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ABSTRACT

Recently, many types of research in Knowledge management have addressed the
topic of Leadership. This thesis introduces a themkmodel that shows the impact

of leadership styles on knowledge management requirements for the heads of
departments of Salahaddin University in Erbil province. The research community is
composed of all the heads of departments of the University wgkemand doctorate
degrees, their numberirgeventyone(71) heads of departments, according to (The
university Academie€rear 20152016). Also, based on the literature review and
research model the independent variable is Leadership styles witledhgonents
(Democratic, Autocratic & Laisseaire) and the dependent variable is Knowledge
management requirements with their components (Cognitive needs & Cognitive
awareness). To test this model, a sunwagrun. Seventyone copy delivered to the
headsof departments, and all of them were correctly filled out & received. To test
the Data, SPSS V.23 used.

Results show that the levels of knowledge management requirements with cognitive
needs are significantly high, and cognitive awareness has reachedragealevel.

Also, the level of Demaocratic style significantly high, whereas autocratic and laissez
faire styles are relatively low at Salahuddin Universitthe highest positive
correlation significance is found respectively in knowledge management
requrements and the Democratic and Autocratic styless foundthat scientific
qualifications, the male gender, and the Democratic style have positive correlation
significance with cognitive needs. However, the highest significance is found
between cognitie awareness, high scientific qualifications, Autocratic style, Laissez
fair style, the large number of years of experience, and the male gender.

Keywords: Leadership, Leadership styles, Knowledge Management, The
relationship between Knowledge Managemert headership Styles & Salahaddin
University.
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INTRODUCTION

In this century, knowledgés consideredas the mostaluable resource for the
development oforganisations companies, firms, and corporations whether this
evolution is related to their survival and competitiveness or related to the
improvement, innovation, and profit. How this knowleagenanageduccessfully is
related to thegrowth of the organisationespeciallyin educational and pedagogical
institutions Knowledge Management (KMis consideredas the starting point of
development and change in this century. We can see a correlation between the
processes of knowledge and the mechanism and activities of educational
organisationsecause theserganisationsare knowledgeabl (Mahjub & Basman,

2004, 18).

Also, the research of (Kidwell & Johson, 2000) put forth that: adopting strategies and
mechanisms of KM in the organisations of higher education is an important and
fundamental reason similar to those inibass sectors. If it is put to use effectively,

it will, without a doubt, distinguish the educational organisation's abilities in making
decisions and working on decreasing the time needed to improve their products
including: (Curriculum, scientific resedr, providing academic and administrative
services in the best way possible in addition to reducing costs). Intermediate
professional colleges, which are also considered as educational organisations. Play a
great role in the community based on the natdiigsovork that provides a range of
scientific. And professional proficiencies in a way that do not exist in other colleges
so that they attract the attention of students to come and study in thelevegh
college to support their countries, improvemestience, and humanity in the future.
Clearly, the level of any college is related to the scientific level of its instructors.
Moreover, the Heads of Departments (HoDmke also knownas active and
productivemembers in thelevatinglevel of the collegén the following area which

are science, education, choosing instructors successfully to teach, improving the
process of scientific research, and innovation. These area®nsidereds the base

for the improvement of countrieS herefore, this study osiders the heads of
department as the leaders. Because they consider his tasks and duties as leader
depending on how successfully they meet the knowledge management requirements
(KMR). The components of KMRare madefrom two main parts which are

CognitiveNeeds (CN) and Cognitive Awareness (C&pgnitive needs are divided



into a set of requirements including: (Data and information, tacit and explicit
knowledge, infrastructure and technological and human capital or intellectual
capital). Moreover, CA incldes: (Planning and implementation, information
security, and a subscription to external databases) both CN and CA are considered as
knowledge basis. Thus, there needs to be a style of leadership in the college that can
provide this main basis of KM. TherjoDs can later use the process of KM to serve

the college specifically and the community in gen€efakerefore, the style of those
HoDs in leadership for providing KMR play a great role in how many the
requirements for KMare achievedh the college. Here, the researcher put forth and
explains most wellknown leadership styles and theories to show the negative and
positive sides of each style. However, for the application of leadership styles by the
HoDs of Salahaddin University in Erbil, they depend tbree mainmethodsi
Democratic, Autocratic, and Laiss€aire Styles because these three leadership
styles are more know. Correspondingly, these three styles of leaderships have a

directimpact on the KMR.



CHAPTER ONE

LITERATURE ON LEADERSHIP STYLES

1.1. Conceptsof Leadership

The conceptof leadership isvaries in a way thait has always been a place for
questions and studies. As James MacGregor Burns observes, "Leadership is one of
the most observed and least understood phenomena on earth."(BUrn$948, 2).
Another analyst in the field elaborates: "Leadership studies have suffered from a
'lack of a common language™ (Terry, R, 1993, Bhd if we illustrate the leadership
simply asArndt said; it creates a mutual support relation between ttles that start

the work and the ones that do the job (Arndt, Channing, 2012, 33).

The history of the concerns on the topics of leadership backs a long way ever since
ancient times, philosophers from the Greeklisation have givengreatattention to
leackership. Aristotle in the years (322384) B.C.E has said that the governing and
economic systems in a countire divided into two parts: Aristocratic and
Democratic based on the number of citizens tmgihg ruled If the number of
citizensis little, then the system i&ristocratic. On the contrary, if their numbers

were large, the system is Democratic, unless the governing systé@sedon an
inequality of power and resources. For example, an Aristocratic system of
government is for & higher, wealthier class. However, the Democratic System of
Governmentis for the lower class. According to Aristotle, the solution for this
problem is to establish a constitutional government which is a combination of the
governing systems and shoudd basedin such way that the leadership is neither in

the hands of the wealthy individuater the hands of thgoorindividuals Instead,

the portion is used to govern and solve problems without the bias of emotions and
desires (Nashwan, 2010, 28).

Other civilisations from ancient history have also given attention to leadership
including Sumerian era, Pharaohs, Roman civilisation, Chinese empires, in the
Arabic civilisation to the prophet of Islam. Prophet Of Islam had a great leadership
role in spreading ib religion and governing the matters of state because his
leaderships and his influence have remained after all of these centuries on the

individuals.



In modern history, many schools of managerial thinking have gjwestattention to
leadership includig no limit to Scientific Management Principles by Fredrick
Taylor, Bureaucracy by Max Weber. Alsatherimportantschools of thinking have

paid a great deal to leadership such as Human Relations by George Elton Mayo who
gave great importance to the hunsagle which is in other schools hbden ignored

This school sees a successful administrative leadership as one which depends on the
principle of participation for the ones that &#ing ruled and these people should be
motivated to invent, to be bravand to be allowed to participate in decision making.
This school also lead the way to the improvement of the methods of leadership by the
moderators of jobs because they have to deal with their workers in a softer and better
way. This school reckons thabrker has to feel that they are a part of the job and
are not just going through routines (Rouleau, 2007, 22).

Although scholars of management have gigesatattention to leadership, they have

not agreed on a single definition for it. Hence, this nesegut forth some
definitions for leadership thaare givenby experts, scholars in management,

psychology, and sociology:
1 (Katz & Kahn, 1978) say that

Leadership is the influential increment over and above mechanical compliance

with the routine directives of th@ganisation
1 According to (Kouzes & Posner, 1987):

Leadership is a mutual relation between the ones that are chosen to lead and the

ones thathoseto be lead
1 Batten, 1989) defines it as:

Leadership is a development of a clear and complete system of expediations
identify evokes and uses the strengths of all resources inrganisationin

which the most important component is people
1 (Cohen 1990) defines leadership as:

The art of influencing others to maximuimeir performance to accomplish any

task, objective, or project.

1 (Bass, 1990) sees leadership as:



Leadership is an interaction between two or more members of a group that often
involves a structuring or restructuring of the situation and the perceptions and

expectations of members
1 (Yuki & Fleet, 1990):

Leadershipis viewedas a process that includes influencing the task objectives
and strategies of a group organisationinfluencing people in theorganisation

to implement the strategies and achieve tigectives influencing group
maintenance and identification, and influencing the culture obrtp@nisation

1 (Kouzes & Posner, 1995) define it as:

Leadership is the art omobilising others to want to struggle for shared

aspirations.
1 (Capezio & Morehouse, 1997) accordinghiem leadership is:

The ability to influence individuals or groups to think, feel and tp&sitive

action to achieve goals.
1 (Bolden, 2004) sees it as:

Leadershipis a complex phenomenon that touches on many othportant
organisational societal, and personal processes. It depends on a process of
influence, whereby people are inspired to work towards group goals, not through

coercion, but through personal motiza.
1 (Vroom & Jago, 2007) define it as:

Leadership is a process of motivating people to work together collaboratively to

accomplish great things
1 (Van Vugt, Hogan, & Kaiser, 2008) define it as:

(a) Influencing individuals to contribute to group goals and (b) coordinating the

pursuit of thoseoals
1 (Yuki, 2010) says:

Leadership is the process of influencing others to understand and agree about
what needs tbe doneand how to do it, and the prosesf facilitating individual

and collective efforts to accomplish shared objectives.



1 (Northouse, 2010) defines it as:

Leadership is a process whereby individual influences a grouplizidualsto
achieve a common goal.

Therefore, The researcher can shgttleadership is the presence of a diverse
knowledge about the leader and the characteristics of being a leader. So that the
leader can, by the knowledge that he possesses, attract the attention of the
individuals or groups to affect them in such a waattthey all see the same
objectives. And do their assigned tasks effectively to achieve the shared goals.

1.2. The concepdf Leadership Styles

The styles of leadershipave a significanteffect on the on those people where
ruled whether those people are workingdrganisationr different areas of daily
life. For example, the style ofiling a country in a way that strengthens the sense of
nationalismof the ruled people because they would better serve their comm@nity.
a military leader's style and charisma that makes his soldiers more bravely achieve
their goals.Or even how a company manager can better motivate his employees and
grab their attention in a way that they would do a better job for a company. On the
other way asund, how an employee can adopt such a leadership style that he can
have an impact and motivate other employees to do anything and achieve any goal
(Igbal & Haider, 2015)Each type of leadership has its kind of impact on the ones
being ruled Also, the organisationaktructure has an effect on thye leadership
that will be implementedn the organisation Whether thateffect is negative or
positive depends on the effectivenedsthat type of leadershimnd that in turn
affects theorganisationaperformance(Jiang, 2014).
Leadership is made up of the influence on individuals or groups of pédakeng
use of the objective meaning or the ways of leadership alone is not enough to make
an effective leader. Moreover, innate talents, which exist inlpesipould be taken
advantage of; the strengths that exist. And differ from one person to another, and an
effective leader needs to work with his strengths and work to eliminate his
weaknesses. And have the power to see the bigger picture when facegrolfem
also to be able to solve the problems he faces with the ones heArldasler must
be able to serve theneshe rules in a way that he would have a posigffect on
them(Venus & Van, 2013, 588).

History has recorded many types of leaderéhipus including not limited to:

c



(Autocratic leadership styles, Bureaucratic, coaclsityles Emergent, Laissez

Faire leadership styles, influential, transformational leadership, Charismatic,
Transactional, and Democratic). As we go further, we woulihgemore details

about the styles of leadership.

The styles of leadership habeen changethroughout historyAdditionally, a

style of leadership may change from place to place depending on the differences
in intellectual levels, cultures, normte level o f e d u eta Henae,ntlée

right style of leadership needs be usedin the right placelt is one of the
characteristics that a leader must have, but many times we see that a leader uses
one style of leadership for all given situations. In féus rigidity is nota good
leadership because a succes$falderneeds to change his style based on the
situation. For example, he needs to have a soft style with the ones ruled if the
situation required itAlternatively, heneeds to engage the peopielétting them

know about the situation, asking them for suggestions, and getting their help to
solve problems. In differerituations he might need to usaotivation,or when

a person does an inappropriaetion he needs to issue a penalty for them
acording to the company6s regul ations.
in a given situation can give the most attention to the people and make them want
to follow him and positively achieve their goélsandis et al., 2014, 97).

In 1964, Blake ath Mouton, two management theorists, created a modledca

the Managerial Grid ModeShown in Table 11 which shows five different

styles that help the leader divide his attention between dnoerns: people and

production.
Tablell1Bl ake & Moutonds Leadership C
Concern for High 4 5
People
Middle 3
Low 1 2
Low Middle High

Leadership Grid Concern for Production

Source: Adapted from; Gridworks by Robert R. Blake, Jane S. Mouton and WaltetayB
(Scientific Methoddnc. 1993), 4.



1 The style of the leader who gives little attention to production and
people altogether: this shows a case of total negativity, and no one
with these traits can practically be called a leadlbis isin Area 1 of
the table

1 The style of the leader who givgseatattention to production and
little attention to the people: this style only concerns itself to
production, and théeadeb s mi nd only <cares abol
alone.lt isin Area 2 of the table.

1 The style of a leder who gives a shared attention to both the
production and the people. This sharing might be little in the sense
that it might be just enough to finish the job, he works in a way just so
that he can maintain the shariigs in Area 3 of the table

1 The style of a leader who givegreatattention to people and little
attention to production. This style is in Area 4 of thble and this
area shows leademwho has most of his attention on the people and
the work has a friendly and soft atmosphere. Priboluds not that
important and they do not talk about it in that way

1 The style of a leader who givegeatattention to both people and
production in the same tim&his workswhen the people are always
ready forwork and follow the instructions of their leader and the
leader, in turntakes his role by committing to the production and the
people. This stylés shownin Area 5 of theable and itis considered
as the best style of leadersiipcordingto Blake and Moton.

Other researchers look differently at the styles of leadership. dtwsider

how a leader makes decisions and to vexdersion does hgive way to his
community or his helpsrin helping him make decisiong®cording to both
researcher§ annenbaum rad Schmidt, we have seven ways how a leader
might act and that is by giving freedom or opportunity to help him decide or
involving them in the decision. Theseaysare dividedbetween the leaders
who make all the decision making by themselves or thewhegive way to

his helpers to be free in decision making, and this is by doing their jobs by the
least supervision. The figure beloW.1 providesa summaryof the seven
ways(El Humairy, 2015, 9®1).



Figure 1.1 Leadership Continuum Theory

Manager-centered leadership Subordinate-centered leadership
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Source Lusder, R.N. & Achua, C.F.Leadership: Theory, @plication, & Skill Development, 2010,

356.
1- Manager makes a deision and tells staff about it
In this case, depending on the situation, the maragdyseshe problem and makes
alternative solutions. Then, he chooses an alternative solution that he believes in and
eventually enforces his decision on his helpers and employees. Depending on this
style, the manager himself begins his steps towards making isiodegvithout
consulting hishelpersor employees despite thinking about the consequences of his
decision. In this case, the manager gives no way foas¢ssstantdo participate in

administration.

2-Manager sells decision to s staff

The only differencethat this case has with the previous one is that the manager
would convince his helpers and employees about the decision before forcing the
decision.Also, a manager sometimes would feel that if he enfascgscision orhis
employees right away, they might stand against him and for that reason he starts
convincing and informing his employees about the details of his decision in advance

and then enforces it.

3- Manager presents ideas iad invites questions from staff
In this case a manager begins to make a decision but does not enforce it. As a

substitute, heresentshis ideas to his helpers and employees so that they accept it

¢



and then henforcesthe decision. After heresentgshem hisideasand purposes for

the decison, he invites them for questions so that he makes their opinions closer to
his decision. Subsequently, the good and bad sides of the decision become known to
bothsides

4-Manager presents tentéive decision subject to change

This style shows a great openness to the employees to be a part of the decision
making. In thiscasethe manager starts tmalysethe problem and then chooses the
best alternative solution according to his opinion. However, that decision is a
primary one and later on, the manager presents the problem to his employees and
shows them ways that they can take to find a suitable solution for the problem.
Finally, the manager tells the employees to disdussd he listens to their notes and
suggestions. Hoewer, he keeps the final decision to himself. This style of leadership
gives the employees a chance to present their ideas and pavteculareffect on the

final decisionof the leader.

5- Manager presents the problem, gets suggestions and then malkies decision

The behaviourand the style of this kind of leaderslgjwe way to the employees to
give their opinions and notes whistrengtherthe decision that the manager makes.

In this case, the manager presents a problem that he realises exist&satitkas
employees to give their opinions about what they have faced. And dealt with in their
daily lives, in this case, the manager does not only listen to their opinions, but he
seeks to get knowledge and experience about what goes on in relal/dfgudly,

the manager takes tlopinionsof the employees and some of the knowledge he has
and comes up with an alternative solution for the problem acgptdimis view of

the situation.

6- Manager asksa group to make adecisionwithin the limits he/she sets

This style shows the transfer of decision making from the leader to his helpers and
employees. In this case, employees decide the best alternative solution according to
their opinions. In here the leadership of th&nageris seen in that he defines the
issues and the problen®&lso, he sets some limits for the employees like financial,

administrative, or time related that they cannot cross when making the decisions.

7- Manager allows team to develop options and decide on actions defined by

manager



This type of leadershipehaviourgives the biggest amount of freedom of decision to
the employees and teams of the leader. However, this type is practically very rare
and is usually only used in very special cases. This type can be seen for example
when the maager asks a team of researchers to do a research project or projects
where the manager gives themway to discuss a subject freebnd analysethe
problem andjive an alternative solution. Although the team has freedodgéas not

mean there are no limite their liberty because the teamlieson the leader who
needs to clarify fothem atthe beginning of the task. Since we have explained the
seven styles of a leader, we need to ask which style is the best for a leader.
Moreover the answer is that there is no absolute answer. Althaagthe table
appears that the styles midway through are the best ones as a general rule, sometimes
a leader is forced to use options from the right or the left side because as we
discussed beforghe style andehaviourof a leader should be fluid depending on

the situationAlso, the geographical distance of the leader from the working area of
the employees, his experience and speed in decision making. Or the sensitivity of the
subject and the uemcy of the decision making. Or any other reason for any
particular situation can make the leader choose a particular style that works best for
the situation (Tannenbaum & Schmidt, 1973,23.

1.3. Theories of Leadership

Since the nineteenth century up ttee twentyfirst century, we have seen many
theoriesabout leadershipeing developedHowever, there is no particular agreement

on a particulardefinition of leadership theories. In the beginning, we see that the
theories mostly gave attention to tbaegoricaldifferencebetween the leader and

the peoplebeing ruled Also, they gave more attention to the qualities of a leader,
and they talked about how a leader has some qualities which he is born with which
separates him from other people. However, ttiteories have been changed wath

time that they gave more attention to underlying reasons for how a leader behaves,
his experience, and his attitudédditionally, in the newerg more attentiorwas

given tothe humanitarian side of a leader whiefas igrored previously. In this
context, the researcher startsattalysethe mostimportanttheories inchronological
order(Northouse, 2012)



1.3.1.Great Man Theory

This theoryis consideredas the oldest leadershipeory It claims that a leader is

born a leader and cannbe created The founding of this theory goes back to
Thomas Carlyle in 1840. One of the famous quotes from Thomas Carlyle is:

AThe theory oft hehdi wgrlaghiy sHurbmaigyyZ14t me n ¢
179).

This theory gainedyreatpopularity in itstime, and many great writers paid great
attention to it. The central idea of this theory is that the ability to lead is related to
some personalities, and the right time allows a leader born with certain charms that
affect people and allows him to lead themcassfully. Although this theory is old, it

still has its importance within some people that perceive a leader as a unique person
who has a certain charisma and appealing characteristic. These characteristics enable

him to be a leader. In sum, a leader leaskership is in his blood.
1.3.2 Trait Theory

On the foundation of Great Man theory, the Trait theory was found to define the
maintraits of leadership that rely on the personality of a leader. fh@sryassumes
that a leader is born with some traiteddegualifications. These traits make a person
qualified to be a leader. We can see a similarity between the Trait and Great Man
theory in that they both focus on the qualities of a leader who can oblyrbevith
They did manytypes of researchn this heory to identify those traits which qualify
one as a leader. However, after many years, they identified many traits that identify a
leader, but their problem is that they could not identify a common dedits For
example,a certainleader might havesome of those traits which qualify one as a
leader. However, it did not necessarily mean that if that leader did not have those
traits, he would not be a leader (Goff, 2003).
One of the leading theories that focus on qualities, traits, and the persohality
leader was the Gordon Allport theory whistas foundedn 1936. The theory stated
that the English dictionargontaired 4175 words that describe personality traits and
started tacategorisg¢hese personality traits into three levels:
1 Key traits are the traits of a person which are the most prominent and
appear the most in hisehaviour the traits that th@ersonis mostly
known forsome of those traits magclude: bravery, leadership, and

honesty



1 Central traits are that make a persnd are mostly influence how a
person behaves. Some of those traits imalude passion, modesty,
love, and loyalty

1 Secondary Traits are thiaits of a person that usually appear in
particular situations and do not define a person. Some of those traits

mayincludebelligerence, nervousness, fanaticism, and stratagem

Another theory about the main leadership traits and his activities was founded by

(Stocgdill, 1974). We will explain the theory in the table below

Table 2.1 Leadership Skills & Traits

Traits Skills
- Adaptable to situations - Clever (intelligent)
- Alert to social environments - Conceptually skilled
- Ambitious and achievement-orientated - Creative
- Assertive and decisive - Diplomatic and tactful
- Cooperative - Fluent in speaking
- - Dependable - Knowledgeable about group task
- Dominant (desire to influence others) - Organised (administrative ability)
- Energetic (high activity level) - Persuasive
- Persistent - Socially skilled
- Self-confident
- Tolerant of stress
- Willing to assume responsibility

Source: Adoptedrom; Bolden, Gosling, Marturano, & Dennison (2003) 7.

1.3.3. Behavioral Theory

This theory works on the actions that a leader takes rather than the traits and
qualifications. This theory assumes that a person needs to be raisedetskbdo
become deader, thereforebeing opposite to the two previous theories that assumed
that a leader i®orn and canndbe createdThe researchers of that time needed to
find another way to study leadership because they found it to be hard to put a
standard for leadership; what are the qualifications that make a |damgal?y or
honesty or belligerence?

One of the most knows a researcher in the Behavioural theory was Douglas
McGregor who found the (X & Y) Theory explained in his first book in 1960. This
theory was an important beginning to the development of correct administrative



behaviour McGregor assmed thatwo models definéhe way a leader may lead his
people. Somdeadersare affected by the X theory which makes them think that
people do not like to work and they like to avoid responsibility. In conttiast,
leaderthat is affected by the Y thepthinks that people love to work and people
naturally want to have responsibilities. Consistent with the X theory, we get negative
results because the leaders who rely on this theory think that they have lazy
employees that avoid working. Then, the leatlenks that he needs to put his

employees under an intensive surveillance so that he makes sure they do their jobs.

Figure 1.2 The Difference between the X and Y Theories

‘Theory X’ ‘Theory Y’

management \V11/
X7 N\

Theory X - authoritarian,
repressive style. Tight control, Theory Y - liberating and developmental.
no development. Produces Control, achievement and continuous
limited, depressed culture. improvement achieved by enabling,

lll empowering and giving responsibility.

staff

Businessballs/McGregor 2002-14

management

Source:Bolden, R., et al., A review of leadershipeory and competency frameworks. (Centre for
Leadership Studies, University of Exeter, 2Q03)

This kind of approach is far frofniendly. It createsa badand stressful environment

for the employeesand this leads tbad effects on theorganisatiorarnd employees
However, in the Y theory, which is mostly used by the liberal leaders, we get a good
result whichis seenby a better performance by the employees, and it increases
production; this way motivates the employee to use his intellect and alditiester

work and invent new ways. A leader who uses the Y thmsodgscribedas a good,
effective leader and he creaggoodpsychological environment for the employees
(Van Seters & Field, 1990).

1.3.4 Situational Theories

Many researchers have given great importance to this theory and given many

Situational theories, most known one being the HeBlagmchard Situational

Mn



Leadership Model. In one hand, This type affirms that the success of a leader relies
on his ability to chnge his leadership behaviour depending on the given mindset and
level of intellect of his employees. On the other hand, the requirements that the job
needs at the time. According to this theory, a leader needs to focus on the job and
affirm the mission wite at the same time give great importance to the interpersonal
connections between his employees and teams so that by this balance everyone can

do their jobs and work on the mission successfully (Graeff, 1983, 285).
According to this theory, there are famain styles of leadership:

1 Telling: in this style, the leader directs the people and teaches them how to
do their jobs. In this style, there is a lot of surveillance and communication
is weak

1 Selling: in this style, the leader provides necessafgrmation for his
people and gives them a correct direction and explains the situation and
supports them. In addition, he creates a good space for communication and
creating close connections between himself and the people which can satisfy
them

1 Particpating: in this style, the leader insists on mutual opinions and
collective decision making. In this case, the connection is very friendly

1 Delegating: in this style, the leader allows the employees and teams to take
responsibility and take decisions. Ihig case, the leader observes and
watches his people from far but does not usually take part in decision

making

M p



Figure 1.3 Situational Leadership Theory
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SourceHersey, P., & Blanchard, K. HManagement afrganizational behavior: Utilizing human
resourcesPrenticeHall, Inc,, 1993), 837.

The leader who uses this style has to be able to useaite ways of leadership as
needed. Théesademeeds to know the level expertise of his employees and according
to that give them tasks using the style of leadership most suited for each employee.
To further understand the Situational Leadership model, we look at how when the
level of understanding of the employees is high; the situational leadership style is
less sed. In this case, the leader does not intervene with his employees much when
they are doing their jobs. As well as, the leader trusts that the employees will do the
best they have and will be able to finish their taskscontrast, when the level of
undestanding and working of the employees is low, the leader focuses taskse

that he gave to the employees and will become an observer watching their every
action and giving them instructions on how to do their j&msnetimes, an employee
might have thebility to do the job, but does not trust himself or is not comfortable
with the job given to him. Hence, the leader needs to help and take part with the
employee in the job to change what the employee thinks about the job, and their
ability to do it. Ths creates trust and assurance in the empldyarethis situation,

the leader uses the selling style in satisfyingethgployeesand teams to direct them

to do their jobs the best way they can.



The HerseyBlanchard theory sees that leaders need to usé atgle and arrange

their style depending on the situation of the employAéso, they need to change
their style by time; as understanding and thexjinto develop between both sides,
and the employedseginto gain more experience and knowledge,|&aeler needs to

lower his level surveillance on the employees. Leadership is used less cadtis

and vice versa is true (Graeff, 1983, Z8%L).

1.3.5. Contingency Theories

Contingency theories assume thtitere are some appropriate environmental
condtions, which make way for an appropriate leadertl@r situation tde made

Those reasons and conditioase also connectetb the style of leadership of the
leader, the ability and personality of the employees, and many other reasons related
to the enwionment of the workplace. This style of leadersisipin fact a type of
Situational Theories. However, the differential point of this style model other styles
is that it asserts the style of leadership always depending on the given situation and
circumstainces. Therefore, this style always needs to be changed according to
situations and circumstances. This style of leadership is used by most international
organisation®ecause they understand that every country has its customs, traditions,
ways of thinking and religionslt meansthat the level of understanding of people
changes from one place to other. Thus, a successful leader is the one who can go
through the changes and deals with his employees according to their situations and
conditions (Yukl, 2002)

One of the leadingesearcheabout the Contingency Theory was the Fiedler Theory.
The theory set three conditions that a leader can use to direct his work. The

conditions are:

1. Leadermember relations: How well do theaderand employees get
along?

2. Task structure: Is the job highly structurddirly unstructured, or
somewherén betweef?

3. Position Power: How much authority does the manager possess?
(Bolden etal., 2003, 8)



Figure 14Fi edl er 6s Contingency Model
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Fiedler asserted that an effective and active leadership relies on how good the leader
is, his level of control, and how he decideglifferent situations. Also, Fiedler came

to the conclusion that the style of leadership stays constant and does not change with
situations and circumstances. Also, he found that when the situation changes and the

style become ineffective, the leader agéo change one of the following variables:

Improving the connection with the employees

Restructuring the task framework

Giving more power to the leader or the leader needs to change his
style(Jauda & Alyaffy, 2006, 91).

In addition, Fiedler pointedut the changes in behaviour and summarised the way an
effective leader behaves in three points shown below:

1. Improving the connection between the leader and the employees

2. Reconstructing the framework of duties

3. Increasing the power and authority of thader

Based on above mentioned, we see that the behaviour of the leader changes based on
the situation and according to the difference between the changing levels of the old
behaviours and also considering the softness in the behaviour of the leader when
using different styles of leadership. The activeness and ability of any organisation
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rely on the mixing of the styles of leadership and the nature of the behaviour.
Ultimately, this depends on the effectiveness of the leader which Fiedler sets as the
base bleadership (Hassan, 2004, 54).

1.3.6. Transactional Theory

This theory was first put forward by the sociologist Max Weber, and later Bernard
M. Bass went into the details of the theory in the 1980s. This theory, which is usually
known as the Manageriakladership Theory, depends on the principle of punishment
and reward. This theory is mostly used in administrative work in which hard working
loyal employees are rewarded, and they get punished if they do a poor job or become
lazy. To make use of this thggran information and revision system needs to be
developed to ease the use of the theory. Also, according to this theory, leaders do not
try to work their way for the future. On the contrary, they only want their daily jobs
and tasks to be done smoothdyd they give more attention to the workflow of their
employees so that if they make a mistake, they get called for it. Moreover, this style
of leadership does not work for times of emergency (Sanders, et al., 2688), 21

Within the Maslow's Hierarchy ofieeds, leadership can be found in the level of
satisfaction. In this context, the leader works on the lower levels of the hierarchy and
uses the style of exchange with giving rewards for good work and high production.
Also a leader utilities punishmentrfbad work and low production and continues to
punish until his problem is solved. Transactional leadership is effective for taking a
particular task and accomplishing it. Thus, Transactional leadership focuses on any
person to manage the work (Hargis let2001).

This theory depends on the following assumptions:

1. Employees give the best products when the series of references are
well given and explained

2. Employees are motivated by punishment and reward.

3. The submission of the employees to the instructmnthe leader is
the main priority

4. Employees need to be reviewed closely to achieve certainty for the

prospects

Based on abovmentioned assumptions, we can see that giving rewards and

punishments depends on the activeness and abilities of the employees. In this

M ¢



context, the leader sees and treats employees assigned contracts between both
leader and employees. Ifishcontract is not written, then a style of a
transactional contract manifest itself when the leader and employee are in
practice. Then, the employees start to offer good work to earn rewards
whether they are financial or being a beneficiary of some ds of

reward. On the contrary, if they did not do their jobs effectively, they would

feel the responsibility for it or get reprimanded
1.3.7. Transformational Theory

Transformational leadership is a style of leadership that motivates individuals and
creates a sense of courage in them to do their jobs. These feelings in the individuals
are created by the characteristics of their leader. In this style, the leader takes the role
of a motivator to affect his employees so that they do their tasks becausadbe

via creating trust and openness with his employees in conjunction with being good
person achieve his goals. One of the most known publications, that talk about
transformational theory, are the publications of Bass and Burns that work on the
assumptin that a leader has a certain power and appealing with which he can attract
the attention of his employees to himself and show them his vision for the future. By
utilising these powers and attractions, he can impact them and work on their
emotions and maite to achieve great goals (Bass, 1985). According to Bass and
Avolio, transformational leaders display behaviours associated with five

transformational styles which are shown in the below:



Figure 1.5 Transformational Leadership Styles and Behaviours
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Hence, we can see now that transformatideatiership is the style with which a
leader can transform people and organisations to a situation in which their minds and
conscience to adapt to better understanding, better vision of the bigger picture, a
then according to these virtues changing tlaiitudes for best outcomes. These
changes and adaptions to remain forever.

In this Context, the leader has the job to teach individuals about what is right and
what is wrong so that they feel more responsibility and get a higher level of
understanding. lis the duty of the leader to change the vision of the benefit of the
individual to the benefit of all and the benefit of the orgatiis (Judge & Piccolo,
2004). A transformational leader has to be a pioneer in finding new, different, and
rare ways in I3 profession. The leader needs to continuously try to find
improvements. These improvements not only include the thinking, principles, and
morals of the individuals but also includes to better serve the needs of their co
worker and colleagues. Moreovehd leader emphasises on improving employees'
levels of moralities and emotional states. Undoubtedly, that the leader here sees that
if the individuals have better levels of intellect and are improved. Then the level of
the organisation itself would be mapesitive in all aspects. The image below shows

us the effect of transformational leadership on organisations and individuals:



Figure 1.6 Transformational Leadership
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1.3.8. 3D Theory (ThreeDimensional Theory)

Professor Bill Reddin proposed a theory which offered an easy method of
measuement called "situational demands”. This theory helps a leader get the most
results from the tasks and jobs around him. This theory depends on two main
dimensions for leadership which the Ohio States Studies later called-"Task
dimension" and "Relationshsporientation”. Then, and he later proposed the third
dimension and calletEffectiveness". Then, He conceptualised the third dimension

is about a proper style when a leader chose for a particular situation as logical
choices (Lunenburg &rnstein, 2011). Then, the outcomes of these logical choices
create the effectiveness dimensiofio more elaboratethe threedimensional

leadership theorgan be understood as follow:

1- Taskdimension: It is the scope in which tleaderexercises his digions on
employees' effort towards achieving the goals.

2- Relationship dimension: It is the scope in which teaderexercises his
personal relationship with thdeader In this context, his personal
relationships arecharacterisedby mutual trust betweerthe leader and
employees with respect their opinions and feelings.

3- Effectiveness dimension: It is the scope in whichldaglercan achieve his
goals through the tasks and functions that assigned to hanfeasle(Nassir,
Hasan, 2004, 50).



Figure 1.7 Reddin dimensions theory
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Reddin through these threimensional reaches to eight leadership styles resulting in
four latent styles. After activating these four hidden styles, four effective leadership
style appears. The threfmensional theory becomes four effective styles amal fo

less effective style; This is shownhkigurel.8 (Nasser, Hassan, 2010).
First T The Four Less Effective Styles:
- Deserter

This kind of leader does not give much attention to the tasks and relations. The style
of this leader is always ineffective. iShstyle of leadership is always seen negatively
because it has a negative impact on the relations among individuals, their desire to
work, and it also does not give them sufficient information because of the negative
communications

- Missionary
This kind of leader possesses good relations with his surroundings. However, he
would not be able to achieve his tasks since he gives more attention to his relation
with the individuals. Because all his efforts go to adapting himself to his
surroundings, this makésm an unqualified leader in achieving his tasks.

- Autocrat
In this kind of leadership, a leader possesses a high success at achieving his tasks, but
he does not enjoy good relations because he gives more attention to achieving tasks
in a way that achiemg a particular task gives him lots of joy. This kind of leader
does not trust his surroundings and takes a type of middle way of taking decisions.

Usually, this type of leadership does not allow involving his employees in a decision
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making process. Thisikd of leader looks at his employees as they are lazy people
that do not want to work. Thus, the leader sees himself as a monitor over his
employee. Through this observations, he thinks that his employees do their jobs. This
kind of leader uses punishmanore when his employees deviate from their tasks.

- Compromiser
This kind of leader exercises positive relations with his employees and positive
outcome in achieving tasks. He also gives great attention to both relations and
achieving tasks. However, thisnd of leader is weak in making decisions, and in
reducing different pressures on his leaderships. As well, he keeps himself from
problems, and he leaves the individuals to the problem, letting them decide how to

solve it.
Secondi The Four More Effectiv&tyles

- Bureaucrat
This kind of leader gives little attention to both relations and tasks. This leader is
known to give more attention to rules and regulations for his interests. He desires to
control situations according to his moralities. In additiobueeaucratic leader sees
the system as a sacred thing and is very good at keeping up in line with rules and
regulations.

- Developer
This kind of leader has good relations but is weak in achieving tasks. This leader has
good trust in his surroundings addsires to develop his employees and move them
forward. Also, he has good authority and feels very responsible. He sees that
individuals need to show dominance, have a sense oflisettion, and he also
desires responsibility. Moreover, some leadersis s$tyle tend to do hard work so
that the employees see him as a-aetfhg and opeminded leader that does his
works and duties.

- Benevolent Autocrat
This kind of leader is good at achieving tasks, but he is weak in his relations. This
leader is knowrfor knowing what is in his surrounding and how he can get the
things without getting bored. Also, this leader likes participation and believes in

unilateral action. Moreover, this leader depends on rewards for achieving good work.



- Democrat
This leader ltat is good at both relations and achieving tasks is seen as a good
motivator for people who want high standards. Furthermore, this leader deals with
every individual differently; he does not see all individuals in the same way.
Moreover, he likes workingn teams. Some leaders in this style also wish to better
the efforts and endeavours of the others to do work. In this style, the tasks and
relations are at the same level and have little issues with each other. Leaders see
tasks as the work of everyonegthshould all work as one team for the tasks.The
leader believes that there will not be a successful task if they all do not work for it.
Additionally, in this style, all individuals work together in administration; planning,
coordination, and observatiohoreover, this democratic style is recognised an

active style of administrating (Nasser, Hassan, 2010).

Figure 1.8 R e d d i -D imael 8f Leadership effectiveness
Effective Styles
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Source:Nashwan, Hassammhe study of leadership in Sociology, management, organizational and
psychological(University of Alexandria2010), 26.

1.4. Types of Leadership Styles

Because of Globalization, development, and competition among representatives at
organisational ointernational level. Hence, those who are in charge of leadership,

whether it is at organisational level or countries leadership level, need an effective
style of leadership that can comprehend this rapid development and the complex

environment that arisalong with it. In that scope, we can define a leader as the
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person who needs to affect others to accomplish a particular task to achieve the
particular goals. There is no doubt that the type of leader ipehigviourand how he

deals with other people hassignificantrole in how much he can affect others to
achieve those goals. In other words, the style of leadershagsociatedvith the
behaviour abilities, activeness, and the way the leader works by choosing the right
ways in the right place and tem having a substituting styt®r evey time and
situation. This association is the main factor in the effectiveness of the leader in
leading his people.

According to (Voon et al., 37), there is a significant correlation between the style of
leadership adh the job satisfaction of the employees. Researchers have found some of
these effects to be: salary, a stability of the job, a safety of the job, and the flexibility
while doing the job. They found that the style of Democratic Leadership has a
stronger conection as in job satisfaction. Also, it got clear to them that the style of
leadership can have an effect on work performdBtetti et al., 2012. Moreover,

other researchers argue for the democratic leader because a democratic leader cares
that the peple who work with him to participate in administration and discussions.
Also, it gives better outcome and performance. However, in some situations, a leader
cannot comfortably work when the level of participation of his employees to be very
high because keader needs a style of leadership that can offer a quick solution for
the problem and allow him to decide without needing to ask for the opinions of his
employees. There are many styles of leadership; however, none of the styles is good
for all situations In here, the researcher tries to put forth the most important styles

and reveal the positive and negative sides of those styles.
1.4.1. The Autocratic Leadership Style

Also known as the Authoritarian Leadership, this siglenadeof controlling the
individuals in a way that they do not participate in decision making and only
allowing some certain people to hgwewerin decision making. Autocratic leaders
mostly depend on their opinions in governing and deciding. Also, this leader does not
allow peopleunder his rule to give advice. He does not take advice from his
individuals. Moreover, this leader takes power given to him to make the ones under
his rule do their jobs according to his desires and does not care what they think. He

usually depends on thatening and punishments to accomplish the tasks. This style



cares more about accomplishing the jobs rather than the humanitarian side of
leadership (Van Vugt, et al., 200413).

Characteristics of Autocratic Leadership:

1- The lack of trust from the leadeywards his employees

2- The leader makes the decisions

3- The abandonment of humanitarian relations.

4- Monopolisation of the ruling by the leader (Dredi, et al., 2015, 36)

An Autocratic Leadership may be useful for some situations. For instance, when a
leaderneeds to make many decisions without consulting his employees or for big
projects which many people work in, and it needs to be done quickly, the leader
would stress speed and the position of each employee so that they finish the job
quickly and effectivel. In another example, we see that when a deadline gets closer,
and a big amount of work is left to be finished, this kind of leadership is effective.
The negative sides of this style include how the employees see the leader as a
dictator. Additionally, tis may cause hatred and harshness to be created between
leader and his employee and between groups and individuals. As a result, it may
cause the jobs and tasks not to be finished properly because the employees assume
that the leader sees the individualsa bad way, and does not include them in
decision making. Also, Employees feel that they are not qualified and their opinions

are wrong (Nassir, 2010, 45).
1.4.2. Bureaucratic Leadership Style

This style of leadership is mostly used for precision andildeor a job to achieve
standards and safety in. In addition, this style is mostly used for places which have
dangerous and hazard such as construction sites, those jobs that deal with chemicals
industries and those jobs that deal with large amount©o&g Bureaucratic leaders
strictly follow the rules and regulations. They believe that the ones around them
should take the same road and give great attention to rules and regulations. This
leader is not known to be lenient; he wants people to be cordrtottbe instructions

and procedures (Sergiovanni, 1990;273. Some of the bureaucratic leaders choose
this style according to their understanding of the nature of the job. This
understanding comes from their fear of failure. Moreover, they also fearthé



individuals would not have the ability to successfully do their jobs. Thus, the leaders
act first to apply the rules and regulations on the individuals and themselves (Uhl
Bien & Marion, 2009, 631).

The negative side of this style is that it stopsovation from the individuals because

this style leads people to get far from the responsibility of producing and using the
resources at hand effectively. In this style, the leader and the individuals mostly
focus on the rules and regulations in a waat they give it so much attention. Thus,

it creates an environment that has no lenience or ignoring responsibilities to improve
and increase output andrgibetter treatment to the job.

However, some of the positive sides of this style can be seen wiratirses the
duties of the bureaucratic leader are to work on a project in the scientific class. In this
case, one of the most important things is details in the project and deviating from the
rules and regulations is not good because a scientific pragedsrdetails, accuracy,

and correctass (UhiBien & Marion, 2009).

1.4.3. LaisseZ-aire Leadership Style

Also known as the Delegated Leadership is a style of leadership in which the leaders
does not intervene with the employees and allows them to malksodscon their

own. Researchers have found that this style leads to the lowest productivity among
those individuals they do not have enough experience. One of the common things
said by these | eaders is fAThat deod nagn dno't
t hat Ano news is good newso (Gavrileta ¢
that if a leader has no resporisethe performance of the employees whether it is

good or bad, it does not affect their performance.

One of the characteristics of thig/le is that the number of the leaders is very few

and total freedom is given to the employees to work and evaliatg.in thisstyle,

the leader provides the resources and means needed to do the job and assumes that
issues would be solved by the emmey The benefits of this style include cases

where the individuals in therganisatiorhavea greatievel of abilities, intellect, and
experience. These individuals can do their jobs and duties without needing to be
motivated or to be shown how to do ithpbs. Another case would be when the

leader is doing a scientific project to reach aesult and thiss doneby experts and

people withexperienceand he does not need to intervene (Hinkin & Schriesheim,

2008, 1234).



The negative sides of this stydanbe seerwhen there is not an ideal way to do the
job, and the employeesre not experience enough or do not have enough
knowledge to do their duties and makelecision In other words, those employees
who lack KSA (KnowledgeSkill and Ability) do not fit with this style of leadership.
Furthermore, some people are not good with meeting deadlines, managing projects,
and solving problems. In these situations, when the leader is not there to show the
way or does not give atteati to the activities, it leads the employees to deviate, to

not do their tasks correctly, and to not achieve gy(dkogstad, et al., 2007, 80).
1.4.4. The CharismaticLeadership Style

A charismatic leader is one that creates an environment that is fylbfive
motivation, abilities, and activitieS.his style of leadership is not easily learned by
leaders and individuald his leader hamanysupporters among tigeople and this
motivates the people to do their best and show the most abilities bexfatise
charisma and traits of thkeader. All these characteristics make the individuals
always to give their besb impress and get acceptance from the leatterér, 1989)

The problem with this style is that the individuals are so eager to getdéptaicce

of the leader and are so connected to |dalerthat if the leader leaves or gets
transferred to somewhere else, the individuals will lose their enthusiasm and their
motivation for work.

The benefit of this style calpe seerin shortterm projecs. This leader has usually

put in projects that need energy or have physical duties or tecpnigatts When

the leader has made the individuals finish tkleities there would not be a problem

if he leaves(Wang, et al., 2005, 17B80). At this point a question arises, can
charisma be taught? Charisma is a special quality that some pesgkssand this
quality works like a magnet on people. However, these traits get created and can be
learned bypeople.One of the most important things is that gegsonshould believe

in themselves and their surroundings. Another feature of charisma is the ability of
continuation and connection to the surroundings. These characteristics can be
obtained through hard work agdeattrust (Grander & Avolio, 1998, 58).

1.4.5. Democratic Leadership Style

Also known as Participative Leadership is a style of leadership that includes

involving the surroundings in decision making. Lots of studies have shown that this
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style is the best way to motivate individuals to use thdlest potentials and to
increase productivity in a way that the individuals give the biggest effort and work to
achieve goals. One of the characteristics of democratic leadership is that the leader
motivates individuals to exchange ideas, informationd &nowledge. Also,
individuals and groups feel that they are in a safe and calm environvibkah a
Democratic leader leads, his leadership does not only apply to the employees because
the employees also contribute to the leadership. Moreover, leadensliso
individuals and groups' opinions. The individuals are also motivated in a way that
they would want to invent new ways based on the concept of awards, and the leader
shows softness so that they work more and share information (Abass, 204, 161
One of the benefits of employees being motivated to exchange ideas between the
leader and individuals. Consequently, the leader gets the best ideas and he can
choose the best of those ideas and have the best solution fooblems.By this,

the process ofrpduction and continuation of it does not slow down. As Linus Carl
Pauling said, "If you want to have good ideas you must have many iceasfe,

2015, 169).In this style, the individuals givgreatattention to their jobs because they

are motivatedby the leader to put their focus on thesultsand goals. All the
individuals workto achieve those goals

Although we describe ®emocraticleadership as one that good suitable, and
effectivg however, thatdoes not imply that it has nbad sides. ADemocratic
leadership could not beuitableon multiple occasions. For example, when the roles

are not defined clearly, or when time is the highest priority of work, in cases like
these, aDemocraticleadership might not be effective in connections. Ab®
project would not be finished effectively. Likewise, when the individuals are not
experienced or do not have enough knowledge,DXemocraticleadership is not
effective in joining the employees in decision making and taking their opinions
(Barker, 20Q, 469).Democraticleadership is more effective in a community where

the individualsare informedand more experienced in sharing thkitowledge.
Naturally, the leader must have a suitable time to allow his employees to take part,
improve, and set plarso that he listens to all of their opinions and chedbke best
(Kanaan, 2009, 250).



1.5. Leadership Skills

The characteristics of a leader include his ability to create harmony between the
employees and the outer and inner environment obtfanisation A leader needs

to have a certain set of skills to be able to influencéétmaviourof his surroundings

so that he would be able to achieve the goals obitganisationEl Zaydin, 2013,

54). And these skills include:

First: The Technical Skills

These skills define the understanding of
and technical detailsAlso, the ability of the leader to solve the problems and
understanding the details so that they becomexaerienceand he could use them

again ad knowthe how different areas of the jabe doneTherefore, a leader needs

to have knowledge anexperiencen all the different areas of hipb andthis is

achieved by practice and repetitiidawaf, 2007, 32-830). These skillare divided

into four points:

1- The Ability to TakeResponsibility
It is the ability and capacitgf the leader to take responsibility; how much a leader
cantake responsibilityvithout escaping from..it

2- Faith in the Goals and Possibility to Achieve
A leader must have faith and belief in himself so that he can influence others and in
turn, they achieve his goals and get the benefits that they need to do their jobs

3- A Good Understanding of All Things
A leader must have knowledge about his surroundity las employee'sjobs and
understand all concepts so that he can solve probééingently and influence the
employees so that they too believe in themselves

4- Linguistic Skills
This skill is needed because it is the bridge over which information pastesen
the leader and the employees, without this linguistic skills, knowledge, opinions, and

expertise cannot pass to teader

Second Human Skills
These skills define the ability of the leader to create connections with his employees,

create harmony between them, and provide a working environment that all work



together as oneAlso, a leader must be able to understand his surroundings to
achieve theommon goals. These skilse dividednto three points:

1- Communication Skills
By communicating with the employees, a leader can achieve the goals and tasks.
Also, a certain type of respect begins to establish between both sides

2- The Skill of Teamwork Buding
The duty of a leader is to divide hesnployees intdeams so that they can together
do their jobs better and achieve godlso, when problems arise in tleeganisation
teamwork between the employees and with the leader can give better solutions fo
the problems.

3- The Skill of Motivating Employees
An important skill for a leader is for him to be able to influence his employees and
their actions in a positive way so that he makes them want to achieve goals and tasks
and thisis doneby motivating theemployees through financial or spiritual factors.

Third: Personality Skills
Personality skills are the characteristics and traits of the leader as a persads. This
dividedinto multiple parts:

1- Physical Characteristics
This definesthe certain traits and characteristics of the leader's body like good
physical health, having no contagious diseases, having active senses, having such a
physical health that he can effectively do his role ésaderand that has able to
connect to hisurroundings showing goodcharisma (Koraah, 2007, 81).

2- Mental Characteristics
These include the ability of a leader to be mentally ready to research, transfer ideas,
and to accept other peopleds ideas and o
most important characteristics that a leader needs to have bettaosgh
intelligencea leader can have a role in every situation that comes in his way when he
is a leader (Nawaf, 2007, 3322).

3- Initiative
People who are initiativare usually describeasindividualswho are brave and easy
to work with, and that is because they give their opinions without hesitation and do
their jobsquickly and effectivelyAdditionally, entrepreneur people have the ability

to understand their surroundings veasily, and they give decisions quickly.



4- Innovation
It is definedas the ability to create new ideas and finding new ways to solve
problems.

5- SelfControl
This skill is important because it allows him to take comments given about him and
accept them withoubverreacting this allows him to want to understand others

because he controls his emotions and wishes

Fourth: Organisational Skills
It is the ability of a leader to understand that @nrganisationis a system without
flaws and shortcomings and that theals are clear and the systems and plans are
clear for everyonekurthermore the leader needs to have the expertise in leading,
arranging, and dividing the tasks and objectivEse leader shoulde able to
coordinate the plans of therganisationand te needs of the individuals (Nawaf,
2007, 339). These skills cée dividedinto the following:

1- DecisionMaking Skill
The distinction line between leader and his employees is the ability of a leader to
make decisions that affect tlerganisation These decisions may include setting
policies and strategies of therganisationor organising decisions involving
employment, training, and motivation.

2- ProblemSolving Skill
A leader must be able to identify problems, look for suitable solutions for, dugan
have the correct interpretation for his success in solving the probAetddionally,
he must not hurry into solving the problems so that he joins his employees in the
process too.

3- Authority Delegation Skill
This skill is describedas enhancing leadship skills of the employees by giving
them some leadership roles. In this case, the leader uses delegation to motivate the
employees to promote themselves to higbeels. The leader reinforces their desire
for competition so that they can take resjloilisy and be ready for leadership.

4- Time Management Skill
This skill is the ability of the leader to use the available hours in his day to
accomplish the best results that lead to the maals and thais doneby managing

time corectly (EIl Hummairy, P10, 166).



5- Negotiating Skill
A leader without must be without doubtgoodnegotiator whether in or out of the
organisationThe success of a leader in negotiaisinkedto how he uses the skills
and characteristics he has. It means that he must &¢ocadigue and discuss witie
oppositeperson so that he can convince them and satisfies all sides.

6- Crisis Management Skill
A crisis is a very hard circumstance that occursotganisations and this is a
dangerous situation thanh organisation encowersand it can put the continuation,
reputation, and prestige of tleganisationon the edge of loss. All of those are
related to the capability of the leader in managing the crisis and avoiding any
possible financial or humanitarian loss by finding suléssolutions and lowering the
effect of the crisis on therganisation

7- Work Stress Management
Lots of employees encounter stress, pressure, and exhaustion in their jobs and all
those haveadverseconsequencesn their effectiveness. Thus, it is the jobtbe
leader to understand the nature of this pressure, identify its roots, and have the ability
to stop this problemin addition a leader must always manage his stress effectively
because he is the one that gets the most stress that comes from dehlimgvy
jobs and tasks at once.

8- Meeting Management Skill
Meetings are one of the important features that a leader uses amghisisation
Thus, a leader in a meeting must be able to deliver his message, understand the
others in the meeting, and to demstrate the ideas clearly to the individuals and vice
versa to achieve the goals of thrganisation

9- Change Management Skill
In one hand, this is the ability of the leader to changéd¢haviourof the individuals
so that the goals of therganisationcanbe achievednore effectively. In the other
hand, it is thechangeof the method of workspecialities and administration and the
organisationalstructure in theorganisation These changes are either accepted or
rejected by themployees. Thyst isimportant for a leader to gain the acceptance of
the employees and decrease opposition to the changes (Nawaf, 2007, 429).
Based on the points that we discussed, we can conclude that a leader must be an
exemplary representative for the individuals by havhigh morals and good

behaviour connections, and his administration and control. Therefore, if a leader

on



possesses the skills that we have discussed, he can easily influence his employees
that they do their jobsffectivelyand achieve the common goals.

op



CHAPTER TWO

THEORETICAL FRAMEWORK ON KNOWLEDGE MANAGEMENT

2.1. The Concept of Knowledge Management

The developmenin information, technology, connections, an internet network,
arising the terms artificial intelligence, and their use in developganisabns lead

to the creation of the term KM. Technology and systems played a great role in the
development of knowledge because computers have a great ability in processing
data, changing it to information, and later protecting and saving that information for
it to be usedlater. Likewise, due toelectronicnetworks, sharing information has
become easy, and individuals in arganisationcan easily gain access to available
knowledge and exchange knowledge between thems@Hsas & Lin, 2008, 65)
Moreover, exbanging knowledge and the collaboration afganisationshave
become easy even outside the network of individogdnisationsOthers assert that

the creation of Information Technology was the reason for the creation of KM since
IT plays an excellentknowledge in accelerating the process of knowledge
generation, distribution, and protectio®rganisationsfaced a greatoverload of
information,and they needed a systema@aniseand manage¢his informationso

that they can gain benefit from them whachieving strategic goals and making
important decisiongHoltshouse & Borghoff, 2013)

In the age of knowledge, knowledge has become strategic merchandise and the most
important item of production and invention. It is a source for improving production
ard increasing value, assurance, quality, and it is the competitive element between
organisationsThe stability and continuity of aprganisatiorare based on how they
manage knowledge or Intellectual Capital. Some relate the succesgaofsations

to ther understanding of KM and theirnderstandingf how to use KM System
(KMS) (Meihami & Meihami, 2014, 80)On the contrary, organisation failure is
relatedto the poorunderstandingabout KM and how they rely on information
management and technology fondwledge instead of relying on the knowledge
production of the individuals for thavention Thus,organisationfaverealisedthe
importance of KM andealisedthat they should put it as a primary managerial
process because knowledge and creativity\aoenbain currencies in a world that is

known for speed and intense competitidanes & Sallis, 2013)
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There are many other reasons thafganisationsvalue KM. For instance,
Organisations consider KM as a key to accomplishing tasks of developed
organisatns Due toglobalisationand the increase in the size of global trade and its
complexity, Organisations emphasise the importance of KM in developed
organisations Also, competition and the speed and ease of the transportation of
financial, informational,and labour sources and many other reasons have made
organisationsask themselves many important questions; whereaiand in all this
development? What kind of knowledge ldoave? Who has that kind of knowledge?
What kind of knowledge dbnot have anaheed to find? What kind is it thatithout

it I would lose activeness, power, success, and competitiveness? (Prusak, 2001, 1002,
1007).Thus, we can conclude that KM is one of the newest managerial terms that
have gained great value from workimgganisationssince the beginning of the
twenty-first century because KM is a way to face financial challengesateatade

from knowledge, knowledge society, and competitive demand and their inventors.
However, if we want to have an accurate definitionKM, we should be aware that

it is very hard to come up with one specific definition because researchers have
valued this subject and each of them has given his definition. Therefore, this study
will try to demonstrate some of tinelevantdefinitions.

(Wiig, 2002, 1)In the first page of his Journal of KM describes KM as the act of the
planning, organising, supervising, coordinating, orchestrating of knowledge, and
assets. All these acts are dependent on intellectual capital, operation, personal
capabilties, and organisational capabilities to do more investigation so that a positive
impact couldbe seton the competitive outcomesédditionally, KM is attaining
actions for the continuation of knowledge. One should take advantage of intellectual
capital aml invest and extend it. Moreover, KM shoub@ processedo that it
facilitates the attainment of managerial outcomes. (Gamble & Black@€ll,, 100)
DescribesKkM as a system to that generates successful work and the teaching
environment is responsible rfocreating both individual andorganisational
knowledge. Analogously, KM is the act of collecting, using, and reusing knowledge
to put a step forward in attaining and increasing the value of work.

According to (Sagsan, 2009), KM means the processes ofl&dg&inorganisation

or system, such as processing, storing data;lsteypep procedures, maintaining,
innovating new things, and creating to makeprafit for an organisation Also
(Gartner, 1998, 5) defined KM as: "KM is a discipline that promotes&grated
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approach to identifying, capturing, evaluating, retrieving, and sharing all of an
enterprise's information assets. These assets may include databases, documents,
policies, procedures, and previously -eaptured expertise and expence in

individual workers”Anot her definition of KM would b

and technologies that facilitate the efficient creation and exchange of knowledge on

anorganizationwidelevelb ( Fr appaol o & .Capshaw, 1999,
According to DorothyYu KM i ® arfidf transforming intellectual assets into
business valueo (Zerega, 1998, 16)

Also (Benjamins, 20013et the tabl¢éo define KM as shown below:

Table 2.1 What Is KM?

Results-oriented “To have the right knowledge at the right place,
definition at the right time in the right format.”

“The systematic management of process by
which knowledge is identified, created, gathered,

Process-oriented

definition =

shared and applied.
Technology Busflness |.nteII|.gence + collaﬂboratlon + search
e engines + intelligent agents.

Source: Adopted from Benjamins, V.R., "KM in Knowledggensive Organisations'intelligent
Software Components (2001).

Anot her source defines KM as AThe syst ¢

knowledge within amrganisatiot o I mpr ove performanceo ( KF

After demonstratingvarious definitions for KM, we can conclude dh every
researcher describes it differently according to his. Silerefore we cannot depend

on only one definition or give a specific definition to understand Kitording to

the opinion of this researcher, KM can be roughly defined as: On the odgKidn

is the act of knowing how to organize knowledge, whether it is tacit or explicit, in
such a way that it can be used in specific situations to solve problems and allow the
continuity of the work of an organizatio@n the other hand, KM is the abilitg

make newknowledgeby getting new information and data after processing them.

Likewise, it is the expression of the hidden knowledge that individuals have by
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making them learn to share knowledge so that hidden knowledgeanbe usedn

the act of nvention.
2.2. KM Goals

The difference in KM goals is reliant on the difference in job fields and patrties.
There is no particular goal in KM. Each party has a certain goal according to the type
of work they do when they are putting KM into work.

Accordingto each (Alkalby, 2008, 27) and (El Zyadat, 2008, 60), the goals for KM

include:

Identifying and collecting knowledge for it to be provided appropriately at an

appropriate speed so that it can be used at an appropriate time

- Creating an information baserfstoring knowledge so that it can be provided
and referenced when needed

- Facilitating the share and exchange of knowledge among the employees.

- Converting tacit knowledge from the mind of its owner to explicit
knowledge.

- Converting external and internahowledge into a type of knowledge that can
be used and invested in different processes and activities of the organisation.

- Improving the process of decision making by providing precise information
inappropriate times which gives the potential of gettirggbest outcome.

- KM helps in solving problems that face the organisation, problems which
decrease the abilities of the organisation and waste its time and money.

- Attracting intellectual capital so it can be used in solving problems and
strategic planning.

- Satisfying employees in the soonest way possible by decreasing the time

spent in getting the requested service, improving and developing the provided

services continuously.



- Expanding the processes of the invention in the organisation and providing
new pralucts and services continuously
- Encouraging working in groups and achieving positive reactions within the
working groups through the different actions and techniques that the
organisation use to share and exchange knowledge.
- Creating a motivatingenvironment for learning principles and self
improvement in a continuous manner.
- Publishing and exchanging examinations, expertise, and the best internal and
external practices.
- Easing the process of evaluation and decreasing its expenses through
removingunnecessary evaluations.
- Using knowledge to speed up the process of organisational development to
improve compatibility with the environment around the organisation quickly
Besides, the researchers (Holsapple and Singh, 2001, 82) believed that thé&s  goa
for KM include
1- Generating complete and necessary knowledge to do the processes of
changing, learning, and publishing knowledge for all related parties
2- Ensuring that knowledge is continuously developed, renewed, and
updated
3- ldentifying the nature antype of intellectual capital that the organisation
requires and identifying how it can be developed and sustained.
4- Controlling and dominating the processes that are related to KM.
5- Attempting to find effective leadership that can generate and make KM
work.

6- Achieving capability in increasing working markets by using intellectual

capital



2.3. Implementation of Knowledge Management

KM is based on a primary concept of the highest value to an organisation that is
expertise. This expertise is in the minds ofawners, leaders, and employees. To
make the most use of this intellectual capital, we need to define the ways of KM and
gain that knowledge and share it with others, especially the employees. And if such
KM is put into work, it is necessary for it to suppknowledge and its sharing and

for it to create a collaborative environment which collects all efforts into one
purpose. In such a process, previously wasted time and money can be retrieved
(Filemon, A. Uriarte, Jr, 2008, 93). In most organisations, eygas do not like
sharing knowledge freely. In fact, they think that personal knowledge is to be kept
personal because it is important for the organisation and the main reason they are
getting their salaries are their knowledge, so they protect and kegppérsonal
knowledge for themselves. This is, in reality, bad for the organisation, and it causes
duplication in the working field, and it decreases capabilities, raises issues, and
increases expenses. Therefore, one of the biggest obstacles thatlémeeintation

of successful KM faces is the culture of the organisation. It needs to be corrected by
the management, so it moves in the direction of organisational change. This
correction needs special programs having: comprehension, communication,
measurenm@ systems, advocacy, training, procedures, policies and incentives. In
addition, the special programs need to include knowledge proficiencies along with
organizational creation, a general standard system, and an administrative group to
support the attemptto manage knowledge, not to mention, the administration of the
organization has to always support the principle of sharing, and to financially see
KM as an investment to the development of the organizational abilities and its
competitive features, instéaf looking at it as an expens&iming at direct sharing

of knowledge is a task to improve organisational performance for better operational
tasks implementation and decision making. Clearly, the implementation of
knowledge is dependent on pgristing khnowledge, and letters and speeches are
dependent on finding knowledge, owning it, and later moving it alBagefiting or
utilising knowledge is related to two processes: Direction and Routifies.
direction is the actions that individuals take to prac#se knowledge that is directed

to other individuals without being transferred to the individual who the knowledge is

directed to.Routines this is the utilisation of the knowledge that can be acquired



from evaluations, systems, laws, and examples teatlieected to others so that they
can change their behaviour in the future. Also, the routine processing of knowledge
focuses more on connections rather than directions because this kind of knowledge

exists in technology and working manuals (Irma, Becezhal., 2004)
2.4. The Application of Knowledge Management Requirements

Using KM requires the existence of a certain group of main constituents and
conditiors in an organisation. According to (Ehtma, 2011), KMR can be

summarised as the following:
2.4.1. Cognitive Needs

Consists of data and information, Tacit and Explicit Knowledge, Infrastructure,

Technical and Information Technolaggnd Human capital.
2.4.1.1. Data and Information

Researchers have insisted that for the subject of knowledgee@tto understand

the connection between each (Data, Information & Knowledge) and these
connections show us how knowledge is made from its source (Turban, E.; and
Wetherbe, J., 2005, 15). Have insisted that data is made from moral, mathematical,
or linguistic codes that are agreed upon to be representatives of individuals, things,
events, or concepts. These data have no apparent meanings, and no value and they
need to be arranged and processed to become meaningful informalson.
(Kubisy, 2005, 26) indiates that knowledge is collecting meaningful information

and arranging them properly in the text to reach understanding through which we can
reach a conclusion. The relation that we discussed between data, information, and

knowledge is described by resdagrs as shown below:
2.4.1.1.1. The Hiearchy of Knowledge

Many researchers of KM talk about the hierarchy of knowledge which is the
hierarchy that explains how knowledge is created from the beginning to knowledge
creation to the end and arriving at tlwe of the hierarchy that is Wisdom. However,

we see different opinions about the details of the levels of the hierarchy. To take the
Reddunt and Alan Hierarchy fgure 2.1as an example, we can see that they have
set Raw Data and operational data atiibtom levels of the hierarchy and the data
are saved in different databases and gtdres (Coakes, 2003, P. 43).



Operational Data is a reflection of a total review which is called Atomic Detalil.
When the level Information Management is reached, anretige change occurs

that in this level data is condensed, summarised, categorised, organised, and saved
after going through filters so that it can be accessed easily whenever needed. Going
up further in the hierarchy, we get to Business Intelligence,hwisicreated when
information is processed, arranged, cleared of errors, added together, and compressed
very effectively. After going through these processes, we get to Organizational
Knowledge, and at this level, we can describe knowledge as insights. Thi
knowledge is made from correct data and information. It can be used in different
situations. At the top of the hierarchy, we get to Wisdom which is timeless and

immortal.

Figure 2.1 The Hierarchy of Knowledge for Alan and Reddunt Model

Organizational
Knowledge

Business Intelligence

Information Management

Operational Data

Raw Data

Source:Coakes(KM issues and challenges U.S.A. Ideas Group, 2003), 18.

The knowledge that an individual gain has to be translated into his behaviour and has
to have an effect on his life and work. Emphasising on gaining knowledge and using
it at the appropriate time tiout emphasising on understanding the knowledge and
using it in behaviour is not worthwhile. Therefore, the knowledge that an individual

gain in an organisation should be implemented in his behaviour and have an



important role in the person's personalityd professional life. Benjamin Bloom
explains this for us in the Mental Cognitive field as showhkigure2.2 What Bloom
discovered was first for educational matters; however, his findings are important for

explaining the understanding of knowledge asdise in organisations.

Figure2.2Bl oomdés Taxonomy

Evaluation

Synthesis

Analysis

Application

Comprehension

Knowledge

Source: Alford, et al., (Bloom's Taxonomy Overview. Innovative Teachers Companion, 2006), 176.

Bl oomés Taxonomy is made of si X progress
groups:
First: Knowledge Category. this category is related to previously acquired
levels of knowledge from data amdformation,and this knowledgés keptin
memory from previous learning
Second: Skills and Mental Capacity Categorythis category is made up of five
levels:
1. Comprehension this part indicates the ability of an individual to
learn new opinions and information and for the individual to be able
to understand them and know how to get benefit from them. For an

individual to have this ability, he must first have thse&-abilities:



i.  Translating: indicates the ability of an individual to change
information from one type to another more detailed and clearer type,
provided that hekeepsall the essential components, ideas, and
meanings from the original information.

ii. Interpretation indicates the ability of an individual to rearrange
provided ideas and information and to be ableatwmlyse and
summarisehem.

iii.  Conclusion: indicatesthe ability of an individuato go beyond the
provided information and ideas and interpret thémdoing so, he
must be able to find all their effects, problems, reasons and variables
that created a certain event and the level of contribution each had in

the creation to know the reasons and results.

2. Application: this level indicates the ability of the individual to implement the
things he has learned from the new situations in his practical his.alsoincludes
returning to the informatiomecogniseunderstand, and comprehend that information

so that he can uselé@ter in newer situations.

3. Analysis: this level indicates the ability of the individual tnalysemain
information and ideas into th@imaryparts that theyre madef and toanalysethe

connections between them and after that identify the prinayplésorganisation

4. Synthesis:indicates the ability of an individual to put together the different parts
that make upthe provided information or opinion in a clear new way that did not
exist before. This level focuses orgeniouscreation from theerson that learnis,

and this is one of the main requirements in the age of knowledge.

5. Evaluation: this level plays the role of expertise and mental abilities. It indicates
the ability of an individual to define the rules of Quantity and Quality envtiue of

the provided information and ideas in attainsupjectivegoals.Also, evaluation is
commonly a learning process to learn new knowledge by the individual; it is a new
effort to gain comprehension, application, analysis, and synthesis (AlferdeH &
Frogenheim, 2006).

2.4.12. Tacit Knowledge and Explicit Knowledge

Both (Balagum & Hailey, 2004, 68) define tacit knowledge as a complex, composite,

nonconcise, piled up as knelwow knowledge in the minds of the people that heave
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lot of informaton. However, explicit knowledge is defined by (Allen, 2003, 37) as

the knowledge that can be shared with others and this knowledge is related to clear
information that exists and is saved in the files and folders of the organisation and
can be accessedh@ tacit knowledge is related to the policies, reviews, programs,
documents, bases, procedures, tables, duties, and connections of the organisation.
Besdes, this researcher thinks that these two types of knowledge are complementary
to each other when cadering the characteristics of each of them. These two types

of knowledge carbe managedis both of them have a great importance for any
organisation Therefore, this needs to have a suitable program set for it so that it can
be managedin other words, anrganisatiomeeds to find a suitable way or method

to transform tacit knowledge into explicit knowledge.
2.4.13. Provision of Infrastructure and Technical and Information Technology

Both (Alsamaraay & Qandalchy, 2002, 35) define infrastructure anddkgynas

the organisationusing a scientific and developed knowledge in discoveries for
practical purposedlso, (Hijazy, 2006) classified infrastructure and technology into
three main components:

Hardware this is the devices, equipment, and material componentsriaisedor
transporting, storing, processing data and information. Examples for this include
computerscomputer equipmenand networks that transfer data and information.
Software: are deililed instructions that arrange the processes of information
systemsand this undertakes three main tasks: managing resources and computers in
the organisationdelivering those resources to the employees, mediating between the
organisatiorand the storedhformation (Laudon & Laudon, 2007, 172). Examples of
this include the different operating systems, support software, spedialised
programs.

Knowledgeware: are the sources that data and knowledge bmamccessed from
Examples of thignclude all types of libraries, the internetentresof information

sources, humanitarian sources. However, information technology is:

Beneficial and ideal using and investing in different knowledge and looking for the
best alternative for getting information easily thaltes us towards the direction of
knowledge.In addition that informationis providedto people that want it so that

they can benefit from it and later exchange it and for this information to be provided



quickly and on demand for the needs of the taskkduties that a modern human
being faces (Qandalachy, Aljanaby, 2005, 30).

2.41.4. Providon the Necessary Human Capital

The humanitarian side is consideradnaincomponent of KM and it is the most
importantcomponentrom which KM can succeed in achieving goals because it is a
base for KM. These humans are known as knowledgebersand their duty is to
undertake necessary activities for creating, storing, and distributing knowledge in
addition to setting required @grams. Therefore, the minds of these employees are
the greatest rules for data amdormationand anorganisationneeds to allow any
individual to talk about the knowledge they have so that other individuals can
benefit. Individuals with expertise need be allowed more to talk about their
expertise so that individuals can be a part of it and the person with the knowledge
needs to be valued and respected when he provides his knowledge and information.
Also, the organisationneeds to encourage and awand tndividual that shares his
knowledge, information, anexpertiseso that otherindividuals get encouraged
because of him to db¢ same (Mertins, K., 2001, 2).

2.4.2. Cognitive Awareness
Consists of planning and implementation &mdrmation Security
2.4.2.1. Planning and Implementation

Planning and implementation are considered as the main part of setting a main
organisational strategy, and the part of which is related to KM is more important and
has more problems because it is hard to measure hal ofuithe objectives have

been achieved and generally measuring how effective KM has been on the
organisational performance-or that reason, this subject has been practically
researched. And globally examined to come up with a standard for evaluating the
effectiveness of knowledge in achieving outcomes. And later investigating the
measurement of the achieved goals and using these methods in the real world so that
a suitable strategic design can be obtained and used to put KM intd hese

strategies inclde:

- Spreading awareness and creating a participatory cultutenafledgein the

organisation



- Identifying the sources of knowledge in tleeganisationand later observing
knowledge plans.

- Providing the ways of accessing the internal/external ssyisystems, policies,

and reviews.
- Providing electronic devices for the process of KM.

- The existence of open communication management and internal and external

exchange of information.
2.4.2.2. Information Security

A computer stores greatamount of sensitive information about individuals and
organisationslt shares this information between its users using the different types of
networks. Thereforethis requires security and protection so that this sensitive
informationis not lost(Yahya 2006). Information security secures information from

the dangers that it faces by providing the required equipment and methods to prohibit
access by unwanted individuals and guaranteeing the safety and correctness of these

connectiongWhitman, et al., @11).



CHAPTER THREE

KNOWLEDGE MANAGEMENT AND LEADERSHIP

3.1. The relationship between Leadership and Knowledgdanagement

In a working environment that is getting more and more complex, it is the duty of an
organisation to find an effectideadership style to support its KM at all managerial
levels. In this context, it does not only need one knowledgeable leader, but it also
needs an effective organisation which depends on effective leadership instead of a
leader(Singh, 2008, 5). Therefor¢he leadership researchers have focused on KM
and theorganisationalearning (Johani el., 2001, 89).

According to (Grass, 2010, 6), because of the change in the external environment and
complexity oforganisationsa leader in the high ranks ofgansationshas a very

hard job if he or she does not have collected information. Also, publishing this
information and KM is related teffective and suitable leadershiplso, a suitable
leadership environmenms related to all the internal and external complexities of the
organisatiorthat directly affects the products, the structure, and the performance of
the operation of therganisation(Grras, 2010, 12). To add to that, (Salo, 2009, 97)
says that KMis male of the power of the leader that enables him to identify the
vision and message of tlreganisation. Alsohe would able to create a supportive
environment and be open to change for the KM. From what we have till now, it can
be seen that there iscarrdation between leadership and KMhis meanghat KM

needs a supportive leadership style, and leadership needs KM to use it as a power for
undertaking his tasks and work effectivelylsé, leadership plays a great role in
generating knowledge andrganisabnal competitive features. Ineducated
organisationsleaders put responsibility on themselves to finish tasks and duties.
Leaders have experience, vision, skills, qualifications, difidrent knowledge and
theyare needetbr directing theorganisatiorand managing igenerally It is also the
leaders that can takan organisatiorin better directionsin the same vein, they
influence individuals and employees effectively by supporting them, directing them,
inspiring them, motivating them for collabokat, sharing knowledge, and
motivating themalways to learn

Leadership in developedrganisationsis not like leadership in conventional
organisationghat identify plans, set policies and make decisiomepresentative
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Instead, inan educatedrganisatn, a leader always learns the ways of mental
analysingand how to think. For that purpose, he always uses the advance techniques.
In this case,a leader always encourages employees to discuss and exchange
opinions. He works with the employees, so he eagressise them to create plans for
them.Beside he always tries to create a suitabtganisationaknvironment so that
employees can easily learn and innovate. Moreovegives the wayo contribute in
creatingorganisationafjoals and he takes into osideration their perspectives and
visions for the future of therganisation Hence, the leader put his employees on
shared responsibility in different situations so that his employees have more chances
to learn (Makawi, 2007, 168169).

Because of thismployee encouragement by the leader in developghisationsit

can be observed that a leader plays an importanteffedtive role in spreading
knowledge, encouraging individuals in sharing it, and generatingkmewledge

The researcher put the lead of developedrganisationsas an example here
becausd¢o show the difference between the style of leadership and its relation to the
development of theorganisation The style of leadership for conventional
organisationgeader, that usually work for gpecific amount of timés far from and
irresponsible of innovation and knowledge creation. In other words, leadership styles
have an integrated, complementary, and exchanging relationship with KM because a
leader plays the primary role in encouragingvitiials to do anything whether good

or bad, has benefit for therganisatioror not. Since knowledge is a human act and
exists from the humanitarian sources, thusrganisationsit is up to the capable and
skilled leaders to show the ways of using kitemlge and how its generate@nd its
mechanisms.

In developed organisations leaders are faced with new technologies and
globalisation Those leaders als@mphasiseon values, facts, abilities, and
knowledgeable proficiencies for the employees and engeuftem to participate in

all actions that are related to knowledge.
3.2. The Duties of Leaders ifDrganisationsthat Depend on Knowledge

1- Training the employees this is related to teaching employees new technologies,
innovations, and the style of worlkClearly, a leader needs to be an expert in

motivating employees and to be ready to face any employee when making changes.
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2- Encouraging freedom and actions of information and new knowledge
generation: leaders must encourage employees to try and findinfsmation to
generate new knowledgk.is done by creating a suitable environment and giving the

employees freedom to do actions that support new knowledge generation.

3- Providing different sources to increaseorganisational dedication: a leader
needsto provide different sources for the employees so that they understand group

participation.

4- Leading the organisation by the principles that govern it: clearly, a leader
always needs to keep in mind that the principles of the individuals play a gesat rol
knowledge actionsAlso, a leader needs to do his leadership based on those
principles,and he needs to change his motivation and encouragement technigues on

the individuals according to the level and style of the employees and the work.

5- Rewards exemplary employees:the leaders of thoserganisationsreward
employees that participate in the processes of knowledge generation, innovation, and
the developearganisationahctivities. Clearly, employees that participate the most

are seen differentlyybthe leader andre rewardedinancially and morally.

6- Help in the works and tasks of individuals to develop group work:during
work, a leader looks for steps to makeimdlividualswork on the same level for the
same purpose. For that, they becomeupsp and by the mental power and
knowledge of all of them they help each other assistthe process of innovation,

and the tasks run mosenoothly and efficiently

7- A leader gives some of his tasks to developedrganisations and
organisational learning: a leader does this so that through those tasks he could let
them also know about the abilities of the employees andrtf@nisationin general

so that theorganisationcan focus on the positive and negative sides of the

employees.

8- Individuals partici pate in the vision and defining strategy a leader works on
making the individuals participate in the goals and strategies ajrgamisationso
that the employees know what they are working on and whabr@nisation
requires of them (Qandalchy, Alonye2012, 350).

Also, (Nelke, 2010, 2) thinks that the role of a leader in K¥hadeof four things:



1- You know what you know: this is identified as a good state in KM
However this cannot happen if the rules of Kdte improvedthrough
making it easy to reach nekmowledgeand information and encouraging
knowledge sharing at all times

2- You know what you do not know: this is identified as an undesirable state
because there is a gap in information and knowledge, and the leadgr nee
that information and knowledge. Therefore, a leader must be aware of this
gap and focus on finding information and knowledge as soon as possible
so that he can reduce this gap

3- You do not know whatyou know: this is one of the common phenomena in
large organisations In this case, a leader must make the process of
sharing knowledge easier using different ways and capabilities

4- You do not know whatyou do not know: this is identifiedasa formidable
situation; however, it is not very common. In this ¢aséeader needs to
make an extensive and open diagnosis on information and knowledge
inside and outside of therganisation He also needs to make the process
of sharing knowledgesasier,and it is his duty to monitor external
information and knowledge & affect the work of therganisation

3.3. The Ten Characteristics of a Knowledge Leader

A knowledge leader is known for maharacteristics whickve cansummarisen

the ten characteristics listed below:

1- They have a clear vision for the knowledgied KM agenda in a way that the
always think about their daily work and always try to understand the environment

and the goals of knowledge.

2- They support and encourage the creators and inventors of knowledge.

3- They have an inclusive vision th& mad from the views oforganising

technology, strateggtc

4- They use processes @s apparat ability with the framework of therganisational

work.

5- They depend on the success of knowledge even if balancing the expenses and

benefits may be hard.



6- They usdive connections in marketing and rearranging the size of work.

7- They create active and continuous interactions at all levels; costumers, experts,

and employees. (They use a wider range of humanitarian networks)

8- They depend on creating vkimg groups which have different experts as their

participants.

9- They are open and curious which makes theroouragemenfor learning and

innovation.

10- They develop incentive programs and human resources that contribute to the

development obehavioual changgEl-Hamshary, 2013, 280).
3.4. The Ten Characteristics of Weak KMLeaders
The characteristics listed below are of those leaders that are weak in KM:

1- They use simple knowledge as a sample for information and databases without

totally understanding what the knowledge is.

2- They publish knowledge at their disposal very easily claiming that that knowledge

is more useful and needshe published

3- They work in empty pockets without providingirong support for KM and
deliberately takethe responsibility from knowledge systems and give it to

information systems.

4- They focus on knowledge in small processes instead of focusing on knowledge in
long processes that are related to creating, saving, developing, and putting

knowledge into actin.

5- They blindly implement the processes of change for the rearrangement of
managerial processes without understanding lthgis of the knowledge thats

related to it.

6- They shrink the external knowledge sources without counting for the vital

knowledye that mighbe lost

7- They assume that technology is only an answer to KM like an expert system it

only can be used for arranging and using knowledge.

8- They like freeing general intellect which might be related to the environment that

claims that knwledge is power.
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9- They know all the answers, meaning that they are not open to new opinions and
are not comfortable with that subject.

10- They assume that KM is a shaerm project or progranfEl-Hamshary, 2013,
281).

3.5. The Requirements of Smart Knwledge Leadership

Knowledgeable actions and works require a smart leader that can ease the process of
using knowledgeindecisive times for competitive features, and ths done by

undertaking the below requirements:

1- The Considering expertise of knowlege in the organisation this is the
consideration of abilities, expertise, and the skills inventory and these elements

cannotbe replacedand production cannot develop if these do not exist.

2- Compensating for the shortage that le®n maden the envionment of the
organisationas a reaction to the resistance from the external environment and this

compensatiots donethrough cooperation and change.

3- Having active knowledge about the external market and the deceiving nature of
competition in the market and understanding the role of innovation and ideal

performance in countering it.

4- Instant response in the environment of exteroajanisationsespecially
customes, suppliers, government, and the public and the chances of threats in these

environments.

5- Standards depend on time by innovation in designing the product and redesigning
it which represents feedback which controls the activities of new knowledge &y tim
(Skyrme, 2002).

1 Leadership and Culture and Knowledge Workers (its creators)

1 Leadership and Culture

One of the characteristics of knowledgeabiganisationss that they are flexible
and open to getting new information and thlsaracteristicneeds to @wpport its
culture and th@rganisatiomeeds to be innovative in encouragement and support its
employees so that they show total dedication in themselves in cutiuaedition

the organisatiomeeds to be innovative in managing renewal igdsks and this

needs a revolution in directing values dsdhaviourgSchein, 2004, 291).
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Organizational Culture is diverse, including cultures of cooperation, coexistence,
assistance, and conflict. The duty of knowledgeablganisationsis to create a
cooperatve culture to encourage and generate, and share knowledge. The focus on
the culture of knowledgeabteganisationss how they can make the employees be a
part of the actions ddnowledge and that is by trusting them in solving problems and
their understading of the duties of the company. To achieve these elements, we need
the abbreviation "SMART" whicis madeof:

Support: this support is done by the higher management
Motivated: motivating the employees and prospering their efforts and abilities.

Authority: giving authority so they can head in the strategic direction of the

organisation
Responsibility. how muchimportantresponsibilitiesare giverto the individuals.
Trust: Trustingthe employees (Alali, 2012, 353).

These are considered as a part of the culture of the knowledgeghtesationand

are intangible assets. The role of the leadership in this culture is to help the
employees understand the obstacles that face them in their work and to train them so
that hey can practice an ideal way of work and trust themselivés.doneby the
organisationatulture that allows the employees to do theark and even if they

make a mistake they can learn from it, and they need to create the standards of

decision makingnd be a part of the vision and information.
3.6. The Job and Roles of a Knowledge Leader (Head Knowledge Officer)

A knowledge leader is known to do the duties and worksoWwledge asn officer,
and this officer does things from the following:

1- Increasing return on investment in knowledge through processes,
employees, and technology.

2- Participating in different actions and increasing the participation of
employees.

3- Improving and encouraging company inventions and making products
better for busines

4- Decreasing the migration of brains or the loss of knowledge in all the
differentorganisationalevels.
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However, the roles that he uses in undertaking his roles are:

1- Change Agent:works on transforming tacit knowledge into explicit knowledge

so that individuals can have a part in that knowledge.

2- Investigator: works on analysingproblems and finding needed solutions for

them.

3- Correlation Officer: links the expectation of emplees and how they can be

obtained and systemized by KM.

4- Listener: Listensto employees to understand their opinions and later collecting

the outcomes by the interaction between them.

5- Politician: to be able to solve existing problems without causing other
problems arise (Tidd, Joe, 2000).

Figure 3.1.The role of leadership activities in the activities of knowledge
creation

Leadership
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Organizations in the field

of Knowledese
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Expanding the Knowledge
Stores

Source:Kumar, N., & Che Rose, R. (The impact of knowledge sharinglslathic work ethic on
innovation capability, 2012)142



3.7. Styles of Leadership and Knowledg8haring

According to (Singh, 2008, 4), the product of an organisation is dependent on a
comprehensive amount of correct management of leadership, andlipatsisg the

suitable styles of management and leadership. Here, we will divide the connection
between leadership styles and knowledge sharing into two parts, an outcome that
researchers have concluded to the two parts is traditional leadership styles and

advanced leadership styles and thelation to knowledge sharing.
3.7.1. Traditional leadership styles and knowledge sharing

According toGreen, (2008, 1920), there is not a suitable bureaucratic leadership
style for the rush of information and knowleddn anorganisation a bureaucratic
leader asserts on thgarticulr laws for undertaking dutieélso, this leader haa
particulardivision of authority and responsibility and the hierarchical connections,
high surveillance, and other reasons make the leader have more surveillance on the
processes of the rush of information rather than being an encourager for the
processes of knowledge creatiand sharingMoreover, (Bligh et al, 2006, 309)
affirms that leadership depends highly on the way the leader treats the employees and
considering the hierarchical connection and having these do not mean that the leader
is a good knowledge manager; a leatigp should allow the employees to participate

in decision making, solving problems, identifying opportunities, and facing the future
of the organization and these are more suitable for the processes of renewal and
innovation and it would give more abylifor the processes of KM to be improved
(Nonaka etl., 2000, 22)Claimsthat the process of knowledge creation and sharing
cannot happen under the rule of traditional leadership and the reason for that being is
the central surveillance and too much detq for the information. However,
leadershipneeds to be able to have an active interaction with the dynamic
environment. Therefore, (Jahani a@t, 2011, 90) says that leaders need to change
their bureaucratic leadership styles to supportive leadesghips for knowledge
sharing and to find newnowledge In addition (Srivastava etl., 2006, 1241)
indicated that a bureaucratic leadership impairs knowledge sharing.

Moreover, (Singh, 2008, 11) sees that directed leadership makes the employees feel
like their actions are under surveillance and this makes their actions go towards

creating, collecting, attracting, storing, arranging, publishing, sharing, and using



knowledge so that no one holds them accountablehfar actions. However, the
individuals reed freedom in testing and innovation.

Other researchers think th&ee leadership has a negative relation to KM. For
example, (Chen & Barnes, 2005), (Crawford, 2005) and (Venter, 2008, 4) think that
the leader that gives and underminesatthorityandbelieves in the importance of
participation gives the employees a chance to learn and a ground for knowledge
sharing.In addition (DeHaven, 2007, 6) says thatgoodleadership style for a
knowledge leader would be a leadership thalirectedoward the individuals rather

than the duties and this goes along with servant leadership. DeHaven also mentioned
that servant leadership emerged as a leadership comparison that fits the leadership
specifications needed to creatmanisationaknowledge and protéiag it from the
challenges of the working environment in theentyfirst century because this

leadership style supports learning, improving, and stability of employees.
3.7.2. Advanced leadership styles and knowledge sharing

(Bligh et al., 2006, 297)Iindicatethat the difference in knowledge is investing in
intellectual capital and therefore traditional leadership is not suitatyimore,and

we need to find suitable leadership styles for those differences in knowledge.
Participative and transformatiahleadership styles are known as the most suitable
because they encourage sharing and creating new knowledge. Sharing and creating
knowledge are dependent on the abilities of coordination and integration between
opinions, and the different backgrounds e{pertise and methodologies of the
employees. There is not a particular leadership style for achieving this integration
actively, and therefore participative leadership is a suitable one because it represents
the process of dynamic activation of interaatiwmetween the individuals and groups

for the purpose of leading each other for achievanganisationalbnd cumulative

goals (Green, 2008, 20Mentionsthat transformational leadership is more suitable

for the processes of knowledge creation and shaniranorganisatiorbecause this

style cares more about the needs of the employees and participates in changing self
interests of the employees to the interests of diganisationand it focuses on
achieving longterm outcomes rather than shtetm ones. herefore, a leader here
supports the processes of publishing information and knowledge and sharing tacit
knowledge.Also, transformational leadership provides the employees with a vision

for the future and makes them more aware of the importance of grasin
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knowledge. Moreover, (Shao &k, 2012, 12) thinks that transformational leadership
has an indirect effect on sharing knowledge and the action of sharing tacit knowledge
and that is byrganisationatulture and the elements of improvement, hietiaeth
connection, collective, and ripening culture. Not to mention, lots of researchers have
insisted that therés a positive connection between transformational leadership and
KM. e.g (Crawford, 2005) and (Chen & Barnes, 2005).
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CHAPTER FOUR

THE GENERAL FRAMEWORK OF THE RESEARCH

4.1. Research Problem

Noticeably, a university is one of the main factors that contribute to generating
knowledge and providing the requirements of knowledge by the suitable
management of knowledge through those people whaeapansible for KM. In this
context, the HoDs are essential because they directly interact with the process of
scientific research and provide suitable services for the students and the community
in general.

The University of Salahaddin is known to be orke tlee biggest and oldest
universities in the Kurdistan Region of Irag due to the number of its colleges and
departments. Therefore, it is crucial to search for its problems on how the process of
knowledgeis managedand how the requirements for atre provided. Then, This
research aims to find suitable leadership styles for these processes antbtthget
realisationof which leadership styles provides us with the requirements of KM.
Undoubtedly, the more KNmplicatesbetter and more positive resolh improving

the university as one and the community as a whole. On the other hand, the less KM
amount implicates moneegativeeffects. Ultimately, it would restrict knowledge and
science. Besides, it becesian obstacle for improvemeRtom what carbe found

in previous researchesjany variables affedtnowledge Creation and management
especiallyin universities.One of those variables is the leadership style;afehs an
effective and suitabldeadership style such as the Democratic style, then the
requirements for knowledge creation are provided, and improvement could occur.
However, if there is munsuitablestyle similar to the Autocratic or Laisséare

styles, it might create an obstacle on the way of improvement, creation, and on the
requiremats of KM. Therefore, the research problem dan gatheredn the main

question:

O0Whi ch styl e of |l eadership -fapmascrati c
relationship and effects on Kiowledge Management requirementswith their
two components @gnitive needsand Cognitive awarenessfor the Heads of

Departmentsof Salahaddin University®



Thismainquestion cafre madento two sub-questions:

1- What is the level of leadership styl@emocratic, Autocratic, Laissdaire)
and Knowledge Management requirementwith their two components
Cognitive needsand gnitive awareneskr the Headsof Departmentsof
Salahaddin University?

2- What is the nature of the relationship and effect amaagldrship stgs
(Democratic, Autocratic, Laissdaire) and Knowledge Managaent
requirementswith their two componentsCognitive needsand gnitive

awarenes®r theHeadsof Department®f Salahaddin University?
4.2.The Importance of Research

The innovations, improvements, and challenges that come upon all aspects of human
life have made KM important and necessary for any improvement to be possible in
an organisation. Especially in educational organisations because these organisations
participate directly in educating individuals by creating and increasing new
knowledge sohat the organisation can continue with its services and compete in the
direction of getting to be bettdfdence, it is necessary to hire suitable people for each
position, especially in universities and their HoDs. HoDs can play their important
roles in ledership while serving the processes of knowledge and providing all the
aspects of KM. They can together keep the university at a high level and be able to
improve innovation and new knowledge so that they can best serve humanity.

The University of Salatddin / Erbil is known to be one of the oldest and biggest
universities in the Kurdistan Region. Thmiversity plays an effectiverole in
developing and enlightening the people of the Kurdistan Region as a whole. Due to
the majority of the employees' especially in Erbil and Kurdistan as a whole are
graduates of this university. Also, they work in different areas in the departments,
ministries, andgovernmentalfacilities. Therefore, this university has ispecial
importance in knowing the amount of KMR and usingphegperleadership styles so

that they can improvand innovate in varies fields.



4.3. Research Obijectives

This research aint® identify and investigattheimpact leadership styles on KMR at
SalahaddirUniversity. The researcher h&mghlightedfive important objective of

this research as follows:

1- Identifying the leveKMR with their components CN and Clar the HoDs of
Salahaddin University.

2- To identify the level of Leadership styles (autocratic, laiss@z and

democratic) of Salahaddin University.

3- To show the inportance of KMR andto clarify the relationkip between KMR
andLeadership styleand secondaryariables like gender, scientific qualification,

and years of experience for tHeDsof Salahaddin University

4- To identify the impact of leadership styles and other variables or the extend
through which they can be used to predict KMR in conjunction with their two

components CN and cognitive Gér theHoDsof Salahaddin University

5- To offer suggestions and recommendationgtiose involved in KMR, so that
they can contribute to the development and improvement performance at

Salahaddin University.
4.4. Research Hypothesis

First: There is aelationshipbetween KMR and leadership stylédo)
This main hypothesis is leadinggeveral sulhypothesis as follows:

There is aelationshipbetween leadership styles and GN1a)
There is aelationshipbetween leadership styles and GA1b)
There is aelationshipbetweerdemocraticstyle and KMR(H1c)
There is aelationshipbetween Autocratic style and KM 1d)
There is aelationshipbetween Laissefaire style and KMR(H1e)
There is aelationshipbetween CN andemocraticstyle. (H1f)
There is aelationshipbetween CN and Autocratic stylgilg)
There is aelationshipbetween CN and Laisséaire style.(H1h)

There is aelationshipbetween CA andemocraticstyle. (H1i)

=4 =2 A 4 -4 -4 -4 A4 -4 -

There is aelationshipbetween CA and Autocratic styl@g1))



1 There is aelationshipbetween CA and Laissdaire style.(H1k)

Second:There is an impact of leadership styles on KNHR1)
This main hypothesis igading to several stypothesis as follows:

There is an impact déadership styles on CKH?2a)
There is an impact déadership styles on CAH2b)
There is an impact afemocratic on KMR(H2c)
There is an impact afutocratic on KMR(H2d)
There is an impact dhissezfaire on KMR.(H2e)
There is an impact ddbemocratic on CN(H2f)
There is an impact diutocratic on CN(H2g)
There is an impact daissezfaire on CN.(H2h)
There is an impact afemocratic on CA(H2i)
There is an impact @futocratic on CA(H2j)

There is an impact daissezfaire on CA.(H2k)

=4 =4 4 4 4 4 -5 4 4 5 2

Third: There is anmpactandrelationshipbetweeneadership styles with the other
subvariables such as (Gender, scientific quadifion and years of experiendeMR
and their two components CN and QRAo02)

Research Model

Based on the literature review, the independent variable is Leadership styles with
their components (Democratiutocratic & LaisseZaire) and dependent variable is
Knowledge management requirements with their components (Cognitive needs &
Cognitive awareness)

Figure 4.1 Research Model

Independent Variable Dependent Variable

Leadership styles Knowledge Management
I > requirements
Democratic Cognitive needs
Autocratic Cognitive awareness

Laissez-faire




4.5. Methodology

The methodology of this thesis includes the design researciddntifying the

dependent variables (Knowledge Management requirements) and independent
variables (Leadership style). The researcher used the sample descriptive/analytical
method because it is appropriate to the model of the study and the objectives
purposed to be achieved, and the nature of the data to be collected. Moreover, this
study found that the questionnaire is the most suitable tool to achieve the objectives

of this study and statistical software (SPSS) V.23 used to analyses the data
4.6.Research Population

The researcher chose the Salahaddin University because Salahaddin University/Erbil
is the oldest, biggest public university in Kurdistan region. Also, the topic of the
thesis is about Leadership and Knowledge Management, for that rélason
researcher considers the heads of departments as the leaders. Because they consider
his/her tasks and duties as leader and they are known as active and productive
member in the elevating level of the college such as improving the process of
scientific research and innovation. This University was founded in 1968; it enrols
more than 25000 students in programs from-fgaar baccalaureate curricula to PhD
programs in 80 fields including Engineering, Science, Law, Agriculture,
Administration, Fine Arts, Anguages, Teaching methods, &the University has

more than 2100 academic staff, 3,000 employees in administration and professional
staff. As a comprehensivepostsecondary educational institutiorfalahuddin
UniversityErbil offers a broad range of aaadic programs that lead to
baccalaureate, higher diplomanasters and doctoral degrees. The researcher
conducted this research from the HoDs for all departments at the Salahaddin

University.
Academic Units

Salahaddin University/Erbil offers twelve AcademiColleges and their 71

departmentsvhich are

1 College of Science:Mathematicsi Physicsi Chemistry i Biology i

Geologyi Environmental SciencésComputer.



1 College of Engineering Civil Engineeringi Electrical Engineeringi
Mechanical Engineering Architectural Engineeringi Software and
Informatics Engineering Dams Engineering Surveying Engineering.

1 College of Arts: Sociology i History 1 Geographici Archaeology 1
philosophyi Mediai Phycology- Social Affairs.

1 College of LanguagesKurdishi Arabic i Englishi Persiani Turkishi
Frenchi German.

1 College of Administration and Economic Business Administration
Economics i Accounting i Statistics i Finance and Bankingi
Administration Organisations Tourism.

1 College of Agriculture: Animal Resourcei Food Technologyi Plant
Protectioni Soil and wateii Field Cropsi Horticulturei Forestryi Fish
Resource and Aquatic Animals.

1 College of Education Mathematicsi Biology T Chamistry i Physicsi
Kurdish Lang.T7 Arabic Lang.i7 Syriac Lang.i Special Educational
Psychological SciencésComputer Unit
College of Law and Political ScienceLaw 1 Political Science.

College of Physical Education Basic Science Team games Individual
games.

1 College of Basic Education English i Kurdish - Social Sciencel
Kindergarteri General Scienceé Mathematics Scientific Affair.

1 College of Islamic StudieslIslamic Studie$ Sharia- Religion Principles.

College of Fine Arts Plastic Arts- Music Arts- Cinema Arts Theatre Arts.

4.7.Research Sample

It includes the HoDs of Salahaddin University/Ergtiaff holding(PhD & Master)
degrees in all colleges at tBelahaddinUniversity, which includeseventyone(71)
departments according to acadeiygar of University (2012016). So, the sample
was takerfrom Complete Census sample

The sample and community of the reseagitithe variables of theesearclas the
HoDsare an important sourcd knowledge in theiniversityalsofor them playing

the role of leaders and using leadership styles in the departments. Therefore, the

reearcher here chose this samplerther, the researcher choicéd these three styles
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of leadership, which arautocraticjaissezfair and democraticis related to well
known of these stylesccording to literature veew. Also,many resarchers have
focused orthese three stylesuch as the studies ¢iMlanners, 2008)Nassir, 2010),
(Bhatti et al., 2012), (Hassan, et al., 2013), (Wat@|l., 2014) and (Mohanty &
Chatterjee, 2017)

4.8.Data Collection

To reach the necessary data and information to answer the questions about research

and testing of hypotheses were available which Bameemethods as follows

1. The Theoretical Side:It adopted the researcher to cover the theoretical
aspect of the research which is available from Arabic and foreign sources on
the subject of the study including the following

1 Books.
1 Thesis and dissertation.
1 Journal.
1 Studies.
1 Conference proceedings.

1 The international information network (Internet).
2. The Practical Side: The researcher depends on the implementation of the
practical study on personal interviews with a number of HoDs at the
Salahaddin/Erbil University. To clarify on the study subgstvell as taking
the data will be helpful for research, then the researcher found that the
guestionnaire is the most appropriate instrument to get data.
3. Time Limits: The researcher took 25 days for distribution and collection of
questionnaire data fno 1/9/2016 to 25/9/2016
4. Spatial Limits: Limited to the Salahaddin University, (http://su.edu.krd/)

Kurdistan Region of Iraq
4.9. Questionnaire Design

The researcher designed a questionnaire according to the followingT™iepstudy
consists oftwo main sections: First section: It is the personal characteristics of the

respondent such as: (Gender, scientific qualification and years of experience).

The second section is the areas of study, and the questionnaire consists of 59 items,

divided into tvo main variables:



The first variable: Knowledge Management Requirements contains 27 items where it

is divided into two components:
1- Cognitive needs: consists of 18 items.
2- Cognitive awareness and consists of 9 items.

The second variable: Leaderslsityles consists of 32 items where it is divided into
three components:

1- Democratic: consists of 11 items.
2- Autocratic: Consists of 11 items.
3- Laissezfaire: Consists of 10 items.

As presented in the table 4tle researcher got these item measurdsmi&om two
mastertypes of researchFor the item measurement for Leadership estythe

researcher depended on: (Nassir, 26lQ) e ader shi p Styl es and t

Job Performanceo. This research is prese
obai ni ng a masteros degree i n Business
Management)

For the item measurement for KM the researcher depended on:

(El-Zatma, 2011 KM and t heir | mpact on Perfor man
has provided an update onthereqgeime nt s f or obtaining a ma

The reason that the researcher depended on thesypes of researcfor setting
item measurements is that these tymes of researchre close to the subjects of the
researcheralso for them previously successy used. Moreover, the researcher
presented these item measurements for three experts for reassurance about the
correctness of the composition of the text and these three experts are:

1- Assist. ProfDr Hezha Badr Khan Sindy (in the KM field)

2- Prof.Dr Yousif Hamasaleh Mustafa (in the Personal Psychology field)

3- Prof.Dr Omer Ibrahim Aziz (in the Educational Science field)



Table 4.1 Questionnaire Design

Number Field KM & Leadership Number of
Statements

Cognitive needs 18

1 KMR

Cognitiveawareness 9

Democratic 11

2 Leadership Autocratic 11

Styles
Laissezfaire 10
Total 59

_- The researcher used a scaleliak(t -quinet) to answer the statements as:

Levels Strongly Agree Neutral Disagree | Strongly
Agree disagree
Points 5 4 3 2 1

4.10. The Research Tool

The researcher used the questionnaire as a tool for the research, which is an
appropriate tool to obtain data, information, and realities associated with a certain

fact. 71 questionnaires were distributed. Also the samplesefarch which included

all 71 the heads of departments. This study Depending on (Richard Geiger equation).
To distribute the questionnaires, 71 responded for the heads of departments of
salahaddin University, which represents the 100% and to reach jdai\ab of the

research, the researcher has depended on the descriptive and analytical approach.

cy



4.11. Results

This chapter of this study (The impact of Leadership styles on Knowledge
Management requirements at salahaddin University), clarifies the reduttse

study, what was discovered the researcher, what are the results from the analysis of
the collected data, based on the-giscussed literature review. In terms of data
analysis, the descriptive analysis was used to provide information that intioéves
biography of the respondents. The researcher used-tast To knowing level of
variables and their components, multiple regression analysis in order to demonstrate
the impact and effectiveness of the dependent variables and independent variables. It
should be mentioned that the researcher distributed (71) and the sample of research
which included all (71), staff holding (PhD & Master) of Salahaddin University.
However, (71) responded, and this represents (100%). The researcher used the
Richard Geigeequation for distributing the questionnaires. The researcher depended
on V.23 of the SPSS software for analysing the received data. The statistics of the
members of the study sample including (Gender, scientific qualification, and work

experience) were aitysed.
4.12. Demographical Information

Gender
Table 4.2 Gender of the Respondent

Frequency] Percent

Male 61 85.9
Valid
Female 10 14.084
Total 71 100.0

As represented in the above table, among 71 participants in this study, 61 were a
male who account for 85.9% alfi those involved whild.0 of them were female with
the percentage of 14.084%.
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Scientific Qualification

Table 4.3 Scientific Qualification of the Respondents

Frequency Percent
Assistant 25 35.21
Lecturer
Lecturer 20 28.16
Valid Assistant Prof 24 33.80
Professor 2 2.81
Total 71 100.0

The table demonstrates the educational level (qualifications) of the participants. As it
canbeseef rom t he above table, the higher ra
(35%, n = 25), were with the qualification of Assistant Lecturer. Whereas, thaf rest

the other groups, Assistant Professor, Lecturer and Professor were only (33.80%,
n=24), (28.16%, n=20) and (2.81%, n= 2) respectively.

Work Experience of the Participants

Table 4.4 Work Experience

Less than 5 years 8 11.26
From 510 years 20 28.16
Valid
From 10615 years 22 30.98
More than 15 year 21 29.57
Total 71 100.0

The above table shows the tenure years for the respondeniisisAgbvious, the
higher rate of the respondents is fréme groupfrom 10-15 years (30.98% n= 22).
Whereas, the rest of the participants work experience, More than 15 years, -From 5
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10 years, Less thah years and were only (29.57%, n=21) (28.16%, n=20), and
(11.26%, n= 28) respectively.

Table 4.5 Description the cognitve needs

Retro | Mean | Sum Level Descriptio | Statemen
n t

strongly Disagree | Neutra | agree | strongly
disagree I agree

4 3.58 254 5 10 11 32 13 N 1
6.6 14.1 15.5 455 18.3 Percent

9 3.23 229 4 11 23 31 2 N 2
5.6 15.5 324 43.7 2.8 Percent

12 3.14 | 223 1 14 33 20 3 N 3
1.4 19.7 46.5 28.2 4.2 Percent

14 3.07 | 218 3 20 22 25 1 N 4
3.4 28.2 31.8 35.2 1.4 Percent

1 3.69 262 0 6 14 47 4 N 5
0 8.5 19.7 66.2 5.6 Percent

3 3.68 261 0 10 13 38 10 N 6
0 14.1 18.3 535 14.1 Percent

2 3.69 262 0 5 23 32 11 N 7
0 7 32.4 45.1 155 Percent

5 3.52 | 250 2 16 7 35 11 N 8
2.8 22.5 9.9 49.3 15.5 Percent

6 3.32 236 3 15 15 26 12 N 9
5.7 21.1 21.1 331 16.9 Percent

17 2.66 189 8 33 19 6 5 N 10




10.9 45.7 26.8 8.9 7.9 Percent

18 3.48 176 10 32 24 4 1 N 11
11.9 451 33.8 6.9 1.4 Percent

8 3.24 | 230 8 10 12 39 2 N 12
11.3 14.1 16.9 54.9 2.8 Percent

10 3.18 226 6 21 11 24 10 N 13
7.6 29 15.5 33.8 14.1 Percent

13 3.1 220 13 15 4 30 9 N 14
18.3 21.1 5.6 42.3 12.7 Percent

15 3.06 | 217 1 23 26 13 8 N 15
1.4 32.4 36.6 18.3 11.3 Percent

16 2.76 196 8 24 19 17 3 N 16
11.3 33.8 26.8 23.9 4.2 Percent

11 3.18 226 5 15 16 31 4 N 17
7 21.1 22.5 45 4.3 Percent

7 3.3 234 2 11 30 21 7 N 18
1.9 16.4 42.3 29.6 9.9 Percent

4.13. Questionnaire Reliability

Cronbach s alpha reliability coefficient
there is no |lower |Iimit to the coefficie
is to 1.0 the greater the interr@nsistency of the items in the scale. Moreover, the
foll owing rules of thumb are proviided f
Excellent, _ > .8 Good, _ > .7 Acceptable, >.6 Questionable, _ > .b Poor,

and_<.5 Unaccept abl e 0 ry(2603)As fjie profcted anl the ¢éable

(4.6), all of the factors; loadings are approximately above 0.7 proving that the study

hasbeen conductedith good discriminate validity



Table 4.6 Questionnaire Reliability

Variables Cronbach's N of Items Reliability
Alpha
KMR (Total) 942 27 Excellent
Cognitive 919 18 Excellent
Needs
KMR
Cognitive .851 9 Good
Awareness
Democratic .893 11 Good
Leadership| Autocratic .852 11 Good
Styles
Laissezfaire 710 10 Acceptable
Leadership styles (Total) .881 32 Good
4. 14. The | evel oftowaw &-paymeatr 6s Per cepti on

Table 4.7 Descriptive Statistics for the Study Variables

Variables Mean Std. Deviation N
K.M requirements 3.12 0.63 27
Leadership Styles 3.33 0.46 32

The above table demonstrates the descriptive statistics for the study variables

(dependent and independent variables). As ibbgious the mean and standard

TO



deviation values for the KMR and Leadership styles were (M=3. 12, SD=0. 63) and
(M=3. 33, SD=0. 8) respectively. Since the mean value is the midpoint of the 5
point Likert scale, it came assertethat the research participants show a moderate
level of perceptions toward KMRn addition the standard deviation value refers to

an acceptabldistribution of responses within the research sample

4.15. The Arithmetic Mean, significance of differences, and Hypothesis Mean of
KMR and leadership styles

According to the first objective, -Test has been used to found the significant

between two means (Arithmetic Mean & Hypothesis Means)

Table 4.8 The Arithmetic Mean, significance of differences, and Hypothesis

Mean of KMR
KMR Mean Std. Hypothesis| Degree | Significance| T.test
- Mean of
Deviation
freedom

KMR 3.12 18.33 3 70 0.05 2.014
Cognitive | 3.21 13.981 3 70 0.05 2.38
Needs

Cognitive | 3.06 5.833 3 70 0.05 0.794
Awareness

The Table 4:8 showsthat the arithmetic mean of KMR equals 85.31 with the
standard deviation of 18.033 and a hypothesis mean of 81. Using the T. Test to
obtain the significance of the difference between the two meanfoiindthat the T.

Value equals 2.014 which iggh relatively to the schedule value of 1.96 and this
difference is significant on the level of 0.0Showsthat thelevel of KMR is
significantly high for theHoDs of Salahaddin University.

About the two parts of knowledgeanagementit is found thathe arithmetic mean

of CN equals 57.93 with the standard deviation of 13.981 and a hypothesis mean of
54. Using the T. Test between the tweans it is found that the T. Value equals
2.38 which is bigger than the schedule value of 13@wsthat the leveof CN is



significantly high for the HoDs of Salahaddin Universi&yso, about the arithmetic
mean for the other part of KMR which is called CA, it is found that it is equal to
27.55 with the standard deviation of 5.833 and a hypothesis mean of 27Tand a
Value of 1.96 and it is not significarBhowsthat the level of CA is average for the
HoDs of Salahaddin University.

Table 4.9 The Arithmetic Mean, significance of differences, and Hypothesis
Mean of Leadership styles

Leadership| Mean Std. Hypothesis Degree | Significance| T.test
styles Dediian Mean of
freedom
Democratic| 4.01 6.771 3 70 0.05 13.934
Autocratic | 2.72 7.900 3 70 0.05 -2.34
Laissez 2.89 6.625 3 70 0.05 -1.308
faire

The tabled:9 showsthat the arithmetic mean of the Democratic style equals to 44.20
with the standard deviation of 6.771 and a hypothesis mean of 33. By comparing
both means by the Test it is found that the T. value equals 13.934 which is bigger
than the schedule value of 1.96 and that difference is significant on the level of 0.05.
Therefore, thelevel of Democratic style of leadership is high for the HoDs of
Salahaddin University.

In addition concerning the Autocratistyle it is found that the arithmetic means
equals 30.80 with the standard deviation of 7.900 and a hypothesis mean of 33. By
comparing both of theneandy the T.Test it is found that thd-Value equals-2.34

and thisare bigger than the schedule value of 1.96 which significant on the level of
0.05. This result shows that thevel of usage of the Autocratic style of leadership is
significantly low by theHoDs of Salahaddin Universityoreover, for the Laissez

faire dyle, it is found that the arithmetic mean equals 28.97. With a standard
deviation of 6.625 and a hypothesis mean of 30 and because\thkid for the

difference between the two means equalslt808 and it did not reach the level of



significance of 0.05We can say that the HoDs of Salahaddin University make little

use of the Laissefaire style.

4.16 Correlation Analysis

The aim of the correlation test is to explain the strength and direction of the

relationshipbetweenthe studied variables. Therefot® examine the associations

between the independent variables and the dependent variable, Pearson correlation

coefficient is used in the present study. Furthermore, the relationships among the

predictors included in this research stuebre tested

Table4.10Pear sonds Correlation Coef fi
Leadership styles Other Variables Hypothesis
variab Leg der Democ | Autocratic | Laissez| Experience | Qualification | Gender
les ship . .
ratic -faire
KMR 0.41 0.38 0.30 0.009 -0.066 -0.127 -0.27
CN 0.22 | 0.156 -0.045 -0.08 0.103 0.185 0.012
CA 0.31 | -0.095 0.23 0.13 -0.141 -0.296 0.113

Multiple correlations between KMR and its two pa@\ and CA, and with the

Ci

ent

three leadership styles and the secondary variables (Gender, Scientific Qualifications,

Years of Experience)Table 410 shows that there isa positive correlation
significance between KMR and the democratic style which is equal &ah8 a
0.30 for the atocraticstyle for the HoDs of Salahaddin Universitymeansthat the
higher the level of KMR would be, the higher the level of democratic and autocratic

styles would be and vice verdaso, there is a negative correlation diggance of-

0.27 between KMR and gendérmeansthat the less the female gender is, the more

KMR would be for the Heads of Departments of Salahaddin University. However,
there is no significant correlation between KMR and the other varibkdéelsaisse-

faire, Scientific Qualificions, and Years of Experiendeor the correlation of both
parts of the KMR, CN and CA, with the other variablessifoundthat there is
positive correlation significance between CN and Democratic style which is equal to
0.156 and a 0.185 with scientific qualifications. Therefore, the higher the level of the

Democratic style and scientific qualifications would be, the higher the level of CN



would be and vice versa. However, no significant correlation dmifdundoetween

CN and other variablesike the Autocratic style, Laissdaire style, Yars of
Experience, and GendeFurthermore, for CA, it is found that it has positive
correlation significance of 0.23 with the Autocratic style and a negative correlation
significan@ of-0.296 with scientific qualifications. Therefore, the higher the level of
CA for the Heads of Departments would be, the higher the level of Autocratic style
would be and vice versd@o add to that, with the increase of years of experience and
scientiic qualifications CA would increase. However, there is no significant
correlation between CA and the other variallles Democratic Style, Laissdaire

Style, Gender, and Years of Experience.

Table 4.11Hypothesis Remarks

Hypothesis Relationship Sig. Remarks
Ho (Total) KMR Z Leadership Styles 0.41 Accepted
Hla Leadership Styles Cogni ti v 0.22 Accepted
H1lb Leadership Styles Cogni ti veg 031 Accepted
Hlc KMR Zz Democratic 0.38 Accepted
Hld KMRZ Autocrati| 0.30 Accepted
Hle KMR Z Laissezfaire 0.009 Rejected
H1f Cognitive Needg De mo cr a| 0.156 Rejected
Hilg Cognitive Needg Aut ocr g -0.045 Rejected
H1lh Cognitive Needg L a i-faire e z| -0.08 Rejected
H1i Cognitive Awareness De mo c r| -0.095 Rejected
H1j Cognitive Awareness Aut ocrl 0.23 Accepted
H1k Cognitive Awareness L a i-faire e | 0.13 Rejected




4.17. Multiple Regression Analysis

Regression analysis has been conducted to determine the effects of the dependent
variable and independent variablésas been done to measure to what extent these

constructs measure the independent variable

Table 4.12Model Summary

Impact | dependent Independent Variables N
Variables
KMR Leadership Styles
Total | Mean Squard F B R? Sig
Yes Residual 1
274.888 13.809 0.41 0.167 | 0.009
Cognitive Leadership Styles
Needs
NoO Mean Squar§  F B R? Sig 2
Residual
188.936 3.419 0.22 0.047 | 0.069
Cognitive Leadership Styles
Awareness
Yes Mean Squarg ~ F B R? Sig 3
Residual
31.125 7.516 0.31 0.098 | 0.001
KMR Democratic
Mean Squar¢ F B R? Sig
Yes Residual 4
270.472 15.161 0.38 0.180 | 0.008
KMR Autocratic
Mean Squar¢  F B R? Sig




Yes Residual 5
277.270 13.097 0.30 0.160 | 0.000
KMR Laissezfaire
Mean Squar¢ F B R? Sig
No Residual 6
329.063 176 0.009 0.003 | 0.676
Cognitive Democratic 7
Needs
No Mean Squarg F B R? Sig
Residual
186.565 4.340 0.009 0.003 | 0.676
Cognitive Autocratic
Needs
No Mean Squarg  F B R® Sig 8
Residual
188.463 3.601 -0.045 0.50 0.62
Cognitive Laissezfaire
Needs
NoO Mean Squar§  F B R® Sig 9
Residual
198.297 .001 -0.08 0.000 | 0.979
Cognitive Democratic
Awareness
Yes Mean Squarg  F B R® Sig 10
Residual
32.704 3.821 -0.095 0.052 | 0.05
Cognitive Autocratic
Awareness

T




Mean Squarg  F B R? Sig
Yes Residual 11
30.548 8.962 0.23 0.115 | 0.004
Cognitive Laissezfaire
Awareness
No Mean Squarg  F B R? Sig 12
Residual
34.179 .679 0.13 0.010 | 0.413

According to the Tablet:12 R-square equals to .167 that shows 16.7% of the
dependent variables is affected by the independent variables. The Sig, The column
indicates the ®alue should be less or equal to 0.05 so that the significant impact
between Leadership styles and KMR (r26X¥**, p< 0.009), is confirmed (H2). The
significant impact between Leadership styles and CA (r= 0.098**, p< 0.001), is
confirmed (H2b). The significant impact between Democratic and KMR (r= 0.180**,
p< 0.008), is confirmed (H2c). The significant impactween Autocratic and KMR

(r= 0.160**, p< 0.000), is confirmed (H2d). The significant impact between
Democratic and CN (r= 0.059**, p< 0.041), is confirmed (H2f). The significant
impact between Democratic and CA (r= 0.052**, p< 0.05), is confirmed (H2@. Th
significant impact between Autocratic and CA (r= 0.114**, p< 0.004), is confirmed

(H2j). Hence, only five of the hypotheses were rejected.
4.18 Regression Analysis (Hypothesis Test)

The multiple regression analysis is conducted to testhypmothesisedeffects
between the dependent variable and independent variables. Regression consists of
several hierarchical procedures during which the elements thay@othesisedo be
potentially impacted are added sequentially to the already existing model. This
analysis method also projects the importance of each variable dictprg the
dependent variable.



Table 4.13Hypothesis Remarks

Hypothesis Impact Beta. R Sig. | Remarks
Square
Hol (Total) Leadership Sty 041 | 0.167 | 0.009 | Accepted
H2a LeadershigS t y | @ognitivé Needs| 0.22 | 0.047 | 0.069 | Rejected
H2b Leader shiCpgniBve y 1| 031 | 0.098 | 0.001 | Accepted
Awareness
H2c Democratic YK 038 | 0.180 | 0.008 | Accepted
H2d AutocraticY K MR 0.30 | 0.160 | 0.000 | Accepted
H2e LaissezfaireY K MR 0.009 | 0.003 | 0.676 | Rejected
H2f DemocraticY Cogni t i ve| 0.156 | 0.059 | 0.041 | Accepted
H2g AutocraticY Cogni t i vel| -0.045| 0.50 0.62 | Rejected
H2h LaissezfaireY Cogni t i ve -0.08 | 0.000 | 0.979 | Rejected
H2i DemocraticY Cogni t i ve | -0.095| 0.052 | 0.05 | Accepted
H2j AutocraticY Cogni ti ve 0.23 | 0.115 | 0.004 | Accepted
H2k LaissezfaireY Cogni t i ve 0.13 | 0.010 | 0.413 | Rejected
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4.19 DISCUSSION

First: KMR has beenfound a high significance for the HoDs of Salahaddin
University. This correlation is due to assigning individuals who are suitable and
experienced as the HoDs. Also, the university pays lots of attention to the regulations
of quality assurance, especiaiitythe last years. In itself, is a reason for the increase
in the level of KM. This reason might as well be true for the increase in the level of
cognitive needs. However, it is true that the level of CA is not high for the HoDs

because it is average. Tlével might be going towards improvement in the future.

Second Regarding the levels of leadership styles, the level of the Democratic Style
is significantly higher than the other style of leaderships for the HoDs of this
university. This correlation is eeflection of their experience in the academic area
and how they can manage work in those parts. Also, it is found that the level of the
Autocratic style is significantly low. This finding is a reflection of the lenient
management of the lecturing staff the heads of departments. Moreover, since there

is no difference in the hypothesis and arithmetic means for the Ldissestyle, the

level of the Laissefaire style is average. This result might be because of the usage
of a high level of Democratistyle for the HoDs of this university that have allowed
freedom for the staff of the departments. As a result, this freedom might have been

the reason for some Laisskire style of leadership to be created.

Third : For the multiple correlations betweere thariables of the research. A positive
correlation was found between KMR and the democratic and autocratic leadership
styles. The reason for that seems to be because in managerial literature it has been
emphasised that a democratic style in managing weskecially in academic
centres, is a promoter for increasing the level of KM. However, the positive
correlation between KM and the autocratic style might be because alongside
democracy inmanagementif the HoDs of this university have a sort of
administrative control and have fewer leniencies. If they insist on committing to
tasks, regulations, and the quality of work, it will help increase the level of KM. Only
Democratic style without a constant good evaluation of the works and how the
processof KM is going, providing required material, and stopping delays for it by
the HoDs is not enough to increase the level of KM. Therefore, this creates closeness
to the Autocratic style and a positive correlation could be seen between the

Autocratic style ad KM.
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Correlation between gender and KMR; the fewer females there are the higher the
level of KMR On one hand; this might be due to the low number of female HoDs in
the examplé 10 females as opposed to 61 males. On the other hand, the natures of
our conmunity and family upbringing have made the men of our society to have
more selfconfidence compared to women. This dominancy has its effect on
administration and the role of female leaders.

For the rejectechypothesisesit means therare no significant orrelationamong
hypothesisesHencethere is nasignificant carelation between KMR and the other
two components (CN and CA) withaissezfaire leadership style.his proves that
LaissezFair style does notecognisenecessitiesand awareness for neghKM in
generainor KMR, nor inany detailed components of KMR because this style has no
relationship about whais going on atorganizationlevels It does notmotivae
subordinate to do their tasks, and this creates cluttekee@ away from KMR

Also, to changeacit toexplicit knowledge.

Additionally, there areno significant correlation between Democratic leadership
and CN,CA. This is probably attributed to the fact that democratic leadership style is
developedwith no reference to CN and CAe. a democratic leader has already
implied awareness in his character. Also, CN and CA have a relationship with that
leader or person who has cognitive stjtemeans that this person has more to do
with cognitive style rather than with the managenstyie of that person.

Also, there are no significant correlations between autocratic antheCausethe
autocratic style is not encouraging to create a cognitive awardnesgrmore,it

does not allow participating and sharing knowledge by the lead®s subordinates.

Forth: For the impact and predicting the independent variables for KMRfdtuisd

that thesecondaryvariables such as gender, scientific qualifications, and years of
experience have no impaon predictions for the dependent variables KMR.
However, only the twostyles of leadership (Democratand Autocratiz have a
particular impact on KMR Also, Democratic style has an impact ather two
components of KMR¢ognitive needs and cognitive awaess but, autocratic style

has only impact on cognitive awarene$bis highlightsthat these twaostyles of
leadership for the Heads of Departments are significant and have had their impact on
KMR although in different levelsThis impact might be becausR had a base

previously in this university as it is one of the oldest universities the Kurdistan
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Region of Iraq. Despite to the fact that the information on KMR have been taken
from the HoDs themselves which might be an indication of the high leveMof K
before they took their position3herefore, it is found that any administrative and
leadershipbehaviourhad their impact on the positive responses of the departments'
staff. And this might be an indication of the high level of KM. for the duratiohef t
past years; the community has been under the pressure of enforcement whether from
political or educational front. It has not been long since democratic style is being
used.This in itself might be a reason for the Autocratic style to have a positive
Impact on increasing KM requirememiore than the Democratic style

Also, for the rejectedhypothesisesit meansthat there are no impact among
hypothesisesHence there is no impact of Leadership Styles on Cognitive Needs in
general becausaclude allthe leadership styles (democrat&tocratic and laissez
faire), and according to literature rewi autocratic and laisséaire styles are not
suitable for the educationatganisation

Also, there is no impact of laisséire style on KMR with theirwo components

(CN and CA) because based on literature review this style does not have a positive
impact on an educationarganisationin the context ofuniversity institutions
Further, the University has been creabeded on knowledge sharingenceforth,

this style of ledershipdo not motivate their subordinategerform their task.

Ultimately, there is no impact of aw@tic style on Cognitive Needsecause the
autocratic style is not encouraging to create Cognitive NiEgdfe reasondr not
sharing its knowledge with its subordinate andags not allow them tparticipate

in decisionmaking process.
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CHAPTER FIVE

CONCLUSION AND RECOMMENDATION S

Conclusion

After showing the results of this research and discussing them, the researcher got to

thesefindings

1- The levels of KMR with CN are significantly high for the HoDs of
SalahaddirUniversity, and CN has reached an average level which might
be due to the acowlation of the expertise of KM in this university for
the duration of 37 years

2- The significantly high level of the democratic style for the Heads of
Departments of Salahaddin University and the level of the autocratic
and Laissefaire styles indica that the Heads of Departmegenerally
use the democratic style as opposed to the other styles.

3- The highestevel of positive correlation significanée respectively found
among KMR and Democratic and Autocratic styles for the Heads of
Departmentsin addition it is found that scientific qualifications, the
male gender, and the Democratic style havepositive correlation
significance with CN. However, the higheséspective correlation
significance is between CA, high scientific qualifications, Auaticr
style, Laisse#aire style,a highnumber of years of experience, and the
male gender.

4- Only the twostyles of leadership (Democratand Autocratiy have a
particular impact on KMRAIso, Democratic style has an impact on other
two components of KMRgognitive needs and cognitive awareness but,
autocratic style has only impact on cognitive awarertdésgever, for the
secondary variables (Gender, Scientific Qualifications, Years of
Experience), it is found that they have no impact on KMR for the Heads
of Departments.

5- The level of democratic leadership style is higher than the other two
styles for the Heads @epartmentsand after édmocratic. Theautocratic
style issignificant and the Laissefair style is lower than the hypothesis

mean. Moreover it is found that the impact of the other two styles
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compared to the democratic style is higher. This is due to the
specifications of the society, culture, the political situation, and the

sociability of the community.
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Recommendations

According to theresults that the researcher has found in this research, some
recommendations are going to be given to whom it may concern and other

researchers as shown below:

1- It is required for Salahaddin University, which is known as the oldest
university in the Kurdigtn Region, to give more attention to fit people to
be put in academic positions such as HoDs so that the best management

can be made with their staffs because they can improve KM and KMR.

2- The leaders or HoDs should avoid the autocratic style because public
organisations like universities are part of civil society, which is the

democracy and human rights.

3- Minimise the possibility of using the Laiss&dre leadership style,
because the excessive practice of the Laitsez leadership style leads
to the lak of work teams to adjust, regulate and increase the individual
spirit of the members, making it difficult to lead them to achieve the

desired goals, which negatively affect the level of performance.

4- Work to raise the morale of lecturers and students @amafarm them of
their importance and vital role in the management of the university and
encourage them to innovate and participate in decisiaking.
Moreover, this, in turn, leads to the creation of future leadership inside or
outside the university. Ab, thus increase the chances of growth and
continuity. It requires that the leader believes in the abilities of lecturers
and students in the University To provide them with leadership and

management methods.

5- Conducting workshops for the HoDs and lectsresf Salahaddin
University in general so that they can get more and better information
about the importance of generating knowledge and increasing their level
of CA.

6- Interesting in of the application of knowledge management through
participation in internlaand external information networks. In addition
development the skills of the lecturers to increase their ability to use these

networks regarding knowledge creation, transmission, dissemination and
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sharing. Also, benefit from the sources of electroniormfation and the
availability of valuable and modern information for help in their-self

development constantly.

The necessity of allocating a professional team whose efficiency and core
work is to manage the activities and knowledge efforts within specifi
criteria that are appropriate to the nature of the work and needs of these

colleges and that at the level of the colleges as a whole.

It is necessary for the university to be made regular seminars for the
administrators and teachers of high schools (@gten them about the
importance of KM and Democratic management whether it is in the
schools or the classrooms. It is important that they motivate the students
in the direction which becomes a base of a positive scientific

administration in university stlying.

The University should Attention tstudiesabout the correlations between
KM and the styles of leadership by university administrators and the

deans in the university.

10- The university has to attention to studies about the correlation between

KM and Cognitive styles for the HoDs in the universities.

11- It is necessary for the university research to be made about the impact of

personality traits on the level of KM and the usage of leadership styles by

the Heads of Departments of universities.

12- Researctio be made about the impact of incentives and rewards on the

managerial performance and KM for the Heads of Departments of

Universities.
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Turkish Republic of northern Cyprus
Near East University
Faculty of Economic and Administrative Sciences N

Innovation and KM Department

Dear respondents

After greetings

Please take your time to fill up the following questionnaire to helvithemy study
regarding (The impact of leadership styles on KMR) and its application in
Salahaddin University/Erbitiragi Kurdistan region as a partial fulfilment of the
requirements for the master's degree of Innovation and KM Department. My research
is based on to assess the (KMR) and (leadership styles) Considering you hire an
academic and administrative task like the head of the department and you have a
scientific experience, please be generous and answer the following questions based

on your beliefsMor eover, put (&) sign on your mos

Thanks foryour cooperation.
The Researcher
RawandYousif Hamasaleh

Hamasaleh rawand@yahoo.com

Mob: 07504241010

¢
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First: Biographical Information

1. Gender:
[J Male

[0 Female

2. Scientific Qualification:
1 Assist Lecturer

[1 Lecturer

[1 Assist Prof

(] Prof

3. Workplace (College):

4. Work Experience:

[ Less tharb years
[1 From 1015 years

[J From 510 years
1 More than 15 years




First: - KMR

N Statements Strongly
Agree

Agree

Neutral

Disagree

Strongly
disagree

A- Cognitive Needs

1 | The college provides information resources
(library, internet access) that help the studen
to gain information

2 | The collegeadministrate classifgata and
information in a scientific way to gain
knowledge

3 | The college administrates uses different
techniques to convert information to
knowledge and distributing fib the workers

4 | The college administrate provides informatig
for the workers that helps them to solve
problems

5 | The members of thieaching staff have
potential skills and knowledge to perform th
duties perfectly

6 | The members ahe teaching statike an
important part irthe process of developirtge
teaching curriculunof the college and
activities related to it

7 | The teaching staff provides intellectual
contribution related to theollege'swork

8 | The college administrate encourages the
workers to attend conferences, workshops, ¢
scientific meetings

9 The college creates an annual list containing
the number of thgraduatestudents from high

MM




school, their grades and the success proport

10

The college provides a databasettosir
graduatestudents containing information abo
the number of employed and unemployed
graduates

11

The college collects knowledge about the
requirements of the working area of each
speciality

12

The college provides anmail account for the
studentsand the teaching staff that meets the
academic needs

13

The college has its website on the internet t
supplies the students with the last updates 4
information

14

The college provides internet access to shar
information between thstudents, teaching
staff and the departments

15

The college considers the capabilities and th
skills of the workers when distributing the
work between them

16

The college encourage the establishment of
panel discussions among employeemtest
their intellectual energies in knowledge fields

17

The college depends on the workers with
special technical skill® progress the activitie
of the college

18

The college cares about the solutions sugge
by the workerdo solvethe problems thdace
them

A- Cognitive Awareness

19

The college has itswnvision about the
strategies of KM and the ways of




accomplishing it

20 | The college depends on their KM curriculum
to make strategic decisions

21 | The collegeapplies scientific style research tq
generate knowledge about the letlegm
objectives and plans

22 | TheCollegeprovides modern tools and
programs to process and store information

23 | The tools in the college provides the require
information inan accurate manner

24 | The controls that are provided in the used tg
contributes tgrotecing the data and
information in it

25 | The college participate in the database with
local and external institution

26 | The college has continuoaemmunication
with local and external publishers and librari

27 | The college provides electronic educational

services for the local arekternalsites

Second:- Leadership Styles

N Statements Strongly | Agree Neutral Disagree | Strongly
Agree disagree
A- Democratic
1 | take in concern the capabilities of the
department members when distributing dutieg
them
2 | encourage the teachers and the employees

creativity




3 | encourage decent competition between the
members of the department

4 | allow the participation of the members of the
department in the annual plan

5 | participate in the members of tHepartment's
social events

6 | generate idea® bediscussed@mory the
members of the department

7 | surround the members of the departntent
know how they work (feedback)

8 | encourage the members of the department t
express their opinion on the stuff related to th
department

9 I give some ofMmy validities to specific member
of the department

10 | I try to coordinate the efforisf the members of
the department between them

11 | | adopt the meaningful proposals from the
members of the department

B- Autocratic

12 | | commit to the system and the instructions
completely

13 | There is specific level of performance the
members of the department shohizl
committedto

14 | | think that discussion with the members of thg
department is useless

15 | | concernmyselfthe official speaker of the
department

16 | | feel hesitat®n giving more freedom to the

members of the department




17 | I distribute duties on the members of the
department based any experience not based
on their capabilities

18 | | put the working plan and how to be
accomplished

19 | Most of the time | act withouteturningto
anyone in the department

20 | The members of the department should comn
to my orders

21 | | depend omyselfin solving thedepartment's
problems

22 | Following and executing the instructions is mq
important formethan gaining theonfidence of
the members of the department

C- Laissezfaire

23 | | agree with the methods chosen by the mem
of the department to execute their work

24 | | agree on any change suggested by the
members of the department

25 | | agree with the members of the departments
wishes to distribute the duties between them

26 | | give the members of the department full
independence

27 | I dismiss on some of the defaults done by the
members of the department

28 | | authoriseall of my validities to the members g
the department

29 | I d o make decisions easily fearing of failure|

30 | I d o rlilée to participate in solving problems

amoryg the members of the department




31 | | avoid most of the problems facing the
department
32 | My absence does not affabe flow of the work

in the department




Leadership Styles and KMR

Attachments

Model Summary

Adjusted R Std. Errorof the
Model R R Square Square Estimate
1 .408 167 155 16.580])
a. Predictors: (Constant), Leadership Styles
Coefficients
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 36.176 13.368 2.706 .009
Leadership
Styles 473 127 408 3.716 .000
a. Dependent Variable: KMR
Leadership Styles and Cognitie Needs
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 217 .047 .033 13.745
a. Predictors: (Constant), Leadership Styles
Coefficients
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 37.660 11.082 3.398 .001
Leadership .195 .105 217 1.849 .069







