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Abstract

Constructed upon Knowledge Management (KM) processes, the current study aims to investigate the interrelationship between Knowledge 
Sharing (KS) attitude among the faculty members and KM processes in higher education institutes (HEIs) in Pakistan along with the 
intervening role of subjective norms between KM processes and KS attitude. This research incorporated the theory of Planned Behavior (TPB) 
and the theory of Reasoned Action (TRA) to conceptualize the KS behavior by using a sample frame of 302 academic and administrative 
staff from research-based HEIs in Quetta, Pakistan. A questionnaire-based survey was conducted on permanent faculty members from 
different universities of Quetta, Pakistan. The finding of the study shows a positive attitude among the researchers. The study empirically 
examined the interface between KM processes and KS attitude and higher education performance while providing valuable insights into the 
prevailing literature by investigating the mediating role of subject norms. The impact of subjective norms on KS attitude and KM process 
indicates the importance and basic determinant in organizational premises and improvement of skills of faculty management in HEIs. The 
partial mediation also reveals the importance of subjective norms in the development of faculty members’ KM and KS attitude process. 

Keywords: Knowledge Management Processes, Knowledge Sharing Attitude, Subjective Norms, Theory of Planned Behavior (TPB), 
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1. Introduction

Knowledge Management Process (KMP) is a vital 
unit of Knowledge-Sharing (KS). In knowledge-based 
organizations such as a university, enhanced specialization 
in Knowledge Management (KM) works as a catalyst for 
boosting collaboration and exploration (Iqbal et al., 2019; 
Ramjeawon & Rowley, 2018). Higher education institutes 
(HEIs) transformational shift due to research and economic 
revolution has outpaced its old-fashioned teaching myth 
(Ramjeawon & Rowley, 2018). Currently, HEIs are thought 
of as institutions that specialize in vigorous and innovative 
knowledge production and dissemination (Bano & Taylor, 
2015). HEIs are vital in knowledge creation, acquisition, 
storage, and sharing that can significantly contribute to social 
and economic progression (Ahmad et al., 2015; Fullwood 
& Rowley, 2017). HEIs require teamwork, association, 
and effort that significantly impact KM and can fill in as 
an impetus for enhanced collaboration and investigation 
that ultimately resulted in organizational performance 
(Ramjeawon & Rowley, 2018; Iqbal et al., 2019; Sahibzada 
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et al., 2019). The metamorphic and reframing move of HEIs 
in research and economic reformation has dominated and 
surmounted outdated, musty, and decayed teaching tradition 
(Ramjeawon & Rowley, 2018).

The role of KM has become crucial for organizations 
in strategic and tactical planning and decision-making, 
problem-solving, dynamic learning,  and achieving the 
full potential of an organization’s assets (Anantatmula & 
Kanungo, 2010; Gan, Ryan, & Gururajan, 2006; Okunoye 
& Karsten, 2002). This shows the need for knowledge 
planning, knowledge organizing, knowledge leadership, 
and access to knowledge effectively and efficiently (Piri 
& Asefzadeh, 2006). However, many organizations do not 
effectively apply KM as a strategic vision to their mission 
and goals, and in case they have applied KM, they have failed 
(Gholipour, Jandaghi, & Hosseinzadeh, 2010).  Hongdiyanto 
et al. (2020) stated that entrepreneurial learning influences 
the entrepreneurial intention of Indonesian women with the 
help of two mediations - perceived behavioral control and 
attitude toward entrepreneurship. The results concluded 
that subjective norms had no significant influence on the 
entrepreneurial intention of Indonesian women. According 
to statistics, 84% of KM programs have failed. Even though 
many studies have been conducted on KM, implementation of 
KM in organizations is still complicated and difficult. Hence, 
HEIs need to extract innovative knowledge and disseminate 
it as extensively as never before (Bano & Taylor, 2015). 
HEI’s are essential for knowledge creation, acquisition, 
storage, sharing, and utilization, and in this manner add to 
the social and financial advancement and development. HEIs 
can enhance their processes and services, that is, teaching, 
instructing, learning, administration, research, curriculum 
development, management, and strategic planning with 
effective KM (Tan, 2016; Ahmed et al., 2015; Fullwood & 
Rowley, 2017; Iqbal et al., 2019). 

Javaid, Soroya, and Mahmood. (2020) examined that the 
faculty members were familiar with the importance of KS 
and were eager to share their knowledge and expertise with 
others. The study showed that organizational factors played 
a significant role in enhancing the KS attitude of university 
teachers. The impact of these factors on KS attitude was 
significant. KS is a willful practice within which participants 
disseminate or exchange their existent knowledge and build 
further knowledge by using critical thinking, explanation, 
clarification, and reflection from diverse perspectives. With 
the growing concept of knowledge societies and knowledge-
based economies, KS is growing in importance in every 
sector of life. Considering the importance of the subject, 
this study was conducted within the area of KS in HEIs. 
The objective of the study was to explore the KS attitude 
and therefore the impact KM processes on KS attitude of 
university teachers in Quetta, Pakistan. 

HEIs significantly impact KM and may fill in as an 
impetus for enhanced cooperation and investigation (Iqbal 
et al., 2019) that ultimately result in improved KS attitude 
of university teachers in Pakistan. HEI’s are knowledge-
intensive, knowledge-creating, and knowledge-sharing 
organizations (Ahmad et al., 2015 &; Ramjeawon & Rowley, 
2018). The main focus of universities is on learning, creating, 
and distributing knowledge that they have. Universities are 
very significant and are regarded as one of the largest official 
social organization in terms of variety and size (Okunoye & 
Karsten, 2002). The process of storing information by HEIs 
is not new; however, new information and knowledge shared 
among them are new for organizations. The employees of 
one organization can utilize knowledge and information 
(which is new for them) received from other organizations, 
which ultimately helps them to achieve organizational goals. 
This new information can be used as an analytical tool by 
HEIs to fulfill knowledge deficiencies (Keramati & Azadeh, 
2007). 

HEIs manage, oversee, mix, and share information 
and knowledge among the faculty (Sohail & Daud, 2009).  
Faculty members work together and share knowledge in 
HEIs (Seonghee & Ju, 2008) and hence are called knowledge 
workforces. Bello and Oyekunle (2014) posited that in 
the context of HEIs as a center of knowledge, KS among 
knowledge holders may help in enhancing knowledge 
status within the university environment. As an employee, a 
member shares and transfers valuable information to others 
in an organization, and then such information and knowledge 
become a part of the organizational knowledge (Rhodes  
et al., 2008).

This research shows how organizational learning 
environment impacts teachers’ KS behavior. The learning 
environment of HEIs provide an educational environment 
in which the teacher learns, and they become more willing 
to share their knowledge among their colleagues and their 
students. The learning environment provides a stage of 
sustainable development based on active teaching, learning, 
and sharing knowledge and experience

An individual’s behavioral intention (education institute 
employee) cannot be the exclusive determinant of behavior 
where an individual’s control over the behavior is incomplete. 
By adding the “perceived behavioral control”, the theory 
of planned behavior (TPB) explains the relationship and 
association between actual behavior and behavior intentions. 
The TPB is important and provides predictions about the 
teaching behavior intention as compared to the theory of 
reason action (TRA). Moreover, both these theories can 
explain a person’s social behavior in the best possible manner 
by considering social norms as a vital variable. 

From the perspective of HEIs, an academic organization 
like universities are a knowledge-based organization 
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and their main object is knowledge creation, knowledge 
development, and knowledge sharing. The knowledge 
created by universities is shared with other institutions 
through the cooperative process thereby creating a continuous 
learning culture and improvement within the organization 
and outside the organization and enhancing the expertise 
of the individuals, which in turn increases the aptitude and 
excellence of research undertaken by HEIs. (Goh & Sandhu, 
2013). Furthermore, KM enablers refer to all those features 
that ultimately influence radical growth in KM processes 
such as knowledge-oriented leadership (Thani & Mirkamali, 
2018). Several prior studies have demonstrated the separate 
or simultaneous positive impact of KM enablers and 
processes on the performance or proficiency of firms (Gold, 
Malhotra, & Segars, 2001; Chiu & Chen, 2016; Shahzad et 
al., 2016; Iqbal et al., 2019).

Successful KM necessitates HEI’s to involve their 
employees to build trust, personal significance, and 
satisfaction to support and drive knowledge. Organizations 
that struggle with implementing sustainable KM can 
use internal marketing (IM) to enable professional and 
organizational interactions. Consequently, scholars call for 
empirical examination of facilitating part of organizational 
aspects (that is IM) in the effective enactment of KM 
processes in HEIs (Sahibzada et al., 2019) 

The main objectives of the HEIs employees are teaching 
and dissemination of knowledge. However, instead of only 
teaching and dissemination of knowledge, the employees 
must initiate research to produce new knowledge, as such, 
it becomes their duty to spread new knowledge. Being the 
producer of new knowledge, they can contribute to effectively 
achieving organizational goals. They can efficiently share 
knowledge within the organization. The lack of KM and 
KS skills among employees in an organization can lead to 
underutilization of organization resources and ultimately 
the long-term goals will not be achieved; therefore, it is 
important to build KS skills among the employees of an 
organization. 

Past studies focused on KM that refers to what 
individuals or teams of employees know or know 
how to do (social and human knowledge as well as 
the organization’s processes, routines, tools, and 
rules (structured Knowledge). Previous research also 
emphasized KS among employees. However, very 
few studies focused on the organizational learning 
environment that impacts teachers’ intention of sharing 
knowledge among employees. By creating a learning 
environment, employees feel safe expressing their views 
about work, and employees are encouraged to take the risk 
and to adopt change. By creating a smooth organizational 
learning environment, HEIs can achieve targeted goals.

2. Literature Review

KM is vital for the organization to train its employees 
with new knowledge and techniques through training and 
development programs; therefore, this concept is gained fame 
in the twenty-first century. The term KM was first introduced 
by Davenport, De Long, and Beers (1998). Despite its 
importance for an organization, there are certain barriers in 
the KS process because employees think that knowledge is 
a valuable thing, therefore, its sharing process is not natural. 
Thus, employees are reluctant to share their new skills and 
knowledge within the organization (Riege, 2005). However, 
it’s surprising that when employees are rewarded with 
incentives they are more willing to share their knowledge 
among other employees within the organization. Rowley 
(2000) argues that HEIs are in the knowledge business 
because they are involved in knowledge creation, knowledge 
dissemination, and learning.  Davenport, De Long, and 
Beers (1998) stated that the KM concept is associated with 
the exploration and creation of new knowledge, and it is 
considered as an asset of an organization, as a result, it helps 
employees to achieve their organizational objective. In the 
context of HEIs, the main objective of KM is to ensure that 
knowledge is disseminated among professors, researchers, 
and students. The ultimate purpose is to include corporate 
professors, researchers, and students within the ambit of KM.

The essence of active KM practices cannot be over-
emphasized in HEIs.  As a result, knowledge usage which 
offers benefits to both the organization and knowledge 
workers indicates the ability to utilize organizational 
knowledge resources to generate a competitive advantage 
for any organization. Knowledge-based organizations, 
substantially aligned with KM architecture, ensure the 
appropriate quantity and type of knowledge accession and 
utilization by the appropriate people, at the appropriate place 
and at the appropriate time (Kianto, Vanhala, & Heilmann, 
2016; Butt et al., 2018; Shujahat et al., 2018; Sahibzada 
et al., 2019). Moreover, knowledge is the major input of 
knowledge workforces; thus, ideal knowledge provision to 
the knowledge workers through KM, certainly improve their 
satisfaction (Kianto, Vanhala, & Heilmann, 2016; Sahibzada 
et al., 2020). 

Furthermore, prior studies overlooked the mediating 
role of subjective norms in the relation between KM 
processes and the performance of HEIs. This study, 
in HEIs context, recommends the knowledge workers 
familiarity with KM could extensively meliorate their total 
fulfillment. Opfer, Pedder, and Lavicza (2011) found that 
tacit knowledge workers could generate higher profits 
for any institute merely by sharing and applying personal 
knowledge. If universities want to gain the maximum from 
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their intellectual capital and compete efficiently in the 
global marketplace, they need to focus on the KS among 
their employees (Sohail & Daud, 2009). Comparatively 
insufficient studies have been conducted on KS in HEIs 
(Fullwood, Rowley, & Delbridge, 2013; Goh & Sandhu, 
2013; Howell & Annansingh, 2013; Seonghee & Boryung, 
2008; Nordin, 2012; Sohail & Daud, 2009; Wang & 
Noe, 2010). There is a positive relationship between the 
dimensions of organizational learning mechanisms and KS 
behavior and a positive and significant relationship between 
the dimensions of organizational learning mechanisms 
and teachers’ professional development ability.  Providing 
development and learning needs, respectively have the most 
impact on teachers’ professional development ability. (Kalan 
et al., 2016; Ahmed et al., 2015). 

This research fills the identified knowledge gaps of 
KM in HEIs and in doing so, makes numerous theoretical 
contributions to the current literature by assessing the 
interrelationship between KM processes and KS attitude and 
subjective norms (Lu & Wang, 2018).  The study preliminary 
assesses the impact of KM processes and further ascertains 
whether subjective norms mediate the relationship between 
KM processes and KS attitude. This would help in providing 
a source for understanding the mediating mechanism through 
which KM processes affect the performance of HEIs. With 
significantly limited research on the role of KM in Quetta 
HEIs, the study would expressively help in understanding 
and highlighting the role of KM processes in Quetta HEIs.

2.1. Knowledge Management (KM) Processes 

KM processes are demarcated as actions related 
to knowledge creation, acquisition, storage, sharing, 
and utilization that improve employee performance. 
(Barley, Treem, & Kuhn 2018; Nonaka &Takeuchi 1995; 
Iqbal et al. 2019; Teixeira, Oliveira, & Curado 2018). 
Moreover, KM enablers perceive all those aspects which 
ultimately influence radical growth in KM processes 
(Thani & Mirkamali 2018; Naqshbandi & Jasimuddin 
2018; Ramezani et al., 2017). Several prior studies have 
demonstrated the separate or simultaneous positive impact 
of KM enablers and processes on KS attitude of university 
teachers (Gold, Malhotra, & Segars 2001; Iqbal et al., 
2019; Sahibzada et al., 2020). An assessment of the present 
literature related to KM processes in HEIs has helped to 
spot significant gaps that require to be filled. Due to the 
importance of knowledge in the organizations, and in the 
contemporary context of high competitiveness between 
organizations, KM and organizational learning culture are 
considered key concepts in both managerial and academic 
settings (Schmitz et al., 2014). 

HEIs are important to study since HEIs’ activities in 
Pakistan are at the preliminary phase (Epstein, 2017; Turner 
& Acker, 2017). KM processes are usually well explained 
as actions associated with knowledge creation, that improve 
organizational competitiveness (Sahibzada et al., 2020). 
KM processes, being systemic activities of organizational 
competencies, are considered vital by the researchers (Chang 
& Chuang, 2011; Alaar, Mohammed, & Bustamam, 2016). It 
is worth noting that KS is an extensive object of researchers 
in HEIs while ignoring the empirical exploration regarding 
knowledge acquisition and utilization in HEIs at large 
(Tan & Noor, 2013). Knowledge creation can be defined 
as the development of new concepts and ideas through the 
connection between explicit and tacit knowledge in the 
personnel’s mind (Bontis, Crossan, & Hulland, 2002).

Knowledge acquisition is defined as the acquisition of 
ideas, knowledge, and skills that multiply the current pile of 
knowledge (Holsapple & Singh, 2001; Tiwana, 2002; Choo, 
2003). Knowledge storage is the knowledge that must be 
efficiently managed through its storage so that employees 
can access it conveniently (Davenport & Prusak, 1998). KS 
is a systematic propagation of knowledge within the limits 
of organizations (Yang, Lai, & Yu, 2006). Hence, in the case 
of HEIs, it is fostering academicians’ research collaboration 
(Tan & Noor, 2013). Knowledge utilization is a mixture of 
operational, technical and social aspects (Pasha & Pasha, 
2012); it is the application of knowledge to organizational 
operations and processes to produce valuable output in terms 
of products and services (Iqbal et al., 2019).

2.2. The Knowledge Sharing Attitude (KSA)  

The knowledge base organization provides core value in 
the market and create a competitive edge (Nonaka, 1994). 
The knowledge transfer takes place through employees 
because they share their experience, skill with other 
employees of an organization thus, knowledge is the core 
of an organization as a result, and through employees the 
process of KS takes place. From the above conceptualization 
of the KS concept, it can be defined as the process through 
which employees exchange their ideas and knowledge 
through the process of discussion and contribute to new 
ideas. Employees work in a team to achieve organizational 
goals (Alam et al., 2009).

The KSA within the organizations depends upon several 
factors. Employees’ tendencies are vital in this regard. Some 
of the researchers argued that two factors are important, 
the first one is the attitude and the second one is SN. It is 
observed that these two factors that are present in employees 
working in the organization influence KS. It means that 
attitude and the SN determine the behavior of an employee 
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whether he/she is willing to share knowledge and expertise 
or not within the organization (Bock et al., 2005).

The researchers conducted studies to explain KS with 
different theories, and one of the famous theories is TPB. It 
explains the KS capabilities within individuals (Ajzen, 1991). 
This theory also concluded that the intention of the employee 
is considered as the motivational factor that influences or 
determines the behavior, thus, the stronger the intentions, the 
more probability exists to perform the behavior accordingly. 
Two famous scholars Chatzoglou & Vraimaki (2009) 
conducted a study in Greece on bank employees. This study 
was based upon the TPB of the employees. The empirical 
studied concluded that employees’ KS behavior depends 
upon their intention. However, another factor was also 
identified, which was the social norm. That is, employees’ 
KS behavior depends upon the external social pressure 
whether to share knowledge or not within the organization. 
Furthermore, the most important factor that determines the 
employee intention to share knowledge with other employee 
in the organization is PBC.

2.3. Knowledge Sharing in HEIs 

It is essential to understand the fact when employees 
show the intention to share skills, experience, and knowledge 
with their fellow members. Similarly, it is also important for 
the organization to understand their employees’ skills from 
a research and practical perspective because sometimes 
they are not ready to share their knowledge and skills. It 
all depends upon the organization’s culture to create a KS 
environment. The previous empirical research showed that 
in the tertiary education system, there is a general perception 
that teachers showed reluctant behavior to share knowledge 
with their colleagues.  The biggest challenge in managing 
knowledge is to change people’s behavior. That is, the 
biggest challenge that an organization faces with regard to 
KM is changing individual behavior, especially in terms of 
KS (Ruggles, 1998).

From the KM perspective, HEIs provide knowledge to 
society. They comprise highly skilled and educated faculty, 
who are experts in their relevant field of study. Although 
HEIs provide knowledgeable service to individuals, yet 
many HEIs’ academic staff do not show the intention and 
behavior to share knowledge with their colleagues and 
improve their performance. Various scholars found that 
HEIs are not utilizing their full potential to share knowledge. 
This situation also exists in HEIs in Quetta. The data and 
information are stored in the libraries of these universities; 
however, it is not properly managed and shared with the 
other staff member to contribute to the development of new 
knowledge (Mohayidin et al., 2007). The previous data can 
be helpful and provide useful insight over many topics to 
produce new knowledge (Mohayidin et al., 2007). 

While most universities have taken initiative toward 
information technology communication, they have not 
created an environment to optimally share knowledge with 
other universities. Few empirical studies were conducted to 
investigate the KS behavior among universities (Ryu, Ho, & 
Han, 2003). Some of the empirical studies were conducted 
in Malaysia (Chatzoglou & Vraimaki, 2009; Cheng, Ho, & 
Lau, 2009; Ryu, Ho, & Han, 2003). The service industry 
was also considered while conducting research related to 
KS behavior among employees  (Roberts, 2008). Moreover, 
empirical studies were also conducted to investigate the 
KS behavior among employees in the food and marketing 
industry (George, 2004). All these studies concluded that 
individuals who have a great amount of knowledge are 
unwilling to share knowledge. Moreover, these studies 
showed that organizations, both large and small, will only 
achieve a competitive advantage if they can integrate their 
employees’ knowledge, experience, expertise, and skills and 
make use of the most efficient management strategies in 
their daily operations. This includes KS and the translation 
of KS into reality. 

2.4. Subjective Norms (SNs)

SNs can be defined as a general perception that is built 
from social pressure to carry on certain behavior, that 
is, “performing or not to performing a given behavior” 
(Armitage & Conner, 1999). SNs in society have some origin 
– ‘the perceived social pressure to perform or not to perform 
the behavior’. It is the combination of people’s perceptions 
that others think they should or should not perform the 
specific behavior and their motivation to comply with others’ 
wishes (Randall & Gibson, 1991; Sparks & Shepherd, 1992). 
According to Ajzen (1991) and Ajzen, Brown, & Carvajal 
(2004), the SN is based upon the collective general perception 
of the society that ultimately shows a specific behavior and 
all members of the society follow that behavior. The specific 
behavior based upon normative belief in society is called SN 
(Lu & Wang, 2018). From an organizational perspective, the 
SN is the specific behavior of the staff members shaped in 
such a way to comply with that specific behavior. (Randall 
& Gibson, 1991). It is also observed that SNs are dependent 
upon the other society members’ or individuals’ judgment 
about a specific performed behavior (Armitage & Conner, 
1999). 

In SNs, the individuals feel pressure from the other 
member of the society while performing a specific behavior 
because all the members of the society comply with rules 
and regulations of performing that specific behavior (Ajzen 
& Fishbein, 1980; Pavlou & Fygenson, 2006). The previous 
empirical studies’ results have shown that a positive 
relationship exists between SN and the intention to share 
knowledge. This can also be explained in organizational and 
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societal context especially when an individual’s perception 
of the behavior is accepted, encouraged, and implemented 
(Bock et al., 2005; Karahanna & Straub, 1999; Taylor, 2006; 
Venkatesh & Davis, 2000). SNs, through normative and 
informational influences, minimize uncertainty with respect 
to whether the use of a system is appropriate. It appears that 
there is a positive relationship between SN and the intention 
to share knowledge (Evaristo & Karahanna, 1998). 

2.5. Perceived Behavior Control (PBC)

Perceived behavioral control (PBC) is defined as a 
person’s or individual’s perception or intention of the ease or 
difficulty of performing the particular behavior. It consists 
of available control beliefs (an individual’s expectancies that 
future outcomes/events will result as a consequence of one’s 
behavior) of society. PBC is a function of the opportunities 
and resources an individual has (control beliefs) and the 
‘assisting effect’ of those factors (perceived facilitation) 
(Randall & Gibson, 1991). Ajzen (1991) and Ajzen, Brown, 
& Carvajal (2004) defined PBC as “ the level of self-
confidence of an individual about their ability to perform 
the behavior based on how easy or difficult they perceive 
its performance as it relates to hindrances or facilitators”. 
Moreover, individual behavior is shaped upon the belief 
and acceptance of those factors determined by society to 
carry on that behavior or prohibit it (Ajzen, 1991). PBC 
factors are dispositional factors that refer to the individual’s 
beliefs about the perceived presence or absence of necessary 
opportunities and resources that facilitate or impede KS. 

(Chennamaneni, 2007).
PBC is associated with internal as well as external 

factors that ultimately influence the KS in the organization. 
The internal factors include individual emotions, skills, 
and perceptions while the external factors are time and 
cooperation among employees (Ajzen, 1991).  Randall & 
Gibson (1991) concluded that the perception of individuals is 
directly associated with the external and internal factors (for 
example,  resources and opportunities) in the organization.

3. Research Methodology

HEIs of Pakistan encourages research culture, which 
leads to research activities at HEIs (Ha, Lo, & Wang 2016). 
Nevertheless, the initiatives taken by the HEC are not adequate 
and are indistinct for which an operative KM is unavoidable to 
counter the barriers of the knowledge-based economy (Feiz, 
Dehgani, & Farizadeh, 2019; Sahibzada et al., 2020). 

KS is studied from different theoretical backgrounds; 
however, in organizational research, it is explored through the 
theory of Reasoned Action (TRA) (Casimir, Ngee, & Liou, 
2012) and theory of Planned Behavior (TPB) (Lu & Wang, 
2018; Jeon, Kim, & Koh, 2011); KS is also conceptualized 

from other theories such as the social capital theory, the 
theory of motivation, and social identity theory (Zhao et al., 
2012). Instead of these theories, it is worthwhile, to mention 
that the social identity theory (Kim, Zheng, & Gupta, 2011) 
and social cognitive theory (Chiu, Hsu, & Wang, 2006) and 
its uses (Thuy & Swierczek, 2006; Tonteri et al., 2011) are 
the most successful theories that explain the KS behavior of 
the individuals in the best possible manner. 

The present study adopted an integrated model of the 
theory and cross-sectional research for data collection. A 
questionnaire-based survey was conducted on permanent 
faculty members from different universities of Quetta, 
Pakistan. This study focuses on four universities operating 
in Quetta i.e. University of Balochistan (UOB), Sardar 
Bahadur Khan Women University (SBKWU), Balochistan 
University of Information, and Management Sciences 
(BUITEMS), and Alhamd Islamic University (AIU). 
The research data was adopted from previous studies by  
Fahimeh & Kermani (2011), Seba, Rowley, & Lambert 
(2012), and Smith (2015).  The first questionnaire was 
based on demographic characteristics; Gender, Age, Marital 
status, Department, Work experience, Education (last degree 
attended from), Designation, Salary per month, and Nature 
of the organization, while the second part was based on 
measuring KM processes, KS attitude, subjective norms, 
perceived behavioral control, and intention of individuals to 
share knowledge. The dependent variable is the KS attitude. 
The responses for the variables were calculated using a five-
point Likert-type scale (1 = Strongly disagree, 2 = Disagree, 
3 = Neutral, 4 = Agree and 5 = Strongly agree). 

4. Data Analysis Procedure

Research data was analyzed by statistical software 
SPSS and AMOS. For checking the validity of the data, 
the Confirmatory Factor Analysis (CFA) was used to test 
how well the measured variables represent the number of 
constructs. The validity tests i.e. convergent validity and 
discriminant validity were used to find out the validity of 
the data, and composite reliability and Cronbach alpha 
determination were used to find out the reliability of the 
data. The use of Structural Equation Modeling (SEM) in 
social sciences and business administration is nowadays 
widely used (Rehman et al., 2020; Chun, Lee, & Park, 
2020; Goeltom et al., 2020). The descriptive statistics were 
analyzed as Frequencies; Mean, Standard Deviation (SD), 
Skewness, and Kurtosis and checked for the normality of the 
data. For hypothesis, SEM and Bootstrapping methods were 
used, especially, for mediation. 

4.1. Descriptive Statistics

The respondents in the research were provided with five 
Likert scales. It ranged from strongly disagree to strongly 
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agree. The results derived from the scale through statistical 
tests are given below in Table 1. The results of all seven 
variables are as follows; KM process (KMP) is 4.0375 and 
.70596, KS attitude (KSA) is 3.66 and .62, Subjective Norms 
(SN) is 3.78 and .65, and PBC is 3.73 and .65. The mean 
score outcome was correctly found in the research. The 
sample size of this research was large enough, therefore, 
outliers are excluded here. The mean value is mostly used 
for the measurement of central tendency (Saunders & Lewis, 
2012).

4.2. Construct Validity and Reliability Assessment

There are a few measures that are useful for 
establishing validity and reliability such as Composite 
Reliability (CR) and Average Variance Extracted (AVE). 
The relationship of each variable to the underlying factor 
is expressed by factor loading The factor loading with 
a higher value than .50 is standard criteria. In the SEM 
approach, as a rule of thumb, 0.7 or higher factor loading 
represents that the factor extracts sufficient variance from 
that variable The accepted value of CR should be .70 
and for  AVE it should be .50 (Fornell & Larcker, 1981). 
Table 2 demonstrates the factor loading of each item that 
is greater than 0.50. The item having below .50 loadings 
are removed from further analysis. The CR for each item 
is more than 0.70  and the AVE of each item is more 
than 0.50 which shows the independent variables have 
achieved convergent validity that is sufficient for further 
regression analysis. The AVE values of KMP, KSA, SN, 
and PBC are 0.614, 0.600, 0.568, and .583  respectively, 
and composite reliability values are .863, .822, .797, and 
.874, respectively. Cronbach’s alpha test is specifically 
used by the researcher to measure the internal consistency 
in the research. The least accepted value is 0.70 while 
the maximum value that is accepted is <0.90; however,  
.50 - 0.70 is considered moderate value, and below 0.50 
is considered as low reliability (Hinton, 2014). Table 
3 shows the results of Cronbach’s alpha value and all 
variables have high reliabilities which highlight internal 
consistency for all the scales used in this study. 

4.3. Structural Equation Modeling (SEM)

Linear regression assumes that there is little or no 
multicollinearity in the data.  Multicollinearity occurs when 
the independent variables are too highly correlated with 
each other. The tolerance measures the influence of one 
independent variable on all other independent variables; 
the tolerance is calculated with an initial linear regression 
analysis. Tolerance is defined as T = 1 – R² for these 
first step regression analysis. With T < 0.1 there might 
be multicollinearity in the data and with T < 0.01 there 
certainly is. The variance inflation factor (VIF) identifies the 
correlation between independent variables and the strength 
of that correlation. The VIF of the linear regression is 
defined as VIF- 1/T. VIFs start at 1 and have no upper limit. 
A value of 1 indicates that there is no correlation between 
this independent variable and any others. VIFs > 5 indicates 
that multicollinearity is present. The value of Tolerance is 
.518 >.1 and the value of VIF is 1.931 < 5 showing that there 
is less multicollinearity between predictors. Moreover, to 
check multi-collinearity the correlation coefficient values 
among predictors need to be smaller than .85.

The model summary indicates that KMP is a dependent 
variable and KSA, SN, and PBC are predictors. The Durbin 
value is.904. The result attained during research analysis 
showed that attitude is positively correlated to KS. (β = 
0.182). The outcome was obtained from the analysis that the 
attitude of the individual showed predictive association and 
relationship with the intention to share knowledge among 
the HEIs of Quetta. p = 0.004 < 0.05. The tolerance outcome 
value is (.518) and the value of the VIF outcome is (1.931).  

It is imperative to relate and compare the results of the 
study with previous research. Therefore, the findings and 
outcomes of the research showed that they are consistent 
with the study of HEIs in Quetta (p = 0.004 < 0.05), while 
its Tolerance is (.518) and VIF is (1.931). Findings are 
consistent with the study by Bock et al. (2005), Fahimeh 
and Kermani (2011), Goh and Sandhu (2013), and  Smith 
(2015). The research of these scholars provided guidance 
and a framework to initiate this research. The study of 
these researchers also indicated that attitude is positively 
correlated with the intention to share knowledge among the 
staff members of HEIs.

The quantitative analysis of this research indicated 
that the SN variable has a relationship with KSA and this 
relationship is positively correlated. Hence, it is concluded 
from the results as shown in Table 4 that SN predicts the 
intention to share knowledge in a significant manner. (p = 
0.000 < 0.05) while its Tolerance is (.447) and VIF is (2.237). 
The results of the research were found consistent with the 
study by Elogie (2010). It is worthwhile to mention that scale 
was taken from his study to measure the PBC.

Table 1: Descriptive Statistics

Mean Std. Deviation
KMP 4.0375 .70596
KSA 3.6600 .62328
SN 3.7867 .65517
PBC 3.7360 .65829
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Table 2:  Construct Reliability and Validity 

Items CFA Values AVE Composite Reliabilities
KMP1 .690

KMP 2 .720

KMP 3 .850

KMP 4 .860

Knowledge Management Processes (KMP) 0.614 .863

KSA1 .686

KSA 2 .767

KSA 3 .829

KSA 4 .763

KSA 5 .820

Knowledge Sharing Attitude (KSA) 0.600 .822

SN1 .670

SN2 .781

SN3 .805

Subjective Norms (SN) .568 .797

PBC1 .825

PBC2 .800

PBC3 .754

PBC4 .643

PBC5 .783

Perceived Behavior Control (PBC) .583 .874

Note: CR = Composite Reliability, AVE = Average Variance Extracted.

Table 3: Reliability Assessment

Variables Number of Measures Cronbach’s Alpha Types of Reliability
KMP 4 .806 Good
KSA 6 .726 Good
SN 3 .708 Good
PBC 5 .776 Good
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The result of ANOVA analysis was derived through the 
multiple regression analysis model. Following the result, 
it has been critically considered that the key functionality 
of ANOVA depends on Frequency analysis. Frequency is 
denoted by F=61.773 which shows a variance in the model at 
a significance level of 0.000. However, the value of Residual 
and Regression in ANOVA models in terms of Sum of Square 
is (60.958+97.421=158.379), Degree of Freedom is denoted 
by df and it is (3296=299) and the Mean square is (20.319, 
.329).  The significance value is 0.000 which shows that the 
overall result is significant. As it is statistically proved when 
the value is less or equal to 0.5 and not greater than it shows 
that the relationship is statistically significant.

5. Conclusion and Discussion

The main objective of conducting this research was 
to determine the impact of the organizational learning 
environment on the teacher’s KS intention among academic 
staff at the HEIs of Quetta City. The first main concern of 
this study was to examine the impact of the organizational 
learning environment on KS intentions with mediation 
through Attitude, SN, and PBC. The second objective was 
to determine the KS intentions between foreign and local 
qualified male/ female faculty staff of the HEIs of Quetta. 
This study analyzed how KM has an impact on the teacher’s 
KS intention. 

The learning environment of HEI provides an 
educational environment which the teacher learns, and they 
become more willing to share their knowledge among their 
colleagues and their student. The learning environment 
of the organizations provides a stage for sharing their 
knowledge and experience. The TPB is predominantly 
used to conceptualize the teacher’s non-volitional intention 
which cannot be exactly explained by incorporating TRA. 
An individual’s behavioral intention of academic staff 
(education institute employee) cannot be the exclusive 
determinant of behavior where an individual’s control 
over the behavior is incomplete. By adding the “perceived 
behavioral control”, the TPB explains the relationship 
and association between actual behavior and behavior 
intentions. The TPB is important and provides predictions 
about the behavior intention of the academic staff of the 
HEIs as compared to the TRA. Moreover, both these 
theories can explain a person’s social behavior in the best 
possible manner by considering social norms as a vital 
variable. 

6. Limitation and Practical Implication

The limitations of this study opened new research 
horizons, such as: to overcome the generalizability problem 
that one should consider while using the random sampling 

Table 4: Perceived Behavior Control (PBC) has mediating Impact on Knowledge Management Process (KMP) on Knowledge 
Sharing Attitude (KSA)

Relationship (Beta) Standard 
Error

T P-Value Lower 
Bound

Upper 
Bound

Effect R2

KMPPBC .3129 .0509 6.14 .000 .212 .4130 Significant

.385

PBCKSA .4660 .0574 8.11 .000 .352 .5790 Significant

KMPKSA .2275 .0536 4.24 .000 .122 .3328 Significant

KMPPBC 
KSA

.1458 .0474 .066 .3328 Partial 
Mediation

Table 5: Subjective Norms (SN) has a Mediating Impact Impact on Knowledge Management Process (KMP) on Knowledge 
Sharing Attitude (KSA)

Relationship (Beta) Standard 
Error T P-Value Lower 

Bound
Upper 
Bound Effect

KMPSN .3550 .0497 7.14 .000 .257 .457 Significant

SNKSA .5862 .0554 10.57 .000 .477 .695 Significant

KMPKSA .1651 .0514 3.21 .001 .063 .266 Significant

KMPSNKSA .0981 .0563 .113 .334 partial 
Mediation
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method. A general problem with random sampling is 
that you could, by chance, miss out on a particular group 
in the sample. If the results are applied to a very narrow 
population or in a very specific situation, the results have 
poor generalizability. The targeted population of this study 
was the academic staff of HEIs. The prime reason for the 
selection of HEIs is that faculty staff (teachers) are creating 
a conducive study environment at universities in Quetta. Due 
to the low-cost issue, this study targeted only four universities 
that were operating in Quetta city. Colleges, schools, and 
other universities that are far from the city could be added 
when considering future research on this study. Moreover, 
this research paper targeted only academic staff (teachers) of 
the HEIs rather than admin staff, HR staff, accountants, and 
student affairs staff. This study was based on a paper-based 
questionnaire. 

The cross-sectional research method was used for data 
collection. Closed-ended questionnaires were used, and 
open-ended questions and detailed interviews of the faculty 
staff were not taken due to the shortage of time. A certified 
proportionate method can be used for sample size in place of 
random sampling when considering future research on this 
study. This research explained the concept of KS behavior 
by incorporating the theory TPB in the KMP context, so its 
measurement was based on statistical logic and casual design, 
and the strategy in this study was based on an integrated 
model and cross-sectional research for data collection. 
Due to the limited time frame, this study was conducted 
as a quantitative study. This study could be conducted as a 
qualitative study when considering future research on this 
study.         

The findings of this study have several practical 
implications for HEIs.  First, this study advocates that HEIs 
should give more support to their employees. Moreover, they 
should be given environmental equipment and information 
technology, for example, updated software.  HEIs must 
create an environment of KS among faculty and admin 
staff. The learning environment should be established in 
the HEIs to facilitate KS within the boundary of HEIs. The 
administrative issues and workload of the HEIs are the main 
hindrance to a KS environment. The research environment 
should be created, and the head of departments should 
facilitate that environment.

Thus, leaders of institutes should offer more training 
and teaching support to teachers and minimize their 
administrative load to facilitate KS intentions and the head 
of the department should allow their academic staff to share 
their knowledge with other members of the department. With 
the fast establishment of KM departments in universities, 
lecturers, assistant professors, and professors of these 
departments may have greater issues concerning KS. As such, 
these academic staff should be willing to adjust themselves 

in a learning environment that fosters KS. It is suggested that 
they should learn and give strength to the actions of KS and 
individual abilities to enable the HEIs to sustainably move 
forward.   

 In an organizational learning environment, the intention 
to share knowledge depends on the teacher’s attitude 
(willingness), PBC, and SN.  When senior faculty members 
see that junior faculty members want to share new ideas in 
the department then it should be the responsibility of the 
senior faculty staff to reduce the barriers and allow them 
to openly share their idea, experience, or knowledge. The 
senior member also must provide them a platform such 
as a seminar or meeting with other academic staff, and 
conferences and training where he/she can easily share their 
knowledge; this will increase the junior faculty members’ 
confidence. According to this, a senior member can easily 
change the attitude, PBC, and SN of the academic staff. It 
will also change the behavior of those faculty staff members 
who are not willing or want to hide their knowledge and 
experiences. 

Finally, the impact of the characteristics of leaders in the 
decision-making model on KS, and the effects of teachers’ 
KS intention among academic staff impact KMP; therefore, 
the academic staff must co-operate with that teacher in the 
challenges of writing research papers and publishing such 
research papers and these future research papers should 
be studied by adopting both qualitative and quantitative 
research approaches.  Additionally, when academic staff 
work together and share their knowledge then they can easily 
change their environment into the learning environment and 
in that way, they can achieve their organizational goal and 
for this purpose, it is necessary to identify the “social norm” 
of an individual.
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