For Schein and other
organizational learning theorists, the propagation of change in an organization’s culture

understands this net architecture and properties, as follows:

» Neuronal connections that are activated by the culture are accelerated and are not easily
undone.

» Cultural understanding is self-reinforcing. Tienson (1990) states that this is so because the
nterrelationship strengths or gravity of a pattern of activation are set so that they can complete
themselves in situations where only a few of their terminals are working. This tendency would
make it difficult to antagonize a pattern, as well as screen out invalidating the manifestation in
the sense that invalidating the manifestation is disregarded by the older self-completing
pattern,

» Negative schemas, for example, ‘boilerplate’, may cause people to avoid cases which change
their thinking, that is, their schemas, because they could contain testimony which contradicts
the boilerplate or negative schema.

* The last cause for the persistence of cultural schemas is that strong (positive or negative)
feelings preceded an experience, which would aggrandize the neural connections that resulted
from the experience, The result of possessing such neuronal tendencies favor the persistence of

schemas by considering these features together. Organizational behavior is represented by

63



these durable entities. To maintain these schemas — resisting change, in other words, it is
determined by constantly interacting in the workplace or elsewhere, as well as by
organizational policies, practices and routines and, therefore, is not simply caused by the

properties of one’s individual schemas.

2.8 Technology

The technological explosion has changed the way we communicate, store, share and exchange
data at low cost and high speed. The availability of personal computers on every worker's desk
has made information more rapidly available than ever. Information Technology (IT) systems
enable the integration of information and knowledge in the organization as well as the

development, transfer, storage and safe-keeping of the organization’s knowledge resource.

According to Powell and Dent-Micallef (1997) and Webb and Schlemmer (2006), a
technological system is necessary for effective ‘knowledge management’; studies that have
examined the link between information technologies and the measures of organizational
performance have failed to demonstrate whether or not IT is directly related to performance. In
their study of U.S. firms, Powell and Dent-Micallef (1997) found that IT in itself did not improve
organizational performance, but it can enhance organizational performance when it works with
human and business assets. Teece et al. (1997) contend that the technology is easily copied so
that is why there is no association between technology and performance; it becomes a fragile
source of competitive advantage, but technology is not always directly linked to organizational
performance. Research shows that IT can improve performance and lead to sustained advantage
when combined with other resources (Clemons and Row, 1991: Powell and Dent-Micallef,

1997). As such, the technological system may not directly contribute to organizational
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performance, but it is important for the acquisition of knowledge and knowledge-application
processes. Ruggles (1998) states that during the last few decades, contributions made to the field
of ‘knowledge management’ (thereafter KM) have grown and put forward a series of doubts and

critiques about the value and the effectiveness of KM technologies and solutions.

Organizations that are facing poor results and dissatisfaction with these tools (Rigby, 2001 and
Rigby & Bilodeau, 2005) invest a reasonable amount of money and effort in implementing ICT-
based KM applications (Rigby & Bilodeau, 2007). From a new, institutional perspective,
technology can be seen in two major ways. According to Meyer and Rowan (1977), technology
15 the *‘core’ that expresses the way in which work is actually carried out, so it should be
protected and preserved from organizational pressures and myths. The instrumental dimension of
the organization can be represented by the technology and the institutional level protects this
core from external pressures. Thompson (1967) contends that the organization's role i1s to
comply with rational myths, at a technological level which has the role of performing the
nstrumental function of the organization such as producing goods or performing services. Scott,
(2001) states that technology itself can be considered as an institutional vehicle, incorporating
those rational myths and values that make the organization and adopts it as a legitimate

organization.

Technology is no longer a ‘core’ to be protected by institutional myths and pressures. Rather
technology is a formal structure in itself, being a symbolic layer of rational fashions. As such, it
1s adopted to seek external recognition. Technology would be subject to the same institutional
dynamics that are outlined above. Firstly, actual working practices, technological tools
themselves could be decoupled and would continue to operate side by side with technology.

Secondly, since technology becomes an integral part of the institutionalized system, the goal is to
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verify the effectiveness of the adopted technology invariably carried out ‘rejoicing’ in the
technological myth and not obtaining an objective verification of its utility (Meyer & Rowan,
1977).  Third, technology can play an important role in forming a bridge between the
organization and its institutionalized environment (Scott, 2001). Professional institutional
networks that influence organizational choices by proposing legitimate technologies also act as a
vehicle, through technology, to legitimize behavioral and value systems derived from
technological tools and methods. According to Beck and Walgenbach (2005) and Currie and
Suhomlinova (2006), “Isomorphic processes can be observed at the technological level by a

researcher. Technology has been identified as subject to isomorphic processes”.

Exploring the idea of using technology in more depth can be fruitfully analyzed in terms of
institutional rather than instrumental dynamics. Knowledge-Management technologies, as part of
a formal structure, can be seen as a celebration of the organizational identity as a Knowledge
Intensive Company (KIC). These myths are imported from the outside as a means to legitimize
the organization in a wider knowledge society by KM technologies. A review of existing
conceptualizations of IT-enabled knowledge management suggests that sparse attention has been
given to the human aspects of knowledge-creation. Given the increasingly 'wicked'
environments, this dominant model of organizational knowledge-management systems is
increasingly constrained by its ‘Lockean and Leibnizian' nature. It is suggested that the

"‘Hegelian and Kantian® systems are better suited for the so-called ‘wicked’ environments.

The knowledge structure of the KIC is embedded in KM technologies in addition to various
institutional networks which are externally conveyed by these structures. On the other hand, they
are decoupled from the way in which people actually operate these structures and, consequently,
technologies. To avoid a conflict between legitimate and actual behaviors, decoupling is used. In
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this sense, the authors observe that regardless of the evaluation of their performance, these
technologies are chosen, changed and updated. As an organization tends to adopt KM
technologies and solutions which are already in use and recommended by other organizations
and professional networks, the KM technologies and solutions are subject to isomorphic
dynamics. Regardless of their proven performance or applicability to the specific organizational
context, the use of new technology becomes a marker of their legitimacy. The confirmation of
these hypotheses would lead us to conclude that analyzing KM technologies in terms of their
instrumental value is like judging fashionable clothes for their capacity to keep warm; if their
role is symbolic, issues such as efficacy matter only as long as they are part of the myth. A
rational myth rather than a rational choice will be represented by the adoption of KM

technologies.

2.9  The Development of Competency

The competency approach to human resource management is not new. In 1970, competency-
based approaches within the corporate environment were initiated at that time and their use has
increased. David McClelland introduced the idea of “competency” into the human resource
literature; its selection procedures improved due to his efforts to assist the Umted States
Information Agency. McClelland stated that the job-analytic approaches to the selection of
personnel was the proposal to test for competence, intelligence testing and the traditional job-
analytic approaches to personnel selection and the then-growing dissatisfaction. McClelland
(1973) proposed the selection of Foreign Service Information Officers in his research as a case
study. The competencies such as cross-cultural positive regards, interpersonal sensitivity and
management skills differentiated the ‘superior’ from the ‘average’ Information Officers (Dubois,
1993).
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Firms need to effectively manage the flow of resources in order to survive and to grow in the
competitive business environment, The knowledge-based view explains that tacit knowledge is
the critical component of the value that a firm adds to its input and that a firm’s ability to transfer
this tacit knowledge is the essential source of sustained competitive advantage. When firms
interact with external constituents, be they suppliers or customers, they seek to acquire and/or
maintain access to knowledge that otherwise would not be efficiently available. Knowledge
transfer is a function of the absorptive capacity and the combinative capability that characterize
the competitiveness. Resources are inputs into a firm's production process, such as capital,
equipment, and the skills of individual employees, patents, finance and talented managers.
Resources are either tangible or intangible in nature. With increasing effectiveness, the set of
resources available to the firm tends to become larger.” Individual resources may not yield to a
competitive advantage. It is through the synergistic combination and integration of sets of

resources that competitive advantages are formed.

Ulrich (1998) states that, through competencies, human capital, as part of intellectual capital, can
be observed. Bontis and Fitz-enz (2002) argue that the knowledge, talent and experience of
employees are derived from human capital, whereas codified knowledge and relational capital
represent knowledge that is embedded in the organizational value chain through structural
capital. The ascendant of human capital has to do with values, motives, talents, knowledge,
skills, and experience. Mansfield (1999) states that competency is the indispensable
characteristic of any individual that results in effective or good performance. Boyatzis (1982)
stated that successful performance distinguished from less-successful performance, includes
personal qualities, motives, experience and behavioral characteristics that can be differentiated

by limited factors.
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Competencies components are composed of knowledge and skills effectiveness, volition, drive
and use of will. In the old economy, due to the afore-mentioned cluster quantity, diligence and
productivity, the cognitive component of competencies was predominantly fostered. Florida
(2002) contends that in the evolving innovative economy, harmonious persons are living in
communities which let them validate their identities. The cognitive component of competencies
leads towards fulfilled individuals whose aspirations are in accordance with the organization’s
goals. Sustainable competitive advantage is the prolonged benefit of implementing a unique
value-creating strategy based on the unique combination of internal organizational resources and

capabilities that cannot be replicated by competitors.

In the mid-twentieth century, the concept of behaviorism and cognition that prevailed as a
connotation is only now making its way in recent management studies; many scholars (Snow er
al., 1996, Atman, 1987, Huitt, 1999, Kolbe, 1997 and Bertoncelj & Kovacj, 2007) have renewed
interest in the concept and its increasing importance to corporate performance. Competency-
based approaches have proved to be a critical tool in many organizational functions throughout

the years, such as succession planning as well as workforce and performance appraisal.

For selecting these approaches, the major reasons are the following: they can provide knowledge,
behaviors, identification of the skills and capabilities required to fulfill current and future

personnel selection needs.

To eliminate the gap between the competencies requested by a project, job role, or enterprise
diversity and those available, the focus should be on the individual and group development
plans.A competency can be defined as: a specific, definable, identifiable and measurable

piece/body of knowledge, ability, skill and/or other deployment-related characteristic like
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attitude, behavior, physical ability which a human resource may possess and which is important
for the performance of an activity within a specific business framework.The main definition of
“competencies” has been put forward from different writers and companies in an effort to

provide a complete understanding of the different aspects that this term incorporates.

Further to the study and research that we have conducted on a CM-based analysis of the existing
definitions, we have adopted the following definition of the term “competency™:“The
combination of explicit knowledge and tacit, skills and behavior that gives someone the ability

for effectiveness in task performance is called competency™.

‘Competency’ is defined by the words of Marrelli (1998): “Competencies are measurable human
capabilities that are required for effective work performance demands. Dubois (1998) stated that
“Competencies are those characteristics—knowledge, skills, mindsets, thought patterns and the
like that, when used either singularly or in various combinations, result in successful

performance.”

HR-XML: “A specific, identifiable, definable and measurable knowledge, skill, ability and/or
other deployment-related characteristic (e.g. attitude, behavior, physical ability) which a human
resource may possess and which is necessary for, or material to, the performance of an activity

within a specific business context.

Boyatzis (1982) - Boyatzis described competencies as “underlying characteristics of an
individual, which are, causally (change in one variable cause change in another) related to

effective job performance.”

70



Selby et al. (2000) described it as “an ability expressed in terms of behavior”. The UK National
Vocational Council for Vocational Qualification (1997) described competency as “performance

standards, the ability to perform in work roles or jobs to the standard required in employment™

The Treasury Board of Canada, Secretariat (1999) “Competencies’ are the knowledge, skills,
abilities and behaviors that an employee applies in performing his/her work and that are the key
employee related levers for achieving results that are relevant to the organization’s business

strategies.”

Perrenaud (2000) “A capacity to mobilize diverse cognitive resources to meet a certain type of
situation”. LeBoterf (1998) LeBoterf says that “competencies are not themselves resources in
the sense of knowing how to act, knowing how to do, or attitudes, but they mobilize, integrate
and orchestrate such resources. This mobilization is only pertinent in one situation, and each
situation 1s unique, although it could be approached as an analogy to other situations that are

already known.™

Jackson and Schuler (2003) Competencies are defined as “the skills, knowledge, abilities and
other characteristics that someone needs to perform a job effectively”. Intagliata et al. (2000) -
“Most fundamentally, competencies provide organizations with a way to define, in behavioral
terms, what their leaders need to do to produce the results that the organization desires and do so
in a way that is consistent with and builds its culture. They should provide the “North Star’ by
which leaders at all levels navigate in order to create synergy and produce more significant and
consistent results.” ‘PeopleSoft’ claims “a set of measurable and observable knowledge, skills

and behaviors that contribute to success in a job/position,” The Gartner Group said that “a
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competency is a set of characteristics, including skills, knowledge and attributes, that causes or

forecasts performance.”

The current definition of the concept of competency: “A descriptive name for the specific
competency, competency definition and demonstrated behavior. The general category of the
competency is the “people-management competencies”, which amongst others can include the

competencies of “Building a Team’s Spinit” and “Developing People™.

The life cycle of competencies consists of four macro-phases the purpose of which is to improve
and create individual and organizational competencies. The four macro-phases are as follows:
competency mapping, competency diagnosis, competency development and competency
monitoring. The purpose of competency mapping is to provide the firm with an overview of all
the important competencies in order to achieve the aims that are defined by the organizational
business plan, the groups™ needs, the requirements of projects, and the requirements of job roles.
The required proficiency level for each task profile is defined in this phase as well. The second
phase is competency diagnosis: the equivalent proficiency level that each individual employee
possesses against the current situation of the competencies. An essential task in this phase 1s a
skill-gap analysis in order to define the distance between the number and level of competencies
that the workers possess, and compare these with the number and level of competencies needed

by the firm, according to their task responsibility.

The third phase is competency development and it deals with the scheduling of activities
according to the previous two phases and the results of the skill-gap analysis to increase the
number and proficiency level of the competencies that the workers have. The last phase is the

examination/monitoring of competencies, i.e. a continuous examination of the results achieved
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by the competency development phase. Category competency definition demonstrates behavior
provides team members with the excitement and desire to cooperate with each other, contributing
to common goals. People-management competencies build team spirit, create a common mission
and a feeling of belonging to a team which aims at developing people It helps team members to
achieve their potential in personal development, provides experience transfer and mentoring,
gives feedback on the strengths and weaknesses of the team members, encourages respectful and
helpful behaviour to the other team members. The components of a competency-based system

are as follows:

Identification/assessment of desired results: In order to identify the “desired state™ competencies,
one needs to know what organizational performance is being attempted to achieve. To evaluate
the success of your development efforts, organizational performance assessment will also

provide data to help.

Employee development strategies and resources: Wills (1995) observed that when discussing the
meaning of competency, “a Tower of Babel Image” emerges. From her analysis, five meanings
of competency were evident and the definitions varied from broad to specific. A human
characteristic by which people may differ is in the performance of work, while another included
only competence to perform specific job-related tasks. Data on job performance and employees
are gathered, measured and used by establishing occupational clusters, comparing jobs,

identifving transferable competencies, and so on.

2.10 Innovation

KM is an initiator for organizations that want to turn business culture agitation into opportunity.
Your line of business is affected by every change in the business environment. Implementing
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individuals, team-level assessments and private companies from the smallest to the largest. The
measure of innovation for organizations can be conducted by surveys, workshops, consultants
or internal benchmarking. Today, there is no established general way to measure organizational
innovation. In business and economics, innovation is the catalyst to growth. With rapid
advancements in transportation and communications over the past few decades, the old world
concepts of factor endowments and comparative advantage which focused on an area’s unique

inputs are outmoded for today’s global economy.

There are so many definitions for ‘knowledge management’. Gloet and Terziovski (2004)
contend that knowledge management is the experience, knowledge and expertise that create new
capabilities, enable best performance, make innovation and improve customer value, Knowledge
Management is described as an ‘umbrelia’ term by authors for a variety of interlocking terms,
such as knowledge creation, knowledge valuation and metrics, indexing, knowledge transport,

knowledge mapping, storage and distribution as well as knowledge sharing.

Darroch and McNaughton (2002) propose that knowledge management creates or locates
knowledge, manages the flow of knowledge and ensures that knowledge is used effectively and
efficiently to achieve long-term advantages for the organization. A firm that competes in
knowledge management has a knowledge-orientation and therefore, that knowledge management
provides a guideline business philosophy that influences the diversities undertaken by an

organization's managers.

Parlby and Taylor (2000) described knowledge management as supporting innovation, to
explode the organization’s thinking power and generate new ideas. Knowledge sharing,

collaboration, continual learning and improvement can be achieved by knowledge management.
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To manage the creation, sharing, harvesting and leveraging of knowledge as an organizational
asset, knowledge management is a planned, structured approach. Knowledge Management can
improve the firm's capability, speed and effectiveness in providing products or services for the
benefit of clients, in line with its business strategy. There are three levels where knowledge
management takes place and these are the individual level, the team level and the organizational
level. Knowledge Management is not only focused on innovation, but it also provides an
environment which is suitable for innovation. There are three main applications of knowledge

management in connection with innovation.

The first driver for knowledge management’s responsibility in innovation in the current business
environment is to build, create and maintain competitive benefits through the collaboration and
utilization of knowledge. Cavusgil ef al,, (2003) suggest that creating an innovation program is
becoming complex due to changing customer requirements, technological modifications and
extensive competitive pressure. Cavusgil er al., (2003) argue that large organizations like Xerox
and Hitachi start working together across organizational boundaries to gain a competitive
advantage. Knowledge and skills gained through such collaboration is an effective and efficient

way to gain successful innovation.

The second driver of knowledge management's responsibility in innovation is that, in the
innovation procedure, the complexity can be reduced through knowledge and managing
knowledge as a resource that will consequently be of significant importance. According to
Adams and Lamont, 2003, Cardinal er al, (2001), Darroch and McNaughton (2002), Pyka
(2002) and Shani er al., (2003), innovation is dependent on the availability of knowledge and
therefore the explosion of its richness and the reach of knowledge has to be recognized and

managed.
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Cavusgil et al. (2003) argue that knowledge management is a source through which we can
address the complexity of innovation. It helps in managing new knowledge which is created by
the innovation procedure, but also in managing existing knowledge. Cavusgil et al. (2003)
propose that organizations that create and use knowledge efficiently are capable of innovating
more quickly and more successfully than those that do not. By synergistic creation and the

management of knowledge, innovation networks are driven, (Pyka, 2002).

The third driver of applying knowledge management is the integration of both internal and
external knowledge for the benefit of the innovation procedure; knowledge can be exchanged,

shared, evolved, refined and made available at the point of need.

To allow personal and organizational learning and innovation we require knowledge integration
through knowledge-management platforms, tools and processes. This needs likability,
adaptability and dynamic representation of business information and knowledge. According to
Baddi and Sharif, (2003) and Chen e? al., (2004), without effective information and knowledge

management, organizations could be underutilizing knowledge as a resource for innovation.

With the help of innovation, KM structures contribute to achieve a sustainable competitive
benefit. The qualities required by the organization to gain competitive benefit cannot be achieved
by the information and knowledge-management systems alone. Knowledge-Management
systems using the resources of other organizations and core competencies is the basic factor to

developing and maintaining s competitive advantage through product and process innovation.

According to Adams and Lamont (2003), knowledge-management structures play a main role in
such a position, in the conversion of learning capabilities and core competencies into sustainable
benefit by revitalizing organizational learning and resource-development processes.
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According to Shani ef al., (2003), the organization can capitalize and create new knowledge that
can be determined by knowledge management and innovation configuration and providing a
framework for product development efforts. According to Montes et al, (2004) and
Subramaniam and Youndt (2005), the organizations that have good innovative capability are
better at new product introduction and new market entry which enable organizations to receive
favorable innovation outcomes and improve their performance. Youndt er al., (1996) states that
the organizations are dependent on the knowledge, skill and commitment of the organization’s

workers to take innovation initiatives,

2.11 Organizational Performance

Lin er al. (2008) state that the degree to which organizational objectives are met is measured by
organizational performance. Matin er al. (2009) contend that organizational performance can be
measured by worker performance and value addition and that it can enhanced by specifying the

organizational culture and procedures of serving customers.

Knowledge has to be used to support the firm's processes and to impact organizational
performance. According to Cohen and Levinthal, (1990), Seleim and Khalil, (2007) and Zahra
and George (2002), the knowledge gained by the organization can be utilized to transform
potential capability into a realized and dynamic capability that improves organizational

performance.

An investment in knowledge always pays excellent interest. The heightened realization of
knowledge as the core competence (Prahlad & Hamel, 1990), coupled with recent advances in
information technology such as intranets and the World Wide Web, has increased organizational
interest in the topic of knowledge management. Examples of known knowledge-management
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initiatives include Andersen's “Knowledge Xchange”, Booz Allen & Hamilton's “Knowledge
On-Line”, CAP Gemini's “Knowledge Galaxy”, Emst & Young's “Center for Business

Knowledge™ and Monsanto's “Knowledge-Management Architecture”,

Davenport and Prusak (1998) state that KM is emphasized on processes and contrivance, for
locating and sharing what is known by an organization or its external stakeholders, Szulanski,
(1996) state that the ability to share internal best practices is necessary for optimum
organizational performance and exploiting external knowledge is crucial in driving new product
innovation. Items were included to measure the extent to which the organization is able to
identify internal sources of expertise and exploit the external knowledge of stakeholders such as

customers and deliver the best practices throughout the organization.

Schulz and Jobe (2001) state that, to create competitive advantage, the potential for KM is
positively linked to organizational performance. Treacy and Wiersema ( 1995) contend three
“value disciplines™ or strategic performance capabilities, each offering a path towards
competitive advantage. Competition based primarily on products, product leadership represents
service innovation. Competition based on understanding, satisfying and retaining customers is
represented by customer intimacy. Operational excellence represents competition that is based on
efficient internal operations. O’Dell et al. (2003) state that, to improve one or more of these three

value disciplines, organizations must implement KM practices.

There are three indicators that are linked to knowledge-management practices of strategic
organizational performance. Items that measure the limit of product and customer satisfaction,
service innovation, retention, quality and operating efficiency retention were included, and these

are linked to other organizations in the industry. The organizational performance items were
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combined together to develop a limit of overall organizational performance and these are used to

create a performance construct for each value discipline.

According to Wong and Wong (2007), Prajogo et al., (2007) and Moneva et al., (2007), different
ways of studies are applied to measure organizational performance. Seventeen models of
organizational effectiveness were reviewed by Steer (1975) and combined the framework of
these different bodies of research that are used to measure the performance of an organization.
Venkatraman and Ramanujam (1986) contend that, the degree to which an enterprise achieves its
own goals and aims can be measured by organizational performance. They generalized the
results into three dimensions after reviewing ten different types of measurement: business
performance, financial performance and organization effectiveness. Market share and profit ratio
are the two factors of measuring the organizational performance structure at the market level

(Delaney & Huselid, 1996).

Andersen (2006) contends that the effectiveness concept is a ratio; in order to define and
measure the effectiveness (e.g. return on assets), two entities are needed. Lee and Lee (2007)
argue that the behavior of managers and workers have a strong influence on the measurement of
the organization’s performance and organizational performance measurement methods in KM
can be divided into four sections: intellectual capital, financial measures, intangible benefits and
tangible, and a balance scorecard. The organizational performance measurement model is
developed by Hanvanich et al. (2006) which integrates the organization’s overall performance

and its innovativeness and to assess the whole performance of the firm.
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2.12 Hypothesis

On the basis of theoretical framework, some of the assumptions have been formed as under:
H1: Knowledge-integrated capacity has a positive impact on innovation
H2: Knowledge-Management practices have a positive impact on innovation
H3: Innovation has a positive impact on an organization’s performance

H4: Knowledge-integrating capacity has a positive impact on organizational performance,

with the mediating effect of innovation,

H5: Knowledge-Management practices have a positive impact on the organizational

performance with the mediating effect of innovation.
H6: Knowledge-integrating capacity has a positive impact on organizational performance
H7: Knowledge-Management practices have a positive impact on organizational

Performance
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2.13 Conceptual Framework

After an extensive review of prior theories and literature, some variables are selected to
conceptualize the originality and novelty in the existing literature, The conceptual model that is
presented below shows how knowledge is to be managed, integrated and plasticized to create

innovativeness which, uniquely through this model, upgrades the organization’s performance.

2.14 Schematic Diagram & Variables
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Chapter 3

RESEARCH METHODOLOGY

3.1 INTRODUCTION

The preceding two chapters reviewed the literature pertaining to knowledge-integration capacity
and knowledge-management practices and their effects on innovation and scrutinized their effect
on organizational performance. This chapter identified the analysis technique that was used in
this research to analyze the speculation and the reasoning behind it as well, as the inhabitants,
example and the choosing strategy were described. Furthermore, the pieces of equipment that
were used in the analysis were described and their usefulness was mentioned. Lastly, brief
information regarding the appropriate, precise techniques used in the research was also offered.
According to Babbie and Mouton (2004), there are dissimilar kinds of cultural analysis
techniques that can be determined from the materials, namely: exploratory analysis, illustrative
analysis and informative analysis. Peil (1982) mentions that much of the cultural analysis,
especially in creating nations around the world, serves to discover a new era or at least one about

which little is known in the regional perspective.

This aptly describes the present research as a first of its kind in Knowledge Management and its
effects on organizational performance in the capital areas of Pakistan. Thus, the nature of this
study leaned towards exploratory research, exploring the relationship of knowledge-integration
capacity and its management with innovation and, finally, its effect on the organizational
performance being practiced within the Telecom and Banking Sector in the capital areas of

Pakistan.
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Babbie and Mouton (2004) consider that the goals for cultural research vary a great deal,
including those of: bringing new places into the phenomenon; performing initial research before
a more arranged research of the event is carried out; reporting the central ideas and constructs of
a phenomenon; identifying goals for the research and creating new practices related to current

observable fact.

Deutsch, Selltiz, Cook, and Johoda (1966) suggest that for any research to be meaningful, it
should discover solutions to the research questions. They highlighted that there are three research

techniques the means by which exploratory research can be conducted:

» An evaluation of related cultural science and other relevant materials

+ A study of people who have had working experience with the problem that is to be
investigated

+ A research of “insight-stimulating™ illustrations

The above three exploratory-research techniques appropriately applied to the present research as
it required the evaluation of relevant materials, the relationship between knowledge-integration
capacity and its management with innovation and, finally, their effect on organizational

performance.

3.2 GOALS OF THE RESEARCH AND HYPOTHESIS

The overall goal of the research was to identify the different dimensions of ‘Knowledge
Management® that have an influence on innovation in general and to be able to determine the
relationship between the two. Thus, the main objective of the study was to investigate the
relationship between various knowledge-integration capacities and their management with the

innovation and, finally, their effect on the overall organizational performance in Pakistan. From
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the identification of the broad objectives of the research, the specific hypothesis was formulated.
The hypotheses were concerned with the relationship between the various knowledge-integration
capacities and their management with the innovation and finally their effect on the organizational
performance. The results of the research could mould how future knowledge implementation
would be configured within the company being researched. Therefore, the hypotheses for this

research are as follows:
H1: Knowledge-integration capacity has a positively significant effect on innovation
H2: Knowledge-management practices have a positively significant effect on innovation

H3: Innovation has a positively significant effect on organizational performance

3.3 RESEARCH DESIGN

The analysis was performed within the post-positivist archetype. This philosophical position
recognized a specialist as a purpose specialist and as translation of physical cultural actuality
(critical realism), providing the former flexibility from the analysis, the capability to really
consider the proof and simplify (Williams and Remenyi, 1996). According to Adams and
Schvaneveldt (1985, pp103) “Research style represents a strategy, strategy or guideline for
information selection and decryption, a set of guidelines that allowed the researcher to
contemplate and see the issue under study”. According to Churchill (1996) and Zikmund (1997),
analysis design provides a useful plan to guide and adjust procedure for the collection of
information Keeping this driving condition in mind, the analysis could be identified as
illustrative, exploratory and informative or causal (Neuman, 2002). This today has been

designed as illustrative, ‘corner sectional’, It was illustrative for the reason that it determines the
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relationship among factors of the analysis. The primary purpose of the analysis was to gather
information from the participants at a single time (Bryman, 2004). These studies contained
qualitative structures to create the concept as an inductive evaluation and quantitative form to
take the result into the analysis. From the hypotheses, it was obvious that the analysis was
comprised of qualitative characteristics. Figure 3.1 below provided a schematic plan of the
analytic method that was recommended. This method consisted of the following steps: selection
of the research method; population and sampling; questionnaire selection; data collection: data

capturing; data statistical analysis.

3.3.1 Ethical Considerations

FEthical considerations of comfort were resolved. A serious and concerted effort was made at all
times to maintain this assurance. An assurance was given to the capital area's participants that
their labels were not revealed in the analytic review. To ensure the success of the analysis,
professionals were attached to subordinates in such a manner that each subordinates’ reaction
remained unknown, apart from being attached to a particular administrator. Lastly, the company

was given a duplicate of the final review.



Figure 3.1: A Schematic Representation of the Research Design

3.4 POPULATION AND SAMPLING PROCEDURE

Trochin (2000) defined the ‘research population’ as a group that the investigator desires to
simplify the *sample’ as the group of members of populace chosen to be in the research, This
was sustained by Sekaran (2000) when she distinguished a ‘sample’ as a compartment of the
population in query and encompassed an assortment of associates from that meticulous

population.
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3.4.1 Population

The ‘population’ of this study was comprised of the employees of the corporate sector, NGO’s
(along with their branches in the Islamabad and Rawalpindi areas) of Pakistan. Thus the sample
frame encompassed the upper and middle management of the stated entities. As stated by
Nesbary (2000), a population contains the actual record of the “people-part’ of the inhabitants.
The listing of the example size involved the 423 workers of the aforesaid agencies in various
management levels from upper to middle. Every endeavor was made to choose fastener size from
the population which symbolizes population for the excellence of the data. Patten (2004) stated
that the excellence of the sample size provides a mechanism of a companionable echelon of the
study’s output. Nesbary (2000) contended that the larger sample size, the larger would be the
representation of the population. It was very important to secure an unprejudiced sample to
scrutinize the compatibility of the sample (Patten, 2004). It was also considered as apt to observe

the investigative model of unprejudiced data.

The ideal strategy in research depended upon the information to support the items Leedy &
Ormrod (2001). In particular, this study provided the precession of features had by the
inhabitants, indicating those capabilities needed for the firm's development (Dillman, 2000;
Wallen & Fraenkel, 2001). Leedy & Ormrod (2001) consider that information gathered along
various factors engenders an opportunity to understand the characteristics of the matter under

study. Market research was performed using the device to the selected example section.
3.4.2 The Sample and Sampling Technique

The study was executed in the corporate sector of Pakistan. Random sampling techniques were

used for the distribution of the study’s questionnaires among the employees. A total of five
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hundred (500) questionnaires were distributed among the workers of tdifferent Banks and
Telecome. The targeted population for this study was professionals (Top Level managers,

Middle Level Managers) who had been with the company/Banks for more than three years.

For the purpose of this study, denived from a population of 5,000 people, a sample of 450 was
randomly drawn (using EXCEL Random Generator). Bless and Higson-Smith (2000) believed
this technique to be valid as it provides an equal opportunity of selection for each element within

a population.
3.4.3 The Selection of the Sample Size

There were some features that manipulated the size of the population, the rationale of the
research and the superiority of the sample (Israel, 1992). The decisive factor regarding the
assortment making up the sample comprised the level of self-assurance, degree of
unpredictability and exactitude of the dimension (Miaoulis and Michener, 1976). Of these
features, the echelon of exactitude, at times called a ‘sampling mistake” determined the worth of
the predictable population. Its variability was frequently indicated by a proportion point of + 5%.
Buoyancy echelon designated the standard value of the acknowledgment accomplished through
this equivalent 1o assessment of the population. In this procedure, 95 % of the sample value was
within the assortment of two standard deviations. Similarly, the degree of unpredictability
determined the characteristics of assorted population, the bigger size of the population was

mandatory and vice versa.
3.4.4 The Strategy Used For Selecting the Sample Size

To conclude, an apt size of the population was essential that investigator to compute sample size
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in a different way for the amalgamation echelon of self-assurance, exactitude and inconsistency.
The chosen population of the afore-mentioned entities encompassed a population size of 5,000
while the sample size was 500, which was representative of accordance with the sample

computation procedure.
3.5 INSTRUMENTATION
3.5.1 Measuring Instruments

The measurement scale used by (Chourides, Longbottom and Murphy, 2003), was adopted to
measure the learning culture within the organization. The learning culture scale consisted of
three items which were adopted from the study of (Cummins, J.N. 2004). The scale for trust was
be adopted from the study of Kipping & Armbruster (2002). The trust in the organization was

measured on a three-item scale.

Likewise, the scale of competitive capabilities was adopted from the study of Haas (2006).
Competitive capabilities were measured through a six-item measurement scale, Different types

of questions were asked about the combinative capabilities from the survey’s respondents.

The scale used by Davenport & Marchand (1999), was adopted to measure the leadership in the
organization, with the measurement scale (of leadership) consisting of four items. The
measurement scale for culture was adopted from the research study of Liao (2010). The cultures
in the organization were measured through a three-item measurement scale. The measurement
scale for technology was adopted from the study of Kostova & Roth (2002), with a six-item
measurement scale being used for technology. The measurement scale for competency

development was adopted from the study of Hall & Sapsed, 2005 and used a three-item
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measurement scale. For the measurement of the innovation capability of an organization, a six-

item measurement scale used by Kipping & Armbruster (2002) was adopted.

The measurement scale for organizational performance was adopted from the study of Imai
(1991), using a three-item measurement scale for this. However, instrument for some of the
variables not available through other studies were listed to indigenously develop covering
essential aspect in each element. In some of the cases, scholar used these instrument were
approved through email for the provision of the instrument. The validity and reliability of the

scale were tested in order to harmonize it with the matter under study.

3.5.2 The Questionnaire and the Scale

The study’s instruments comprised of elements that encompassed information about the
employees in the given sector. Each item was measured on the five-point Likert scale with the
ranges of “from strongly disagree” to “strongly agree”, with the numbers of the scale being

defined as follows:

| = Strongly disagree
2 =Isagree

3 = Neutral

4 = Agree

5 = Strongly agree

The questionnaire is enclosed with this study as an Appendix
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3.5.2.1 - Section 1

Responses were measured through a research instrument that consisted of two parts. The first
part of the research questionnaire revealed the demographic profile of the participants. The main
items of the demographic profile were ‘Gender’, *Age’, ‘Level of Education’, and ‘Experience

Level'.

3.5.2.2 - Section 2

The second part of the questionnaire comprised of various measurement scales of the variables
explained in the study. It covered the elements of knowledge-integration capacity, knowledge-
management practices, innovation and outcome of the study as organizational performance. Each
component of the survey was reserved as divergent for the effortlessness of satisfying the
respondent. The implemented mechanism was definitely declared and the aboriginal enlargement
was also recorded. The elements of each capricious were elutriated and endeavor was completed

to keep 5-8 survey of each variable comprehensive of their construct.

3.6 THE PILOT STUDY

A pilot study is a typical systematic instrument for 'soft' research, permitting scholars to perform
a preliminary investigation before assigning a full study or experiment. Before commencing a
full study, scholars required to determine that the study was suitable and the study’s purpose was
be capable of discovering the data they were looking for. They needed to identify that the study
that they intended to undertake would be the most precise and consistent research possible. The
excellent way to do this was to execute a “pilot study”. One of the advantages of performing a

pilot study was that it provided ‘go forward’ notice regarding where the main study could fail,
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where the study’s procedures could not be trailed, or whether projected techniques or apphiances

were unsuitable, too luxurious, or too complex.

A pilot study could involve the pre-testing of a research instrument, such as ‘fresh data-
compilation method’. It could also be utilized to check a thought or assumption. Pilot studies are
also employed in clinical experiments, in order to check dissimilar quantities, courses of
management, quantity schedules, and probable obstructions to devotion before a large-scale
multi-center drug study is launched. In addition to attaining all the objectives of the common
test, such as improving data- gathering practices and examining the suitability of typical
procedures, the pilot study presented extra knowledge that directly related to a superior study
work. The pilot study significantly decreased the number of action errors because the
unanticipated troubles that were exposed in the study overcame obstacles and was useful in re-

designing the work or the training programs.
3.7 Interviews/ Meetings

Supervisors, who were well-versed with the knowledge-management practices levied with
integration capacities and their effects on innovation which determine the organizational
performance, were interviewed. The structured interview encompassed questions related to
knowledge-integrating  capacities, knowledge-management practices, innovation and
organizational performance. It facilitated in clearing the concepts with regards to the work
practices and Knowledge Management (KM) inspiration. It augmented the primary survey
through administering the instrument. The in-depth knowledge acquired through the interviews

and blended with the responses on the questionnaires facilitated in the in-depth analysis.
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3.8 Procedures

Consequently, after conducting the Pilot Study, organizations selected (Standard charted
Faisal Bank, Bank Alfalah, Allied Bank, U-phone), it was planned out to eliminate at least 50
reviews to each company through email or individually. Participants were given the extended
opportunity to complete this review within twelve to fifteen days. They were requested to
deliver the loaded surveys through email to the specialist. The human source control office
was requested to synchronize action with the personnel and give advice, as necessary.
Individual visits were also paid to review the success. Pointers were sent to the lefl-over
cases. Individual relationship assisted in securing the data within the established time period.
Upon bill of the review, its analysis was done to leave out the design and not effectively
loaded questions in order to obviate the opportunity of coming into incorrect darts. Cohen, et
al., (1988) recommends that group of terms; designed report should assist in to evaluate the

particular feature,

3.8.1 The Collection of Data

According to Bless and Higson-Smith (2000), there are three avenues of information selection,
namely: the questionnaire, the interview and surveys. Sekaran (2000) proposes that surveys are
the most powerful information selection process provided that the specialist knows exactly what
is required and how to evaluate the factors of interest. Questionnaires were applied individually
by being sent to the participants or even digitally allocated according to the needs of the situation
(Sekaran, 2000). A list of all of the professionals and expert workers in the example was
acquired from the HR Managers in the capital city of Islamabad in Pakistan, The specialist and

the People Source Administrator then wrote a letter and had it sent via e-mail to the appropriate
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professionals and expert workers in the example. It notified the professionals and workers in the
example about the objective and the privacy of the research work. The specialist presented
information to certain HR professionals in which the factors and method of the research were

mentioned and highlighted.

For the requirements of this research, surveys were used to collect the necessary information. In
an attempt not to affect business functions and to ensure that the participants would receive the
records in the least possible time, surveys were allocated through the internal emailing system.
This was a non-personal strategy of information selection due to the fact that the participants
finished the surveys without the interview panel member being present. Each review contained a
further masking page that described the purpose of the study to the potential participant. General
guidelines on completing the review and presenting an emphasis regarding the value of
responding to all questions were involved. The masking page also described why it was
important that the potential participant individually finished the review. This strategy of
information selection resolved the issues of cost, some time to regional difficulties. In both
calculating equipment, the participants were informed that they were permitied to leave a
question unanswered if the indicated concern had not yet been determined or was currently
uncertain. Information was provided on the masking page, providing the management and
employees the opportunity to contact the specialist in the event that any inquiries or problems
that might develop. The masking page also prompted the management to return the review and

response piece, via the inner emailing system, to the specialist.
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3.8.2 Securing the Data

Once the questionnaires were completed, the researcher then coded the responses found on each
questionnaire. These scores and codes were assigned to each question for the analysis and for the
segregation of the data into particular fields. The scores were then captured onto a SPSS
spreadsheet for analysis (in SPSS 18.0V). The resulting analysis of the data was discussed

further in the next chapter.

3.8.3 Analysis of the Data

Once the information was gathered, it was necessary to utilize precise methods to evaluate the

information, as this analysis was quantitative in character. .
3.8.4 Cronbach’s ‘Alpha Co-Efficient’

Cronbach's Alpha Co-Efficient is generally associated with inner excellence (De Vellis, 1991).
The Cronbach’s Alpha is considered as a Co-Efficient Alpha and its value varies from 0 to 1.
Sekaran (2000) suggests that when determining Cronbach’s Excellence Co-Efficient, reliabilities
that are less than 0.6 are regarded inadequate, reliabilities within 0.7 varies are regarded as

satisfactory and those co-efficient that are over 0.8 are regarded as excellent.
3.9 THE RELIABILITY AND VALIDITY OF THE ANALYSIS

To assess the excellence of the items on the questionnaire, a Cronbach Alpha was used for the
statistics of the questionnaire (Ayes, 1998). Optimum reliability requires outcomes of co-
efficient values of 0.70 to .90 (Bair et. al., 1995; Pallant, 2000). This range was used in the

regional perspective, developing its excellence and credibility assisted in ascertaining the
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interaction between the factors. The validity of the information was confirmed through
contextual, cosmetic elements and a reliability-centered device. Soundness assisted in evaluating

inductive element of actual research (Mathura, 1999; Zikmand, 2000).

An instrument is legitimate once its excellence is obtained and it facilitates what the Specialist is
looking for in the design of the research (Patten, 2004; Wallen & Fraenkel, 2001): henceforth, a
serious attempt was made to secure the credibility of the outcomes. Patten (2004) opines that
tests are not completely legitimate; however, the Specialist highlights that confidence in the
device used would give relatively precise outcomes (Wallen & Fraenkel, 2001). Therefore, an
attempt was made to stay as close as possible to the excellence of the outcomes in accordance
with the device. Patten (2004) also recommends that great focus would be applied to securing

legitimate information and reliable outcomes.

3.10 The Testing of the Hypothesis

As above described, the speculation of the research was concerned with developing a connection
between the authority design and the personnel’s responsibility to the company. Thus, it was
necessary to use precise assessments to analyze the durability and route of the connection

between these two factors of the speculation.

Pearson Correlation Research was performed, using SPSS, in order to determine if a correlation
prevails between understanding incorporation potential and advancement. Relationship research
methods describe the level of a connection between two variables and disclose the level of this
connection_(Bless & Kathuria, 1993). Boyd, Westfall and Stasch (1985) as well as Bryman and
Cramer (1990) declared that methods of connection indicate both the durability and route (+ or -)

of the connection between the two factors. The SPSS determines the Pearson Correlation Co-
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Efficients (r) and differs between -1 and +1. The deeper that the value of r is to zero, the more
sluggish was the connection, and the better the oneness (- or +), the more powerful was the
connection. In conclusion, the indication of the Pearson Correlation Co-Efficient indicated the
route of the correlation, and its total value indicated the durability, with bigger total principles
showed more powerful interactions. In this research, connection co-efficients signify the
characteristics of the connection between understanding Developing Potential and Advancement,
whereby a co-efficient of above 0.8 signifies a powerful connection, a co-efficient of between
0.5 and 0.8 signifies an average connection, and a co-efficient below 0.5 signifies a vulnerable

connection (Devore & Peck, 1993).

The precise relevance (p-level) of the outcomes symbolized a reducing catalog of the excellence
of an outcome. The greater the ‘p-level”, the less we believed that the noticed regards between
factors in the example is a trusted sign of the regards between the specific factors related to the
inhabitants. The ‘p-level” symbolizes the prospect of mistake that was engaged in recognizing
the noticed outcome as legitimate, that was, as a consultant of the inhabitants (MacColl, 2004).

The process to analyze the precise relevance of the speculation in this research was as follows:

If the pe-produced “p-value’ was less than the stage of relevance (alpha) of 0.05, the Specialist
would REJECT the zero speculation. The specialist then indicated that there was a precise
considerable and positive/negative connection between the factors under the study. If the ‘p-
value’ was greater than the stage of relevance of 0.05, then the Specialist would FAIL TO
REJECT the zero speculation and consider that there was no precise considerable and
positive/negative connection between the factors (Sekaran, 2000). It was significant to specify
whether the analysis was one-tailed or two-tailed. A one-tailed analysis was used when there was

a particular route to the speculation being examined, while a two-tailed analysis was used when a
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connection was predicted, but the route of the connection was not predicted (Field, 2000). Due to

the characteristics of the speculation of the present research, the two-tailed analysis was used.

The mean ratings and conventional diversions for each of the aspects of understanding the
incorporation potential, KM methods, advancement and business efficiency were examined: with

referrals to the Pearson Connection Analysis outcomes for further comprehension and research,

3.11 Statistical Tools

3.11.1 The SPSS

Information was examined using inferential research whereby outcomes were generally based on
the foundation of the information gathered from the example. Rates and wavelengths were used
for the specific data in the form of a group. The armlysisaﬂf variance (ANOVA) was used to find
the factor among the various factors. Data software program (SPSS) were used to perform
detailed analysis through regression. Moderate data was used for securing outcomes using the

Likert Range.

The purpose of knowledge-management assessment was to find out in particular how the

knowledge-management practices and integrated capacities with its construct affected the

-

innovation process and organizational performance.
3.11.2AMOS

SPSS results were further authenticated with the AMOS which authenticated the model in terms

of reliability and validated it with the relations and their strength values and variances
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3.12 CONCLUSION

This section presented the techniques used in the research and the process of information
selection and research. The speculation of the research was provided and the research design
defined. Information regarding the example size and the number of individuals involved in the
final precise research was provided. A summary of the information selection method was then
given. Each of the two pieces of equipment that were used in this research, as well as their
excellence and credibility, were then outlined in detail. Finally, the precise research of practices
was defined. Also involved within this section were the honest factors that needed to be taken

into account when doing the actual research and information-gathering.
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CHAPTER 4

DATA ANALYSES, RESULTS AND DISCUSSION

Table 4.1
Gender Number of Respondents Percentage
Male 204 69.5035
Female 129 30.4965
Total 423 100

The above Table 4.1 demonstrates the demographic analysis by gender of the survey respondents
in terms of the number of respondents and percentages. The results of the table further signify
that out of the total (423) survey respondents, the response of male participants is 69.50 % (294)
whereas the response of female participants is 30.49 % (129). The results further demonstrate

that male participants responded more to the survey as compared to female participants.

Tabled.1.1
Age Number of Respondents Percentage
25-30 years 70 16.5485
31-35 years 147 34,7518
36-40 years 99 23.4043
41-45 years 58 13.7116
46 years and above 49 11,5839
Total 423 100

The above Table 4.1.1 exemplifies the demographic statistic of age of the survey subjects. The

results of the table reveal that the survey participants in the age group of 25-30 years showed a
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16.54 % (70) response to the survey conducted out of the total (423) survey respondents. The
results further reveal that the survey record 34.75 % (147) respondents are aged between 31-35
years and 23.40 % (99) have ages between 36-40 years, whereas 13.71 % (58) survey subjects
fall in the age group of 41-45 years. It is evident from the results of the table that the majority of

the survey respondents are aged between 31 and 35 years.

Table 4.1.2
Education Number of Respondents Percentage
Bachelor’s Degree 209 49.409
Master’s Degree 138 32.6241
Professional Diploma 48 11.3475
Others 28 6.61939
Total 423 100

The above table reveals the demographic analysis of the survey subjects in terms of education.
The results of the table indicate that out of a total of 423 survey subjects, 49.40 % (209) of the
respondents hold Bachelor's Degrees whereas 32.62 % (138) of the respondents hold Master’s
Degrees. The results further demonstrate that out of the total survey respondents, 11.34 % (48)
respondents have Professional Diplomas for their qualification. It is evident from the above table

that the majority of the survey subjects have Bachelor's Degree qualification,
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Table 4.1.3

Experience Number of Respondents Percentage
1-3 years 50 11.8203
4-7 years 161 38.0615
8-11 years 142 33.5697
12-15 years 38 8.98345
"15 years and above" 32 7.56501
Total 423 100

The above table signifies the demographic statistics of the survey subjects in terms of
experience. The results reveal that out of the total (423) survey subjects, 11.82 % (50)
respondents have experience between 1-3 years whereas 38.06 % (161) respondents have an
experience level of 4-7 years. The results demonstrate that 33.56 % (142) participants have
experience of 8-11 years and 8.98 % (38) participants have an experience level of 12-15 years. It

is evident from the analysis that most of the respondents have an experience of 4-7 years.
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Table 4.2 Test of Mean Difference of Learning Culture with Respect to Gender

Levene's Test Gender Sample  Mean SD t-stat Sig

LC  F-stat Sig Male 294 39795918 1.061066  2.143 003

945 689  Female 129  3.7286822 1.21032

*Levene's Test denotes equality of variance across groups

The result in the above table reveals Levene's Test for equality of vanance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Learning Culture’ among male and female
workers in the company. After obtaining the equivalent difference supposition by the means of
Levene’s Analyze of value of difference (F=0.945, P=.689) the test of separate products is
performed. The results further prove the mean value of men (x=3.979, SD=1.061) and the mean
value of women (x=3.728, SD=1.2103) represents that male workers within the company view
breakdowns as studying possibilities instead of being something to be humiliated of, they support
the part of knowledge in the organization's success, enhancement in the employees” skills and
knowledge and overall learning culture. Likewise, the statistical results of independent sample t-
tests divulge that male employees’ perception regarding failure as an opportunity to learn rather
than as a reason for shame and, as well, support the role of knowledge in the firm’s success,
improvement in the employees’ knowledge and skills and overall learning culture is significantly

different from those of female employees (1=2.143, p<.05).
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Table 4.2.1 Test of Mean Difference of Trust With Respect to Gender

Levene's Test Gender Sample Mean SD t-stat Sig
T F-stat Sig Male 204  3.79932 1.03052 149  0.017
0.114 0.614  Female 129  3.62791 1.21237

*Levene ' Test denotes equality of variance across groups

The results in the above table reveal Levene’s Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Trust’ among male and female workers in
the organization. After securing the equal variance assumption by the means of Levene’s Test of
equity of variance (F=0.114, P=.614), the test of independent samples is carried out. The results
further provide evidence that the mean value of males (x=3. 799, SD=1.030) and mean value of
females (x=3.627, SD=1.212) indicate that male employees within organization believe that the
members are generally trustworthy, members are respectful and are able to understand what
other members need while they are doing their jobs, members have reciprocal faith in each
other's abilities. intentions, behaviors and overall trust developed in the organization. Likewise,
the statistical results of independent sample t-tests reveal that male employees’ perceive
trustworthiness in the member colleagues, respectability and an knowledge of what other
members need while they are doing their jobs, members have faith in other’s abilities, intentions,
and behaviors and overall trust developed in the organization and that these perceptions are

significantly different from those of female employees (1=1.490, p<.03).
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Table 4.2.2 Test of Mean Difference of Combinative Capabilities With Respect to Gender

Levene's Test Gender Sample Mean SD t-stat Sig

CcC F-stat Sig Male 294 3.06463 30603 1.015 0.021

0.793  0.181 Female 129 3.20155 .20792

*Levene's Test denotes equality of variance across groups

The results in the above table exhibits Levene's Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is executed with
the purpose of locating the mean of perceived ‘Combinative Capabilities’ among male and
female workers in the organization. After securing the equal variance assumption by the means
of Levene’s Test of equity of variance (F=0.793, P=.181). a test of independent samples is
carried out. The results further present evidence that the mean value of males (x=3.064,
SD=1.306) and the mean value of females (x=3.201, SD=1.207) imply that male employees
within organization possess the know-how about how a threat was identified, know-how about
the steps taken to respond to a threat, know-how about how to prevent future similar threats, the
reasons behind decisions made by others in responding to the security threat, the reasons behind
involving certain people in the security response, the reasons behind decisions made for not
pursuing certain security responses and overall know-how about combinative capabilities. The
statistical results of independent sample t-tests divulge that male employees’ perceptions
regarding know-how about how a threat was identified, know-how about steps taken to respond
to a threat, know-how about how to prevent future similar threats, the reasons behind decisions
made by others in response to the security threat, the reasons behind involving certain people in

the security response, the reasons behind decisions made for mot pursuing certain security
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responses and overall know-how about combinative capabilities is significantly different from

those of female employees (r=1.013, p<.05).

Table 4.2.3 Test of Mean Difference of Leadership With Respect to Gender

Levene's Test Gender Sample  Mean SD t-stat Sig

L F-stat Sig Male 294  3.8979592 24361742 1358  0.030

0.144 0.705 Female 129  3.5968992 0.9480192

*Levene s Test denotes equality of variance across groups

The results in the above table reveal Levene's Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Leadership’ among male and female workers
in the organization. After securing the equal variance assumption by the means of Levene’s Test
of equity of variance (F=0.144, P=.705), a test of independent samples is carried out. The results
further provide evidence that the mean value of males (x=3.897, SD=2.436) and mean value of
females (x=3.596, SD=.948) signifies that male employees within organization realize the
leaders’ support in the processes of acquiring and disseminating customer knowledge when
needed, the leaders’ encouragement in the generation of new ideas and/or suggestions coming
from customers, celebration by leaders of distinguished achievements and the announcement of
them to all customers through organized meetings, leaders’ provision of transparency and
openness about ongoing activities to activate customers’ participation in decision-making and
overall leadership in the organization. The statistical results of independent sample t-tests
indicates that male employees’ perceptions regarding the leaders’ support of the processes of
acquiring and disseminating customer knowledge when needed, the leaders’ encouragement in

generating new ideas and/or suggestions that come from customers, leaders’ celebration of
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distinguished achievements and their announcement of them to all customers at organized
meetings, leaders providing transparency and openness about ongoing activities to activate
customers’ participation in decision-making and overall leadership is significantly different from

those of female employees (1=1.358, p<.05) .

Table 4.2.4 Test of Mean Difference of Culture with Respect to Gender

Levene's Test Gender Sample Mean SD t-stat Sig

C F-stat Sig  Male 204 3697279 1.096158 1.465  0.001

0.352 0.192 Female 129 3.51938 1.263062

*Levene s Test denotes equality of variance across groups

The results in the above table reveals Levene’s Test for equality of variance, mean. standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Culture’ among male and female workers in
the organization. Afier securing the equal variance assumption by the means of Levene’s Test of
equity of variance (F=0.352, P=.192), a test of independent samples is carried out. The results
further provide evidence that the mean value of males (x=3.697, SD=1.096) and the mean value
of females (x=3.519, SD=1.263) indicates that male employees within the organization believe
that employees understand the importance of knowledge, employees are valued for their
individual expertise, the benefits of sharing knowledge outweigh the costs, and knowledge about
overall culture in the organization, The statistical results of independent sample i-tests reveal that
male employees’ perceptions regarding employees’ knowledge of the importance of knowledge,

employees being valued for their individual expertise; that the benefits of sharing knowledge
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outweigh the costs, and knowledge about overall culture in the organization, are significantly

different from those of female employees (1=1.465, p<.05).

Table 4.2.5 Test of Mean Difference of Technology With Respect to Gender

Levene's Test  Gender Sample Mean SD t-stat Sig

Tech F-stat Sig Male 294 4.149 980 2.709 001

0.910 0.089 Female 129  3.85271 1.15988

*Levene s Test denotes equality of variance across groups

The results in the above table divulge Levene’s Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Technology’ among male and female
workers in the organization. After securing the equal variance assumption by the means of
Levene’s Test of equity of variance (F=0.910, P=.089). a test of independent samples 1s carried
out. The results further provide evidence that the mean value of males (x=4./49, SD=.980) and
the mean value of females (x=3.852, SD=1].159) signifies that male employees within the
organization realize that Intranets are key within the organization, collaboration technologies are
key within the organization, managing technologies are key within the organization,
documentary and codification systems are key within the organization, searching technologies
are key within the organization, organizational workstations are effectively computerized and
there is overall technology development in the organization. The statistical results of independent
sample t-tests show that male employees’ perceptions regarding Intranets, collaboration
technologies, managing technologies, documentary and codification systems, searching

technologies are all key within the organization, that organizational workstations are effectively
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computerized and that overall technology development in the organization, are significantly

different from those of female employees (1=2.709, p<.05) .

Table 4.2.6 Test of Mean Difference of Competency Development With Respect to Gender

Levene's Test  Gender Sample Mean SD t-stat Sig

CD F-stat Sig Male 294  3.71088 0.90207 1.178  0.020

0.737  0.188  Female 129 3.5969 0.94802

*Levene s Test denotes equality of variance across groups

The results in the above table reveal Levene's Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Competency Development’ among males
and females working in the organization. After securing the equal variance assumption by the
means of Levene's Test of equity of variance (F=0.737, P=.188), a test of independent samples
is carried out. The results further provide evidence that the mean value of males (x=3.710,
$D=(.902) and the mean value of females (x=3.596, SD=(.948) indicate that male employees
within organization realize that the organization has systems to measure its employees’
competencies, remuneration and promotion systems have an influence on the development of
competencies, employees possess ideas and knowledge, the firm uses benchmarking techniques
to improve its employees’ competencies and overall competency development in the
organization. The statistical results of independent sample i-tests reveal that male employees’
perceptions that the organization has systems to measure its employees’ competencies,
remuneration and promotion systems have an influence on the development of competencies,

employees possess ideas and knowledge, the firm uses benchmarking techniques to improve its
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employees’ competencies and overall competency development in the organization is

significantly different from those of female employees (r=1.178, p<.05).

Table 4.2.7 Test of Mean Difference of Innovation with Respect to Gender

Levene's Test Gender Sample Mean SD t-stat Sig

I F-stat Sig Male 294  3.897959 0993045 0.695  0.040

0.782  0.096 Female 129  3.821705 1.135022

*Levene s Test denotes equality of variance across groups

The results in the above table divulge Levene’s Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Innovation” among male and female workers
in the organization. After securing the equal variance assumption by the means of Levene’s Test
of equity of variance (F=0.945, P=.689), a test of independent samples is carried out. The results
further provide evidence that the mean value of males (x=3.979, SD=1.061) and the mean value
of females (x=3.728, SD=1.2103) signifies that male employees within organization realize that
companies always succeed in developing a product which is well-accepted by the market as a
result of the company’s ability to manage ‘knowledge’, companies succeed in generating new
products/services as the embodiment of the companies’ existing knowledge, by ably managing
knowledge, companies succeed in improving service provision to the customers, by ably
managing knowledge, companies succeed in simplifying activities, hence the administrative
process is easier, by ably managing knowledge, companies succeed in carrying out changes in
administrative processes, so they are easier to run and, thereby, overall innovation in the
organization is greatly enhanced. The statistical results of independent sample t-tests indicate

that male employees’ perceptions regarding companies’ success in developing products that are
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well-accepted by the market as a result of the companies’ ability to manage ‘knowledge’,
companies’ success in generating new products/services as the embodiment of the companies’
existing knowledge, by ably managing knowledge, companies succeed in improving service
provision to the customers, by ably managing knowledge, companies succeed in simplifying
activities, hence the administrative process is easier, by ably managing knowledge, companies
succeed in carrying out changes in administrative processes, so they are easier to run and overall
innovation in the organization is greatly enhanced, are significantly different from those of

female employees (r=2.143, p<.03) .

Table 4.2.8 Test of Mean Difference of Organizational Performance With Respect to
Gender

Levene's Test Gender Sample Mean SD t-stat Sig

oP F-stat Sig Male 294 415986 096613 2.293  0.024

0.827 0364 Female 129 391473 1.11124

*Levene s Test denotes equality of variance across groups

The results in the above table reveal Levene’s Test for equality of variance, mean, standard
deviation, t-stat and associated probability values. The independent sample t-test is carried out
with the purpose of locating the mean of perceived ‘Organizational Performance’ among male
and female workers in the organization. After securing the equal variance assumption by the
means of Levene’s Test of equity of variance (F=0.827, P=.364), a test of independent samples
is carried out. The results further provides evidences that the mean value of males (x=4.159,
SD=(.966) and mean value of females (x=3.9/4, SD=1.111) indicate that male employees
within organization realizes that the company has a greater market share than its key
competitors, the company is growing faster than its key competitors, the company is more

profitable than its key competitors, the company has a greater efficiency of operations than its
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key competitors, the company has greater-quality services than its key competitors and that the
organizational performance of the organization is superior. The statistical results of independent
sample t-tests reveal that male employees’ perceptions regarding the company’s greater market
share than its key competitors, the company's faster growth than its key competitors, the
company’s greater profitability than that of its key competitors, the company’s greater efficiency
of operations than that of its key competitors, the company’s greater quality of services than of
its key competitors and the superior, overall organizational performance of the organization, are
significantly different from those of female employees (1=2.293, p<.03).

ANNOVA
Table 4.3 Mean Analyses of Learning Culture With Respect to Age Group

Age group N Mean SD
25-30 years 70 3.757142857 1.22102018
31-35 years 147 3.80952381 1.0937765
36-40 years 99 4.080808081 1.02695078
41-45 years 58 3.982758621 1.06773049
46 years and above 49 3.93877551 1.2146358
Total 423 3.903073286 1.11328259

The table 4.3 indicates mean analysis of learning culture with respect to different age groups
working in organizations. The purpose of executing this analyses captures the systematic and
group psychological response of the survey subjects of different age groups regarding how they
perceive learning culture in the organization. The mean value (3.7571, SD=1.2210) of the age
groups (25-30 years) denotes that they tends to agree and profess failures as an opportunity to

learn instead a reason to be ashamed of, support the role of knowledge in the firm’s success,
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mmprovement in the employees knowledge and skills and overall learning culture whereas, the
mean value (3.809, SD=1.093) of the age group (31-35 years) reveals that this particular age
group tends towards agreement about the prevalent knowledge of learning culture within
organization. The results in the above tables further conceives that the mean value of (4,0808,
SD= 1.0269) of the age group (36-40 years) signifies that this age groups tends toward accords
with others age groups and perceives leamning culture within organization whereas, the mean
value (3.982, SD=1.067) of the age group (41-45 years) reveals that the said age groups response
toward learning culture are in accords with the other age groups and they profess learning culture
within organization. It is evident from the analysis that as compare to other age groups, 36-40

years age groups realizes more regarding learning culture within organization.

Table 4.3.1Variance Homogeneity Test of Learning Culture Across the Age Groups

Levene's Statistic df1 dnri Sig.

1.410 4 418 230

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene's
test is carried out .The Levene’s test in the above table indicates that variations in variable

(learning culture) is constant (F , 4;5=1.410 P>.05) across the group.
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Table 4.3.2 Test of Mean Difference — Learning Culture with Respect to Age Group

Sum of Squares Df Mean Square F Sig.
Between Groups 6.335 4 1.584 1.281 277
Within Groups 516.691 418 1.236
Total 523.026 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
learning culture with respect to age groups is executed to statistically locate psychological
difference among age groups regarding leaming culture, The statistics (Fy 4= 1.281, P>.05)
denotes that the perceptions of survey subjects across different age groups is constant and there

is no statistically significant differences.

Table 4.3.3 Mean Analyses of Trust With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.757142857 1.09592
31-35 vears 147 3.700680272 1.13726
36-40 years 99 3.787878788 0.99255
41-45 years 58 3.672413793 1.19043
46 years and above 49 3.87755102 1.03345
Total 423 3.747044017 1.0906

The table 4.3.3 indicates mean analysis of Trust with respect to different age groups working in
organizations. The purpose of executing this analysis captures the systematic and group

psychological response of the survey subjects of different age groups regarding how they
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perceive trust in the organization. The mean value (3.7571, SD=1.0959) of the age groups (25-30
years) denotes that they tends to agree and profess The members are generally trustworthy,
members are respectful and understandable to what other members need while they are doing
their job, members have reciprocal faith in other's abilities, intensions, and behaviors and overall
trust developed in the organization whereas, the mean value (3.7006, SD=1.1372) of the age
group (31-35 years) reveals that this particular age group tends towards agreement about the
prevalent knowledge of trust within organization. The results in the above tables further
conceives that the mean value of (3.7878, SD= (.9925) of the age group (36-40 years) signifies
that this age groups tends toward accords with others age groups and perceives trust within
organization whereas, the mean value (3.6724, SD=1.0334) of the age group (41-45 years)
reveals that the said age groups response toward trust are in accords with the other age groups
and they profess trust within organization. It is evident from the analysis that as compare to other

age groups, 46 years and above age groups realizes more regarding trust within organization.

Table 4.3.4 Variance Homogeneity Test of Trust Across the Age Groups

Levene’s Statistic dfl Df2 Sig.

1.218 - 418 302

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene's
test 1s carried out .The Levene’s test in the above table indicates that variations in variable

(Trust) is constant (F 4 4)5=1.218 P>.05) across the group.
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Table 4.3.5 Test of Mean Difference — Trust With Respect to Age Group

Sum of Squares Df Mean Square Sig.
Between Groups 1.646 4 411 848
Within Groups 500.288 418 1.197%
Total 501.934 422

After capturing the crucial assumption to identical distribution, analysis of variance test of Trust
with respect to age groups is executed to statistically locate psychological difference among age
groups regarding trust in the organization. The statistics (Fy, ;= 1,344, P>.05) denotes that the

perceptions of survey subjects across different age groups is constant and there is no statistically

significant differences.

Table 4.3.6 Mean Analyses of Combinative Capabilities With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.07143 1.38649
31-35 years 147 3.17687 1.26437
36-40 years 99 3.10101 1.17365
41-45 years 58 3.24138 1.38044
46 years and above 49 2.79592 1.2244
Total 423 3.10638 1.27704

The table 4.3.6 indicates mean analysis of Combinative capabilities with respect to different age
groups working in organizations. The purpose of executing this analysis captures the systematic

and group psychological response of the survey subjects of different age groups regarding how
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they perceive Combinative capabilities in the organization. The mean value (3.07143,
S§D=1.3864) of the age groups (25-30 years) denotes that they tends to agree and profess the
know-how about how a threat was identified, know-how about steps taken to respond to a threat,
know-how about how to prevent future similar threats, Reasons behind decisions others made in
responding to the security threat, Reasons behind involving certain people in the security
response, Reasons behind decisions made for not pursuing certain security responses and overall
know how about combinative capabilities whereas, the mean value (3./768, SD=1.2643) of the
age group (31-35 years) reveals that this particular age group tends towards agreement about the
prevalent knowledge of Combinative capabilities within organization. The results in the above
tables further conceives that the mean value of (3.1010, SD= 1.1736) of the age group (36-40
years) signifies that this age groups tends toward accords with others age groups and perceives
Combinative capabilities within organization whereas, the mean value (3.2413, SD=1.3804) of
the age group (41-45 years) reveals that the said age groups response toward Combinative
capabilities are in accords with the other age groups and they profess Combinative capabilities
within organization. It is evident from the analysis that as compare to other age groups, 41-45
years age groups realizes more regarding Combinative capabilities within organization.

Table 4.3.7 Variance Homogeneity Test of Combinative Capabilities Across the Age
Groups

Levene’s Statistic dfl df2 Sig.

1.905 4 418 093

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the

variation in the variable of interest is constant across age groups. Given the objective, Levene’s
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test 1s carried out .The Levene's test in the above table indicates that variations in vanable

(Combinative capabilities) is constant (F 445=1.905 P>.05) across the group.

Table 4.3.8 Test of Mean Difference — Combinative Capabilities With Respect to Age

Group
Sum of Squares Dr Mean Square F Sig.
Between Groups 6.599 4 1.650 1.012 401
Within Groups 681.614 418 1.631
Total 688.213 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Combinative capabilities with respect to age groups is executed to statistically locate
psychological difference among age groups regarding Combinative capabilities. The statistics
(F4 422= 1.012, P>.05) denotes that the perceptions of survey subjects across different age

groups is constant and there is no statistically significant differences.

Table 4.3.9 Mean Analyses of Leadership With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.64286 1.02201
31-35 years 147 3.89796 3.35713
36-40 years 99 3.85859 0.75607
41-45 years 58 3.81034 0.86768
46 years and above 49 3.65306 0.92536
Total 423 3.80615 2.10061
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The table 4.3.9 indicates mean analysis of Leadership with respect to different age groups
working in organizations. The purpose of executing this analysis captures the systematic and
group psychological response of the survey subjects of different age groups regarding how they
perceive Leadership in the organization. The mean value (3.6428, SD=1.0220) of the age groups
(25-30 years) denotes that they tends to agree and profess the leaders support in the processes of
acquiring and disseminating of customer knowledge when needed, the leaders encouragement in
generation of new ideas and\or suggestions comes from customer, celebration of leaders in result
of distinguished achievements and announces them to all customers by organized meetings,
leaders provide transparency and openness about ongoing activities to activate customers”
participation in decision making and overall leadership in the organization whereas, the mean
value (3.8979, SD=3.3571) of the age group (31-35 vears) reveals that this particular age group
tends towards agreement about the prevalent knowledge of Leadership within organization. The
results in the above tables further conceives that the mean value of (3.8585, SD= 0, 7560) of the
age group (36-40 years) signifies that this age groups tends toward accords with others age
groups and perceives Leadership within organization whereas, the mean value (3.8103,
SD=(.8676) of the age group (41-45 years) reveals that the said age groups response toward
Leadership are in accords with the other age groups and they profess Leadership within
organization. It is evident from the analysis that as compare to other age groups, 31-35 years age

groups realizes more regarding Leadership within organization.

Table 4.3.10 Variance Homogeneity Test of Leadership Across the Age Groups

Levene’s Statistic dfl df2 Sig.

1.509 - 418 729
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Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene’s
test 1s carried out .The Levene's test in the above table indicates that variations in variable

(Leadership) is constant (F ;4;5=1.509 P>.05) across the group.

Table 4.3.11Test of Mean Difference — Leadership with Respect to Age Group

Sum of Squares Df Mean Square F Sig.
Between Groups 4.527 4 1.132 1.255 907
Within Groups 1857.577 418 4.444
Total 1862.104 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Leadership with respect to age groups is executed to statistically locate psychological difference
among age groups regarding Leadership. The statistics (Fy ,2;= 1.255, P>.05) denotes that the
perceptions of survey subjects across different age groups is constant and there is no statistically

significant differences.

Table 4.3.12 Mean Analyses of Culture With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.67143 1.13854
31-35 years 147 3.52381 1.2182
36-40 years 99 3.66667 1.09731
4145 years 58 3.67241 1.20508
46 years and above 49 3.87755 0.99232
Total 423 3.64303 1.15103
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The table 4.3.12 indicates mean analysis of Culture with respect to different age groups working
in organizations. The purpose of executing this analysis captures the systematic and group
psychological response of the survey subjects of different age groups regarding how they
perceive Culture in the organization. The mean value (3.6714, SD=1.1385) of the age groups
(25-30 years) denotes that they tends to agree and profess Employees understand the importance
of knowledge, employees are valued for their individual expertise, benefits of sharing knowledge
outweigh the costs, and knowledge about overall culture in the organization whereas, the mean
value (3.5238, SD=1.2182) of the age group (31-35 years) reveals that this particular age group
tends towards agreement about the prevalent knowledge of Culture within organization. The
results in the above tables further conceives that the mean value of (3.6666, SD= 1.0973) of the
age group (36-40 years) signifies that this age groups tends toward accords with others age
groups and perceives Culture within organization whereas, the mean value (3.6724, SD=/ .2050)
of the age group (41-45 years) reveals that the said age groups response toward Culture are in
accords with the other age groups and they profess Culture within organization. It is evident from
the analysis that as compare to other age groups, 46 years and above age groups realizes more

regarding Culture within organization.

Table 4.3.13 Variance Homogeneity Test of Culture Across the Age Groups

Levene’s Statistic dfl di2 Sig.

1.545 4 418 39

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the

variation in the variable of interest is constant across age groups. Given the objective, Levene’s
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test is carried out .The Levene’s test in the above table indicates that variations in variable

(Culture) is constant (F , 4)5=1.545 P>.05) across the group.

Table 4.3.14 Test of Mean Difference — Culture With Respect to Age Group

Sum of Squares Df Mean Square F Sig.
Between Groups 4.946 4 1.237 1.933 445
Within Groups 554.151 418 1326
Total 559.097 422

After capturing the crucial assumption to identical distribution, analysis of variance test of

Culture with respect to age groups is executed to statistically locate psychological difference

among age groups regarding Culture. The statistics (Fy, 4= 1.933, P>.05) denotes that the

perceptions of survey subjects across different age groups is constant and there is no statistically

significant differences.

Table 4.3.15Mean Analyses of Technology With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.88571 1.18619
31-35 years 147 3.93197 1.08325
36-40 years 99 4.26263 0.89882
41-45 years 58 4.18966 0.94511
46 years and above 49 4.12245 1.05342
Total 423 4.0591 1.04578




The table 4.3.15 indicates mean analysis of Technology with respect to different age groups
working in organizations. The purpose of executing this analysis captures the systematic and
group psychological response of the survey subjects of different age groups regarding how they
perceive Technology in the organization. The mean value (3.8857, SD=1.1861) of the age
groups (25-30 years) denotes that they tends to agree and profess that intranets are a key within
the organization, Collaboration technologies are a key within the organization, Managing
technologies are a key within the organization, Documentary and codification systems are a key
within the organization, Searching technologies are a key within the organization, Organizational
workstations are effectively computerized and overall technology development in the
organization whereas, the mean value (3.9379, SD=1.0832) of the age group (31-35 years)
reveals that this particular age group tends towards agreement about the prevalent knowledge of
Technology within organization. The results in the above tables further conceives that the mean
value of (4.2626, SD= 0.8988) of the age group (36-40 years) signifies that this age groups tends
toward accords with others age groups and perceives Technology within organization whereas,
the mean value (4.1896, SD=0.9451) of the age group (41-45 years) reveals that the said age
groups response toward Technology are in accords with the other age groups and they profess
Technology within organization. It is evident from the analysis that as compare to other age

groups, 46-40 years age groups realizes more regarding Technology within organization.

Table 4.3.16 Variance Homogeneity Test of Technology Across the Age Groups

Levene’s Statistic df1 df2 Sig.

1.802 - 418 524
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Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene’s
test is carried out .The Levene's test in the above table indicates that variations in variable

(Technology) is constant (F 4 4;5=1.802 P>.05) across the group.

Table 4.3.17 Test of Mean Difference — Technology With Respect to Age Group

Sum of Squares Df Mean Square F Sig.
Between Groups 9.766 4 2.442 1.259 062
Within Groups 451.756 418 1.081
Total 461.522 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Technology with respect to age groups is executed to statistically locate psychological difference
among age groups regarding Technology. The statistics (Fy, 420= 1.259, P>.05) denotes that the
perceptions of survey subjects across different age groups is constant and there is no statistically

significant differences,
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Table 4.3.18 Mean Analyses of Competency Development With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.67143 0.98865
31-35 years 147 3.53741 0.9528
36-40 years 99 3.81818 0.8127
41-45 years 58 3.7931 0.87376
46 years and above 49 3.67347 0.92168
Total 423 3.67612 0.91671

The table 4.3.18 indicates mean analysis of Competency Development with respect to different
age groups working in organizations. The purpose of executing this analysis captures the
systematic and group psychological response of the survey subjects of different age groups
regarding how they perceive Competency Development in the organization. The mean value
(3.6714, SD=0.9586) of the age groups (25-30 years) denotes that they tends to agree and profess
that the organization has systems to measure its employees’ competences, remuneration and
promotion systems have an influence on the development of competences, ideas and knowledge
by the employees, the firm uses benchmarking techniques to improve its employees’
competences and overall competency development in the organization whereas, the mean value
(3.5374. SD=0.9528) of the age group (31-35 years) reveals that this particular age group tends
lowards agreement about the prevalent knowledge of Competency Development within
organization, The results in the above tables further conceives that the mean value of (3.8141,
SD= 0.8127) of the age group (36-40 years) signifies that this age groups tends toward accords
with others age groups and perceives competency development within organization whereas, the

mean value (3.7931, SD=0.8737) of the age group (41-45 years) reveals that the said age groups
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response toward Competency Development are in accords with the other age groups and they
profess Competency Development within organization. It is evident from the analysis that as
compare to other age groups, 36-40 years age groups realizes more regarding Competency
Development within organization.

Table 4.3.19 Variance Homogeneity Test of Competency Development Across the Age

Groups

Levene’s Statistic dfi dfn Sig.

1.614 4 418 065

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene’s
test is carried out .The Levene's test in the above table indicates that variations in variable

(Competency Development) is constant (F 4 4;5=1.614 P>.05) across the group.

Table 4.3.20 Test of Mean Difference - Competency Development With Respect to Age

Group
Sum of Squares Df Mean Square F Sig.
Between Groups 5.622 4 1.405 1,683 153
Within Groups 349.007 418 B35
Total 354.629 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Competency Development with respect to age groups is executed to statistically locate

psychological difference among age groups regarding Competency Development. The statistics
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(Fi 42:= 1.683, P>.05) denotes that the perceptions of survey subjects across different age

groups is constant and there is no statistically significant differences.

Table 4.3.21 Mean Analyses of Innovation With Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.84286 1.07185
31-35 years 147 3.78231 1.10116
36-40 years 99 3.9798 0.90328
41-45 years 58 3.87931 1.09348
46 years and above 49 3.97959 0.98931
Total 423 3.8747 1.03763

The table 4.3.21 indicates mean analysis of Innovation with respect to different age groups
working in organizations. The purpose of executing this analysis captures the systematic and
group psychological response of the survey subjects of different age groups regarding how they
perceive Innovation in the organization. The mean value (3.8428, SD=1.0718) of the age groups
(25-30 years) denotes that they tends to agree and profess that company always succeeds in
developing the product which is accepted well by the market as a result of the company’s ability
in managing the knowledge, company succeeds in generating the new product or service as the
embodiment of the company's existing knowledge, By means of the ability to manage
knowledge, our company always succeeds in improving service process to the customers, By
means of the ability to manage knowledge, our company succeeds simplifying the activities:
hence the administrative process is easier, With the ability to manage knowledge, our company

succeeds in carrying out changes in administrative processes, so they are easier to run and overall
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innovation in the organization whereas, the mean value (3.7823, SD=1.1011) of the age group
(31-35 years) reveals that this particular age group tends towards agreement about the prevalent
knowledge of Innovation within organization. The results in the above tables further conceives
that the mean value of (3.9798, SD= 0.9032) of the age group (36-40 years) signifies that this
age groups tends toward accords with others age groups and perceives innovation within
organization whereas, the mean value (3.8793, SD=1.0934) of the age group (41-45 years)
reveals that the said age groups response toward Innovation are in accords with the other age
groups and they profess Innovation within organization. It is evident from the analysis that as
compare to other age groups, 36-40 years and 46 years and above age groups realizes more
regarding Innovation within organization.

Table 4.3.22 Variance Homogeneity Test of Innovation Across the Age Groups

Levene's Statistic dfl df2 Sig.

1.845 A 418 d19

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across age groups. Given the objective, Levene’s
test is carried out .The Levene's test in the above table indicates that variations in variable

(Innovation) is constant (F 4 4;5=1.843 P>.05) across the group.
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Table 4.3.23 Test of Mean Difference — Innovation with Respect to Age Group

Sum of Squares Df Mean Square F Sig.
Between Groups 2.960 4 740 1.685 603
Within Groups 451.400 418 1.080
Total 454.359 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Innovation with respect to age groups is executed to statistically locate psychological difference
among age groups regarding Innovation. The statistics (Fy, 42;= 1.685, P>.03) denotes that the
perceptions of survey subjects across different age groups is constant and there is no statistically

significant differences.

Table 4.3.24 Mean Analyses of Organizational Performance with Respect to Age Group

Age Group N Mean SD
25-30 years 70 3.94286 1.14063
31-35 years 147 3.98639 1.03359
36-40 years 99 4.25253 0.90738
41-45 years 58 4.18966 0.94511
46 years and above 49 4.12245 1.05342
Total 423 4.08511 1.01754

The table 4.3.24 indicates mean analysis of Organizational Performance with respect to different
age groups working in organizations. The purpose of executing this analysis captures the

systematic and group psychological response of the survey subjects of different age groups
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regarding how they perceive Organizational Performance in the organization. The mean value
(3.9428, SD=1.1406) of the age groups (25-30 years) denotes that they tends to agree and profess
Company has a greater market share than its key competitors, Company is growing faster than its
key competitors are, Company is more profitable than its key competitors, Company has a
greater efficiency of operations than its key competitors, Company has a greater quality of
services than its key competitors and overall organizational performance of the organization
whereas, the mean value (3.9863, SD=1.0335) of the age group (31-35 years) reveals that this
particular age group tends towards agreement about the prevalent knowledge of Organizational
Performance within organization. The results in the above tables further conceives that the mean
value of (4.2525, SD= 0.9073) of the age group (36-40 years) signifies that this age groups tends
toward accords with others age groups and perceives Organizational Performance within
organization whereas, the mean value (4.1896, SD=0.9451) of the age group (41-45 years)
reveals that the said age groups response toward Organizational Performance are in accords with
the other age groups and they profess Organizational Performance within organization. It is
evident from the analysis that as compare to other age groups, 36-40 years age groups realizes
more regarding Organizational Performance within organization.

Table 4.3.25 Variance Homogeneity Test of Organizational Performance Across the Age
Groups

Levene’s Statistic dfl df2 Sig.

1.373 4 418 828

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the

variation in the variable of interest is constant across age groups. Given the objective, Levene’s
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test is carried out .The Levene's test in the above table indicates that variations in variable

(Organizational Performance) is constant (F 4 4s=1.373 P>.05) across the group.

Table 4.3.26 Test of Mean Difference — Organizational Performance With Respect to

Age Group
Sum of Squares Df Mean Square F Sig.
Between Groups 6.326 4 1.581 1.535 191
Within Groups 430,610 418 1.030
Total 436.936 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Organizational Performance with respect to age groups is executed to statistically locate
psychological difference among age groups regarding Organizational Performance. The statistics
(Fy 42= 1.535, P>.05) denotes that the perceptions of survey subjects across different age

groups is constant and there is no statistically significant differences.

Table 4.4 Mean Analyses of Learning Culture With Respect to Education Level

Education N Mean SD
Bachelor Degree 209 3.98086 1.03293
Master Degree 138 3.83333 1.16884
Professional Diploma 48 3.8125 1.14216
Others 28 3.82143 1.36228
Total 423 3.90307 1.11328




The table 4.4 indicates mean analysis of learning culture with respect to education level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive learning culture in the
organization with respect to their educational. The purpose of the analysis demonstrates the
perception of employees in the organization regarding their educational. The mean value
(3.9808, SD=1.0329) of the Bachelor degree educational indicates that they tends to agree and
profess failures as an opportunity to learn instead a reason to be ashamed of, support the role of
knowledge in the firm's success, improvement in the employees knowledge and skills and
overall learning culture whereas, the mean value (3.8333, §D=1.1688) of the Master degree
educational level reveals that this particular educational level tends towards agreement about the
prevalent knowledge of learning culture within organization. The results in the above tables
further demonstrates that the mean value of (3.8125, SD= 1.1421) of the Professional diploma
educational level signifies that this educational tends toward accords with others educational
level and perceives learning culture within organization whereas, the mean value (3.821/4,
SD=].3622) of the other level of education reveals that the said educational level response
toward learning culture are in accords with the other educational level and they profess learning
culture within organization. It is evident from the analysis that as compare to other educational
level, Bachelor degree educational level realizes more regarding learning culture within
organization.

Table 4.4.1 Variance Homogeneity Test of Learning Culture Across the Education

Groups

Levene’s Statistic dfl df2 Sig.

1.578 3 419 063
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Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene's test is carried out .The Levene's test in the above
table indicates that variations in variable (learning culture) is constant (F 349=1.578 P>.05)

across the educational levels of employees in the organization.

Table 4.4.2 Test of Mean Difference — Learning Culture With Respect to Education

Level
Sum of Squares Df Mean Sguare F Sig.
Between Groups 2.516 3 839 1.675 568
Within Groups 520.510 419 1.242
Total 523.026 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
learning culture with respect to educational levels is executed to statistically locate psychological
difference among different educational level of employees regarding learning culture in the
organization. The statistics (F3 4= 1.675, P>.05) denotes that the perceptions of survey
subjects across different educational levels of employees is constant and there is no statistically

significant differences.



Table 4.4.3 Mean Analyses of Trust With Respect to Education Level

Education N Mean SD
Bachelor Degree 209 3.80383 1.10279
Master Degree 138 3.7173% 1.1073
Professional Diploma 48 3.45833 1.03056
Others 28 3.96429 0.96156
Total 423 3.74704 1.0906

The table 4.4.3 indicates mean analysis of Trust with respect to education level of employees in
organizations. The intention of executing this analysis captures the systematic and psychological
response of the survey subjects regarding how they perceive Trust in the organization with
respect 1o their educational level. The purpose of the analysis demonstrates the perception of
employees in the organization regarding their educational level. The mean value (3.8038,
SD=1.1027) of the Bachelor degree educational indicates that they tends to agree and profess
that the members are generally trustworthy, members are respectful and understandable to what
other members need while they are doing their job, members have reciprocal faith in other’s
abilities, intensions, and behaviors and overall trust developed in the organization whereas, the
mean value (3.7173, SD=1.1073) of the Master degree educational level reveals that this
particular educational level tends towards agreement about the prevalent knowledge of Trust
within organization. The results in the above tables further demonstrates that the mean value of
(3.4583, SD= 1.0305) of the Professional diploma educational level signifies that this
educational tends toward accords with others educational level and perceives Trust within
organization whereas, the mean value (3.9642, SD=0.9615) of the other level of education

reveals that the said educational level response toward Trust are in accords with the other
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educational level and they profess Trust within organization. It is evident from the analysis that
as compare to other educational level, others educational level realizes more regarding Trust

within organization.

Table 4.4.4 Variance Homogeneity Test of Trust Across the Education Levels

Levene’s Statistic Df1 dn Sig.

1.988 3 419 398

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
orgamzation. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (Trust) is constant (F ; 40=1.988 P>.05) across the

educational levels of employees in the organization.

Table 4.4.5 Test of Mean Difference — Trust With Respect to Education Level

Sum of Squares DI Mean Square F Sig.
Between Groups 6.118 3 2.039 1.723 162
Within Groups 495.816 419 1.183
Total 501.934 422

After capturing the crucial assumption to identical distribution, analysis of variance test of Trust
with respect to educational levels is executed to statistically locate psychological difference

among different educational level of employees regarding Trust in the organization. The
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statistics (F3 42:= 1.723, P>.05) denotes that the perceptions of survey subjects across different

educational levels of employees is constant and there is no statistically significant differences.

Table 4.4.6 Mean Analyses of Combinative Capabilities With Respect to Education

Level
Education N Mean SD
Bachelor Degree 209 291388 1.28686
Master Degree 138 3.46377 1.23312
Professional Diploma 48 2.64583 1.15758
Others 28 3.37143 1.06904
Total 423 3.10638 1.27704

The table 4.4,6 indicates mean analysis of Combinative capabilities with respect to education
level of employees in organizations. The intention of executing this analysis captures the
systematic and psychological response of the survey subjects regarding how they perceive
Combinative capabilities in the organization with respect to their educational level. The purpose
of the analysis demonstrates the perception of employees in the organization regarding their
educational level. The mean value (2.9/38, SD=1.2868) of the Bachelor degree educational
indicates that they tends to agree and the know-how about how a threat was identified, know-
how about steps taken to respond to a threat, know-how about how to prevent future similar
threats, Reasons behind decisions others made in responding to the security threat, Reasons
behind involving certain people in the security response, Reasons behind decisions made for not
pursuing certain security responses and overall know how about combinative capabilities
whereas, the mean value (3.4637, SD=1.2331) of the Master degree educational level reveals

that this particular educational level tends towards agreement about the prevalent knowledge of
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Combinative capabilities within organization. The results in the above tables further
demonstrates that the mean value of (2.6458, SD= 1.1575) of the Professional diploma
educational level signifies that this educational tends toward accords with others educational
level and perceives Combinative capabilities within organization whereas, the mean value
(3.3714, SD=1.0690) of the other level of education reveals that the said educational level
response toward Combinative capabilities are in accords with the other educational level and
they profess Combinative capabilities within organization. It is evident from the analysis that as
compare to other educational level, Master degree educational level realizes more regarding
Combinative capabilities within organization.
Table 4.4.7 Variance Homogeneity Test of Combinative Capabilities Across the

Education Levels

Levene’s Statistic dfl df2 Sig.

1.829 3 419 478

Before executing the analysis of vanance fest (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (Combinative capabilities) is constant (F 1.419=1.829

P>.05) across the educational levels of employees in the organization.
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Table 4.4.8 Test of Mean Difference — Combinative Capabilities With Respect to

Education Level
Sum of Squares Dr Mean Square F Sig.
Between Groups 41.608 3 13.869 1.987 371
Within Groups 646.605 419 1.543
Total 688.213 422

After capturing the crucial assumption to identical distribution, analysis of variance test of

Combinative capabilities with respect to educational levels is executed to statistically locate

psychological difference among different educational level of employees regarding Combinative

capabilities in the organization. The statistics (Fy ;= 1.987, P>.05) denotes that the perceptions

of survey subjects across different educational levels of employees is constant and there is no

statistically significant differences.

Table 4.4.9 Mean Analyses of Leadership With Respect to Education Level

Education N Mean SDh
Bachelor Degree 209 3.94258 2.85491
Master Degree 138 3.65217 0.88501
Professional Diploma 48 3.625 0.8411
Others 28 3.85714 0.80343
Total 423 3.80615 2.10061

The table 4.9 indicates mean analysis of Leadership with respect to education level of employees

in organizations. The intention of executing this analysis captures the systematic and
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psychological response of the survey subjects regarding how they perceive Leadership in the
organization with respect to their educational level. The purpose of the analysis demonstrates the
perception of employees in the organization regarding their educational level. The mean value
(3.9425, SD=2.8549) of the Bachelor degree educational indicates that they tends to agree and
profess the leaders support in the processes of acquiring and disseminating of customer
knowledge when needed, the leaders encouragement in generation of new ideas and‘or
suggestions comes from customer, celebration of leaders in result of distinguished achievements
and announces them to all customers by organized meetings, leaders provide transparency and

openness about ongoing activities to activate customers’ participation in decision making and

overall leadership in the organization whereas, the mean value (3.6521, SD=0.8850) of the
Master degree educational level reveals that this particular educational level tends towards
agreement about the prevalent knowledge of Leadership within organization. The results in the
above tables further demonstrates that the mean value of (3.650, SD= 0.8411) of the Professional
diploma educational level signifies that this educational tends toward accords with others
educational level and perceives Leadership within organization whereas, the mean value (3.8571,
SD=0.8034) of the other level of education reveals that the said educational level response
toward Leadership are in accords with the other educational level and they profess Leadership
within organization. It is evident from the analysis that as compare to other educational level,

Bachelor degree educational level realizes more regarding Leadership within organization.

Table 4.4.10 Variance Homogeneity Test of Leadership Across the Education Levels

Levene's Statistic dfl df2 Sig.

1.106 3 419 956
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Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene's test is carried out .The Levene's test in the above
table indicates that variations in variable (Leadership) is constant (F ;44=1.106 P>.05) across

the educational levels of employees in the organization.

Table 4.4.11 Test of Mean Difference — Leadership With Respect to Education Level

Sum of Squares Df Mean Square F Sig.
Between Groups 8.810 3 2.937 1.664 575
Within Groups 1853.294 419 4423
Total 1862.104 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Leadership with respect to educational levels is executed to statistically locate psychological
difference among different educational level of employees regarding Leadership in the
organization. The statistics (F3 4= 1.664, P>.05) denotes that the perceptions of survey
subjects across different educational levels of employees is constant and there is no statistically

significant differences.
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Table 4.4.12 Mean Analyses of Culture With Respect to Education Level

Education N Mean SD
Bachelor Degree 209 3.72727 1.15911
Master Degree 138 3.62319 1.16646
Professional Diploma 48 3.41667 1.04847
Others 28 3.52613 1.17063
Total 423 3.64303 1.15103

The table 4.4.12 indicates mean analysis of Culture with respect to education level of employees
in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive Culture in the
organization with respect to their educational level. The purpose of the analysis demonstrates the
perception of employees in the organization regarding their educational level. The mean value
(3.7272, $D=1.1591) of the Bachelor degree educational indicates that they tends to agree and
profess Employees understand the importance of knowledge, employees are valued for their
mdividual expertise, benefits of sharing knowledge outweigh the costs, and knowledge about
overall culture in the organization whereas, the mean value (3.6231, SD=1.1664) of the Master
degree educational level reveals that this particular educational level tends towards agreement
about the prevalent knowledge of Culture within organization. The results in the above tables
further demonstrates that the mean value of (3.4166, SD= 1.0484) of the Professional diploma
educational level signifies that this educational tends toward accords with others educational
level and perceives Culture within organization whereas, the mean value (3.5261, SD=1.1706) of

the other level of education reveals that the said educational level response toward Culture are in
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accords with the other educational level and they profess Culture within organization. It is
evident from the analysis that as compare to other educational level, Bachelor degree educational

level realizes more regarding Culture within organization.

Table 4.4.13 Variance Homogeneity Test of Culture Across the Education Levels

Levene’s Statistic dfl df2 Sig.

1.333 3 419 802

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the vanable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene’s test in the above
table indicates that variations in variable (Culture) is constant (F ; 49=1.333 P>.05) across the

educational levels of employees in the organization.

Table 4.4.14 Test of Mean Difference — Culture With Respect to Education Level

Sum of Squares Df Mean Square F Sig.
Between Groups 4.570 3 1.523 1.151 328
Within Groups 554.527 419 1.323
Total 559.097 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Culture with respect to educational levels is executed to statistically locate psychological
difference among different educational level of employees regarding Culture in the organization.

The staustics (F; 4= 1.151, P>.05) denotes that the perceptions of survey subjects across
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different educational levels of employees is constant and there is no statistically significant

differences.

Table 4.4.15 Mean Analyses of Technology With Respect to Education Level

Education N Mean SD
Bachelor Degree 209 4.15483 0.95888
Master Degree 138 3.98551 1.12039
Professional Diploma 48 3.97917 1.04147
Others 28 4.14286 1.29713
Total 423 4.0591 1.04578

The table 4.4.15 indicates mean analysis of Technology with respect to education level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive Technology in the
organization with respect to their educational level. The purpose of the analysis demonstrates the
perception of employees in the organization regarding their educational level. The mean value
(4.1548, SD=0.9588) of the Bachelor degree educational indicates that they tends to agree and
profess Intranets are a key within the organization, Collaboration technologies are a key within
the organization, Managing technologies are a key within the organization, Documentary and
codification systems are a key within the organization, Searching technologies are a key within
the organization, Organizational workstations are effectively computerized and overall
technology development in the organization whereas, the mean value (3.9855, §D=1.1203) of
the Master degree educational level reveals that this particular educational level tends towards

agreement about the prevalent knowledge of Technology within organization. The results in the
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above tables further demonstrates that the mean value of (3.9791, SD= [.0414) of the
Professional diploma educational level signifies that this educational tends toward accords with
others educational level and perceives Technology within organization whereas, the mean value
(4.1428, 8D=1.2971) of the other level of education reveals that the said educational level
response toward Technology are in accords with the other educational level and they profess
Technology within organization. It is evident from the analysis that as compare to other
educational level, Bachelor degree educational level realizes more regarding Technology within

organization.

Table 4.4.16 Variance Homogeneity Test of Technology Across the Education Levels

Levene’s Statistic Df1 df2 Sig.

1.315 3 419 269

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (Technology) is constant (F ; 4;0=1.315 P>.03) across

the educational levels of employees in the organization.

Table 4.4.17 Test of Mean Difference — Technology With Respect to Education Level

Sum of Squares DI Mean Square F Sig.
Between Groups 1.900 3 633 1.577 630
Within Groups 459.623 419 1.097
Total 461.522 422
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After capturing the crucial assumption to identical distribution, analysis of variance test of
Technology with respect to educational levels is executed to statistically locate psychological
difference among different educational level of employees regarding Technology in the
organization. The statistics (F3 4= 1.577, P>.05) denotes that the perceptions of survey
subjects across different educational levels of employees is constant and there is no statistically

significant differences.

Table 4.4.18 Mean Analyses of Competency Development With Respect to Education

Level
Education N Mean SD
Bachelor Degree 209 3.73206 0.90669
Master Degree 138 3.58696 0.96454
Professional Diploma 48 3.60417 0.86884
Others 28 3.62143 0.81892
Total 423 3.67612 0.91671

The table 4.4.18 indicates mean analysis of Competency development with respect to education
level of employees in organizations. The intention of executing this analysis captures the
systematic and psychological response of the survey subjects regarding how they perceive
Competency development in the organization with respect to their educational level. The purpose
of the analysis demonstrates the perception of employees in the organization regarding their
educational level. The mean value (3.7320, SD=0.9066) of the Bachelor degree educational
indicates that they tends to agree and profess that the organization has systems to measure its
employees’ competences, remuneration and promotion systems have an influence on the

development of competences, ideas and knowledge by the employees, the firm uses
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benchmarking techniques to improve its employees’ competences and overall competency
development in the organization whereas, the mean value (3.5869, SD=0.9645) of the Master
degree educational level reveals that this particular educational level tends towards agreement
about the prevalent knowledge of Competency development within organization. The results n
the above tables further demonstrates that the mean value of (3.6041, SD= 0.8688) of the
Professional diploma educational level signifies that this educational tends toward accords with
others educational level and perceives Competency development within organization whereas,
the mean value (3.6214, SD=0.8189) of the other level of education reveals that the said
educational level response toward Competency development are in accords with the other
educational level and they profess Competency development within organization. It is evident
from the analysis that as compare to other educational level, Bachelor degree educational level

realizes more regarding Competency development within organization.

Table 4.4.19 Variance Homogeneity Test of Competency Development Across the

Education Levels
Levene’s Statistic df1 df2 Sig.
1.796 3 419 147

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene's test is carried out .The Levene’s test in the above
table indicates that variations in variable (Competency development) is constant (F ; 4;0=1.796

P>.(5) across the educational levels of employees in the organization.
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Table 4.4.20 Test of Mean Difference — Competency Development With Respect to

Education Levels

Sum of Squares Df Mean Square F Sig.
Between Groups 2.591 3 864 1.028 380
Within Groups 352.038 419 840
Total 354.629 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Competency development with respect to educational levels is executed to statistically locate
psychological difference among different educational level of employees regarding Competency
development in the organization. The statistics (F; .= 1.028, P>.05) denotes that the
perceptions of survey subjects across different educational levels of employees is constant and

there is no statistically significant differences.

Table 4.4.21 Mean Analyses of Innovation With Respect to Education Level

Education N Mean SD
Bachelor Degree 209 3.97431 1.05631
Master Degree 138 3.84783 1.06642
Professional Diploma 48 3.70833 0.98841
others 28 3.90143 0.81325
Total 423 3.8747 1.03763

The table 4.4.21 indicates mean analysis of Innovation with respect to education level of

employees in organizations. The intention of executing this analysis captures the systematic and
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psychological response of the survey subjects regarding how they perceive Innovation in the
organization with respect to their educational level. The purpose of the analysis demonstrates the
perception of employees in the organization regarding their educational level. The mean value
(3.9743, 5D=1.0563) of the Bachelor degree educational indicates that they tends to agree and
profess that the company always succeeds in developing the product which is accepted well by
the market as a result of the company’s ability in managing the knowledge, company succeeds in
generating the new product or service as the embodiment of the company’s existing knowledge,
By means of the ability to manage knowledge, our company always succeeds in improving
service process to the customers, By means of the ability to manage knowledge, our company
succeeds simplifying the activities; hence the administrative process is easier, With the ability to
manage knowledge, our company succeeds in carrying out changes in administrative processes,
so they are easier to run and overall innovation in the organization whereas, the mean value
(3.8478, SD=1.0664) of the Master degree educational level reveals that this particular
educational level tends towards agreement about the prevalent knowledge of Innovation within
organization. The results in the above tables further demonstrates that the mean value of (3.7083,
5D= (1.9884) of the Professional diploma educational level signifies that this educational tends
toward accords with others educational level and perceives Innovation within organization
whereas, the mean value (3.9014, SD=(0.8132) of the other level of education reveals that the
said educational level response toward Innovation are in accords with the other educational level
and they profess Innovation within organization. It is evident from the analysis that as compare
to other educational level, Bachelor degree educational level realizes more regarding Innovation

within organization.
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Table 4.4.22 Variance Homogeneity Test of Innovation Across the Education Levels

Levene’s Statistic Dfl df2 Sig.

1.148 3 419 328

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene’s test in the above
table indicates that variations in variable (Innovation) is constant (F ;40=1.148 P>.03) across

the educational levels of employees in the organization.

Table 4.4.23 Test of Mean Difference — Innovation With Respect to Education Level

Sum of Squares Df Mean Square F Sig.
Between Groups 2.695 3 898 1.833 476
Within Groups 451.664 419 1.078
Total 454.359 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Innovation with respect to educational levels is executed to statistically locate psychological
difference among different educational level of employees regarding Innovation in the
organization. The statistics (F3 4= 1.833, P>.05) denotes that the perceptions of survey
subjects across different educational levels of employees is constant and there is no statistically

significant differences.
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Table 4.4.24 Mean Analyses of Organizational Performance With Respect to Education

Levels
Education N Mean SD
Bachelor Degree 209 4.12919 0.93929
Master Degree 138 4.21449 1.09401
Professional Diploma 48 3.97917 1.04147
Others 28 4.08571 1.15011
Total 423 4.08511 1.01754

The table 4.4.24 indicates mean analysis of Organizational performance with respect to
education level of employees in organizations. The intention of executing this analysis captures
the systematic and psychological response of the survey subjects regarding how they perceive
Organizational performance in the organization with respect to their educational level. The
purpose of the analysis demonstrates the perception of employees in the organization regarding
their educational level. The mean value (4.1291, SD=0.9392) of the Bachelor degree educational
indicates that they tends to agree and profess Company has a greater market share than its key
competitors, Company is growing faster than its key competitors are, Company is more
profitable than its key competitors, Company has a greater efficiency of operations than its key
competitors, Company has a greater quality of services than its key competitors and overall
organizational performance of the organization whereas, the mean value (4.2144, SD=1.0940) of
the Master degree educational level reveals that this particular educational level tends towards
agreement about the prevalent knowledge of Organizational performance within organization.
The results in the above tables further demonstrates that the mean value of (3.97917, SD=

1.0414) of the Professional diploma educational level signifies that this educational tends toward
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accords with others educational level and perceives Organizational performance within
organization whereas, the mean value (4.0857, SD=1.1501) of the other level of education
reveals that the said educational level response toward Organizational performance are in
accords with the other educational level and they profess Organizational performance within
organization. It is evident from the analysis that as compare to other educational level, Bachelor
degree educational level realizes more regarding Organizational performance within
organization.
Table 4.4.25 Variance Homogeneity Test of Organizational Performance Across the

Education Levels

Levene’s Statistic dfl df2 Sig.

1.669 3 419 571

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across educational levels of employees in the
organization, Given the objective, Levene's test is carried out .The Levene's test in the above
table indicates that variations in variable (Organizational performance) is constant (F 3 ,;=1.669

P>.05) across the educational levels of employees in the organization.
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Table 4.4.26 Test of Mean Difference — Organizational Performance With Respect to
Education Level

Sum of Squares Df Mean Square F Sig.
Between Groups 2.760 3 920 1.892 447
Within Groups 434.176 419 1.036
Total 436,936 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
Organizational performance with respect to educational levels is executed to statistically locate
psychological difference among different educational level of employees regarding
Organizational performance in the organization. The statistics (F; s;= 1.892, P>.05) denotes
that the perceptions of survey subjects across different educational levels of employees is

constant and there is no statistically significant differences.

Table 4.5 Mean Analyses of Learning Culture With Respect to Years of Experience

Experience N Mean SD
1-3 years 50 3.86861 1.95533
4-7 years 161 4.20745 0.17002
8-11 years 142 4,17324 0.12268
12-15 years 38 3.81579 1.18219
15 years and Above 32 3.81875 1.83219
Total 423 3.90307 1.11328
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The table 4.5 denotes mean analysis of learning culture with respect to experience level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive learning culture in the
organization with respect to their experience level. The mean analysis has been executed across
five levels of experience. The purpose of the analysis demonstrates the perception of employees
in the organization regarding their experience level. The mean value (3.8686, SD=1.9553) of the
I-3 years experience level indicates that they tends to agree and profess failures as an
opportunity to learn instead a reason to be ashamed of, support the role of knowledge in the
firm’s success, improvement in the employees knowledge and skills and overall learning culture
whereas, the mean value (4.2074, SD=0.1700) of the 4-7 years expenence level reveals that this
particular experience level tends towards agreement about the prevalent knowledge of learning
culture within organization. The results in the above tables further demonstrates that the mean
value of (4.1732, D= 0.1226) of the 8-11 years experience level signifies that this experience
level tends toward accords with others experience level and perceives learning culture within
organization whereas, the mean value (3.8/57. SD=1.1821 ) of the 12-15 years experience level
reveals that the said experience level response toward learning culture are in accords with the
other experience level and they profess learning culture within organization. It is evident from
the analysis that as compare to other experience level, 4-7 years experience level realizes more
regarding learmning culture within organization.
Table 4.5.1 Variance Homogeneity Test of Learning Culture Across the Experience

Groups

Levene’s Statistic dfl Df2 Sig.

1.299 4 418 270
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Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (learning culture) is constant (F ;45=1.299 P>.05)

across the experience levels of employees in the organization.

Table 4.5.2 Test of Mean Difference — Learning Culture With Respect to Years of

Experience
Sum of Squares Df Mean Square F Sig.
Between Groups 8.377 4 2.094 1.701 149
Within Groups 514.649 418 1.231
Total 523.026 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
learning culture with respect to experience levels is executed to statistically locate psychological
difference among different experience level of employees regarding leaming culture in the
organization. The statistics (F, .= 1.701, P>.05) denotes that the perceptions of survey

subjects across different experience levels of employees is constant and there is no statistically

significant differences.
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Table 4.5.3 Mean Analyses of Trust With Respect to Years of Experience

Experience N Mean SD
1-3 years 50 3.78452 1.1119
4-7 years 161 3.74534 1.1526
8-11 years 142 3.69014 1.09921
12-15 years 38 3.86842 0.96341
"15 years and Above" 32 3.8125 0.85901
Total 423 3.74704 1.0906

The table 4.5.3 denotes mean analysis of trust with respect to experience level of employees in
organizations. The intention of executing this analysis captures the systematic and psychological
response of the survey subjects regarding how they perceive trust in the organization with respect
to their experience level. The mean analysis has been executed across five levels of experience.
The purpose of the analysis demonstrates the perception of employees in the organization
regarding their experience level. The mean value (3.7845, SD=1.1119) of the 1-3 years
experience level indicates that they tends to agree and profess that The members are generally
trustworthy, members are respectful and understandable to what other members need while they
are doing their job, members have reciprocal faith in other’s abilities, intensions, and behaviors
and overall trust developed in the organization whereas, the mean value (3.7453, §D=1.1526) of
the 4-7 years experience level reveals that this particular experience level tends towards
agreement about the prevalent knowledge of trust within organization. The results in the above
tables further demonstrates that the mean value of (3.690/, SD= 1.0992) of the 8-11 years

experience level signifies that this experience level tends toward accords with others experience
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level and perceives trust within organization whereas, the mean value (3.8684, SD=(.9634) of
the 12-15 years experience level reveals that the said experience level response toward trust are
in accords with the other experience level and they profess trust within organization. It is evident
from the analysis that as compare to other experience level, 12-15 years experience level realizes

more regarding trust within organization,

Table 4.5.4 Variance Homogeneity Test of Trust Across the Experience Groups

Levene’s Statistic Df1 df2 Sig.

1.592 4 418 081

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees n the
organization. Given the objective, Levene's test is carried out .The Levene’s test in the above
table indicates that variations in variable (trust) is constant (F ,4s=1.592 P>.05) across the

experience levels of employees in the organization.

Table 4.5.5 Test of Mean Difference — Trust With Respect to Years of Experience

Sum of Squares Df Mean Square F Sig.
Between Groups 1.211 4 303 1.253 908
Within Groups 500.722 418 1.198
Total 501.934 422

After capturing the crucial assumption to identical distribution, analysis of variance test of trust
with respect to experience levels is executed to statistically locate psychological difference

among different experience level of employees regarding trust in the organization. The statistics
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(Fy 422= 1.253, P>.05) denotes that the perceptions of survey subjects across different

experience levels of employees is constant and there is no statistically significant differences.

Table 4.5.6 Mean Analyses of Combinative Capabilities With Respect to Years of

Experience

Experience N Mean SD
1-3 years 50 3.12486 1.17178
4-7 years 161 3.14907 1.3144
8-11 years 142 3.07746 1.31048
12-15 years 38 3.31579 1.33771
"15 years and Above" 32 2.75318 0.98374
Total 423 3.10638 1.27704

The table 4.5.6 denotes mean analysis of combinative capabilities with respect 10 experience
level of employees in organizations. The intention of executing this analysis captures the
systematic and psychological response of the survey subjects regarding how they perceive
combinative capabilities in the organization with respect to their experience level. The mean
analysis has been executed across five levels of experience. The purpose of the analysis
demonstrates the perception of employees in the organization regarding their experience level.
The mean value (3.1248, SD=1.1717) of the 1-3 years experience level indicates that they tends
to agree and profess the know-how about how a threat was identified, know-how about steps
taken to respond to a threat, know-how about how to prevent future similar threats, Reasons
behind decisions others made in responding to the security threat, Reasons behind involving
certain people in the security response. Reasons behind decisions made for not pursuing certain

security responses and overall know how about combinative capabilities whereas, the mean
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value (3.1490. SD=1.3144) of the 4-7 years experience level reveals that this particular
experience level tends towards agreement about the prevalent knowledge of combinative
capabilities within organization. The results in the above tables further demonstrates that the
mean value of (3.0774, SD= 1.3104) of the 8-1]1 years experience level signifies that this
experience level tends toward accords with others experience level and perceives combinative
capabilities within organization whereas, the mean value (3.3157, SD=1.3370) of the 12-15 years
experience level reveals that the said experience level response toward combinative capabilities
are in accords with the other experience level and they profess combinative capabilities within
organization. It is evident from the analysis that as compare to other experience level, 12-13

vears experience level realizes more regarding combinative capabilities within organization,

Table 4.5.7 Variance Homogeneity Test of Combinative Capabilities Across the

Experience Groups
Levene’s Statistic dfl df2 Sig.
1.550 4 418 069

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene's test is carried out .The Levene’s test in the above
table indicates that variations in variable (combinative capabilities) is constant (F 4 4=1.350

P>.05) across the experience levels of employees in the organization.
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Table 4.5.8 Test of Mean Difference — Combinative Capabilities With Respect to

Experience Groups
Sum of Squares Df Mean Square F Sig.
Between Groups 6.152 4 1.538 1.943 439
Within Groups 682.061 418 1.632
Total 688.213 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
combinative capabilities with respect to experience levels is executed to statistically locate
psychological difference among different experience level of employees regarding combinative
capabilities in the organization. The statistics (Fy 4;= 1.943, P>.05) denotes that the perceptions
of survey subjects across different experience levels of employees is constant and there is no

statistically significant differences.

Table 4.5.9 Mean Analyses of Leadership With Respect to Years of Experience

Experience N Mean SD
1-3 vears 50 3.86321] 0.69985
4-7 years 161 3.95031 1.22839
8-11 years 142 3.64085 0.97006
12-15 years 38 3.73684 0.64449
"15 years and Above" 32 3.90625 0.68906
Total 423 3.80615 2.10061
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The table 4.5.9 denotes mean analysis of leadership with respect to experience level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive leadership in the
organization with respect to their experience level. The mean analysis has been executed across
five levels of experience. The purpose of the analysis demonstrates the perception of employees
in the organization regarding their experience level. The mean value (3.8632, SD=0.6998) of the
1-3 years experience level indicates that they tends to agree and profess that the leaders support
in the processes of acquiring and disseminating of customer knowledge when needed, the leaders
encouragement in generation of new ideas and\or suggestions comes from customer, celebration
of leaders in result of distinguished achievements and announces them to all customers by
organized meetings, leaders provide transparency and openness about ongoing activities to
activate customers™ participation in decision making and overall leadership in the organization
whereas, the mean value (3.9503, SD=1.2283) of the 4-7 years experience level reveals that this
particular experience level tends towards agreement about the prevalent knowledge of leadership
within organization. The results in the above tables further demonstrates that the mean value of
(3.6408, SD= 0.9700) of the 8-11 years experience level signifies that this experience level tends
toward accords with others experience level and perceives leadership within organization
whereas, the mean value (3.7368, SD=0.6444) of the 12-15 years experience level reveals that
the said experience level response toward leadership are in accords with the other experience
level and they profess leadership within organization, It is evident from the analysis that as

compare to other experience level, 4-7 years experience level realizes more regarding leadership

within organization.
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Table 4.5.10 Variance Homogeneity Test of Leadership Across the Experience Groups

Levene’s Statistic dfl df2 Sig.

1.827 4 418 121

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test i1s carried out .The Levene’s test in the above
table indicates that variations in variable (leadership) is constant (F ;4;4=1.827 P>.05) across the

experience levels of employees in the organization.

Table 4.5.11 Test of Mean Difference — Leadership With Respect to Years of

Experience
Sum of Squares Df Mean Square F Sig.
Between Groups 7.731 4 1.933 1.436 783
Within Groups 1854.373 418 4.436
Total 1862.104 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
leadership with respect to experience levels is executed to statistically locate psychological
difference among different experience level of employees regarding leadership in the
organization. The statistics (Fy 4= 1.436, P>.05) denotes that the perceptions of survey
subjects across different experience levels of employees is constant and there is no statistically

significant differences.
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Table 4.5.12 Mean Analyses of Culture With Respect to Years of Experience

Experience N Mean SD
1-3 vears 50 3.5193 1.21638
4-7 years 161 3.6646 1.18819
8-11 years 142 3.5070 1.20723
12-15 years 38 4.0100 0.83827
"15 years and Above" 32 3.9375 0.75935
Total 423 3.6430 1.15103

The table 4.5.12 denotes mean analysis of culture with respect to experience level of employees
in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive culture in the
organization with respect to their experience level. The mean analysis has been executed across
five levels of experience. The purpose of the analysis demonstrates the perception of employees
in the organization regarding their experience level. The mean value (3.5193, SD=1.2163) of the
1-3 years experience level indicates that they tends to agree and profess that employees
understand the importance of knowledge, employees are valued for their individual expertise,
benefits of sharing knowledge outweigh the costs, and knowledge about overall culture in the
organization whereas, the mean value (3.6646, SD=1.1881) of the 4-7 years experience level
reveals that this particular experience level tends towards agreement about the prevalent
knowledge of culture within organization. The results in the above tables further demonstrates
that the mean value of (3.5070, SD= 1.2072) of the 8-11 years experience level signifies that this
experience level tends toward accords with others experience level and perceives culture within

organization whereas, the mean value (4.0100, SD=0.8382) of the 12-15 years experience level
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reveals that the said experience level response toward culture are in accords with the other
experience level and they profess culture within organization. It is evident from the analysis that
as compare to other experience level, 12-15 years experience level realizes more regarding

culture within organization.

Table 4.5.13 Variance Homogeneity Test of Culture Across the Experience Groups

Levene’s Statistic df1 df2 Sig.

1.991 4 418 A81

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out ,The Levene's test in the above
table indicates that variations in variable (culture) is constant (F ,,5=1.99] P> 05) across the

experience levels of employees in the organization.

Table 4.5.14 Test of Mean Difference — Culture With Respect to Years of Experience

Sum of Squares Df Mean Square F Sig.
Between Groups 11.341 4 2.835 1.164 072
Within Groups 547.756 418 1.310
Total 559.097 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
culture with respect to experience levels is executed to statistically locate psychological
difference among different experience level of employees regarding culture in the organization.

The statistics (Fy 4= 1.164, P>.05) denotes that the perceptions of survey subjects across
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different experience levels of employees is constant and there is no statistically significant

differences.

Table 4.5.15 Mean Analyses of Technology With Respect to Years of Experience

Experience N Mean SD
1-3 years 50 42412 0.95959
4-T years 161 3.9751 1.11215
8-11 years 142 3.9929 1.06855
12-15 years 38 4.2105 0.93456
"15 years and Above" 32 43125 0.7803
Total 423 4.0591 1.04578

The table 4.5.15 denotes mean analysis of technology with respect to experience level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive technology in the
organization with respect to their experience level. The mean analysis has been executed across
five levels of experience. The purpose of the analysis demonstrates the perception of employees
in the organization regarding their experience level. The mean value (4.24/2, SD=0.9595) of the
-3 years experience level indicates that they tends to agree and profess that Intranets are a key
within the organization, Collaboration technologies are a key within the organization, Managing
technologies are a key within the organization, Documentary and codification systems are a key
within the organization, Searching technologies are a key within the organization, Organizational
workstations are effectively computerized and overall technology development in the

organization whereas, the mean value (3.9751, SD=].1121) of the 4-7 years experience level
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reveals that this particular experience level tends towards agreement about the prevalent
knowledge of technology within organization. The results in the above tables further
demonstrates that the mean value of (3.9929, SD= [.0685) of the 8-11 years experience level
signifies that this experience level tends toward accords with others experience level and
perceives technology within organization whereas, the mean value (4.2105, SD=(.9345) of the
12-15 years experience level reveals that the said experience level response toward technology
are in accords with the other experience level and they profess technology within organization. It
is evident from the analysis that as compare to other experience level, 1-3 years experience level

realizes more regarding technology within organization.

Table 4.5.16 Variance Homogeneity Test of Technology Across the Experience Groups

Levene’s Statistic dfl dfn2 Sig.

1.34] 4 418 850

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out . The Levene’s test in the above
table indicates that variations in variable (technology) is constant (F 445=1.34]1 P>.03) across

the experience levels of employees in the organization.

168



Table 4.5.17 Test of Mean Difference — Technology With Respect to Years of

Experience
Sum of Squares Df Mean Square F Sig.
Between Groups 6.318 4 1.580 1.450 217
Within Groups 455.204 418 1.089
Total 461.522 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
technology with respect to experience levels is executed to statistically locate psychological
difference among different experience level of employees regarding technology in the
organization. The statistics (F; 4,:= 1.450, P>.05) denotes that the perceptions of survey

subjects across different experience levels of employees is constant and there is no statistically

significant differences.

Table 4.5.18 Mean Analyses of Competency Development With Respect to Years of

Experience

Experience N Mean SD
1-3 years 50 3.76513 0.74396
4-7 years 161 3.68944 0.92355
8-11 years 142 3.90563 0.01728
12-15 years 38 3.60526 0.82329
"15 years and Above" 32 3.57512 1.75134
Total 423 3.67612 0.91671
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The table 4.5.18 denotes mean analysis of competency development with respect to experience
level of employees in organizations. The intention of executing this analysis captures the
systematic and psychological response of the survey subjects regarding how they perceive
competency development in the organization with respect to their experience level. The mean
analysis has been executed across five levels of experience. The purpose of the analysis
demonstrates the perception of employees in the organization regarding their experience level.
The mean value (3.7651, SD=0.7439) of the 1-3 years experience level indicates that they tends
to agree and profess that the organization has systems to measure its employees’ competences,
remuneration and promotion systems have an influence on the development of competences,
ideas and knowledge by the employees, the firm uses benchmarking techniques to improve its
employees’ competences and overall competency development in the organization whereas, the
mean value (3.6894, SD=0.9235) of the 4-7 years experience level reveals that this particular
experience level tends towards agreement about the prevalent knowledge of competency
development within organization. The results in the above tables further demonstrates that the
mean value of (3.9056, SD= 0.0172) of the 8-11 years experience level signifies that this
experience level tends toward accords with others experience level and perceives competency
development within organization whereas, the mean value (3.6052, SD=0.8232) of the 12-15
years experience level reveals that the said experience level response toward competency
development are in accords with the other experience level and they profess competency
development within organization. It is evident from the analysis that as compare to other
experience level, 8-11 years experience level realizes more regarding competency development

within organization.
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Table 4.5.19 Variance Homogeneity Test of Competency Development Across the

Experience Groups
Levene’s Statistic dn dfn2 Sig.
1.958 4 418 073

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (competency development) is constant (F . 4;5=1.958

P>.03) across the experience levels of employees in the organization,

Table 4.5.20 Test of Mean Difference — Competency Development With Respect to

Years of Experience
Sum of Squares Df Mean Square F Sig.
Between Groups 2.542 4 636 1.755 555
Within Groups 352.086 418 842
Total 354.629 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
competency development with respect to experience levels is executed to statistically locate
psychological difference among different experience level of employees regarding competency
development in the organization. The statistics (Fg 420= 1.755, P>.05) denotes that the
perceptions of survey subjects across different experience levels of employees is constant and

there is no statistically significant differences.
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Table 4.5.21 Mean Analyses of Innovation With Respect to Years of Experience

Experience N Mean SD
1-3 years 50 3.9631 0.9467
4-7 years 161 3.9068 1.0885
8-11 years 142 3.7746 1.0876
12-15 years 38 4.0152 0.9004
"15 years and Above" 32 3.4750 1.8328
Total 423 3.8747 1.0376

The table 4.5.21 denotes mean analysis of innovation with respect to experience level of
employees in organizations. The intention of executing this analysis captures the systematic and
psychological response of the survey subjects regarding how they perceive innovation in the
organization with respect to their experience level. The mean analysis has been executed across
five levels of experience. The purpose of the analysis demonstrates the perception of employees
in the organization regarding their experience level. The mean value (3.963/, SD=0. 9467) of the
1-3 years experience level indicates that they tends to agree and profess that company always
succeeds in developing the product which is accepted well by the market as a result of the
company’s ability in managing the knowledge, company succeeds in generating the new product
or service as the embodiment of the company’s existing knowledge, By means of the ability to
manage knowledge, our company always succeeds in improving service process to the
customers, By means of the ability to manage knowledge, our company succeeds simplifving the
activities; hence the administrative process is easier, With the ability to manage knowledge, our
company succeeds in carrying out changes in administrative processes, so they are easier to run

and overall innovation in the organization whereas, the mean value (3.9068, SD=1.0885) of the

172




4-7 years experience level reveals that this particular experience level tends towards agreement
about the prevalent knowledge of innovation within organization. The results in the above tables
further demonstrates that the mean value of (3.7746, SD= 1.0876) of the 8-11 years experience
level signifies that this experience level tends toward accords with others experience level and
perceives innovation within organization whereas, the mean value (4.0/52, SD=0.9004) of the
12-15 years experience level reveals that the said experience level response toward inmovation
are in accords with the other experience level and they profess innovation within organization. It
is evident from the analysis that as compare to other experience level, 12-15 years experience

level realizes more regarding innovation within organization.

Table 4.5.22 Variance Homogeneity Test of Innovation Across the Experience Groups

Levene’s Statistic dfl dn Sig.

1.568 4 418 068

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (innovation) is constant (F ,45=1.568 P>.03) across

the experience levels of employees in the organization,
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Table 4.5.23 Test of Mean Difference — Innovation With Respect to Years of

Experience
Sum of Squares DI Mean Square F Sig.
Between Groups 2.548 - 637 1.589 671
Within Groups 451.811 418 1.081
Total 454,359 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
innovation with respect to experience levels is executed to statistically locate psychological
difference among different experience level of employees regarding innovation in the
organization. The statistics (F; ¢»= 1.589, P>.05) denotes that the perceptions of survey
subjects across different experience levels of employees is constant and there is no statistically

significant differences.

Table 4.5.24 Mean Analyses of Organizational Performance With Respect to Years

of Experience

Experience N Mean SD
1-3 years 50 432123 0.8437
4-7 years 161 3.99379 1.09257
8-11 years 142 4.02113 1.04147
12-15 years 38 421053 0.93456
"15 years and Above" 32 4.21251] 0.7803
Total 423 4.08511 1.01754
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The table 4.5.24 denotes mean analysis of organizational performance with respect to experience
level of employees in organizations. The intention of executing this analysis captures the
systematic and psychological response of the survey subjects regarding how they perceive
organizational performance in the organization with respect to their experience level. The mean
analysis has been executed across five levels of experience. The purpose of the analysis
demonstrates the perception of employees in the organization regarding their experience level.
The mean value (4.3212, SD=0.8437) of the 1-3 years experience level indicates that they tends
to agree and profess that company has a greater market share than its key competitors, Company
1s growing faster than its key competitors are, Company is more profitable than its key
competitors, Company has a greater efficiency of operations than its key competitors, Company
has a greater quality of services than its key competitors and overall organizational performance
of the organization whereas, the mean value (3.9937, SD=1. (0925) of the 4-7 years experience
level reveals that this particular experience level tends towards agreement about the prevalent
knowledge of organizational performance within organization. The results in the above tables
further demonstrates that the mean value of (4.0211, SD= 1.0414) of the 8-11 years experience
level signifies that this experience level tends toward accords with others experience level and
perceives organizational performance within organization whereas, the mean value (4.2705.
5D=0.9345) of the 12-15 years experience level reveals that the said experience level response
toward organizational performance are in accords with the other experience level and they
profess organizational performance within organization. It is evident from the analysis that as
compare to other experience level, 1-3 years experience level realizes more regarding

organizational performance within organization.
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Table 4.5.25 Variance Homogeneity Test of Organizational Performance Across the

Experience Groups

Levene’s Statistic dfl df2 Sig.

1.314 4 418 868

Before executing the analysis of variance test (ANOVA), it is pertinent to check whether the
variation in the variable of interest is constant across experience levels of employees in the
organization. Given the objective, Levene’s test is carried out .The Levene's test in the above
table indicates that variations in variable (organizational performance) is constant (F , ,5=].3]4

P>.03) across the experience levels of employees in the organization.

Table 4.5.26 Test of Mean Difference — Organizational Performance With Respect to

Years of Experience
Sum of Squares Df Mean Square F Sig.
Between Groups 6.935 4 1.734 1.685 152
Within Groups 430.001 418 1.029
Total 436.936 422

After capturing the crucial assumption to identical distribution, analysis of variance test of
organizational performance with respect to experience levels is executed to statistically locate
psychological difference among different experience level of employees regarding organizational

performance in the organization. The statistics (F¢ 422= 1.685, P>.05) denotes that the
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perceptions of survey subjects across different experience levels of employees is constant and

there is no statistically significant differences.

The brief analysis is done to come across the empirical observations deduced into quantitative
results which not only helps the targeted population but at the same time assists in policy making

to compete in global arena as well it works as input to resolve the contemporary issues at

organizational level and up gradation of organization.
4.1 Factor Analysis

For the purpose of analysis, a valid, comprehensive questionnaire was used in which the items on
the said questionnaire are internally consistent and reliable. The data was collected and then
analyzed, thereby constituting the first-factor analysis. A Principal Factor Analysis is done which
seeks the least number of factors to be accounted for correlation of the aforesaid variables. The
questionnaire’s survey items are analyzed in such a way that shows the maximum variance
extracted from the variables and, secondly, afier a calculation of the variances then a calculation
of the linear combination was made which inculcates the maximum proportion of the remaining

vanance finally resulting into uncorrelated factors,

Table 4.6 Communalities of the Survey Items

Initial | Extraction
Items

1. Projects managers consider failures as an opportunity to learn I 0.719
instead a reason to be ashamed of

2. Project managers clearly support the role of knowledge in the 1 0.796
firms success

3. Projects managers make efforts to improve the employees 1 0.817
knowledge and skills
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4. Project members are generally trustworthy

0.649

5. Project members are respectful and understandable to what other 0.630
members need while they are doing their job
6. Project members have reciprocal faith in others abilities, 0.647
intensions, and behaviors
0.533
7. Know-how about how a threat was identified
0.741
8. Know-how about steps taken to respond to a threat
0.838
9. Know-how about how to prevent future similar threats
10. Reasons behind decisions others made in responding to the 0.798
security threat
0.637
I'l. Reasons behind involving certain people in the security response
12. Reasons behind decisions made for not pursuing certain security 0.826
responses
13. My leaders support the processes of acquiring and disseminating 0.745
of customer knowledge when needed
14. My leaders encourage generation of new ideas and\or suggestions 0.672
comes from customer
15. My leaders provide transparency and openness about ongoing 0.712
activities to active customer participation in decision-making
16. My leader always celebrates distinguished achievements and
announces them to all customers by organized meetings and a big 0.911
celebration
0.853

I7. Employees understand the importance of knowledge
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0.759

18. Employees are valued for their individual expertise
0.873
19. The benefits of sharing knowledge outweigh the costs
0.641
20. Intranets are a key within the organization
0.699
21. Collaboration technologies are a key within the organization
0.664
22. Managing technologies are a key within the organization
23. Documentary and codification systems are a key within the 0.698
organization
0.740
24. Searching technologies are a key within the organization
0.706
25. Organizational workstations are effectively computerized
26. The organization has systems to measure its employees 0.911
competences
27. Remuneration and promotion systems have an influence on the 5
development of competences, ideas and knowledge by the 0.823
employees
28. The firm uses benchmarking techniques to improve its employees 0.826
competences
29. Our company always succeeds in developing the product which is .
accepted well by the market as a result of the company’s ability in ®
managing the knowledge.
30. Our company is able to generate improvement or improvisation 0.576
out of the existing product or service
31. Our company succeeds in generating the new product or service 0.818

as the embodiment of the company’s existing knowledge
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32. By means of the ability to manage knowledge, our company ] 0.486
always succeeds in improving service process to the customers
33. By means of the ability to manage knowledge, our company ! 0.437
succeeds simplifying the activities; hence the administrative g
process is easier
34. With the ability to manage knowledge, our company succeeds in
; , s 1 0.788
carrying out changes in administrative processes, so they are
easier to run
1 0.826
33. Company has a greater market share than its key competitors
1 0.733
36. Company is growing faster than its key competitors
1 0.715
37. Company is more profitable than its key competitors
38. Company has a greater efficiency of operations than its key 1 0.507
competitors
39. Company has a greater quality of services than its key 1 0.676
l competitors

Extraction Method: Principal Component Analysis
4.2 Findings

Communality is the quantity to which the items are connected with all other items. Superior
communalities are superior. If communalities for a scrupulous variable are minute (between 0.0-
0.4) then that variable will progress sadistically to load considerably on any factor. In the table
above, the communalities are clarified in terms of classification of low values in the "Extraction”
column. Initial communalities are an evaluation of the discrepancy in each variable reported for
by all instruments or characteristics. Extraction Communalities are estimations of the variation in

each variable reported for by the features (or mechanisms) in the explanation of the factor.
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Lesser values indicate variables that do not strongly figure in the factor solution, and should
possibly be thrust from the analysis. The table reveals communalities before and after extraction.
Principal Component Examination works on the assumption that all dissimilarities are general;
accordingly, before extraction, the communalities are all 1. The communalities in the column
extraction duplicate the common dissimilarity in the data’s knowledge. For example, we can say
that a 71% of variance related with question 1is reciprocated or is ‘common’ variance.
Communalities principally delegate the amount of variation clarified in a vanable that is reported
for by the features taken mutually. The size of the communality is a cooperative directory for
estimating the how much variation is reported for by the factor explanation. The higher the
communalities value indicates that a greater amount of variation in the variable has been
extracted by the factor elucidation. Though no arithmetical route of accomplishment accurately
points out what is *big’ or ‘little’, reasonable consideration declares a level of lower than .50 in
the analysis. After the extraction, some of the characteristics are surplus and some information is
omitted. In the analysis, the variables which are carried forward for further analysis are very
finely explained and, in fact, none of the variables are pushed after extraction. All of the
questions” somewhat high communalities indicate that there is larger quantity of dissimilarity in
the variables. For example, question no. 25 shows an explained variance of .911 which is quite
high and all of the other variables have communality values of more than.50. However,
considering the significance of these variables, we maintain them in our data set. Hence, as we

carry on with additional analysis, it will give way a more significant result.
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Table -4.7: Total Variance Explained

yonent Initial Eigen-values Extraction Sums of Squared Rotation Sums of Squared
Loadings Loadings
Total %of Cumulative Total %of Cumulative Total %of  Cumulative
Variance Y% Variance %o Variance %

1 14.6326  38.5068 38.5068 14.6326 38.5068 38.5068 4.97871 13.1019 13.102
2 365175 9.60986 48.1166 3.65175 9.60986 48.1166 4.70203 12.3738 25.476
3 2.22583 5.85746 53.9741 222583 5.85746 53,9741 436512 11.4872 36.963
4 1.77306  4.66596 58.64 1.77306 4.66596 58.64 3.32412 8.74769 45.71
5 1.51458 3.98573 62.6258 1.51458 3.98573 62.6258 3.02746  7.96699 53.677
6 1.35148  3.55653 66.1823 1.35148 3.55653 66.1823 290947  7.6565 61.334
¢l 1.2129 3.19186 69.3741  1.2129 3.19186 69.3741 2.19514 5.77669 67.111
8 1.05206 2.76857 72.1427 1.05206 2.76857 72.1427 1.91218 5.03204 72.143
9 1.02145 1.76245 73.9051 1.02145 1.76245 73.9051 1.81540 4.17612 73.9051

Extraction Method: Principal Componeni Analysis
4.3 Results and Interpretation

It is significant to investigate the measurement instrument’s validity and reliability for dissimilar
causes. For instance, it supplies assurance that the empirical conclusions precisely replicate the
anticipated constructs. Also, the empirically-authenticated scales can be utilized directly in other
studies in the field for dissimilar populations and for longitudinal studies. As previously
mentioned, the scale was factor-scrutinized by the Principal Component Analysis. As mn the
above table, the Eigen-value for the first factor is 14.63 which explains 38.50% of the variance.
whereas the second factor explains 9.6% which has an Eigen-value of 3.65. The third factor

explains 5.85% of variance with an Eigen-value 2.22. The fourth factor demonstrates the 4.66%
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of variance with the Eigen-value of 1.773. The initial Eigen-value 1.51 of the fifth factor reveals
3.98% of variance in these factors. Similarly, the extraction sum of squared loading is explained

in the table. The first factor indicates the 38.50% of variation with the Eigen-value of 14.63.

Table -4.8: Rotated Component Matrix of Survey Items and Their Convergence (Part-1)

Items 1 2 3 4 5 6 T 8 9

Item 1 0.88

Item 2 0.83

Item 3 0.65

ltem 4 0.65

Item 5 0.63

Item 6 0.63

Item 7 0.62
Item 8 0.84

Item 9 0.80

Extraction Method: Principal Component Analysis
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Table -4.9: Rotated Component Matrix of Survey Items and Their Convergence (Part-2)

m 10 0.77

m 11 0.77

m 12 0.69

m 13 0.42

m 14 0.43

m 15 0.83

m 16 0.79

m 17 0.79

m |8 0.77

m 19 0.66

m 20 0.56
>m 21 0.81
m 22 0.81

>m 23 0.73

=m 24 (.68
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Table -4.10: Rotated Component Matrix of Survey Items and Their Convergence (Part-3)

ltems I 2 3 4 5 6 ) 8 9

Item 25 0.84

Item 26 0.85

Item 27 0.73

Item 28 0.53

ltem 29 0.44

Item 30 0.81

Item 31 0.80

Item 32 0.76

Ttem 33 0.72

ltem 34 0.67

Item 35 0.67
Item 36 0.78
Item 37 0.45
Item 38 0.56

ltem 39 0.51

The above tables demonstrate the rotated component matrix of the survey items of the study.
Factor loadings, in either the un-rotated or rotated factor matrices, signifies the amount
of association of each variable with all of the other factors. The loadings acquire on an input
point in clarification of the factors, chiefly if they are used in ways that require characterization

as 1o the substantive meaning of the factors. In these circumstances, the rationale of the factor
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analysis is to exploit the association of each variable with the single other factor several times

throughout the rotation of the factor matrix. The factor loadings are distributed for the

clarification of each factor and knowledge in the place of variables. As expected, the first factor

reports for the largest amount of variance in the table. The second factor is to some extent of a

general factor with all of the variables having high loadings. Several factors have also slightly

higher loadings in the table. Based on this factor loading outline with a comparatively huge

number of loadings on factors 1, 2, 8 and 25, explanation develops into hard and hypothetically

less significant. Therefore, the study proceeds to rotate the factor matrix to transfer

the variance from the preceding factors to factors that follow. Rotation should, in consequence,

evolve into a straightforward and certainly more significant factor pattern.

4.4Correlations
Table: 4.11 Correlations
KIC KMP INV
KIC Pearson Correlation 1 502" 636 7227
Sig. (2-tailed) 000 000 000
N 450 450 450 45::1
[KMP Pearson Correlation 502" 1 572" 818
Sig. (2-tailed) 000 00
N 450] 450 450 4
INV Pearson Correlation 636~ 572" 1 749"
Sig. (2-tailed) 000 000| ooj
N 450 450 450 45
lop Pearson Correlation 722" 818" 749" 1
Sig. (2-tailed) 000 000 000
N 45n| 4su| 450 450{

*_ Correlation is significant at the 0.01 level (2-tailed).
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The above-mentioned table elucidates the correlation among the study variables of Knowledge
Integration Capacity (KIC), Knowledge Management Practices (KMP), Innovation (INV) and
Organizational Performance (OP), Pearson correlation depicts the correlation exists between the
understanding incorporation potential and advancement. Bless and Kathuria (1993) stated that
the Pearson correlation declares the level of correlation among the variables and strength of the
existing connection. Boyd, Westfall and Stasch (1985) as well as Bryman and Cramer (1990)
proclaimed that methods of connection indicate both the durability and route (+ or -) of the

connection between the two variables.

The above table shows 100% correlation in connation of Knowledge Integration Capacity (KIC)
and Knowledge Integration Capacity (KIC) as if there is 1% change in Knowledge Integration
Capacity (KIC) the 100% effect of change will be seen in the same direction and the cause and

effect relationship is signified.

The Knowledge Integration Capacity (KIC) shows positive and strong correlation with the
Knowledge Management Practices (KMP) and the value is close to 1. The Knowledge
Integration Capacity (KIC) signifies 59% correlation with the Knowledge Management Practices
(KMP) and further signifies that if there is 1% change in Knowledge Integration Capacity (KIC)
there will be 59% effect of change will be seen in the same direction and the cause and effect

relationship is signified.

The Knowledge Integration Capacity (KIC) shows positive and strong correlation with the
Innovation (INV) and the value is close to 1. The Knowledge Integration Capacity (KIC)

signifies 63% correlation with the Innovation (INV) and further signifies that if there is 1%
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change in Knowledge Integration Capacity (KIC) there will be 63% effect of change will be seen

in the same direction and the cause and effect relationship is signified.

The Knowledge Management Practices (KMP) shows positive and strong correlation with the
Innovation (INV) and the value is close to 1. The Knowledge Management Practices (KMP)
signifies 57% correlation with the Innovation (INV) and further signifies that if there is 1%
change in Knowledge Management Practices (KMP) there will be 57% effect of change will be

seen in the same direction and the cause and effect relationship is signified.

The Knowledge Integration Capacity (KIC) shows positive and strong correlation with the
Organizational Performance (OP) and the value is close to 1. The Knowledge Integration
Capacity (KIC) signifies 72% correlation with the Organizational Performance (OP) and further
signifies that if there is 1% change in Knowledge Integration Capacity (KIC) there will be 72%
effect of change will be seen in the same direction and the cause and effect relationship is

signified.

The Knowledge Management Practices (KMP) shows positive and strong correlation with the
Organizational Performance (OP) and the value is close to 1. The Knowledge Management
Practices (KMP) signifies 82% correlation with the Organizational Performance (OP) and further
signifies that if there is 1% change in Knowledge Management Practices (KMP) there will be

82% effect of change will be seen in the same direction and the cause and effect relationship is
signified.

The Innovation (INV) shows positive and strong correlation with the Organizational
Performance (OP) and the value is close to 1. The Innovation (INV) signifies 75% correlation

with the Organizational Performance (OP) and further signifies that if there is 1% change in
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Innovation (INV) there will be 75% effect of change will be seen in the same direction and the

cause and effect relationship is signified.

The SPSS determined the Pearson Correlation Co-Efficients (r) and differs between -1 and +1.
The more closer the value of r is to 0, the more weak correlation and as more closer to 1 (- or +),
the more strengthen the correlation among the variables. In conclusion, the indication of the
Pearson Correlation Co-Efficient indicates the route of the correlation, and its total value
indicates the durability, with bigger total principles showing more powerful interactions. In this
research, connection co-efficients signifies the characteristics of the correlation between
understanding Developing Potential and Advancement, whereby a co-efficient of above 0.8
signifies a strong correlation, a co-efficient of between 0.5 and 0.8 signifies an average
correlation, and a co-efficient below 0.5 signifies a weak correlation (Devore & Peck, 1993). The

value if indicates 0 then there will be no association among the variables.

The precise relevance (p-level) of the outcomes symbolizes a reducing catalog of the excellence
of an outcome. The greater the ‘p-level’, the less we can believe that the noticed regards between
factors in the example is a trusted sign of the regards between the specific factors related to the
inhabitants. The ‘p-level’ symbolizes the prospect of mistake that is engaged in recognizing the

noticed outcome as legitimate, that is, as a consultant of the inhabitants (MacColl, 2004).

The process to analyze the precise relevance of the speculation in this research is as follows: If
the pe-produced ‘p-value’ is less than the stage of relevance (alpha) of 0.01, the Specialist will
reject the zero speculation. The specialist then indicates that there is a precise considerable and
positive/negative connection between the factors under the study. If the “p-value’ is greater than

the stage of relevance of 0.01, then the Specialist will fail to reject the zero speculation and
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consider that there is no precise considerable and positive/negative connection between the
factors (Sekaran, 2000), It is significant to specify whether the analysis is one-tailed or two-
tailed. A one-tailed analysis is used when there is a particular route to the speculation being
examined, while a two-tailed analysis is used when a connection is predicted, but the route of the
connection is not predicted (Field, 2000). Due to the characteristics of the speculation of the

present research, the two-tailed analysis was used.

The above table shows the strong and positive correlation amongst the study variables which
further signifies that Knowledge Integration Capacity (KIC), Knowledge Management Practices
(KMP), Innovation (INV) and Organizational Performance (OP) have positively strong effects
on each other and if there will be change in any one of them the overall performance will be

effected in the direction of change in variable.

4.5 Regression

Table 4.12: Regression Weights: (Group Number 1 — Default Model)

Paths Estimate S.E. C.R. P-Value Label
Combinative Capabilities <-— KI.C 1.00 000
Trust <- KIC .606 335 4758 ks
Leamning Culture <-- KILC .720 873 3.114 002

4.6 Results and Interpretation

The above table reveals the significance values, critical ratio and regression estimates of the
variables in the study. The results of the table indicate that knowledge-integration capabilities

have a significant impact on the combinative capabilities of the organization and account for
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100% amplification in the combinative capabilities of the organization. The critical ratio
confirms that knowledge-integration capability is an important determinant of the combinative

capabilities of an organization.

The results of the table further reveal that knowledge-integration capabilities have a positive
impact on the level of *Trust’ in the organization. Knowledge-integration capabilities report 60%
intensification in ‘trust’ in the organization. The high critical ratio of knowledge-management

practices reveals that it is an important factor of innovation in an organization.

The table further shows that knowledge-integration capabilities have a positive impact on the

a7

‘learning culture’ of an organization. Knowledge-integration capability reports a 99%
intensification in ‘learning culture’. This high critical ratio of knowledge-integration capability

divulges that it is an important factor of the learning culture that is developed in an

organization.
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Table -4.13: Regression Weights: (Group Number 1 - Default Model)

Estimate S.E. CR. P Label

Competency Development ~ <-— KM _P 1.00 *hE
Technology <— KM P 116 087 12.656 *==
Culture <-- KM_P 767 079 9733 #x»
Leadership < KM_P 977 144 6790 **=

The results of the table indicate that "knowledge-management practices’ have a significant
impact on competency development within the organization and account for a full 100%
amplification in the competency development of the organization. Such a high, critical ratio
exhibits that knowledge-management practices are an important determinant of the competency

development of an organization.

The results of the table further reveal that knowledge-management practices have a positive
impact on ‘Technology® used in the organization. Knowledge-management practices report 11%
intensification in ‘technology’. The high critical ratio of knowledge-management practices
divulges that it is an important factor of technology in organization.

The results of the table also indicate that knowledge-management practices have a significant
impact on the organizations' ‘culture’ and account for a 76% amplification in the “culture’ of the

organization. This high, critical ratio confirms that knowledge-management practices are an

important determinant of culture in the organization.

The results of the table further reveal that knowledge-management practices have a positive

impact on ‘leadership’ in the organization and. as such, report an 11% intensification in
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‘leadership®. The high critical ratio of knowledge-management practices divulges that it is an

important factor of ‘leadership’ in an organization.

ololole
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Table 4.14: Regression Weights: (Group Number 1 - Default Model)

Estimate S.E. C.R. P Label
Innovation <-—-—- KMP 726 037 19.45] bl
Innovation <. KIC 322 044 7.363 e

The results of the table indicate that knowledge-management practices have a significant impact
on ‘innovation’ in the organization and account for a 72% amplification in the ‘innovation’ in the
organization. This high, critical ratio exhibits that knowledge-management practices are an

important determinant of ‘innovation’ in the organization.

The results of the table further reveal that knowledge-integration capabilities also have a positive

impact on ‘innovation’ in the organization. Knowledge-Integration capabilities report shows
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32% intensification in innovation. The high, critical ratio of knowledge-integration capabilities

reveals that it is an important factor of innovation in an organization.

44
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Table 4.15: Regression Weights: (Group Number 1 - Default Model)

Estimate S.E. C.R. P Label

Organizational Performance <-— KMP 819 D31 26,106 "

Organizational Performance <--- KIC 279 037  7.608 e

The results of this table indicate that knowledge-management practices have a significant impact
on the ‘organizational performance’ given by the company and account for an 81% amplification
in the degree of ‘organizational performance’ of the company. The critical ratio indicates that
knowledge-management practices are an important determinant of the ‘organizational

performance’ given by a firm.

The results of the table further reveal that knowledge-integration capabilities also have a positive
impact on the ‘organizational performance’ in the firm. Knowledge-Integration capabilities

report shows 27% intensification in organizational performance. This ratio of knowledge-
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integration capabilities divulges that it is an important factor regarding the *organizational

performance’ given by the company.
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Table -4.16: Model-Fit Summary
Estimate S.E. C.R. P Label

Innovation Cemm KIC 0.322 0.044 7.363 i
Innovation <--- KMP 0.726 0.037 19.451 e
Organizational

Performance < 1 0. 650 0.041 4. 945 i
Organizational

Performance Ceee KIC 0.300 0.039 7.721 R
Organizational

Performance Lo KMP 0.866 0.043 20.109 ity
Organizational

Performance e KIC 0.200 0.724 3.621 e
Organizational

Performance e e KMP 0.407 0.843 2.109 i
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4.7 Summary Modulation and Interpretation

The results of the table demonstrate that knowledge-integration capabilities have a positive
impact on ‘innovation’ in the organization. Knowledge-Integration capabilities report a 32%
intensification in ‘innovation’, This ratio of knowledge-integration capabilities reveals that they

are an important factor of ‘innovation” in the organization.

The results of the table strongly indicate that knowledge-management practices have a
significant impact on ‘innovation” in the organization, accounting for a 72% amplification in the
‘innovation’ in the organization. The high, critical ratio confirms that knowledge-management

practices are an important determinant of ‘innovation in the organization,

The results of the table also indicate that ‘innovation’ in an organization has a significant impact
on the ‘organizational performance’ demonstrated by the organization and accounts for 65%
strengthening of the ‘organizational performance’ demonstrated by the firm. The critical ratio
indicates that ‘innovation’ is an important determinant of the ‘organizational performance’

demonstrated by the company.

The results of the table further divulge that knowledge-integration capabilities have a positive
impact on the ‘organizational performance’ of the organization. Knowledge-integration
capabilities report a 30% escalation in ‘organizational performance’. This ratio of knowledge-
integration capabilities reveals that it is an important factor of the ‘organizational performance’

of an organization.

The results of the table designate that knowledge-management practices have a significant effect
on the ‘organizational performance’ demonstrated by an organization and account for an 86%

intensification in its organizational performance. This high, critical ratio exhibits that
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knowledge-management practices are an important determinant of the ‘organizational

performance” that is demonstrated by an organization.

BE

KIC

4.8 Discussion

This research provides conformity amongst the strong contrivance between the vanables and
their significant impacts and their assistance in proving the hypothesis is significant. The
empirical confirmation regarding ‘knowledge-integration capacity’ constituted with certain
characteristics of ‘learning culture’, ‘trust’ and the ‘combinative capabilities’ of the organization
favors ‘innovation’. There is a strong relationship between the employees’ capabilities combined
with organizational vision and global contemporariness whereby employees are entrusted to
exercise their powers in the continuous learning culture that is integral with the knowledge, skills
and abilities associated with potential for innovativeness. The results of the research not only

permitted the verification of the positively-significant relationship between knowledge-
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integrating capacity and innovativeness, but also throws light on the detailed relationship on the
integrated-knowledge capacity of an organization to absorb the demanded change factor from the
external environment and embedded knowledge as per the requirement of change that

necessitates heightened innovativeness.

The capacity of knowledge integration is sought out only if the leaming culture prevails inside
the organization where the activists and cnitical-role personnel are involved in manipulating and
changing knowledge states required for innovating the processes and practices. Teece (1998) and
Alavi and Leidner (2001). Knowledge-sharing and integration-capacity of vision achievement
would be possible with the deliberation of knowledge in the organization whereas, Dierickx and
Cool (1989) and Deed (1999) proved knowledge integration through combined activities in a
learning culture where the organization’s stock of knowledge and its repositories forms

accumulated knowledge assets directed towards innovation.

The development of existing knowledge and the enhancement of preceding knowledge is done
through the activists having strong influences on the impacts of the innovation in the
organization. The results of the research support the hypothesis HI — knowledge-integrating
capacities have a positively-significant effect on innovation. Zahra ef al,, (1999) proved that the
knowledge-integrating capacity of a firm needs to adapt and acquire new knowledge for its
consistent development. The results of Zahra's study verify the significant effect of knowledge
mtegration on imnovation. Again in 2002, Winter and Zolo proved knowledge integration to be
one of the most significant factors towards innovation. The adaptation and integration of
knowledgeable resources and collaboration can give a new sort of knowledge exploitation which

affects the innovational attitudes of the organization (Von Hippel & Katz, 2002).
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From the perspective of the ‘learning culture’ of an organization, the results of the current study
elucidates that management tiers dealing in a knowledge-oriented culture have a significant
affect on the capacity of integrated knowledge, which enhances the innovativeness and effects
the overall performance of the organization. A ‘Learning Culture’ has a 72% influence on an
organization becoming one that is knowledge capacity-integrated, which further modulates
innovation with a positively-significant effect on organmizational performance. Many social
scientists have proved that the ‘learning culture’ plays a pivotal and active role in the
enhancement of integrated capacities of knowledge at the firm level (Maxwel, 1997, York, 1991;
Lew, 2006 and James & Bal, 2003). Hence, it is proved that a ‘learning culture’ upholds the
assimilation, dissemination, acquisition and transfer of knowledge to enhance the integration of
knowledge capacity. The earning culture leverages the strong contrivance through continuous
learning activity among the employees and activists to continuously incorporate knowledge in
the organization. Many studies are in support of these results such as Lee (2008), Battor (2008),

Currie & Kerrin (2003) and Gibson er al. (2006).

The findings of this research indicate that knowledge-integrated capacity has a significantly
positive effect on ‘innovation’ and which is strongly supported by previous research done by
Harvey er al. (2004), Hanvanich et al., (2006), Sense (2007), Rhodes et al. (2008), Ruiz-
Mercader et al. (2006), Theriou & Chatzoglou (2008) and Yang (2007). Innovation in the
organization sets the organizational pace towards a continuous change paradigm which is
strongly associated with progression in organizational performance. Results of the research point
towards a positive significance between innovation and organizational performance. Lastly, as
with the previous research of Afiouni (2007) and the study done by Bansal (2007), it has been

proven that ‘innovation’” has positively-significant effects on organizational performance. The
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results of the studies carried out by Choi er al. (2008), Lee (2007), and Zhang ef al., (2006) are

positively significant and in support of the relationship between innovation and its effects on
organizational performance.

Employees are the ‘blood circulation’ for any organization. Empowering employees with the
realization of their compatible futuristic opportunities not only retains them, but also builds their
trust in the organization, which strongly influences the knowledge-integrating capacity. This
research highlights the positively-significant relationship between ‘trust’ and the capacity of
knowledge integration. Previous bodies of research are also in strong support of this study.
Bijlsma-Frankema and Van de Bunt (2003) found a positive relationship between trust and the
knowledge-integration capacity of an organization. More results from the prior studies of Zand,
(1972), Cook & Wall, (1980), Boon & Holmes, (1991), McAllister, (1995), Mayer et al., (1995),
Creed & Miles, (1996), Lewicki er al, (1998), Whitener et al., (1998), Rousseau ef al.. (1998),
Gillespie, (2003), Armitage & Connor, (2001), Albrecht and Travaglione, (2003) and Dietz,

(2005) all proved this result as supportive.

Combinative capabilities play a significant role in the integration with knowledge capacity to
enhance the innovation trends of an organization. The system, coordination and socialization
capabilities are necessarily embedded with the knowledgeable resources of the organization to
integrate with the capacity for the attainability of innovation. The previous studies of Kogut and
Zander (1992) referred to ‘combinative capability’ as the aptitude and facilitation from the
viewpoint of organizational knowledge integration. Halfat and Peteraf (2003) bridge the gap in
their study regarding the timely provision of the ‘right’ knowledge to exercise action at the
‘right’ time and solution of vagueness and finally ‘forces’ the organization to initiate its own

competitive-advantage flows towards innovation. Pan er al. (2006) proved that combinative
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capability 1s embedded into the system to promulgate towards the augmentation of conventional

strategy.

Knowledge-integration capacity empirically shows a positive effect on innovation as the
integration of knowledge capacitates with multi modifications of knowledge. The results and
findings of this study are in coalition with the research results of Polyani, (1966), Brown, (2001),
Herrgard, (2000). Nonaka and Takeuchi, (1995), Hamel, (1991), Spender, (1993, 1996) and
Winter, (1987). The effect of the integration capacity of knowledge on innovation is confirmed
through the studies of de Boer er al., 1999) and Baden, (1995). The fact that innovation can
never be detached from the integrative capacity of the people involved in the process of
knowledge integration is substantiated with the studies of Ghoshal, (1998) and Leonard, (1995).
Knowledge-Integration capacity in an organization has significantly positive effects on
innovation and creates continuous competitive advantages that persistently upgrade the
company’s organizational performance. Knowledge integrative capacity facilitates the role of
integrative experiences in the development of the firm and this connection to innovation is
authenticated with the study results of Szulanski, (2000) and Hippel, (1994). The continuous role
of creating competitive advantage for the firm in terms of innovation requires continuous and

incremental integrations (Grant, (1996), Stalk ef al., (1992) and Cohen & Levinthal, (1990).

Knowledge-management practices are the key features of the augmentation of innovation in an
organization, which efficiently and effectively further shores up the firm’s organizational
performance. Knowledge Management within a firm is a unique sort of resource management
that directs the company towards innovation and competitive advantage. This study provides
empirical insight into the incorporation of knowledge-management practices to ensure the

element of functional innovation in the firm. Knowledge is approximately 70 percent significant
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in creating innovation and synergy in the firm as it develops in due course ‘right’ strategies as
well as effective policy implementation. The results of this study are empirically supportive and
valid as, in the past, research has proven the effect of knowledge-management practices on
innovation reported as positively significant Leonard-Barton, (1995), Levinthal, (1997), Alavi &
Leidner. (1999) and Massey et al., (2002). Knowledge-Management practices not only equip
integrated solutions, as well, they hedge with synergy which creates the milieu of sustainability
and continuous development. Knowledge integration, personalization and a collaboration culture
(Holland and Miller, 1991; Sherif & Mandviwalla, 2000; Scott 2000; El Sawy and Bowles, 1997;
McElroy, 2003; Snowden, 2002) in the organization also proved to be positively significant and

result-oriented.

The effective management of ‘knowledge’ paves the way towards ‘innovation’ in the
organization. This study conveyed the resultant value of leadership and leading behaviors to cope
with contemporary issues of the internal and external environments. Leadership traits have a
positive attitude of significance towards knowledge-management practices in the organization.
The leadership has a covenant in connection with the effect of knowledge management o
effectuate the continuation of the innovation related to the particular organization. This study
illuminates the all-important status of leadership and its fusing effect on knowledge imbuement
and implementation, both of which are significant to innovativeness. Leadership has a strong
relationship with the dissemination and collaboration of knowledge and keenly affects the
practices of knowledge management within the organization. Past studies support the current
results of this study and prove that leadership significantly affects the knowledge-management
practices (Merritt, 2003; Barling, Weber & Kelloway, 1996; Barling & Helleur, 2000: Bass,

1998, 2000). Leadership converts the employce’s ability to concentrai¢ on the firm’s vision and
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enhances the capacity of development and the striving that are necessary to achieve competitive

advantage and continuous innovation (Wyatt, 2003; Wellins &Weaver, 2003).

Knowledge-management practices illustrate a significant level of intervention with culture. The
‘culture’ of an organization not only plays a major role in its performance, but also couples with
innovation and continuous ‘answers’ towards the changing dynamics. In prior studies, Howard,
(1998) and Whipp, Rosenfeld, and Pettigrew (1989) proved the positive effects of culture on
knowledge-management practices. ‘Culture’ is mainly an imperative factor as it is constituted by
diversified people, talents, backgrounds and educational profiles and, in dealing with it all
simultaneously, affects the company’s innovation and organizational performance. Organizations
craft knowledge-sharing and adapti'.;e culture (Artail, 2006: Riege, 2005) to initiate innovation
culture ultimately and top management supports this knowledge-oriented culture as it is a critical
factor to the success of the organization with an optimum level of performance (Zaini, 2003;

Hariharan, 2005; Davenport ef al., 1998: Wong, 2005; Hasanali, 2002; Mathi, 2004).

Technology is inevitability required for any organization to keep itself aware and strive with
continuous global change (Ardichvili, Maurer, Stuedemann, Li, & Wentling, 2005). Global
cultures rapidly penetrate into local organizations and to maintain the organization's survival, it
is beneficial to keep in touch with technology. It (technology) confirms that it has a positive and
significant effect on knowledge-management practices. Technology infusion becomes a survival
issue and organizations include it as a major investment as was proven by the prior studies of
(Alazmi & Zairi, 2003; Davenport et al., 1998; Artail, 2006; Golet, 2006; Hasanali, 2002;
Hariharan. 2005: Wong, 2005) confirming that KM, in the form of technology, further facilitates

the implementation of knowledge-management practices.
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‘Innovation’ has a significant effect on organizational performance. This has been theoretically
and empirically proven in this study through the perspective of Knowledge Management.
Knowledge-Management practices and knowledge-integration capacities have significantly
positive results and their contribution towards innovation is imperative for continuous
organizational performance in order to cope with changing managerial practices and to keep the

organization on an uphill course.

Knowledge Management is performed to develop the insight of an organization through the
integration of knowledgeable personnel and knowledge assets to create new knowledge that can
be readily utilized, as needed. The integration of ‘knowledge” within the hierarchal patterns as
well as knowledge-sharing patterns in the organization develops the fundamentals of a learning
environment in an alliance of trust where employees can easily intensify their knowledge and
contribute towards the performance of the organization. This study shows supportive results in
the continuation of the relationship between knowledge-integration capacity and organizational
performance. Findings of the research show links between the integrative capacity of knowledge
and organizational performance and these are positively significant. Prior studies highlight the
significance of knowledge integration in view of an organization's ability to build a ‘learning
culture’ and an entrusted environment in order to cope with the dynamism and in the company’s
responsiveness to change by employing the capabilities for the building and re-configuration of
internal and external competencies to address the organizational performance (Teece, Pisano &

Shuen, 1997).

Knowledge-absorbing capacity and its integration among the managers from top line to bottom
as well as the intervention of knowledge from outside the organization, develops a learning

culture where the environment of trust and empowerment contributes to make use of the



capabilitics as per their unique nature where learning could be experienced to explore new
dimensions and ‘cash in on’ opportunities. Knowledge-integration capacities have significant
effects on organizational performance and previously it was confirmed with the results of the
studies of Teece and Pisano, (1997) and Bowman & Ambrosini, (2003). The effects of
knowledge integration in the field of organizational resource deployment and in developing
strong inducement of a learning culture, experimentation surrounding knowledge and capabilities
have referred to learning as a specific type of capabilities combination to explore and experience
new opportunities, and its effect on the overall performance of an organization are significant.
These same results are confirmed with the current research: that knowledge-integration capacity
has significant effects on organizational performance and continuous striving for the
incorporation of knowledge and the creation of new knowledge at every step of the way, over
and over again, integrates learning with experience towards new opportunities has strong effects

on organizational performance (Zott, 2003; Eisenhardt & Martin, 2000; Winter, 2003)

Knowledge-sharing and collaborative activities are the central concerns of enhancing
organizations in terms of innovation and their effects on the overall performance. It was found by
Mahoney (1995) and Zollo & Winter (2002) that knowledge-integration capacities significantly
affects innovation and trusted employees work enthusiastically to do their best and search for
new opportunities where learning and expertise could be experienced to constructively contribute
towards organizational performance. Achieving a competitive advantage is the characteristic
which ensures the survival of the organization and knowledge prolongation within the
organization to set up a ‘learning culture’ that lays the ground for innovation (Verona and

Ravasi, 2003). Innovation is the gateway to achieve organizational performance.
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Balance in the knowledge-integration capacity is based on the organization’s contingency and an
appropriate set of knowledge-integration capabilities is to be decided by top level managers who
decide which set of integrative and collaborative knowledge is preferred to generate innovation
and institutionalize the performance of organization Cepeda & Vera, (2005) and Vera &
Crossan, (2003). On the other hand, knowledge integration among the management tiers
stimulates human resources to support the collective activities and are significant in achieving
the desired performance through innovation applied to procedures and processes (Prieto and

Smith, 2006).

Knowledge-Management practices demonstrate a strongly-positive impact on organizational
performance. The knowledge ‘population’ that is inside the organization is controlled in a
knowledge-based environment and the learning culture shares and distributes ‘knowledge’
among the integrated departments and personnel where knowledge mutation and cross-over
come together to establish a connection with the managerial decision. The knowledge-intensity
and the diversification-interactions among insiders and outsiders are deemed to be set up with the
Manager’s leading capacities. The ‘leader ecology’ develops competency and technological
interactions during the knowledge-intensification process. Knowledge-Management practices
have combinative effects to crafi innovation for apprehending the competitive advantage and
have positive effects on organizational performance. The significant results are supported by this
research and previously so by the studies of Smith (1995), Becerra-Fernandez and Sabherwal

(2001); Alavi and Leidner (2001), Gold et al. (2001) and Pelham (1997),

Results of this study reveal that knowledge integration capacity account for 30% change in
organizational performance, whereas it reports a 32% variation in innovative practices in the

organization.. As regards to the knowledge management practices, the results indicate 86%



change in the organizational performance which are exceptionally significant and variation in
innovation accounts for 72% which is again exceptionally well. Innovative practices in
knowledge based organization has indicated change in organization performance by 65% which
demonstrates that core competency development significantly enhances organizational
performance and makes the organization a competitive entity. These results are in line with the
results accrued on the similar variables and studies done by other scholars: hence, validation and
authentication of the knowledge integration capacity is well within the range of studies across the

board

Hence, Hypotheses 1 through 7 (i.e. Hi, H2, H3, H4, H5, H6, H7) were proven with the findings
and results of this research and in light of the discussions contained in the afore-mentioned

previous bodies of research.
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CHAPTER 5

CONCLUSION AND RECOMMENDATIONS

Though it is commonly-renowned belief that Knowledge Management (KM) plays a vital role in
sustaining a firm's competitiveness, the techniques and effect of the execution of understanding
control (KM) on business efficiency still continues to be a blend matter that needs further
discovery. Knowledge Management (KM) has become a unique support function in the ever-
changing conditions. The functionality of companies to incorporate their perceptive resources on

their primary capabilities is the key to maintainable, aggressive advantage in the market.

Management styles have improved due to the technical slow upgrades in the past. The
dependency on technological innovation has increased the diversities, but the relevance is man
and his knowledge. ‘Knowledge’ is a stalk resource, so organizations must improve their level of
it. It is a great deal more complicated to defeat a simple, targeted technique that is well- carried
out. Companies have to bring their collective ‘knowledge” up to date and change their diversities
so0 as to effectively use their current resources and buy and maintain new ones as well. It was
stated by Harrison and Leitch in 2000 that in order to stay available, companies must consistently
update their knowledge base. The easy access to information and the wide choice of products is
driving professionals to think diversely, guaranteeing effective resource utility as a condition of
strategy. In a ‘learning organization’, control remains tight regarding foreseeing problems and
presenting solutions. The organization produces strategies to improve necessary skills as these
are essential for the growth of the company. In the same way, different group features have an

impact on the desired results for innovation and business efficiency. It is therefore, crucial to
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assess the effect of group features on the knowledge-control system, degree of innovation and

the company’s efficiency.

The purpose of this research is to analyze the different amounts of knowledge management and
the general effect on innovation, with the result being to be able to determine the connection
between the two. It examines the connection between various knowledge-integration capabilities
and its influence on innovation and, lastly, its effect on the efficiency of business that is carried

out in Pakistan.

This study endeavors to discover how knowledge-management practices and knowledge-
integration capacity enhance innovative capabilities in an organization. This research also ferrets
out as to how innovative methods improve a company's efficiency. This research analyzes the
impact of knowledge-integration capacity and knowledge-management methods on innovation
and examines the impact of innovation on the efficiency level attained by a company. It also
analyzes the mediating impact of innovation between knowledge-integration capacity and
company efficiency as well as the mediating impact of innovation on knowledge-management
methods and company efficiency. Ascertain the effects of demographic characteristic segment
practice, and encourage innovation. It is understood that this issue will capture growing research
concentration in the future and more firms will recognize the benefit of, and develop,
knowledge-management (KM) practices as strategic forces for the innovation and improvement
in the business’ efficiency. Knowledge-Management (KM) practices are strategically-driven
forces for firms and, therefore, organizations should develop and maintain knowledge
management (KM) practices and their knowledge-integration capacity as these will increase the
innovativeness of firms, which leads to enhanced organizational performance. Knowledge-
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integration capabilities have a significant impact on the combinative capabilities of the
organization and account for a 100% amplification in the combinative capabilities of the
organization. This cnitical ratio indicates that knowledge-integration capability is an important

determinant of the combinative capabilities of the organization.

In creating an environment, knowledge-giving needs consideration as a socio-economic factor,
emotional aspect and human control methods. Job design, recruiting and coaching, route and
socializing plans, assessment, payment and compensation, open and credulous traditions and
selection methods that assist in developing an effective knowledge management is
recommended. Adya and O'Neill 2007 recommend that the increase in staff members’ passion to
spread knowledge might very well rely on the recognized equity compensation that the firm
rewards for the giving/sharing of knowledge. Winning development expertise gives rise to
recognizing the basic perceptive expectations of individuals and organizations. The social value
ability, culture describes decides knowledge giving conduct. It should be prestigious, also change
in that perceptive expectations between nations around the world and even within nations around
the world, as a concept. Knowledge Management (KM) is seen as an important approach to
management in a new era of advanced economies. Firms that use knowledge-management (KM)
practices may achieve higher performances through innovation. It is believed that innovation
serves the organization’s lifeline for both constant survival and higher profitability. It is
important that managers and researchers consider the factors that contribute to innovative
organizations. The study demonstrates that knowledge-management (KM) practices and
knowledge-integration capacity increase innovation, which leads to higher organizational
performance. It is essential to ascertain the major factors of contribution in organizational

performance and to meet the demand of diversified functions of products and practices. It is,
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therefore, vital to determine those essential factors, analyze their outcome and put the same into
practice for achieving the desired results of the organization’s growth through innovative
practices. Many organizations have implemented knowledge management in general, yet not

many of them have flourished in their knowledge management practices in particular.

According to conventional thought, “trust’ has a direct relationship with knowledge integration

capacity and this study finds that *trust” has a positive effect on knowledge-integration capacity.

The benefits of trust and its role in alleviating some of the risks and dilemmas that are associated
with knowledge integration were supported by the study. Knowledge-integration capabilities
have a positive impact on ‘trust’ in the organization. Knowledge-integration capabilities report a
60% intensification in the level of trust in the organization. The high critical ratio of knowledge-
management practices divulges that it is an important factor of innovation within the

organization.

The integration process appearance features parts of the industry potential of integration, which
impacts the business framework and is necessary due to variations in knowledge types and
forms. This, in turn, requires specific needs in the integration expertise. The degree of expertise
integration represents the wider expertise and skills between the firm’s abilities. Knowledge-
integration capabilities also have a positive impact on the ‘learning culture’ in the organization.
Knowledge- integration capability reports a 99% intensification in the learning culture. The high
critical ratio of knowledge-integration capability divulges that it is an important factor of the
learning culture that is developed in an organization. An intelligence of assurance and experience
provides motivation for workers, know-performance. An inspiring and helpful atmosphere

encourages staff members to convey their knowledge and to share with each other. In addition,
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there is the lure of benefits received for the giving of knowledge--a crucial device to encourage
workers to share information and data. This increases not only the knowledge base of companies,
but it also creates a team ‘soul’. It also helps workers to understand where they are in the

combined aspect of the office.

This study also shows that a ‘learning culture’ has a positive effect on knowledge-integration
capacity. A firm that is devoted to learning seeks a full knowledge of its internal atmosphere.
This recommends that innovative activity in itself is a leaming process that facilitates the
attainment of new thoughts and the integration of knowledge in order to solve problems and find
innovative solutions so as to make innovative products that have importance in the market.
Through a learning culture, employees learn and build upon new talents as well as contribute to
the existing body of knowledge, both of which are central for optimal organizational
performance.

KM is an initiator for companies that want turn enterprise culture frustration into opportunity.
Applying the knowledge will bring changes to your enterprise and the application of your
company’s combined knowledge by developing and spreading it, can be achieved through

*knowledge management’.

The results of the study with regards to the positive effect of trust and learning culture on
knowledge-integration capacity give confidence to scholars in management to put the knowledge
base analysis into practical fields such as innovation, For that cause, it is not surprising that
‘knowledge management’ is progressively observed as prerequisite for developing successful

and imnovative firms.
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Knowledge-Management practices have a significant impact on the development of competency
within the organization and account for a 100% amplification in the overall competency
development of the organization. The critical ratio indicates that combined knowledge-
management practices are an important determinant of developing the level of competency that

exists in an organization.

The study investigates how knowledge can be shared inside and outside the firm through the
development of culture within the organization. The culture should bring together the
organization's knowledge, its assets and its effective utilization of core competencies in order to
achieve the desired goals and results of the firm. It is required to develop a culture where staff
members can share their knowledge and experience without any fear and can formulate better
strategies for its implementation. In a competently indistinct universal situation where only
transformation is positive, there is a constraint for knowledge to be transformed for the
development of competencies and the formulization of strategies. Knowledge- Management
practices have a significant impact on the ‘culture’ of the organization and account for a 76%
amplification of the culture within the organization. The critical ratio indicates that knowledge-

management practices are an important determinant of culture in the organization.

Technology has the functionality to develop what workers in the company can understand from
adjusting progress to technological innovation. This can help them in gathering information and
new thoughts. In an interesting discovering culture, in which individuals are accountable for their
own exercising and assistance to understand from each other, well-planned and well-supplied
technological innovation improves the experience gained by the personnel in the company.

Conversely, in companies where individuals fight the acquisition of knowledge and new
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thoughts.In both types of societies, technological innovation upgrades what already prevails.
Information Technology (IT) systems allow for the integration of details and knowledge in the
company as well as the development, move, storage and safe-keeping of the company's
knowledge source. Technology tools such as intranets, data source, etc., or non-technological
means, such as suggestions and relationships, are good for a company and help it to apply
knowledge, paving the way for endless possibilities of innovation. For the modification of acted-
upon knowledge in precise companies, they provide ample opportunities for the giving of
knowledge, with the result being innovative developments that improve efficiency. Information
control motivates innovation by helping the boss in the state of each other and search for
appropriate details and knowledge together. Business Resource Planning, effective technical tool
integration best methods and transactions them to ownership companies by human relationships.
Knowledge management methods have a positive effect on technological innovation in the
company. Knowledge management methods indicate 11% intensification in technology. The
high critical rate of knowledge management methods divulges that it is an important aspect of
technology in a company.

The study reveals a significant relationship between leadership and knowledge-management
practices. It is clear from the study that ‘emotional intelligence' plays an important role in
improving the leadership of an organization which in turn contributes towards more superior
knowledge-management practices. This relationship enables the organization to determine the
influence of human resource management in accomplishing the goals and objectives of the
organization. Organizational culture is, however, comprehensive and multifarious. It consists of
several factors that are entrenched within a firm’s environment of norms, values, attitudes and

conventions. The literature also presents a framework for explaining the relationship between
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culture and knowledge-management practices by recognizing that culture is an important factor

in the successful implementation of these knowledge-management practices.

Management helps ‘common’ people to achieve outstanding results. They help others to create
an interest in their work and produce higher self-esteem. Studies have shown that leadership is a
major factor in initiating the commitment of staff and customers alike and makes the firm
successful in the field of business. An effective process of leadership development allows
companies to be ‘results-oriented’, to rely on human leaders, to increase efficiency, retain team

spirit and produce desired results.

Managers integrate the knowledge potential of the policy implementers by developing the
abilities of the staff members to advance the intake of knowledge as well as distribute it to create
brief, clear, targeted action plans. Professionals involved a learning culture is in an ongoing trend
of modification and deal with the changing characteristics with enhanced priontization of
resources to improve the overall innovativeness in the company. From the perspective of dealing
with daily modifications, knowledge enablers in the company would make a ‘conversation-for-

change’ program whereby all staff members are expected to provide reviews in direction-setting.

Knowledge-Management practices have a positive impact on leadership in the organization, as
these practices report a 11% intensification in leadership. The high eritical ratio of knowledge-
management practices reveals that it is an important factor with regards to leadership in the
organization. The excellent role played the progression of experience in boosting the success of
organizations has seized the attention of college students. The scientists suggested that
experience progression is the key that is in control of the company. Unfortunately, scientists have

often been doubtful regarding the perception of progression of skills and, therefore, the strict
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attention paid by management towards experience progression was not completely converted

into the educational world, leading to a lapse between supposition and statement.

5.2 MANAGERIAL IMPLICATIONS

This study presents a model constituted by hybrid capabilities, skills and competencies which
link knowledge-management strategy directly to business policies that attain an optimum level of
performance, thereby affording the organization a distinct competitive advantage. Managers
display their competencies and deploy capabilities so as to put forward the best performances
possible from their source point. At the same time, they align the team in a learning culture that
is interactive with technological changes and their utilization in such a way that the members feel
a secure professional foundation and feel encouraged to make timely innovations that are *right
on track.” Such an innovative environment combines the keen knowledge-management practices
of the top-line managers with the knowledge-integration capacity of the firm, making for a
unique result that is as articulate as a fingerprint. The distinctive value of the methods used by
the management makes a quality and oneness of purpose within the company and an atmosphere
in which the organization and its people can be successful. A organization performs more
efficiently when it has mutually-beneficial relationships, designed on a perception in, and a
providing of knowledge and development, with its workers. A firm's efficiency is maximised
when it is based on the management and the giving of knowledge within a culture of ongoing

learning, innovation and enhancement.

The full prospective of a company’s individuals is best published through distributed principles
and a culture of believe in and power, which motivates the engagement of every employee.

Companies perform more successfully when all inter-related actions are comprehended and
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consistently maintained and options concerning present functions are thought out. Innovative
developments are made by using straight answers that encompass the stakeholders’ views. High
quality will depend on controlling and addressing the needs of all concerned stakeholders
(including the individuals employed, clients, providers in additions to the community in common
as well as those with financial relationships to the organization). The consumer is one more
arbiter of product and service quality, and customer investment, storage space and business

income are best enhanced through a clear concentrate on the needs of current clients and clients.

This study outlines that top management and the employees will set the enterprise’s direction
based on impacts and/or direct knowledge about clients' needs, product styles, technological
innovation developments, competition demands, owners’ goals, financial efficiency..
Management, by itself, cannot change the company's direction without the employees. Often,
major changes in direction are necessary and, without the support of and the activity engaged in,
by the employees, in the same direction, visions will not be realized. Management leaders
modify the way they lead; different styles and methods are being used to generate the necessary
activity. To strive towards an objective to which the whole company can connect involves social
factors. The entire employees should be able to immediately affect Senior Professionals and
Professionals in direction-setting. Individuals “at the fossil fuel face™ are most likely to be on
track regarding clients’ needs, competition position, enterprise difficulties, value-blockers,
source specifications and technological-innovation developments. It is the people at the *front-
line’ who have the alternatives and who know where the potential alternatives are available. The
professionals need programs that are geared to paying attention to employees and to tap into the

wide base of knowledge that prevails. But the company needs to go a step further: the personnel
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should be motivated to verbally express their opinions (good as well as bad). in the style of

visibility.

Managers integrate the knowledge capacity of the policy implementers by integrating the
capabilities of the personnel for advancing their assimilation as well as their dissemination to
devise clear, focused and concise action plans. Managers who operate within a leaming culture
are in a continuous wave of change and tackle the changing dynamics with an improved
prioritization of resources to upgrade the innovativeness of the organization. In the context of
coping with everyday change, knowledge enablers in the organization would create a
‘conversation for change’ a programme whereby all workers are requested to provide feedback at

the sessions held on direction-setting.

In the new financial climate, the power of workers is a key issue and management is starting to
understand the value and the power of visibility. It can be unpleasant at times, to talk about
issues in the open that have stayed hidden for a very long time but, at some point, it creates a
belief liability. Everyone knows that they play a role at some point along the route and it is
everybody's liability to lead. It is not just ‘management’ that determines a lengthy run of the

firm.

For large companies, creating a sense of unity can be difficult. However, every effort should be
made to interact with people from different geographic regions and societies. Use your
technology to talk, and talk about the company's perspective. All parts of the company can
become a community by using tele-conferencing and other collaborative tools: personnel should
not feel separated due to being placed some distance away from the company’ Headquarters. A

‘marriage’ of the members of the entire company should occur in discussions as, creating a
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firm’s perspective is vital and each employee should be motivated in contributing towards this

activity.

On a greater issue, the knowledge of the perspective will only come about through getting into
the individuals' ‘psychological side’. Management will need to learn how to obtain that. Control
conduct does not work when the purpose is to create a ‘common’ perspective. The concerned
authorities will have to provide a perspective by means of creating pleasure, informing

testimonies in order 1o attract invigorating and impressive individuals towards a typical goal.

In conclusion, it comes down to the managers employing the personnel to figure out a ﬁr;ure
perspective, in addition to the other components that generally affect the establishment of a
perspective. Opening internal email programs, promoting a no-blame culture, enjoying all levels
of the company and the individual workers at all levels, are some of the key components of a
powerful company. The people in the company must be able to discuss the perspective, believe
in the practices of a wise direction, take possession of the distributed goals and experience which
play a role in success (or failure) of the company. Gain-sharing by the workers and personnel
will motivate them to experience their ‘place’ in the company and they will be motivated to

interact with other workers in reaching the common perspective of the company.

The methods that are designed need to ensure that ‘people capital’ is used and that the draw out
is imbedded in the plans and techniques of the company. Also, the techniques should have
versatility, so that they can be modified and implemented according to new discoveries and new
thoughts growing from the position and computer file of the company. The “Top Control” must

activate. Its responsibility is to provide ideal instructions, to motivate discovery and to make sure
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there are systems in place for the switching of training to show the individuals that they are

capable of attaining more and that they should never be fulfilled with where they are currently.

A greater insurance plan’s effects would be to determine innovation and discover a ‘culture’
within the company. The new products of the future are ‘living’ in the individuals’ brains, Give
them a route to research. An atmosphere that is conducive to ‘discovery’ is essential to
innovation within the company. Youth need time to investigate and question. Joining a training

course is a minimal investment against the possible greatness that can result.

Much ‘discovering” occurs as one stands by the coffee maker or joins a workshop or attends a
retail “get- together’. Tacit change is possible and demonstrates as one of the main reasons for
the occurrence of ‘discovering’. This needs to be considered when creating guidelines and
techniques. This should include *softer’ concerns such as aspects related to household concerns,
operating at home, providing therapy services, etc. Distressed, over-worked employees who do
not have the firm’s support or the time to attend to the household will not remain effective as

workers on the job.

In addition, an examination needs to be made of those activities, tasks and duties that no longer
hold value for the company. Numerous times the writer has inquired “Why was this review
produced?" only to be informed "Because we have always done it." By discontinuing the

performance of ‘no-value’ tasks, valuable time and energy cease to be wasted.

Techniques should also involve greater opportunities for the growth of the personnel. In other
lerms, leave it 1o the person to create new abilities and to set a profession route. A company can

play an important part in assisting in the personnel development; this is particularly true in a
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‘learning company’, where personnel are motivated to understand that classes are only a part of
discovering. Leamning has many elements and a ‘right’ culture should be designed to nurture

continual discovery.

In conclusion, KM techniques must be arranged with the business perspective in mind and
control and must ensure that the personnel are clearly ‘on board’. They must comprehend why
knowledge is important and chiefs must practice what they teach, They must have programs for
conversation and allow a circulation of thought. Reviews that must be given and, above all,
believed in, must be designed between the professionals and the employees. Divide the KM

application into controllable units—think big, but begin small.

The provision of resources for knowledge will lead to faster and more intelligent client
alternatives. The switch in developing partners is clear in knowledge the economic climate.
These include providers, customers and even the competition. Reliance on the company
products, a value string is an important factor Ilustrations of partners are financial institutions
that offer vehicles for sale to the community, telecoms and IT organizations that create WAP
alternatives, management consultancies and IT-assistance organizations that offer customers
‘total solutions’, wireless TV and the pleasure industry that offer entertaining TV (video on
demand...etc). Why the parmerships? In reality, it is to obtain leverage on knowledge and to
provide top-quality assistance. Clearly, for such partners to succeed, ‘knowledge’ needs 1o be re-

located and be made available to the key parties.

The greater the relationship between the provider and the consumer, the better the
product/service, in addition to reduced progression expenditures. Be careful of individual

software companies that offer “complete, out-of-the-box alternatives.” It is very unlikely that all
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KM concerns can be resolved by just one source, in particular IT providers. The state of mind
should be: produce an appropriate remedy and comprehend the knowledge/information string
required to satisfy the relationship’s specifications. An examination of KM would be suitable at
the beginning to comprehend ‘Where’, “What' and “How’ the comprehension prevails as related
to its being is used in the company. The examination should be performed for the complete
details of the string and should not stop at due the firm’s limitations. By comprehending the
details, specifications and procedures should be customized in accordance with the relationship
and offer an effective progression of alternatives. The CRM is one example of a service/product
that could cut across a firm’s limitations and provide/share client details between the companies

that are comprised within the relationship.

Terms such as ‘B2B’ (Business to Business) are becoming common. For example, companies
want to use website/IT with their clients and providers not only to provide intelligent
alternatives. as described above, but also to generally decrease the cost. The B2B will use ITtwo
involve process incorporation, understand stores and product/service exchange where
appropriate. To obtain this. a clear knowledge examination is required to figure out the

specifications and incorporation with individuals, procedures and technological innovation.

BP Discovery is perhaps one of the best illustrations of inner options put to good use in a large
organization. Online Group System used video conferencing and relationship technological
innovation and information systems. Online groups were able to tackle problems with employees
located all over the world and made up of not only inner personnel but also third-celebration
installers. This is a great example of tacit to tacit knowledge exchange. New procedures were

presented and new technological innovation was used successfully. Furthermore, the use of the
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‘right’ individuals to take care of difficulties, served the purpose fantastically. A key to the
venture was the beginning of the knowledge that individuals will need to perform diversely. In
addition, they recognized that working methods and habits would need to change. BP sensed that

having a network in itself recommended little and could not be pressed upon the employees.

Professionals have to create and launch the knowledge and full prospective of individuals at the
personal, team-based level as well as the organization-wide level, and strategize these actions in
order to aid its insurance plan and technique and the effective function of its procedures. The
required changes will most likely affect deep-based social therapy. To allow individuals into
knowledge-centric companies is possibly the most challenging process of all. Those individuals
are the key members of the success. It is due to individuals that new ‘discovering’ occurs, new
procedures are designed and old ones improved upon, and that the new products/services are
designed through the culture of innovation and testing. The ‘person’ is the entity that produces
the modification and the company merely assists with the process. The quicker that the company
can create and accommodate modifications then greatly enhanced are the possibilities of success.
Wide knowledge generally prevails in any company in both the precise and tacit varieties, 1f
individuals cannot believe in or comprehend a benefit for giving this knowledge, then the

company is doomed to fail.

People’s development issues are mostly social. Techniques, procedures and technology can all
allow but they cannot make change happen. Only with the appropriate social environment will
personnel succeed and increase their own potential. Effective speed in the provision of
alternatives, goods and services will be essential to success in order to maintain the competitive

advantage. Individuals will need to respond quickly to changing conditions and will require
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resources and assistance to meet the needs. New abilities in problem-solving and team operation
will be necessary. Compensational systems for knowledge-giving should be designed, whereby
personnel are paid for giving tacit and precise knowledge. The giving of knowledge, as well as
the exchange, needs to identify all events as services and individuals. Companies are presenting
knowledge-sharing rewards in various patterns and sizes. They identify that knowledge-sharing
should be paid just like when a person's stays additional time at work and is paid in the long run
for the additional hours. Future knowledge management will not lead groups but assist them; a
whole new way of operating is necessary in a knowledge-centric company. The focus is moving
away from the old-style control and into more ‘assistance’ and ‘create’. Today, salaries/incomes
are based on duration of service, age and the opportunity of liability but, in the future, the reward
will likely be based on ‘know-what" and ‘know-how’, the ability to deal with a variety of jobs,
the variety of acquired abilities and the amount of knowledge that has been distributed. Be ready
to re-engineer the firm's societies and operating designs, and be careful that the ordered

components will not actually generate the best benefits.

Individuals who actually do perform (as compared to a Manager) have essential passionate
knowledge; they know the competition and the clients very well. They comprehend the
procedures and methods of their workplace. The key is to tap into the knowledge and allow
personnel to consider the process/service/product changes. The control procedure is to pay
attention to the store ground. As changes are recommended and applied, they should be
acknowledged and paid accordingly. Professionals will also need to consider whether these
ideas/suggestions may have greater effects and perhaps could be implemented in other places of
the organization. Some new thoughts could also mean new goods and solutions. Key concerns to

consider are the firm’s efficiency methods, which should be more than just monetary. Bottom-
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line results are typically seen as symptoms of good results. The focus in an knowledge-centric
organization has moved to a much greater area as now they are regarded to be centered on

clients, procedures, people and the use of technological innovation..

5.3 RECOMMENDATIONS

In recent years, having a "learning culture" has become more desirable in organizations for many
reasons. An orgamzation which focuses on leaming can provide a system that is being
improved, promote customer satisfaction, improve innovation and creative a competitive
advantage. Customer satisfaction is greater and organizations require more and more
knowledge and skillful people. If the organization adapts to changes quickly and wisely, it must
learn that the central component of its strategy is for survival and growth. If managers and the
employees of the organization are learning all the time and at a quicker rate than its competitors
and are applying appropriate strategies at the right time, then the organization will be more
efficient. It is commonly acknowledged that for a firm to be sustainable in the current situation, it
is necessary that it should be prepared to acclimatize on a frequent basis. Change is positive if it
is adapted by the learning culture. It is not only firms that need to study about being

‘changeable’, but also the individual employees.

Technology has the capability to expand upon what the organization’s employees can learn from
adapting the advanced technology. This can help them in gathering information and creating new
ideas. In an exciting learning culture, in which people are responsible for their own training and
support learning from each other, well-planned and well-supplied technology enhances the staff
members’ experience in  the organization. In those companies where people resist

the knowledge and new  ideas, where leaders talk  about things, knowing that it
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sounds good (or even offer to teach a class). In both types of cultures, technology speeds up

what already exists.

Typically, organizations that operate with a high level of cultural trust are likely to produce high-
quality products and services at lower prices because they can attract and retain highly motivated
and skillful employees. These workers are more likely to enjoy their work, take the time to do
their work properly, make their own decisions, take risks, innovate, squeeze the vision of the
organization, mission and values and reflect organizational good-citizenship behaviors (e.g.,
helping colleagues in trouble ). The leaders in such organizations are then free to perform
additional tasks. As trust is a mutual process, leadership is an important factor in creating it in an
organization. When trust is certain and it is obviously observable that the individual being trusted
1s performing their tasks in a trustworthy way, it guarantees the supposition that ‘trust’ will

augment in the organization.

It is important for management to recognize the value of trust and how to promote trust in their
organizations. Proficiency, sincerity, and employees’ relationships are a few of the aspects that
establish trust in an organization. However, the mysterious nature of trust makes it one of the
most complicated attributes to maintain. The organization requires the staff members to feel that
they are respected, trusted, and have them consider that the firm is performing with honesty in
their best interests. Latest procedures in the corporate world have made it complicated for
organizations to maintain trust. Trustbegins with the management because they are
the initiators of trust. It is very significant that all of the members of management recognize the

significance of trust, how to encourage trust within the organization, and their function in

226



structuring trust. Honesty, good relationships with the staff and proficiency play a significant

role in developing trust in organizations.

If the inside culture of the organization does not support organizational learning and growth
within, then leadership is essential. Leaders are the drivers of the organization; they must play
the role as trustworthy champions for employees of the organization. Otherwise. both they and
their employees will lose trust in the day-to-day life. The leaders must converse in terms of
vision, principles and honesty. Furthermore, even when the leader does not participate in part
of the business strategy, he orshe should know who stands for values and integrity.
Focusing only on what employees need in connection with a particular task, leaders actually allot
their time effectively, so that only what is needed to be given time to saves time in the long-run.

Leaders help the common people to accomplish marvelous  results. They help  others to
devhanclop enthusiasm and passion for their work and they enhance higher self-esteem.
Research  shows that leadershipis a  decisive factor in shaping the motivation of
employees, fostering customer loyalty and driving the success in business. An effective process
of leadership development enables organizations to become ‘results-oriented’, to focus on human
leaders, increase productivity, preserve morale and deliver final results,

The outstanding role played by competency development in augmenting the success of
organizations has stretched the concentration of scholars. The researchers argue that competency
development is the main factor in managing the organization. Unfortunately, researchers have
often been cynical towards the concept of developing competencies and therefore the tough
administrative concentration on competency development was not completely converted into the

educational world, leading to a break between assumption and observation,
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a. An organization to focus learning system to improve and promote best practices through

innovative and creative practices for attaining competitive advantage.

b. To enhance organizational performance, it is imperative to remain viable entity in
resource constraints society and attain competitive advantage through embracing

employees with current practices.

¢. Organizations to adapt holistic approach through innovative practices for enhancement of

organizational performance.

d. Competent employees shall withstand organization to measure up to the challenges

practices; therefore, skill development to remain priority of an organization

5.4 THE LIMITATIONS OF THE STUDY

This study was conducted on the basis of survey in the field and respondents could contribute
according to how they perceive the reality. Moreover, the fact that knowledge-integration
capacities and knowledge-management practices influence innovation and contribute to
organizational performance was ascertained after these attributes had been fully effectuated in
particular organizations. Merely commenting on how these variables contribute to organizational
performance is a matter of perception. Similarly, the linkage between innovation and
organizational performance also relates to the opinion of employees without realization of the
outcome in a real sense. The sample size taken in this study could be another factor which could

be further enhanced in futuristic work of a similar nature.

Even though the model of the study was tested and empirical results of the study are largely

supportive, since the respondents of the study provided the empirical data, possibly there might
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be differences or preferences due to different personal experiences, familial and educational
backgrounds as well as occupational backgrounds. This study was conducted in the corporate
sector and NGO’s in the capital area. Due to time and cost constraints it could not be further
explored in the different provincial areas. Hence, the present results should not be taken as
representative or an embodiment of the common case. However, it may offer a essential referrals
for the companies situated in other places or nations whose conditions are just like those in

Pakistan.

5.5 THE FUTURE LINE OF STUDY

This study guides towards the future line of research with the same variables within the
consultancy industry and integrating the model with their mechanisms and operations. The
transfer of knowledge and retention by the concerned employees at appropriate destinations and
with people outside the company assistance and obtain further achievements in the advancement
process. In the future, this study will be expanded by applying it in multi-national companies
along with Information Technology and electronic process-handling aspects that would be

added to augment these skills and operate globally.

229



References

Adams, G.L. and Lamont, B.T. (2003), ““Knowledge management systems and developing
sustainable competitive advantage”’, Journal of Knowledge Management, Vol. 7 No. 2,
pp. 142-54.

Afiouni, F. (2007), Human resource management and knowledge management: a road map
toward improving organizational performance, Journal of American Academy of
Business, Cambridge, Vol. 11 No. 2, pp. 124-30.

Ahmed, P., Loh, A. and Zain, M. (1999), *Cultures for continuous improvement and learning™,

Aksu, A.A. and O ~ zdemir, B. (2005), “Individual learning and organization culture in leaming
organizations: five star hotels in Antalya region of Turkey”, Managerial Auditing
Journal, Vol. 20 No. 4, pp. 422-41.

Alavi, M. and Leidner, D.E. (1999), ““KM systems: issues, challenges and benefits™,
Communications of AlS, Vol. 1, pp. 1-37.

Alavi, M. and Leidner, D.E. (2001), “‘Review: knowledge management and knowiedge
management systems: conceptual foundations and research issues’’, MIS Quarterly, Vol.
25 No. 1, pp. 107-36.

Alavi, M., Kayworth, T.R. and Leidner, D.E. (2005-2006), **An empirical examination of the
influence of organizational culture on knowledge management practices’”, Journal of
Management Information Systems, Vol. 22 No. 3, pp. 191-224.

Alazmi, M., & Zairi, M. (2003). Knowledge management critical success factors. Total Quality
Management, 14(2), 199-204.

Alvesson, M. (2004), Knowledge Work and Knowledge-Intensive Firms, Oxford University

Press Inc., New York, NY.

230



Andersen, J.A. (2006), “Leadership, personality and effectiveness”, Journal of Socio-Economics,

Andriessen, J.H.E., Hetting, M. and Wulf, V. (2003), **Introduction to special issue on evolving
use of groupware’’, Computer Supported Cooperative Work, Vol. 12 No. 4, pp. 367-80.

Antonelli, C. (2008), Localised Technological Change: Towards the Economics of Complexity,
Routledge, New York, NY.

Arago n-Correa, J.A., Garci'a-Morales, V.J. and Cordo'n-Pozo, E. (2007), “Leadership and
organizational learning’s role on innovation and performance: lessons from Spain”,
Industrial Marketing Management, Vol. 36, pp. 349-59.

Ardichvili, A, (2002). Knowledge management, human resource development, and Internet
technology. Advances in Developing Human Resources, 4(4), 451-463.

Ardichvili, A., Maurer, M., Li, W., Wentling, T., & Stuedemann, R. (2005). Knowledge sharing
through online communities of practice: The impact of cultural vanations.

Argyris, C (1990), Overcoming Orgamzational Defenses, Allyn and Bacon, Needham Heights,
MA,

Armitage, C.J. and Connor, M. (2001), “Efficacy of the theory of planned behavior: a meta-
analytic review”, British Journal of Social Psychology, Vol. 40, pp. 471-99.

Anail, H. A. (2006). Application of KM measures to the impact of a specialized groupware
system on corporate productivity and operation. Information & Management, 43, 551-
564.

Atkinson, C. 1994: Continuous improvement: the ingredients of change. International Journal of
Contemporary Hospitality Management, 6-8.

Atkinson, S, and Butcher, D. (2003), “Trust in managerial relationships”, Journal of Managerial

Atman, K.S. (1987), “The role of conation (striving) in the distance learning enterprise™,

231



Australian Education Council (1992), Putting General Education to Work: The Key
Competencies Report (The Mayer Report), Australian Government Publishing Service,
Canberra.

Axelrod, R.M. (1984), The Evolution of Cooperation, Basic Books, New York, NY.

Aydin, B. and Ceylan, A. (2009), **The role of organizational culture on effectiveness’’,
Ekonomie a Management (E p M), Vol. 3, pp. 33-49.

Baddi, A. and Sharif, A. (2003), *‘Information management and knowledge integration for
enterprise innovation™’, Logistics Information Management, Vol. 16 No. 2, pp. 145-55.

Baetz, W.G. (2003), “Organizational learning practices”, dissertation in partial fulfilment of the

Bailon, S., Case, R., Coombes, J.R. and Daniels, L.B. (1999), “Common misconceptions of
critical thinking”, Journal of Curriculum Studies, Vol. 31 No. 3, pp. 269-83.

Ban"egil Palacios, T.M. and Sanguino Galva'n, R. (2007), “Intangible measurement guidelines: a
comparative study in Europe”, Journal of Intellectual Capital, Vol. 8 No. 2, pp. 192-204.

Barrows, R. (1987), “Competency talk”, Journal of Philosophy of Education, Vol. 21 No. 2, pp.
187-95.

Bass, B.M. (1997), “Does the transactional-transformational leadership paradigm transcend
organizational and national boundaries?”, American Psychologist, Vol. 52 No. 2, pp.
130-9.

Bass, B.M. and Avolio, B.J. (1990a), “The implications of transformational and transactional
leadership for individual, team, and organizational development”, in Richard, W.W. and

Bass, B.M. and Avolio, B.J. (1990b), Transformational Leadership Development: Manual for

Multifactor Leadership Questionnaire, Consulting Psychologists Press, Palo Alto, CA.

232



Bates, R. and Khasawneh, S. (2005), *Organizational leaming culture, learning transfer climate
and perceived innovation in Jordanian organizations”, International Journal of Training
and Development, Vol. 9 No. 2, pp. 96-109,

Battor, M., Zairi, M. and Francis, A. (2008), Knowledge-based capabilities and their impact on
performance: a best practice management evaluation, Business Strategy Series, Vol. 9
No. 2, pp. 47-56.

Beck, N. and Walgenbach, P. (2005), **Technical efficiency or adaptation to institutionalized
expectations? The adoption of ISO 9000 standards in the German mechanical engineering
industry’’, Organization Studies, Vol. 26 No. 6, pp. 841-66.

Bertoncelj, A. and Kovacj, D. (2007), “An integrated approach for a higher success rate in
mergers and acquisitions”, Zbornik radova Ekonomskog fakulteta Rijeka, Vol. 25 No. 1,
pp- 167-88.

Bethel, S.M. (1990), Making the Difference: Twelve Qualities That Make You a Leader, Berkley

Beveren, J.V. (2003), *'Does health care for knowledge management?”’, Journal of Knowledge
Management, Vol. 7 No. 1, pp. 90-5.

Bhatt, G.D. (2001), **Knowledge management in organizations: examining the interaction
between technologies, techniques, and people’, Journal of Knowledge Management,
Vol. 5 No. 1, pp. 68-75.

Bierly, P. and Chakrabarti, A. (1996), “Generic knowledge strategies in the US pharmaceutical
industry”, Strategic Management Journal, Vol. 17, pp. 123-35.

Bijlsma-Frankema, K. and van de Bunt, G.G. (2003), “Antecedents of trust in managers: a

“bottom-up™ approach”, Personnel Review, Vol. 32 No. 5, pp. 638-64.

233



Birkinshaw, J., Nobel, R. and Ridderstrale, J. (2002), “Knowledge as a contingency variable: do
the characteristics of knowledge predict organization structure”, Organization Science,
Vol. 13 No. 3, pp. 274-89.

Blau, P.M. (1964), Exchange and Power in Social Life, John Wiley & Sons, New York, NY.

Blunsdon, B. and Reed, K. (2003), “The effects of technical and social conditions on workplace
trust”, International Journal of Human Resource Management, Vol. 14 No. 1, pp. 12-27.

Boer, M.D., Van den Bosch, F.A.J. and Volberda, H.W. (1999), “Managing organizational
knowledge integration in the emerging multimedia complex™, Journal of Management
Studies, Vol. 36 No. 3, pp. 379-99,

Bogner, W.C. and Bansal, P. (2007), Knowledge management as the basis of sustained high
performance, Journal of Management Studies, Vol. 44 No. 1, pp. 165-88.

Bohn, J.G. and Grafton, D. (2002), “The relationship of perceived leadership behaviors to
organizational efficacy”, Journal of Leadership & Organizational Studies, Vol. 9 No. 2,

Bohn, R. (1994): Measuring and managing technological knowledge. Sioan Management
Review Fall, 61-73.

Bontis, N. 1998: Intellectual capital: an exploratory study that develops measures and models.
Management Decision 36 (2), 63-76.

Boon, S.D. and Holmes, J.G. (1991), “The dynamics of interpersonal trust: resolving uncertainty
in the face of risk™, in Hinde, R.A. and Groebel, J. (Eds), Co-operation and Pro-social
Behaviour, Cambridge University Press, Cambnidge, MA, pp. 190-211.

Bordoloi, S. (2004), “Agent recruitment planning in knowledge intensive call centers”, Journal
of Service Research, Vol. 6 No. 4, pp. 309-23.

Boyatzis, R.E. (1982), The Competent Manager: A Model for Effective Performance, Wiley,

234




Bridges, D. (1993), “Transferable competencys: a philosophical perspective™, Studies in Higher

Brown, J.S. and Cook, S. (1999), “*Bridging epistemologies: the generative dance between
organizational knowledge and organizational knowing'’, Organization Science, Vol. 10
No. 4, pp. 381-401.

Brown, J.S. and Duguid, P. (2001), **Knowledge and organization: a social-practice
perspective’’, Organization Science, Vol. 12 No. 2, pp. 198-213.

Brown, S. and Eisenhardt, K. (1997), *‘The art of continuous change: linking complexity theory
and time-paced evolution in relentlessly shifting organizations’™”, Administrative Science
Quarterly, Vol. 42, pp. 1-34.

Buckler, B. (1998), “Practical steps towards a leaming organization: applying academic
knowledge to improvement and innovation in business processes”, The Learning
Organization, Vol. 5 No. 1, pp. 15-23.

Burgoyne, J.G. 1995: Learning from experience: from individual discovery to meta-dialogue via
the evolution of transitional myths. Personnel Review 24 (6), 61-72.

Butler, J.K. (1991), “Toward understanding and measuring conditions of trust: evolution of a

Butler, J.K. and Cantrell, R.S. (1984), “A behavioural decision theory approach to modelling
buzz words to behaviours”, Industrial & Commercial Training, Vol. 26 No. 7, pp. 10-15.
Cambridge University Press, New York, NY.

Campbell, T. and Cairns, H. (1994), “Developing and measuring the learming organization from
Capability — Generating and Generalizing Ideas with Impact, Oxford University Press,

New

235



Cardinal, L.B., Allessandri, T.M. and Turner, S.F. (2001), *‘Knowledge codifiability, resources,

and science based innovation™, Journal of Knowledge Management, Vol. 5 No. 2, pp.
195-204.

Cardoso, L. (2008), Gerir conhecimento ¢ gerar competitividade, Editorial Novembro, Porto.
Carrillo, P., Robinson, H.L., Alghassani, A. and Anumba, C. (2004), “Knowledge management

in UK constructions: strategies, resources, and barriers”, Project Management Journal,

Vol. 35 No. 1, p. 46.

Castells, M. (2000), The Information Age: Economy, Society and Culture, Blackwell, Oxford.
Cavusgil, S.T., Calantone, R.J. and Zhao, Y. (2003), “*Tacit knowledge transfer and firm

innovation capability’”, Journal of Business & Industrial Marketing, Vol. 18 No. 1, pp. 6-
21.

Chandler, A (1966), Strategy and Structure, Harvard University Press, Cambridge, MA, .
Chandler, G.N., Keller, C. and Lyon, D.W. (2000), “Unravelling the determinants and

consequences of an innovation-supportive organizational culture”, Entrepreneurship

Theory and Practice, Vol. 25 No. 1, pp. 59-76.

Chase, R.L. (1997), “Knowledge management benchmarks”, Journal of Knowledge
Management, Vol. 1 No. 1, pp. 83-92.

Chen, J., Zhaohui, Z. and Xie, HY. (2004), ‘‘Measuring intellectual capital’”, Journal of
Intellectual Capital, Vol. 5 No. 1, pp. 195-212.

Cheng, E-W.L. and Li, H. 2002: Construction partnering process and associated critical success

factors: a quantitative investigation. Journal of Management in Engineering, ASCE 18 (4),
194-202.

236



Cheng, E.W.L,, Li, H., Love, P.E.D, and Irani, Z, 2001: An e-businessmodel to support supply
chain activities in construction. Logistics Information Management 14 (1=2), 68-77.
Chicago, IL.

Choi, B. and Lee, H. (2002), “Knowledge management strategy and its link to knowledge
creation process”, Expert Systems with Application, No. 23, pp. 173-87.

Choi, B., Poon, SK. and Davis, J.G. (2008), Effects of knowledge management strategy on
organizational performance: a complementarily theory-based approach, Omega, Vol. 36
No. 2, pp. 235-51.

Choi, Y.R. and Shepherd, D.A. (2004), Entreprenecurs decisions to exploit opportunities, Journal
of Management, Vol. 30 No. 3, pp. 377-95.

Chou, S.W. (2003), “Computer systems to facilitating organizational learning: IT and
organizational context™, Expert Systems with Applications, Vol. 24 No. 3. pp. 273-80.

Churchland, P.M (1993), A Neurocomputational Perspective: The Nature of Mind and the
Structure of Science, The MIT Press, Cambridge, MA, .

Churchland, P.S (1983), "Consciousness: the transmutation of a concept”, Pacific
Philosophical Quarterly, Vol. 64 pp.80-95,

Clark, M.C. and Payne, R.L. (1997), “The nature and structure of workers' trust in
management”, Journal of Organisational Behavior, Vol. 18, pp. 205-24.

Clemons, E.K. and Row, M.C. (1991), “Sustaining IT advantage: the role of structural
differences’’, MIS Quarterly, Vol. 15 No. 3, pp. 275-92.

Cohen, J. (1988), Statistical Power Analysis for the Behavioral Sciences, 2nd ed.. Academic

Press,

237



Cohen, J., Cohen, P., West, S.G. and Aiken, LS. (2003), Applied Multiple
Regression/Correlation

Cohen, W. and Levinthal, D. (1990), *“Absorptive capacity: a new perspective on leaming and
innovation’’, Administration Science Quarterly, Vol. 35, pp. 128-52,

Collins, C. (Ed.) (1993), Competencies: The Competencies Debate in Australian Education and
Competency-Based Performance Improvement, HRD Press, Amherst, MA.
conditions of trust inventory”, Journal of Management, Vol. 17 No. 3, pp. 643-63.

Conner, M.L. and Clawson, J.G. (2004), “Afterword™, in Conner, M.L. and Clawson, J.G. (Eds),

Cook, J. and Wall, T.D. (1980), “New work attitude measures of trust, organizational
commitment and personal need non-fulfillment”, Journal of Occupational Psychology,
Vol. 53, pp. 39-52.

Costigan, R.D., Ilter, S.S. and Berman, J.J. (1998), “A multi-dimensional study of trust in
organizations”, Journal of Managerial Issues, Vol. 10 No. 3, pp. 303-17.

Coulter, K.S. and Coulter, R.A. (2002), “Determinants of trust in a service provider: the
moderating role of length of relationship™, Journal of Service Marketing, Vol. 16 No. 1,
pp. 35-50.
Creating a Learning Culture: Strategy, Technology, and Practice, Cambridge University

Creed, W.E. and Miles, R.E. (1996), “Trust in organizations: a conceptual framework linking
organizational forms, managerial philosophies and the opportunity costs of control™, in
Kramer, R.M. and Tyler, T.R. (Eds), Trust in Organizations: Frontiers of Theory and

Research, Sage, Thousand Oaks, CA, pp. 16-38.

238



Cummings, L.L. and Bromiley, P. (1996), “The Organizational trust inventory (OTI):
development and validation”, in Kramer, R.M. and Tyler, T.R. (Eds), Trust in
Organizations: Frontiers of Theory and Research, Sage, Thousand Oaks, CA. pp. 302-31.

Cunningham, J.B. and MecGregor, J. (2000), “Trust and the design of work: complementary
constructs in satisfaction and performance”, Human Relations, Vol. 53 No. 12, pp. 1575-
91.

Currie, G. and Kerrin, M. (2003), Human resource management and knowledge management:
enhancing knowledge sharing in a pharmaceutical company, International Journal of
Human Resource Management, Vol. 14 No. 6, pp. 1027-45,

Currie, G. and Suhomlinova, O, (2006), “*The impact of institutional forces upon knowledge
sharing in the UK NHS: the triumph of professional power and the inconsistency of
policy™, Public Administration, Vol. 84 No. 1, pp. 1-30.

Daft, R.L. (2001), Organizational Theory and Design, 7th ed., South Western College
Publishing, Cincinnati, OH.

Damanpour, F. and Evan, W.M. (1984), “Organizational innovation and performance: the
problem of ‘organizational lag™, Administrative Science Quarterly, Vol. 29, pp. 392-409.

Darroch, J. and McNaughton, R. (2002), **Examining the link between knowledge management
practices and types of innovation’, Journal of Intellectual Capital, Vol. 3 No. 3, pp. 210-
22.

Davenport T, Prusak L (2000). Working Knowledge: How Organizations Manage What They
Know. Reprinted by permission of Harvard ]

Davenport, T. H., De Long, D. W., & Beers, M. C. (1998). Successful knowledge management

projects. Sloan Management Review, 39(2), 43-57.

239




Davenport, T.H. and Prusak, L. (1998), Working Knowledge: How Organizations Manage What
They Know, Harvard Business School Press, Boston, MA.

Davenport, T.H. and Prusak, L. (2000), Working Knowledge: How Organisations Manage What
They Know, Harvard Business School Press, Boston, MA.

Davenport, T.H. and Vo~ Ipel, S.C. (2001), *‘the rise of knowledge towards attention
management”’, Journal of Knowledge Management, Vol. 5 No. 3, pp. 212-21.

Davis, L.E. and Taylor, C. (1976), *‘Technology organization and job structure’’, in Dubin, R.
(Ed.), Handbook of Work, Organization, and Society, Rand-McNally, Chicago, IL, pp.
379419,

De Boer, M., Van den Bosch, F. and Volberda, H. (1999), ‘‘Managing organizational knowledge
integration in the emerging multimedia complex’”, Journal of Management Studies, Vol.
36 No. 3, pp. 379-98,

Deal, T.E, Kennedy, A.A (1982), Corporate Cultures: The Rites and Rituals of Corporate Life,
Addison-Wesley, Reading, MA, .

Delaney, J.T. and Huselid, M.A. (1996), “The impact of human resource management practices
on perception of organizational performance”, Academy of Management Journal, Vol. 39
No. 4, pp. 949-69.

Desouza, K. (2003), **Knowledge management barriers: why the technology imperative seldom
works™”, Business Horizons, Vol. 46 No. 1, pp. 25-9.

Dewey, J. (1916), Democracy and Education: An introduction to the Philosophy of Education,

Dierickx, L. and Cool, K. (1989), “‘Asset stock accumulation and sustainability of competitive
advantage’’, Management Science, Vol. 35 No. 12, pp. 1504-13.

Dietz, G. (2005) untitled working paper, Durham Business School. Durham.

240



Draganidis, F. and Mentzas, G. (2006), “Competency based management: a review of systems
and approaches”, Information Management & Computer Security, Vol. 14 No. 1, pp. 51-
64.

Drucker, P.E. (1994), Post-capitalist Society, Harper Information Press, New York, NY.

Drucker, P.F. (1993), Post-capitalist Society, Butterworth, New York, NY.

Du Plessis, M. and Boon, J.A. (2004), **The role of knowledge management in eBusiness and
customer relationship management: South African case study findings’’. International
Journal of Information Management, Vol. 24 No. 1, pp. 73-86.

Dubois, D. (1993), Competency-Based Performance: A Strategy for Organizational Change,
HRD Press. Boston, MA.

Dubois, D.D. (Ed.) (1998), “Preface”, The Competency Casebook: Twelve Studies in

Duffy, J. (2000), “The KM technology infrastructure”, Information Management Journal, Vol.
34 No. 2, pp. 62-6.
dyadic trust in superiors and subordinates”, Psychological Reports, Vol. 55, pp. 19-28.

Dyer, J.H. and Nobeoka, K. (2000), “Creating and managing a high-performance knowledge-
sharing network: the Toyota case”, Strategic Management Journal, Vol. 21 No. 3, pp.
345-67.

Edmondson, A.C. (2002), “The local and variegated nature of learning in organizations: a group-
level perspective”, Organization Science, Vol. 13 No. 2, pp. 128-46.

Education, Vol. 18 No. 1, pp. 43-51.

Educational Studies, Vol. 46 No. 2, pp. 201-13.

241




El Sawy, O. and Bowles, G. (1997), “‘Redesigning the customer support process for the
electronic economy: insights from storage dimensions”’, MIS Quarterly, Vol. 21 No, 4,
pp. 457 83.

Elistro"m, P.-E. (1997), “Integrating learning and work: problems and prospects™, Contribution
to the FORUM Workshop: Leaming in Learning Organizations, University of Evora,
Evora.

Emery, F.L. and Tnst, EL. (1965), ““The causal texture of organizational environments"’,
Human Relations, Vol. 18, pp. 21-32.
employee trust in management”, Public Administration Quarterly, Vol. 16 No. 2, pp. 265-
85.

Evers, C.W, Lakomski, G (1991), Knowing Educational Administration, Elsevier, Oxford, .

Evers, C.W, Lakomski, G (1996), Exploring Educational Administration. Elsevier, Oxford,
expertise awareness system”, Journal of Universal Computer Science, Vol. 9 No. 12,

Fiol, C. and Lyles, M. (1985), “Organizational learning”, Academy of Management Review,
Vol. 10 No. 4, pp. 803-13.

Fitts, P.M. (1964), “Perceptual-motor learning”, in Melton, A.W. (Ed.), Categories of Human

Fitz-enz, J. (2000), The ROI of Human Capital, AMACOM, New York, NY.

Florida, R. (2002), The Rise of Creative Class, Basic Books, New York, NY.

Foss, N.J. (1996), “Knowledge-based approaches to the theory of the firm: some critical
comments”, Organization Science, Vol. 7 No. 5, pp. 470-6.

Fry, L.W. (2003), “Toward a theory of spiritual leadership”, The Leadership Quarterly, Vol. 14

Gao, F., Li, M. and Clarke, S. (2008), “Knowledge, management, and knowledge management in

business operations”, Journal of Knowledge Management, Vol. 12 No. 2, pp. 3-16.

242



Garci’a-Morales, V.J., Llorens-Montes, F.J. and Verdu'-Jover, A.J. (2006), “Antecedents and
consequences of organizational innovation and organizational learning in
entrepreneurship”, Industrial Management & Data Systems, Vol. 106, pp. 21-43.

Gardiner, P. and Whiting, P. (1997), “Success factors in leamning organizations: an empirical
study”, Industrial and Commercial Training, Vol. 29 No. 2, pp. 41-8.

Garrate, B. (1990), “*An old idea that has come of age”, People Management, Vol. 1 No. 19, pp.
25-8.

Gharajedaghi, J. and Ackoff, R. (1984), “Mechanisms. organisms and social systems”, Strategic
Management Journal, Vol. 5, pp. 289-300.

Gillespie, N. and Dietz, G. (2009), “Trust repair afier an organization-level failure”, Academy of
Gilley, J.W. and Maycunich, A. (2000), Organizational Learning Performance and Change: An
Introduction to Strategic Human Resource Development, Perseus Publishing, New
Gloet, M. and Terziovski, M. (2004), *“‘Exploring the relationship between knowledge
management practices and innovation performance’™, Joumal of Manufacturing

Technology Management, Vol. 15 No. 5, pp. 402-9.

Gold, A.H., Malhotra, A. and Segars, A H. (2001), **Knowledge management: an organizational
capabilities perspective’”, Journal of Management Information Systems, Vol. 18 No. I,
pp. 185-214.

Grant, R. and Spender, J. (1996), **Knowledge and the firm: overview"’, Strategic Management
Journal, Vol. 17, pp. 5-9.

Grant, R.M. (1995), Contemporary Strategy Analysis, Blackwell, Cambnidge, MA.

Grant, R.M. (1996), **“Toward a knowledge-based theory of the firm™’, Strategic Management

Journal, Vol. 17, Winter Special Issue, pp. 109-22.

243



Grant, R.M. (1996a), “Prospering in dynamically-competitive environments: organizational
capability as knowledge integration™, Organization Science, Vol. 7 No. 4, pp. 375-87.

Grant, R.M. (1996b), “Toward a knowledge-based theory of the firm”, Strategic Management
Journal, Vol. 17, pp. 109-22.

Gravin, D.A. 1993: Building a learning organization.Harvard Business Review 71 (4), 78-91.

Griffith, M. (1987), “The teaching of competencys and the competencys of teaching: a reply to
Robin Barrow™,
Gulati, R. (1995), “Does familiarity breed trust? The implications of repeated ties for contractual
choices in alliances”, Academy of Management Journal, Vol. 38 No. 1, pp. 85-112.
Haldin-Herrgard, T. (2000), **Difficulties in diffusion of tacit knowledge in organizations™’,
Journal of Intellectual Capital, Vol. 1 No. 4, pp. 357-65.

Halfat, C.E. and Peteraf, M.A. (2003), “The dynamic resource-base view: capability life cycles™,
Strategic Management Journal, Vol. 24 No. 10, pp. 997-1010.

Hall, B.P. (2001), “Values development and learning organizations”, Journal of Knowledge
Handbook of Educational Leadership and Administration, Kluwer Academic, Dordrecht,

Hanvanich, 8., Sivakumar, K., Tomas, G. and Hult, M. (2006), “The relationship of learning and
memory with organizational performance: the moderating role of turbulence™, Journal of
the Academy of Marketing Science, Vol. 34 No. 4, pp. 600-12,

Hariharan, A. (2005). Critical success factors for knowledge management. Knowledge
Management Review, 8(2), 16-19,

Harrison RT, Leitch CM (2000). Learning and Organization in the Knowledge-Based
Information Economy: Initial findings from a participatory action research case study,

Brit. J. Manag., 11: 103-119.

244



Harvey, M., Novicevic, M.M. and Garrison, G. (2004), Challenges to staffing global virtual
teams, Human Resource Management Review, Vol. 14, pp. 275-94.

Hasanali, F. (2002). Critical success factors of knowledge management. Retrieved July 1, 2006,
from www.providersedge.com/docs/km_articles/Critical_Success_Factors _of KM.pdf
Hayek, F.A. (1945), **The use of knowledge in society’’, American Economic Review,
Vol. 35 No. 4, pp. 519-30.

Heijden, K. (2004), “Can internally generated futures accelerate organizational learning?”,
Futures, Vol. 36 No. 2, pp. 145-59.

Heilbrun, 1. (1994), “Can leaders be studied?”, The Wilson Quarterly, Vol. 18 No. 2, pp. 65-72.

Herath, S.K. (2007), **A framework for management control research’’, Journal of Management
Development, Vol. 26 No. 9, pp. 895-913,

Herkema, S. (2003), “*A complex adaptive perspective on learning within innovation projects™,

Hidding, G.J. and Catterall, S.M. 1998: Anatomy of a learning organization: turning knowledge
into capital at Andersen Consulting. Knowledge and Process Management 5 (1), 3-13,

Hill. R. (1996), “A measure of the learning organization”, Industrial & Commercial Training,

Hinchliffe, G. (2002), “Situating competencys”, Journal of Philosophy of Education, Vol. 36 No.
2, pp. 187-205.

Ho, C. (2009), *The relationship between knowledge management enablers and performance”™”,

Hodgkin, R. (1985), Playing and Exploring: Education through the Discovery of Order,
Methuen, London.

Hodgkinson, M. (2000), “Managerial perceptions of barriers to becoming a ‘learning

organization™”, The Learning Organization, Vol. 7 No. 3, pp. 156-66.

245



Hodson, R. (1991), “Workplace behaviors: good soldiers, smooth operators, and saboteurs”,
Work and Occupations, Vol. 18 No. 3, pp. 271-90.

Holland, D, Quinn, N (1993), "Culture and cognition", in Holland, D, Quinn, N (Eds),Cultural
Models in Language and Thought, Cambridge University Press, Cambridge, pp.3-43.

Holland, J.H. and Miller, J.H. (1991), “‘Artificial adaptive agents in economic theory”,
American Economic Review, Vol. 81 No. 2, pp. 365-70.

Homans, G.C. (1961), Social Behavior: Its Elementary Forms, Harcourt, Brace and World, New

Honecker, N., Gund, J. and Sell, R. 1999: Learning organization—a lasting concept. Human
Factors and Ergonomics in Manufacturing 9 (3). 303-11.

Hong, J. (1999), “Structuring for organizational learning”, The Learning Organization, Vol. 6
No. 4, pp. 173-85.

Hong, J.C. (2001), Knowledge Innovation and Organization Learning, Wu-Nan Publication
Company, Taipei.

Hounshell, D.A. (1984), From the American System To Mass Production1900-1932: The
Development of Manufacturing Technology in the United States, Johns Hopkins
University Press, Baltimore, MD.

Huang, J.C. and Newell, S. (2003), “Knowledge integration processes and dynamics within the
context of cross-functional projects”, International Journal of Project Management, Vol.
21, pp. 167-76.

Huber, G. (1991), “Organizational learning: the contributing processes and the literatures™,

Hudson, W. 1993: Intellectual capital: How to build it, enhance it, use it. New York, NY: John
Wiley & Sons.

Huitt, W. (1999), Conation as an Important Factor of Mind, Educational Psychology Interactive,

246




Hutchins, E (1991). "The social organization of distributed cognition”, in Resnick, L.B, Levine,
JL., Teasley, S.D. (Eds)Perspectives on Socially Shared Cognition, American
Psychological Association, Washington, DC, pp.283-307..

Hutchins, E (1995), "How a cockpit remembers its speeds”, Cognitive Science, Vol. 19 pp.265-
88.

Hutchins, E (1996). "Organizing work by adaptation”, in Meindl, J.R, Stubbart, C, Porac, J.F
(Eds),Cognition Within and Between Organizations, Sage, Thousand Oaks, CA, pp.368-
404.

Irani, Z. and Sharp, J.M. 1997: Integrating continuous improvement and innovation into a
corporate culture: A case study. The International Journal of Technological Innovation,
Entrepreneurship and Technology Management

Irani, Z., Sharp, J.M. and Kagioglou, M. 1997:Communicating through self-directed work teams
in a manufacturing environment. The Journal of Workplace Learning 9 (6), 199-205.

Jackson, S.E. and Schuler, R.S. (2003), Managing Human Resources through Strategic

James-Gordon, Y. and Bal, J. (2003), The emerging self-directed learning methods for design
engineers, The Learning Organization, Vol. 10 No. 1, pp. 63-9.

Jansen, J.J.P., Van den Bosch, J.A.J. and Volberda, H.W. (2005), “Managing potential and
realized absorptive capacity: how do organizational antecedents matter”. Academy of
Management Journal, Vol. 48 No. 6, pp. 999-1015.

Joglar, H. and Chaparro, I. (2007), “Valuing IS/IT resources as an antecedent of absorptive
capacity: an RBV perspective”, Issues in Information Science and Information

Technology, Vol. 4, pp. 445-59.

247



Johnson, S. (1998), “Competencys, Socrates and the Sophists: learning from history”, Journal of
Marketing, Vol. 36 No. 9, pp. 1047-57.

Jude-York, D.A. (1991), ;°Organizational learning climate, self-directed learners, and
performance at work, unpublished doctoral dissertation, The Fielding Institute, Santa
Barbara, CA.

Kasper, H. (2002), “Culture and leadership in market-oriented service organizations”, European

Kearns, P. (2001), Review of the Research: Generic Competencys for the New Economy,
NCVER, Adelaide.

Kenny, J.L. and Gudergan, S.P. (2006), “Knowledge integration in organizations: an empirical
assessment”, Journal of Knowledge Management, Vol. 10 No. 4, pp. 43-58.

Kilmann, R. 1995: A holistic program and critical success factors of corporate transformation.
European Management Journal 13 (2), 175-86.

Kim, H.S. and Shim, 8. (2003), “Gender-based approach to the understanding of leadership roles
among retail managers”, Human Resource Development Quarterly, Vol. 14 No. 3, pp.
321-42.

Kim, W.C. and Mauborgne, R.A. (1997), “Fair process: managing in the knowledge economy”,
Harvard Business Review, Vol. 75, pp. 65-75.

Kloot, L. (1997), “Organizational learning and management control systems: responding to
environmental change”, Management Accounting Research, Vol. 8 No. 1, pp. 47-74.

Kochan, T. and Useem, M. (1992), Transforming Organizations, Oxford University Press,

Kogut, B. and Zander, U. (1992), “Knowledge of the firm, combinative capabilities. and the
replication of technology”, Organization Science, Vol. 3 No, 3, pp. 383-97,

Kolbe, K. (1997), The Conative Connection, Addison-Wesley, Reading, MA.

248




Kosonen, M., Blomgvist, K. and Ellonen, R. (2008), “The impersonal nature of trust”, in Putnik.
G.D. and Cunha, M.M. (Eds), Encyclopedia of Networked and Virtual Organizations,
Idea Group Publishing, Hershey, PA.

Kramer, R.M. (1999), “Trust and distrust in organizations: emerging perspectives, enduring

Krogh, G.V. (1998), “Care in knowledge creation”, California Management Review, Vol. 40 No.
3, pp. 133-53,

Kululanga, G.K., Edum-Fotwe, F.T. and McCaffer, R. 2001: Measuring construction
contractors’ organizational learmning. Building Research & Information 29 (1), 21-29.

Kwan, M.M. and Balasubramanian, P. (2003), “Process-oriented knowledge management: a case
study”, Journal of the Operational Research Society, Vol. 54, pp. 204-11

Lam, Y.L. (2002), “Defining the effects of transformation leadership on organization learning:

Lane, P. and Kora, B.R. (2006), “The reification of absorptive capacity: a critical review and

Lane, P., Alk, J.E. and Lyles, M.A. (2001), “Absorptive capacity, learning and performance in
international joint ventures”, Strategic Management Journal, Vol. 22, pp. 1139-61.

Lattuca, L. (2002), “Learning interdisciplinarity: sociocultural perspectives on academic work™,

Laurillard, D. 1999: A conversational framework for individual learning applied to the ‘learning
organisation” and the ‘learning society’. Systems Research and Behavioral Science 16,
113-22.

Lave, J. (1997), “The culture of acquisition and the practice of understanding”, in Kirshner, D.
andWhitson, J. (Eds), Situated Cognition: Social, Semiotic, and Psychological
Perspectives,

Lave, J. and Wenger, E. (1991), Situated Leamning: Legitimate Peripheral Participation,

Learning, Academic Press, New York, NY,

249




Leavy, B. (1998), “The concept of leamning in the strategy field: review and outlook”,
Management Learning, Vol. 29, pp. 447-66.

LeBoterf, G. (1998), “Evaluer les compe ‘tences, quels jugements? Quels crite'res? Quelles

Lee, C.C. and Yang, J. (2000), “‘Knowledge value chain’’, The Journal of Management
Development, Vol. 19 Nos 9/10, pp. 783-93.

Lee, C-K., Tan, B. and Chiu, J-Z. (2008), ;°The impact of organisational culture and learning on
innovation performance;+, International Journal of Innovation and Leaming. Vol. 5 No.
4, pp. 413-28,.

Lee, H. and Choi, B. (2003), *“Knowledge management enablers, processes, and organizational
performance: an integrative view and empirical examination™, Journal of Management
Information Systems, Vol. 20 No. 1, pp. 179-228.

Lee, L.T. and Sukoco, B.M. (2007), *The effects of entrepreneurial orientation and knowledge
management capability on organizational effectiveness in Taiwan: the moderating role of
social capital”’, International Journal of Management, Vol. 24 No. 3, pp. 549-73.

Lee, L.T-S. and Gandolfi, F. (2007), “A tertiary school organisation on the road to become a
learning organisation”, International Journal of Innovation and Learning, Vol. 4 No. 3.
pp. 290-307.

Lee, Y.C. and Lee, S.K. (2007). Capability, processes, and performance of knowledge
management: a structural approach, Human Factors and Ergonomics in Manufacturing,
Vol. 17 No. 1, pp. 21-41,

Leithwood, K. and Menzies, T, (1998), “Forms and effects of school-based management: a
review”, Educational Policy, Vol. 12 Ne. 3, pp. 325-46.

Leithwood, K., Chapman, J., Corson, D.. Hallinger, P. and Hart, A. (Eds), International

250




Leithwood, K., Leonard, L. and Sharratt, L. (1998), “Condition fostering organizational learning
in school”, Education Administration Quarterly, Vol. 34 No. 2, pp. 243-76.

Leonard-Barton, D. (1995), Building and Sustaining the Source of Innovation, Harvard Business
School Press, Boston, MA.

Leonard-Barton, D. (1995), Wellsprings of Knowledge: Building and Sustaining the Sources of
Innovation, Harvard Business School Press, Boston, MA.

Levinthal, D.A. (1997), **Adaptation on rugged landscapes’’, Management Science, Vol. 43 No.
7. pp. 934-50,

Lew, C. (2006), The professional learning community: the self-directed learning of teachers and
the practices of professional community, unpublished doctoral dissertation. Texas State
University-San Marcos, San Marcos, TX.

Lewicki. R., McAllister, D.J. and Bies, R.J. (1998), “Trust and distrust: new relationships and
realities”, Academy of Management Review, Vol, 23 No. 3, pp. 438-58.

Liao, S., Wu, C., Hu, D. and Tsui, K. (2009), “Relationships between knowledge acquisition,
absorptive capacity and innovation capability: an empirical study on Taiwan’s financial
and manufacturing industries™, Journal of Information Science, Vol. 36 No. 1, pp. 19-
14359.

Lo'pez, S.P.,, Pe'on, JM. and O ’ rdas, C.J. (2006), “Human resource management as a
determining factor in organizational learning”, Management Leaming, Vol. 37 No. 2, pp.
215-39.

Lo’pez, 8.P., Pe’on, J.M. andO ' rdas, C.J. (2004), “Managing knowledge: the link between
culture and organizational learning”, Journal of Knowledge Management, Vol, 8 No. 6,

pp. 93-104.

251




Long, D.W.D. and Fahey, L. (2000), “Diagnosing culture barrers to knowledge management”,
Academy of Management Executive, Vol. 14, pp. 113-27.

Lopez, S.P. and Ordas, C.J.V. (2004), “Managing knowledge: the link between culture and
organizational learning”, Journal of Knowledge Management, Vol. 8§ No. 6, pp. 93-104.

Love, PED. and Li, H. 1998: From BPR to CPR— conceptualising re-engineering in
construction. Business Process Management Journal 4 (4), 291-305.

Love, P.E.D., Li, H., Iram, Z. and Holt, G.D. 2000: Re-thinking TQM: toward a framework for
facilitating learning and change in construction organizations. The TQM Magazine 12
(2), 107-16.

Luhmann, N. (1979), Trust and Power, Wiley, Chichester.

Maccoby, M. (2003), “The seventh rule: create a learning culture”, Research Technology
Management, Vol. 46 No. 3, pp. 59-60.

Madhavan, R. and Grover, R. (1998), “From embedded knowledge to embodied knowledge: new
product development as knowledge management”, Journal of Marketing, Vol. 62 No. 4,
pp. 1-12.

Malhotra Y (2003). Is Knowledge The Ultimate Competitive Advantage? An Interview of Dr.
Yogesh Malhotra, Bus. Manage. Asia, September, pp. 66-69.

Mansfield, B. (1999), “What is ‘competence’ all about?”, Competency, Vol. 6 No. 3, pp. 24-8.

March, A.S. (1991), “Exploration and exploitation in organizational learning”, Organization

Marquardt, M. (1996), Building the Learning Organization, McGraw-Hill, New York, NY.

Marrelli, A.F. (1998), “An introduction to competency analysis and modeling”, Performance

Marshall, A. (1965), Principles of Economics, Macmillan, London.

252



Marsick, V.J. and Watkins, K.E. (1999), “Looking again at the learning organization: a tool that
can turn into a weapon!", The Learning Organization, Vol. 6 No. 5, pp. 207-11.

Marsick, V.J. and Watkins, K.E. (2003), “Demonstrating the value of an organization’s learning
culture: the dimensions of learing organization questionnaire”, Advances in Developing
Human Resources, Vol. 5 No. 2, pp. 132-51,

Massey, A.P., Montoya-Weiss, M.M. and O’Driscoll, T. (2002), “*Knowledge management in
pursuit of performance: insights from Nortel Networks’’, MIS Quarterly, Vol. 26 No. 3,
pp. 269-89,

Mathews, J. (1994), Catching the Wave: Workplace Reform in Australia, Allen & Unwin,
London.

Mathi, K. (2004). Key success factors for knowledge management. Unpublished master’s thesis,
Fachhochschule Kempten, Lindau, Germany.

Maxwell, R.C. (1997), Problem-based learning in organizations: a study of self-directed learning
instructional technology, and teamwork, unpublished doctoral dissertation, Georgia State
University, Milledgeville, GA.

Mayer, R.C. and Davis, J.H. (1999), “The effect of the performance appraisal system on trust for
management: a field quasi-experiment”, Journal of Applied Psychology, Vol. 84 No. 1,

Mayer, R.C., Davis, J.H. and Schoorman, D.F. (1995), “An integrative model of organizational
trust”, Academy of Management Review, Vol. 20 No. 3, pp. 709-34.

McAllister, D.J. (1995), “Affect- and cognition-based trust as foundations for interpersonal co-
operation in organizations”, Academy of Management Journal, Vol. 38 No. 1, pp. 24-59.

McCauley, D.P. and Kuhnert, K.W. (1992), “A theoretical review and empirical investigation of

McClelland, D. (1973), “Testing for competence rather than for intelligence”, American

253




McElroy, M. (2003), The New Knowledge Management: Complexity, Learning, and Sustainable
Innovation, KMC] Press, Boston, MA.

McGill, M. and Slocum, J. Jr (1993), “Unlearning the organization”, Organizational Dynamics,
Vol. 22 No. 2, pp. 67-79.

McKnight, D.H., Cummings, L.I. and Chervany, N.I. (1998), “Initial trust formation in new
organizational relationships™, Academy of Management Review, Vol. 23 No. 3, pp. 473-
90.

McPeck, J.E. (1981), Critical Thinking and Education, St Martin's Press, New York, NY.

Merritt, J. (2003), *“The education edge”’, BusinessWeek, October.

Meyer, J.W. and Rowan, B. (1977), **Institutional organizations: formal structures as myth and
ceremony’’, American Journal of Sociology, Vol. 83 No. 2, pp. 340-63.

Meyer, 1.W. and Scott, W.R. (1983), Organizational Environments: Ritual and Rationality, Sage,
Beverly Hills, CA.

Miller, G., Galanter, E. and Pribram, K. (1960), Plans and the Structure of Behavior, Henry Holt

Mishra, A.K. (1996), “Organizational responses to crisis: the centrality of trust”, in Kramer,
R.M. and Tyler, T.R. (Eds), Trust in Organisations: Frontiers of Theory and Research,
Sage, Thousand Oaks, CA, pp. 261-87.

Moneva, J.M., Rivera-Lirio, J.M. and Mun~oz-Torres, M.J. (2007), “The corporate stakeholder
commitment and social and financial performance”, Industrial Management & Data
Montes, F.J.L., Moreno, A.R. and Femandez, LM.M. (2004), “Assessing the organizational

climateand contractual relationship for perceptions of support for innovation™,

International Journal of Manpower, Vol. 25 No. 2, pp. 167-80.

254




Moorman, C., Deshpande’, R. and Zaltman, G. (1992), “Relationships between providers and
users of market research: the dynamics of trust within and between organizations”,
Journal of Marketing Research, Vol. 29 No. 3, pp. 314-29.

Morgan, G. and Ramirez, R. (1984), “Action learning: a holographic metaphor for guiding social
change™, Human Relations, Vol, 37 No. 1, pp. 1-28.

Morrison, M. and Menzentseff, L. 1997: Learning alliances—a new dimension of strategic
alliances. Management Decision 35 (5), 351-57.

Mu, L, Love, E. and Peng, G. (2008), “Interfirm networks, social capital and knowledge flow”,
Journal of Knowledge Management, Vol. 12 No. 4, pp. 86-100.

Mumford, A. 1994: Four approaches to learning from experience. The Learning Organization 1
(1), 4-10.

Nahapiet, J. and Ghoshal, S. (1998), “*Social capital, intellectual capital and the organization
advantage””, Academy of Management Review, Vol. 23 No. 2, pp. 242-66.

Nambisan, S., Agarwal, R. and Tanniru, M. (1999), “Organizational mechanisms for enhancing
user innovation in information technology”, MIS Quarterly, Vol. 23 No. 3, pp. 365-95,

Narasimhan, O., Rajiv, S. and Dutta, S. (2006), “Absorptive capacity and high technology
markets: the competitive advantage of the Haves”, Management Science, Vol. 25 No. 5,
pp. 510-24.

Natarajan, G. and Ganesh, U, (2008), Unleashing the Knowledge Force, Tata McGraw-Hill
Publishing Company, New Delhi.

Newell, S., Swan. J. and Scarbrough, H. (2001), “‘From global knowledge management to
internal electronic fences: contradictory outcomes of intranet development"’, British

Journal of Management, Vol. 12 No, 2, pp. 97-112.

255




Ngwainmbi, E.K. (2004), “Communication in the Chinese classroom”, Education, Vol. 125 No.
1, pp. 63-76.

Noble, D.E. (1984), Forces of Production: A Social History of Industrial Automation, Oxford
University Press, New York, NY.

Nonaka, 1. (1998), “The concept of ba: building a foundation of knowledge creation”, California

Nonaka, 1. 1991: The knowledge creating company. Harvard Business Review 69 (6), 96-104.

Nonaka, 1. and Takeuchi, H. (1995), The Knowledge Creating Company: How Japanese Create
the Dynamics of Innovation, Oxford University Press, New York, NY.

Nonaka, 1. and Takeuchi, H. (1995), The Knowledge Creating Company, Oxford University
Press, Oxford.

Norris, S.P. and Ennis, R.H. (1989), Evaluating Critical Thinking, Midwest Publications Critical
Thinking Press, Pacific Grove, CA.

O’Dell, C. and Grayson, C.J. (2003), *‘Identifying and transferring internal best practices’’, in
Holsapple, C.W. (Ed.), Handbook on Knowledge Management, Springer, New York,
NY, pp. 601-22,

O'Dell, C., Elliot, S. and Hubert, C. (2003), **Achieving knowledge management outcomes™’, in
Holsapple, C.W. (Ed.), Handbook on Knowledge Management, Springer, New York,
NY, pp. 253-87.

OECD (Organisation for Economic Co-operation and Development) (2003), Measuring
Knowledge Management in the Business Sector, OECD/Minister of Industry, Ottawa.

Organization Science, Vol. 2, pp. 88-115.

256




Pablos, P.O.D. (2002), “Knowledge management and organizational learning: typologies of
knowledge strategies in the Spanish manufacturing industry form 1995 to 1999™, Journal
of Knowledge Management, Vol. 6 No. 1, pp. 52-62.

Pan, S., Pan, G. and Hsieh, M. (2006), “A dual-level analysis of the capability development
process: a case study of T&T™, Journal of the American Society for Information Science
and Technology, Vol. 57 No. 13, pp. 1814-29.

Parkhe, A. (1993), “Strategic alliances structuring: a game theoretic and transaction cost
examination of inter-firm cooperation”, Academy of management Journal, Vol. 36 No. 4,
pp. 739-94,

Parlby, D. and Taylor, R. (2000), **“The power of knowledge: a business guide to knowledge
management’’, available at: www.kpmgconsulting.com/index.html
Partnerships, 8th ed.. South-Western, Mason, OH.

Parzefall, M.-R. (2006), Exploring the Role of Reciprocity in Psychological Contracts, London

Pedler, M., Burgoyne, J. and Boydell, T. (1997), The Learning Company: A Strategy for
Sustainable Development, 2nd ed., McGraw-Hill, London.

Perrenaud, P. (2000), 10 Novas competencias para ensen” ar, ArtMed Editora. Portoalegre.

Perry, R.W. and Mankin, L.D. (2007), “Organizational trust: trust in chief executive and work
satisfaction”, Public Personnel Management, Vol. 36 No. 2, pp. 165-79.

Peters, T, Waterman, R (1982), In Search of Excellence: Lessons from America’s Best-run
Companies, Harper and Row, New York, NY, .

Pfeffer, J. and Sutton, R.1. (2000), The Knowing-doing Gap: How Smart Companies Tum
Knowledge into Action, Harvard Business School Press, Cambridge, MA.

Polanyi, M. (1958), Personal Knowledge: Towards a Post Critical Philosophy, United Press,

257



Polanyi, M. (1962), Personal Knowledge: Towards a Post-critical Philosophy, University of
Chicago Press, Chicago, IL.

Polyani, M. (1966), The Tacit Dimension, Routledge and Kegan Paul, London.

Pool, S.W. (2000), “The learning organization: motivating employees by integrating TQM
philosophy in a supportive organizational culture”, Leadership and Organization
Development Journal, Vol. 21 No. §, pp. 373-8.

Popadiuk, S. andWei Choo, C. (2006), “Innovation and knowledge creation: how are these
concepts related?”, International Journal of Information Management, Vol. 26, pp. 302-
12.

Popper, M. and Lipshitz, R. (2000a), “Installing mechanisms and instilling values: the role of
leaders in organizational leaming”, The Learning Organization, Vol. 7 No. 3, pp. 135-45,

Popper, M. and Lipshitz, R. (2000b), “Organizational leamning: mechanisms, culture and
feasibility”, Management Learning, Vol. 31 No. 2, pp. 181-96.

Pounder, J.S. (2001), “New leadership and university organizational effectiveness: exploring the
relationship™, Leadership & Organization Development Journal, Vol. 22 No. 6, pp. 281-
90,

Powell, Koput, K.W. and Smith-Doerr, L. (1996), “Interorganizational collaboration and the
locus of innovation: networks of learning in biotechnology”, Academy of Science
Quarterly, Vol. 41, pp. 116-45.

Powell, T.C. and Dent-Micallef, A. (1997), *‘Information technology as competitive advantage:
the role of human, business, and technology resources’’, Strategic Management Journal,

Vol. 18 No. 5, pp. 853-77.

258




Powell, W.W. (1998), “Learning from collaboration: knowledge and networks in the
biotechnology and pharmaceuticals industries™, California Management Review, Vol. 40
No. 3, pp. 228-41.

Prajogo, D.I. (2007), “The relationship between competitive strategies and product quality”,
Industrial Management & Data Systems, Vol. 107 No. 1, pp. 69-83.

Prajogo, D.1., Laosirihongthong, T., Sohal, A. and Boon-itt, S. (2007), “Manufacturing strategies
and innovation performance in newly industrialised countries”, Industrial Management &
Data Systems, Vol. 107 No. 1, pp. 52-68.

Pyka, A. (2002), **Innovation networks in economics: from the incentive-based to the knowledge
based approaches™’, European Joumnal of Innovation Management, Vol. 5 No. 3, pp. 152-
63.

Quintas, P. (2002), ‘‘Managing knowledge in a new century™’, in Little, S., Quintas, P. and Ray,
T. (Eds), Managing Knowledge: An Essential Reader, Sage, London, pp. 1-14.

Quintas, P., Lefere, P, and Jones, G. (1997), *‘Knowledge management: a strategic agenda’,
Long Range Planning, Vol. 30 No. 3, pp. 385-91.

Radding, A. (1998), Knowledge Management: Succeeding in the Information-based Global
Economy, Computer Technology Research Corp., Charleston, SC.

Raisinghani, M.S. (2000), “Knowledge management: a cognitive perspective on business and
education”, American Business Review, Vol. 18 No. 2, pp. 105-12.

Rebelo, T. and Almeida, N. (2008), “Cultura de aprendizagem: O papel das lideranc as
interme 'dias”, Psychologica, Vol. 47, pp. 125-43,

Rebelo, T. and Gomes, A. (2009), “Different types of organization, different cultural orientations

towards learning: what factors explain this?”, in Fanti, KA. (Ed.), Applying

259




Psychological Research to Understand and Promote the Well-being of Clinical and Non-
clinical Populations, ATINER, Athens, pp. 175-86.

Rebelo, T., Gomes, A.D. and Cardoso, L. (2003), “Cultures d’apprentissage: L’e’chelle OCA™,
in Vandenberghe, C., Delobbe, N. and Kamas, G. (Eds), De’veloppement des
compe tences, investissement professionnel et bien-¢” tre des personnes, Vol. 2, Presses
Universitaires de Louvain, Louvain-la-Neuve, pp. 497-507.

Rebelo, T., Gomes, A.D. and Cardoso, L. (2005), *“Cultura de aprendizagem: A
(bi)dimensionalidade da escala OCA”, Psychologica, Vol. 38, pp. 191-208,

Redding. J. (1997). “Hardwriting the learning organization™, Training and Development, Vol. 51

Reeves, T. (1996). “Rogue learning on the company reservation”, The Learning Organization,
Vol. 3 No. 2, pp. 20-9.

Richert, A. (1999), “‘Lessons from a major cultural change workshop programme™, Industrial
and Commercial Training, Vol. 31 No. 7, pp. 267-71.

Riege, A. (2005). Three-dozen knowledge sharing barriers managers must consider. Journal of
Knowledge Management, 9(3), 18-35.

Rigby, D. (2001), ‘‘Management tools and techniques: a survey'’, California Management
Review, Vol. 43 No. 2, pp. 139-60.

Rigby, D. and Bilodeau, B. (2005), “*The Bain 2005 management tools survey', Strategy &
Leadership, Vol. 33 No. 4, pp. 4-12.

Rigby, D. and Bilodeau, B. (2007), “*Bain’s global 2007 management tools and trends survey’’,
Strategy & Leadership, Vol. 35 No. §, pp. 9-16.

Riley, M. 1994: Tracing skills accumulated through experience: a method of skill auditing.

Education& Training 36 (8), 13-17.

260




Robb, M. (1985), The Dynamics of Motor — Competency Acquisition. Prentice-Hall, Englewood
Cliffs, NJ.

Robbins, S.P. (1996), Organizational Behavior: Concepts, Controversies, and Applications, 7th
ed., Prentice Hall, Englewood Cliffs, NJ.

Robbins, S.P. (2003), Organizational Behavior: Concepts, Controversies, and Applications, 10th
ed, Prentice Hall, Upper Saddle River, NJ.

Rodan, S. (2002), “*Innovation and heterogeneous knowledge in managerial contact networks™",
Journal of Knowledge Management, Vol. 6 No. 2, pp. 152-63.

Rogoff., B. (1990), Apprenticeship in Thinking, Oxford University Press, New York, NY.

Rousseau, D., Sitkin, S.B., Burt, R.S. and Camerer, C. (1998), “Not so different after all: a cross-
discipline view of trust”, Academy of Management Review, Vol. 23 No. 3, pp. 393-404.

Rousseau, D.M. (1989), “Psychological and implied contracts in organizations”, Emplovee

Ruggles, R. (1998), *‘The state of the notion: knowledge management in practice’’, California

Ruiz-Mercader, J., Meron.o-Cerdan, A.L. and Sabater-Sanchez, R. (2006), Information
technologyand learning: their relationship and impact on organizational performance in
small business, International Journal of Information Management, Vol. 26 No. 1, pp. 16-
29.

S “kerlavaj, M., S * temberger, M., § ” krinjar, R. and Dimovski, V. (2007), “Organizational
learning culture — the missing link between business process change and organizational
performance”, International Journal of Production Economics, Vol. 106, pp. 346-67.

Sadler, P. (2001), “Leadership and organizational learning”, in Dierkes, M., Antal, A.B., Child,
J. and Nonaka, 1. (Eds), Handbook of Organizational Learning and Knowledge, Oxford

University Press, Oxford, pp. 415-27.

261



Salaman, G. (2001). “A response to Snell: the learning organization: fact or fiction?”, Human
Relations, Vol, 54 No. 3, pp. 343-59.

Scarbrough, H. (2003), *“‘Knowledge management, HRM and the innovation process’,
International Journal of Manpower, Vol. 24 No. 5, pp. 501-16.

Schein, E (1985), Organizational Culture and Leadership, 2nd ed, Jossey-Bass, San Francisco,
CA.,.

Schein, E.H. (1992), Organizational Culture and Leadership, 2nd ed.. Jossey-Bass, San
Francisco, CA.

Schein, E.H. (1994), “Organizational and managerial culture as a facilitator or inhibitor of
organizational leaming”, available at: http:/learning.mit.edu (accessed January 1999),

Schein, E.H. (1997), “Organizational learning: what is new?”, available at: http://learning.mit.edu
(accessed January 1999).

Schein, E.H. (1999), “Empowerment, coercive persuasion and organizational learning: do they
connect?”, The Learning Organization, Vol. 6 No. 4, pp. 163-72.

Schoorman, F.D., Mayer, R.C. and Davis, J.H. (2007), “An integrative model of organizational
trust: past, present and future”, Academy of Management Review, Vol. 32 No. 2, pp.
344-54,

Schulz, M. and Jobe, L.A. (2001), **Codification and tacitness as knowledge management
strategies: an empirical exploration’, Journal of High Technology Management
Research, Vol. 12 No. 1, pp. 139-65.

Schumpeter, J.A. (1952), Capitalism, Socialism and Democracy, George Allen & Unwin,

London.

262



Scott, J.E. (2000), *‘Facilitating interorganizational learning with information technology’’,
Journal of Management Information Systems, Vol. 17 No. 2, pp. 81-113.

Scott, W.R. (1991), **Unpacking institutional arguments™’, in Powell, W.W. and DiMaggio, P.J.
(Eds), The New Institutionalism in Organizational Analysis, Chicago University Press,
Chicago, IL, pp. 164-82.

Scott, W.R. (2001 ), Institutions and Organizations, 2nd ed., Sage, London.

Scott, W.R. and Meyer, J.W. (1991), “The organization of societal sectors: propositions and
early evidence™, in Powell, W.W. and DiMaggio, P.J. (Eds), The New Institutionalism in
Organizational Analysis, Chicago University Press, Chicago, IL, pp. 108-40,

See Hansen, M., N. Nohria, and T. Tierney, What's Your Strategy for Managing Knowledge?
Harvard Business Review, March-April (1999}, 106-116.

Selby, S.C., Roos, I. and Wright, L. (2000), “Investigation of the application of frontline
management training in the community services and health industry: a progress report”,
paper presented at the Victorian Community Services and Health Industry Training
Board Conference, Melbourne, 22 June.

Seleim, A. and Khalil, O. (2007), “*Knowledge management and organizational performance in
the Egyptian software firms”’, International Journal of Knowledge Management, Vol. 3
No. 4, pp. 37-66.

Senge, P (1992), The Fifth Discipline, Doubleday, New York, NY, .

Senge, P.M. (1990), The Fifth Discipline: The Ant and Practice of the Learning Organization,
Doubleday, New York, NY.

Senge, P.M. (1994), The Fifth Discipline: The Art and Practice of the Learning Organization,

Currency Doubleday, New York, NY.

263



Senge, P.M. 1990: The . fth discipline: The art and practice of the learning organisation. New
York, NY: Doubleday Currency.

Sense, A.l. (2007), Stimulating situated learning within projects: personalizing the flow of
knowledge, Knowledge Management Research & Practice, Vol. 5 No. 1, pp. 13-21.

Shani, A.B., Sena, J.A. and Olin, T. (2003), “Knowledge management and new product
development: a study of two companies’’, European Journal of Innovation Management,
Vol. 6 No. 3, pp. 137-49,

Sher, P.J. and Lee, V.C. (2004), *‘Information technology as a facilitator for enhancing dynamic
capabilities through knowledge management’’, Information and Management, Vol 41
No. 8, pp. 933-45.

Sherif, K. and Mandviwalla, M. (2000), “‘Barriers to actualizing organizational memories
lessons from industry™, proceedings of the 33rd Annual Hawaii International Conference
on System Sciences, 2000, pp. 68.

Shipton, H., Dawson, J., West, M. and Patterson. M. (2002), “Learning in manufacturing
organizations: what factors predict effectiveness?”, Human Resource Development
International, Vol. 5 No. 1, pp. 55-72.

Shockley-Zalabak, P., Ellis, K. and Winograd, G. (2000), “Organisational trust: what it is, why it
matters”, Organisation Development Journal, Vol. 18 No. 4, pp. 35-48.

Simons, P.R.J. (1996), “Aprendizagem nas organizac,0’es”, in Cunha, M.P. and Marques, C.A.
(Eds), Comportamento Organizacional e Gesta” o de Empresas, Dom Quixote, Lisboa,
pp. 319-51.

264




Sin, L.Y.M. and Tse, A.C.B. (2000), **How does marketing effectiveness mediate the effect of
organizational culture on business performance? The case of service firms", Journal of
Services Marketing, Vol. 14 No. 4, pp. 295-309.

Singh, J. (2005), “Collaborative networks as determinants of knowledge diffusion patterns”,
Smith, G. (2002), “Thinking competencys: the question of generality”, Joumnal of Curriculum
Studies,
Snow, R.E., Como, L. and Jackson, D. (1996), “Individual differences in affective and conative

functions™, in Berlinger, D.C. and Calfee, R.C. (Eds), Handbook of Educational
Psychology, Macmillan Reference Books, New York, NY, pp. 243-310.
Snowden, D. (2002), **Complex acts of knowing: paradox and descriptive self awareness’’.
Journal of Knowledge Management, Vol. 6 No. 2, pp. 100-12.
Spender, J. (1993), **Competitive advantage from tacit knowledge? Unpacking the concept and
its strategic implications™’, Best Paper Proceedings Academy of Management, pp. 37-41.
Spender, J. (1996), **Making knowledge the basis of a dynamic theory of the firm™, Strategic

Management Journal, Vol. 17, pp. 45-62.

Stalk, G., Evans, P, and Shulman, L. (1992), “‘Competing on capabilities: the new rules of
corporate strategy”’, Harvard Business Review, Vol. 70 No. 2, pp. 57-69.
State University, Valdosta, GA.

state?”, International Journal of Training and Development, Vol. 1 No. 4, p. 242.

Strauss, C, Quinn, N (1997), A Cognitive Theory of Cultural Meaning, Cambridge University
Press, Cambridge,

265



Stuard, R. and Lindsay, P. (1997), “Beyond the frame of management competences: towards a
contextually embedded framework of managerial competence in organizations”, Journal
of European Industrial Training, Vol. 21 No. 1, pp. 26-33,

Subramaniam, M. and Youndt, M.A. (2005), “The influence of intellectual capital on the types of
innovative capabilities™, Academy of Management Journal, Vol. 48 No. 3, pp. 450-63.
Systems, Vol. 107 No. 1, pp. 84-102.

Szulanski, G. (1996), **Exploring internal stickiness: impediments to the transfer of best practice
within the firm™, Strategic Management Journal, Vol. 17, Winter Special Issue, pp. 27-
43,

Szulanski, G. (2000), *“The process of knowledge transfer: a diachronic analysis of stickiness®,
Organizational Behaviour and Human Decision Processes, Vol. 82 No. 1, pp. 9-27.

Tan, H.H. and Lim, A.K.H. (2009), “Trust in coworkers and trust in organization™, The Journal
of Psychology, Vol. 143 No. 1. pp. 45-66.

Tan, H.H. and Tan, C.S.F. (2000), “Toward a differentiation of trust in supervisor and trust in
organization”, Genetic, Social and General Psychology Monographs, Vol. 126 No. 2, pp.
241-60.

Teece, D.J. (1998), **Capturing value from knowledge assets”", California Management Review,
Vol. 40 No. 3, pp. 55-79.

Teece, D.J.,, Pisano, G. and Shuen, A. (1997), *‘Dynamic capabilities and strategic
management’’, Strategic Management Journal, Vol. 18 No. 7, pp. 509-33.

The American Journal of Distance Education, Vol. 1 No. 1, pp. 14-24.

The UK National (and Scottish) Vocational Qualification System (1997), “State of the art or in a

266



Therin, F. (2002). “Organizational learning and innovation in high-tech small firms”,
Proceedings of the 36th Hawaii Internaitonal Conference on System Sciences, Hawaii.

Theriou, G.N. and Chatzoglou, P.D. (2008), Enhancing performance through best HRM
practices, organizational learning and knowledge management: a conceptual framework,
European Business Review, Vol. 20 No. 3, pp. 185-207.

Thompson, 1.D. (1967), Organizations in Action, McGraw-Hill, New York, NY.

Thompson, M.A. and Kahnweiler, W.M. (2002), “An exploratory investigation of learning
culture theory and employee participation in decision making”, Human Resource
Development Quarterly, Vol. 13 No. 3, pp. 271-88.

Tichy, N. and Devanna, M. (1986), The Transformational Leader, John Wiley & Sons, New
York, NY.

Tienson, J.L (1990), "An introduction to connectionism", in Garfield, J.L (Eds),Foundations of
Cognitive Seience: The Essential Readings, Paragon House, New York, NY.

Total Quality Management, Vol. 10 Nos 4/5, pp. 426-34,

Tracey, J.B., Tannenbaum, S.I. and Kavanagh, M.J. 1995: Applying trained skills on the job: the
importance of the work environment. Journal of Applied Psychology 80 (2), 239-52.
Training, Australian College of Education, Canberra.

Treacy, M. and Wiersema, F. (1995), The Discipline of Market Leaders: Choose Your
Customers, Narrow Your Focus, Dominate Your Market, Addison-Wesley, Reading,
MA.

Treasury Board of Canada Secretariat (1999), “Framework for competency-based management
in the public service of Canada™, Report of joint initiative between the Treasury Board of

Canada Secretariat and the Public Service Commission, December.

267




Turban, E., Aronson, J.E. and Liang, T. (2005), Decision Support Systems and Intelligent
Systems, 7th ed., Prentice-Hall, Upper Saddle River, NJ.

Tyler, T.R. (2003), “Trust within organisations”, Personnel Review, Vol. 32 No. 5, pp. 556-68.

Tzafrir, S.S., Harel, G.H., Baruch, Y. and Dolan, S.L. (2004), “The consequences of emerging
HRM practices for employees® trust in their managers”, Personnel Review, Vol. 33 No. 6,

Ulrich, D. (1998), “Intellectual capital competence L commitment”, Sloan Management Review,
University of New York, ProQuest Information and Learning Company (UMI number:

Van de Ven, A. (1986), “Central problems in the management of innovation”, Management
Science, Vol. 32 No. 5, pp. 590-607.

Venkatraman, N. and Ramanujam, V, (1986), “Measurement of business economic performance:
an examination of method convergence”, Journal of management Development, Vol. 13
No. 1, pp. 109-22.

Vera, D. and Crossan, M. (2004), “Strategic leadership and organizational learning”, Academy
of Management Review, Vol. 29 No. 2, pp. 222-40).

Vera, D. and Crossan, M. (2004), “Strategic leadership and organizational learning”, Academy
of Management Review, Vol. 29 No. 2, pp. 222-40),

Von Hippel, E. (1994), "**Sticky information® and the locus of problem solving: implications for
innovation™’, Management Science, Vol. 40 No. 4, pp. 429-39,

Walsham, G. (2001), “Knowledge management: the benefits and limitations of computer
systems™’, European Management Journal, Vol. 19 No. 6, pp. 599-608.

Wang, X., Yang, B. and McLean, G. (2007), “Influence of demographic factors and ownership
type upon organizational learning culture in Chinese enterprises”, International Journal of

Training and Development, Vol. 11 No. 3, pp. 154-65.

268




Watkins, K.E. and Marsick, V.J. (1993), Sculpting the Learning Organization, Jossey-Bass, San

Watson Wyatt (2003), ““Leadership: the critical key to financial success’, Drake Business
Review, Vol. 1 No. 1, pp. 21-5.

Webb, B.R. and Schlemmer, F. (2006), **The impact of strategic assets on financial performance
and on internet performance”’, Electronic Markets, Vol. 16 No. 4, pp. 371-85.

Wellins, R.S. and Weaver, P.S. Jr (2003), “‘From C-level to see-level”, T&D Magazine,
September.

Whitener, E.M. (1997), “The impact of human resource activities on employee trust”, Human
Resource Management Review, Vol. 7 No. 4, pp. 389-404.

Whitener, E.M., Brodt, S.E., Korsgaard, M.A. and Wemner, J.M. (1998), “Managers as initiators
of trust: an exchange relationship framework for understanding managerial trustworthy
behaviour”, Academy of Management Review, Vol. 23 No. 3, pp. 513-30.

Wills, J. (1995). Developing a Common Nomenclature for the National Voluntary Competency
Standards System: A Beginning Glossary, Institute for Educational Leadership and
DynCorpMeridian, Washington, DC.

Wilson, L.T. and Asay, D. (1999), “Putting quality in knowledge management”, Quality
Progress, Vol. 32 No. 1, pp. 25-31.

Winter, S. (1987), “Knowledge and competence as strategic assets’”, in Teece, D. (Ed.), The
Competitive Challenge: Strategy for Industrial Innovation and Renewal, Harper & Row,
New York, NY, pp. 159-84.

Winter, 5.G. (2000), *‘The satisfying principle in capability learning™, Strategic Management
Journal, Vol. 21 Nos 10/11, pp. 981-96.

Won, M. and Pipek. V. (2003), “Sharing knowledge on knowledge — the exact peripheral

269



Wong, K. Y. (2005). Critical success factors for implementing knowledge management in small
and medium enterprises. Industrial Management and Data Systems, 105(3/4), 261-279.

Worren, N.. Moore, K. and Cardona, P. (2002), “Modularity, strategic flexibility, and firm
performance: a study of the home appliance industry”, Strategic Management Journal,
Vol.23 No. 12, pp. 1123-40.

Wu, W.Y., Chiang, C.Y. and Jiang, J.S. (2002), “Interrelationships between TMT management
styles and organizational innovation”, Industrial Management & Data Systems, Vol. 102
Nos 3/4, p. 171.

Yang, B. (2003), “Identifying valid and reliable measures for dimensions of a learning culture”,
Advances in Developing Human Resources, Vol. 5 No. 2, pp. 152-62.

Yang, C., Wang, Y-D. and Niu, H-J. (2007), ;°Does industry matter in attributing organizational
learning to its performance? Evidence from the Taiwanese economy, Asia Pacific
Business Review, Vol. 13 No, 4. pp. 547-63.

Yang, J.S. and Wang, S.F. (2002), “Three types of organizational learning and the respective

Yeung, A K., Ulrich, D.O.,, Nason, S.W. and Ginow, M.A.V. (1999), Organizational Learning
York, NY,

Zack, M., Mckeen, J. and Singh, 8. (2009), *‘Knowledge management and organizational
performance: an exploratory analysis'’, Journal of Knowledge Management, Vol. 13 No.
6, pp. 392-409.

Zahra, S.A. and George, G. (2002), **Absorptive capacity: a review, reconceptualization, and

extension”’, Academy of Management Review, Vol. 27 No. 2, pp. 185-203.

270




Zahra, S.A., Nielsen, A.P. and Bogner, W.C. (1999), **Corporate entrepreneurship, knowledge,
and competence development”’, Entrepreneurship Theory and Practice, Vol. 23 No. 3, pp.
169-89.

Zand, D.E. (1972), “Trust and managerial problem solving”, Administrative Science Quarterly,

Zand, D.E. (1972), “Trust and managerial problem solving”, Administrative Science Quarterly,
Vol. 17, pp. 229-39,

Zeffane, R. and Connell, J. (2003), “Trust and HRM in the new millennium”, International
Journal of Human Resource Management, Vol. 14 No. 1, pp. 3-11.

Zellmer-Bruhn, M. and Gibson, C. (2006), Multinational organization context: implications for
team learning and performance, Academy of Management Journal, Vol. 49 No. 3, pp.
501-18.

Zhang, L., Tian, Y. and Qi, Z. (2006), Impact of organizational memory on organizational
performance: an empirical study, The Business Review, Cambridge, Vol. 5 No. 1, Pp.
227-32.

Zheng, W. (2005). Organizational cultural factors that affect knowledge management
effectiveness. In M. L. Morris (Ed.), 2005 Academy of Human Resource Development
conference proceedings (pp. 497-504). Bowling Green, OH: Academy of Human
Resource Development.

Zollo, M. and Winter, S.G. (2002), *‘Deliberate leamning and the evolution of dynamic

capabilities”", Organization Science, Vol. 13 No. 3, pp. 339-51.

271



Survey Questionnaire

Dear participant,

Assalam o Alaikum,

Please cooperate to fill in the questionnaire on “Impact of Knowledge Management System on
Organizational Performance with mediating effect of Innovation™. It is assured that the
information provided would remain absolutely confidential.

Il
- "

Male
Female

L
e e

251030
31 to 35
36040
41 w045
46 to Above

il et

Bachelor's Degree
Master's Degree
Professional Diploma
Others

e

1 to 3 years
4 to 7 years
8to 11 years
12 to 15 years
15 and Above

g Management Level

1. Your organization belongs to

Top Level Management
2. Middle Level Management
Lower Level Managemenl




Please choose the answer that best matches your perceptions. Be sure to mark only one answer for

each question

1. Strongly Disagree SD

2. Disagree D
3. Neutral N
4, Agree A

5.Strongly Agree  SA

A. Learning Culture

Projects managers considers failures as an opportunity to learn instead a reason to be | SD SA

ashamed of

Project managers clearly support the role of knowledge in the firm’s success SD SA

Projects managers make efforts to improve the employees knowledge and skills SD SA
B. Trust

Project members are generally trustworthy SD SA

Project members are respectful and understandable to what other members need while sD SA

they are doing their job

Project members have reciprocal faith in other’s abilities, intensions, and behaviors sD SA
C. Combinative Capabilities

Know-how about how a threat was identified sSD SA

Know-how about steps taken to respond to a threat SD SA
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Know-how about how to prevent future similar threats SD SA
Reasons behind decisions others made in responding to the security threat SD SA
Reasons behind involving certain people in the security response sD SA
Reasons behind decisions made for not pursuing certain security responses sSD SA
D. Leadership

My leaders support the processes of acquiring and disseminating of customer knowledge | SD SA
when needed
My leaders encourage generation of new ideas and\or suggestions comes from customer | SD SA
My leader always celebrates distinguished achievements and announces them to all SD SA
customers by organized meetings and a big celebration
My leaders provide transparency and openness about ongoing activities to activate SD SA
customers " participation in decision making

E. Culture
Employees understand the importance of knowledge SD SA
Employees are valued for their individual expertise SD SA
The benefits of sharing knowledge outweigh the costs SD SA
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F. Technology

Intranets are a key within the organization SD DN A SA

Collaboration technologies are a key within the organization SD N SA

Managing technologies are a key within the organization SD N SA

Documentary and codification systems are a key within the organization SD N SA

Searching technologies are a key within the organization SD N SA

Organizational workstations are effectively computerized sSD N SA
G. Competency Development

The organization has systems to measure its employees’ competences SD N SA

Remuneration and promotion systems have an influence on the development of SD N SA

competences, ideas and knowledge by the employees

The firm uses benchmarking techniques to improve its employees’ competences SD N SA
H. Innovation

Our company always succeeds in developing the product which is accepted well by the | SD N SA

market as a result of the company’s ability in managing the knowledge

Our company is able to generate improvement or improvisation out of the existing SD N SA

product or service (the product or service that have been improved where the
characteristics are different from the previous ones) as the embodiment of the ideas that
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 the emplovees have

Our company succeeds in generating the new product or service as the embodiment of sD SA
the company’s existing knowledge
By means of the ability to manage knowledge, our company always succeeds in sD SA
improving service process to the customers
By means of the ability to manage knowledge, our company succeeds simplifving the SD SA
activities; hence the administrative process is easier
With the ability to manage knowledge, our company succeeds in carrying out changes in | SD SA
administrative processes, so they are easier to run

l. Organizational Performance
Company has a greater market share than its key competitors SD SA
Company is growing faster than its key competitors SD SA
Company is more profitable than its key competitors sD SA
Company has a greater efficiency of operations than its key competitors SD SA
Company has a greater quality of services than its key competitors SD SA
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