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ABSTRACT

This study aims to explain and to examine the direct impact of organizational culture and
transformational leadership on knowledge sharing among lecturers at Bumigora University of
West Nusa Tenggara, Indonesia. This study uses Dennison’s organizational culture theory
and Bass Avolio’s transformational leadership theory. A quantitative approach is applied
where data are collected based on a survey method by using a Likert scale. The data
analysis technique used in this study is Partial Least Square (PLS). The population of this
research is all lecturers of Bumigora University are involved as the unit analysis of this
research in which 112 lecturers are treated as research respondents, but only 100
guestionnaires were eligible to be used as research data. The research indicates that there is
a positive and significant direct effect of organizational culture on knowledge sharing and
effect of transformational leadership on knowledge sharing. The result also demonstrates
that organizational culture had a positive and significant direct effect on knowledge sharing.
This shows that the stronger organizational culture, better the implementation of perceived
knowledge sharing. In addition, transformational leadership has a positive and significant
effect on knowledge sharing. That means the more effective transformational leadership,
better the implementation of knowledge sharing with lecturers at Bumigora University.
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Knowledge Management (KM) as any process of creating, acquisition, transfer/sharing,
storing, and reuse (Sangkala, 2007). Knowledge sharing is fundamental in the process of
knowledge management (Khakpour, Ghahremani, and Pardakhtchi (2009). Other
researchers also found that the process of knowledge sharing is at the core of successful
knowledge management (Lumbantobing, 2011). Without sharing, the learning process and
knowledge creation will be hampered. Without sharing, the scale of knowledge utilization will
also very limited, because knowledge is only used by people or units in a limited. Knowledge
sharing is also defined as the spread of ideas, information, expertise, and advice among
individuals in organizations to solve problems, develop new ideas, or implement policies or
procedures (Pulakos, Dorsey, & Borman, 2003; Cummings, 2004; Wang & Noe, 2010; in Liu
& Li, 2018). Nonaka & Takeuchi (1995) identifies four possible modes: socialization,
externalization, combination, and internalization. Knowledge sharing that occurs in
organizations can be divided into two, namely tacit knowledge sharing (developed through
experience and difficult to communicate) and explicit knowledge sharing (knowledge that can
be learned and communicated easily, both in verbal and written).

Success or failure of knowledge management is very dependent on culture that can
determine the ability of people, not only to create but also to share and effectively use their
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knowledge and transfer their tacit knowledge to explicit knowledge (Poul, Khanlarzadeh, and
Samiei, 2016). Organizational culture is an important role that makes members of the
organization to work together and share their knowledge (Li, 2018). Sharing and transferring
knowledge within an organization is a more complex process compared to other processes.
This is evidenced that organizational culture may have a natural resistance to sharing
knowledge, so it is currently a concern for organizational leaders and senior managers
(Khakpour, 2009). According to Khosravi (2013) in Jambak (2017) based on studies that
have been done before, at each university shows that sharing knowledge in the academic
world faces similar obstacles to those encountered in the business world. One of the
obstacles is the weak organizational culture to share knowledge so that academic activities
are still very individual.

Transformational leadership can be identified as an important factor in sharing
knowledge, because leaders direct to improve behavior directed at organizational goals
(Husseini & Dosa, 2016). According to Bass and Avolio (1994) transformational leadership
has four dimensions, including charisma, inspirational stimulation, intellectual stimulation,
and individual consideration. Zheng, Wu, and Xie (2017) and Xia (2012) research results
show that transformational leadership has a significant positive effect on knowledge sharing.
It is assumed that transformational leadership can effectively facilitate the exchange of
knowledge among followers (Li, 2018). This is supported because the dimensions of
transformational leadership are in line with knowledge management (Li, 2018). In addition, it
was found that transformational leadership positively influenced leader-member exchanges,
which led to an increase in knowledge sharing and increased followers trust in leaders (Lee,
2010; Li, 2014). According to Swigon (2017) the phenomenon of knowledge sharing is
complex, but it is very interesting and important for future development in all fields, especially
the academic environment. In addition, from previous research searches, it is very rare to
share knowledge into dependent variables (Y) or outcome variables. According to Sackmann
and Friesl (2007) in Hermanto (2018) research on the influence of organizational culture on
knowledge sharing has not been found, so there are still gaps.

Bumigora University has a lot of knowledge in the minds of its Human Resources,
especially lecturers. Researchers conduct research at private universities because lecturers
at private universities tend to want to move to rival lecturers at state universities. However,
based on preliminary observations, it is known that in fact some lecturers still ignore sharing
knowledge, especially with senior lecturers, as well as low levels of participation in forums or
seminars and lack of initiative from lecturers to share knowledge with other lecturers who
were not present at the meeting. The organizational culture at Bumigora University is
Innovative and Integrity to Achieve Quality (IQ) which means innovative and integrity to
achieve quality. If Bumigora University's organizational culture is related to the dimensions
and indicators of organizational culture from various models (including Robbins, Schein,
Dennison, Wallace, and Hofstede), Dennison's model is most suitable for measuring
organizational culture at Bumigora University. In addition, transformational leadership
adopted at Bumigora University is in accordance with the indicators of transformational
leadership. Evidenced by the results of the initial questionnaire, that the leader is more
inclined towards shared interests compared to self interests.

LITERATURE REVIEW

Organizational culture is a pattern that is created, discovered, or developed so that
people can adjust to organizational life (lvancevich, 2006). Dimensions of organizational
culture according to Dennison (2009) include involvement (empowerment, team orientation,
capability development), consistency (core values, agreement, coordination and integration),
adaptability (creating change, customer focus, organizational learning), mission (strategic
direction and intent, goals and objectives, vision).

Mustomi (2017) and Hermanto (2018) research results show that organizational culture
has several positive significant effects on knowledge sharing. Therefore, it is important to
explore the suitability of organizational culture for sharing knowledge as one of the most
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important knowledge management processes and the impact of several cultural attributes
(trust, collaborative work environment, shared vision and management practices on sharing
knowledge). Organizational culture an important role by enabling organizational members to
work together and share their knowledge (Li, 2018). The existence of a supportive and team-
oriented organizational culture can improve knowledge sharing in an organization (Borges,
2013). Organizations can create supportive culture and team oriented by creating
organizational values that support teamwork and support each other. From a conducive
organizational culture, it will share the culture of sharing Bumigora University lecturers.

H,: Organizational culture impacts positively significant on knowledge sharing.

Transformational leadership is the process of influencing others to facilitate the
achievement of relevant organizational goals (lvancevich, 2006). Transformational leadership
can be identified as an important factor in knowledge sharing, because leaders direct
followers to improve behavior directed at the goal of improving performance and innovation
for organizations (Husseini & Dosa, 2016). Zheng, Wu, and Xie (2017), Irianto et al. (2019)
and Xia (2012) research results show that transformational leadership has some significant
positive effects on knowledge sharing. It is widely assumed that transformational leadership
can effectively facilitate the exchange of knowledge among followers, but most investigations
of the underlying mechanism are based on the perspective of social exchange (Li, 2018), so
it is important for leaders to facilitate knowledge sharing among followers. Transformational
leadership is more important in promoting knowledge sharing at the individual level. It has
also been proven that transformational leadership is positively related to knowledge sharing.
This is supported because the dimension of transformational leadership fits well with
knowledge management (Li, 2018).

H,: Organizational culture impacts positively significant on knowledge sharing.

METHODS OF RESEARCH

The method used in this research is quantitative research methods. Because positivism
is the basis for quantitative research, the paradigm of this research is the positivism
paradigm. A positivist paradigm is applied that emphasize on theoretical testing where data
collected by using questionnaire survey and an in depth interview to get a valid and reliable
result (Cooper & Schindler, 2011). There are 112 lecturers are treated as research
respondents, but only 100 questionnaires were eligible to be used as research data. Survey
items were adapted from existing instruments used in past research and each respondent’s
perceptional answer is based on five score of Likert scale. Survey items were adapted from
existing instruments used in past research and each respondent’s perceptional answer is
based on five score of Likert scale. To measure subject’s perceptions of transformational
leadership Bass and Avolio was employed. For the purpose of this study, four subscales
were loaded together and used as a measure for transformational leadership (Charisma,
Inspiration, Individualized Consideration, and Intellectual Stimulation). Measures assessing
organizational culture were adapted from Denison that encompassed four functional
dimensions: adaptability, consistency, involvement, and mission. The data analysis
technique used in this study is Partial Least Square (PLS).

RESULTS OF STUDY

The lowest convergent validity based on PLS obtained by intellectual stimulation
indicator of transformational leadership variable (0.703), and the highest scored by mission
dimension of organizational culture variable (0.889).

Table 1 — Value of AVE and Alpha

Variable AVE Cronbach’s Alpha
Knowledge Sharing 0,619 0,938
Organizational Culture 0,655 0,952
Transformational Leadership 0,619 0,959
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Hypothesis testing and path coefficient of direct impact will be conducted in two
variable latent where there are 2 direct relationships between exogenous variables and
endogenous variables. The result shown by path coefficient value and critical value at
significant value of alpha = 0.05.
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Table 2 — Path Coefficient of Direct Impact and Hypotheses Testing

Hypothesis Relationship Path Coefficients T-Statistic Meaning
H1 OC (X1) > KS (Y) 0,267 2,522 Significant/Accepted
H2 TL (X2) —> KS (Y) 0,390 2,821 Significant/Accepted

As hypotheses 1 and 2 predict, both organizational culture and transformational
leadership are significantly related to knowledge sharing. This path coefficient shows an
direct impact of independent variables (transformational leadership and organizational
culture) on dependent variable (knowledge sharing).

Thus it can be seen that the stronger the organizational culture, the more it will
increase the sharing of perceived knowledge, it is proven that this hypothesis supports the
results of previous research by Islamy (2013) and Mustomi (2017) that organizational culture
has a positive and significant effect on knowledge sharing.

CONCLUSION

Organizational culture and transformational leadership was found to fully impact
knowledge sharing. This finding suggests that how well knowledge is managed is largely
associated with how well cultural values are translated into value to the organization. Further,
transformational leadership has a greater contribution to knowledge sharing than
organizational culture variable. Organizational culture that provides conducive climate for
conducting activities becomes important for individuals and organizations, so that the
implementation of knowledge sharing can work effectively. Strong organizational culture
makes the organization grow healthy, understand their rights and obligations and be able to
continue to be creative for the betterment of the organization.
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This study not only strengthens the findings of previous studies which say that leaders
are important factors in sharing knowledge to achieve organizational goals (Husseini & Dosa,
2016), but also reveals that leadership factors are more important than cultural factors in
sharing knowledge. If the results of previous studies find that transformational leaders who
are wise in solving problems and paying special attention to lecturers will be more successful
in improving knowledge sharing behavior (Mohammadi and Boroumand, 2016), this research
complements that effective knowledge sharing is achieved if supported by cultural
organizations with conducive organizational climate. This study also supports previous
findings that leaders have the potential to influence increased knowledge sharing (Srivastava
et al, 2006).

The results of this study develop and provide explanations focused on the effect of
organizational culture and transformational leadership on knowledge sharing with Bumigora
University lecturers. The results of this study theoretically support the theory expressed by
Sangkala (2007) which states that knowledge sharing must be adapted to organizational
culture. The results of this study have also been proven by several previous researchers,
namely Islamy (2013) and Mustomi (2017) who stated that the stronger the organizational
culture, the increasing the sharing of knowledge of Bumigora University lecturers. The results
of this study have also been proven by several previous researchers, namely Husseini et al.
(2016), Mohammadi et al. (2016), and Irianto et al. (2019) which states the more effective
transformational leadership, the more knowledge sharing increases.
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