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Abstract

Culture influences all the organizations activi-
ties. On the other hand, due to the role and impor-
tance of knowledge management in obtaining com-
petitive advantages, understanding the amount of
support of organizational culture, especially dom-
inant dimension of culture, is among strategies of
knowledge management which are so much impor-
tant and critical. For this purpose the current study
has been conducted on managers and staff of West
Mazandaran province Departments of Education.
Based on Cochrane relationship, 385 managers and
staff of the mentioned departments have been se-
lected randomly. The type of research is applied and
is descriptive and survey from the point of view of
data collection manner. The measuring tool is stan-
dard questionnaire of organizational culture factors
and standard questionnaire of knowledge manage-
ment which validity have been confirmed through
content analysis by experts and their reliability have
been confirmed with the use of Cronbach’s alpha.
The results of structural models fit between the di-
mensions of knowledge management and orga-
nizational culture indicate that there is a signifi-
cant relationship between organizational culture
dimensions and knowledge management in West
Mazandaran province Departments of Education
and hence the effectiveness of organizational cul-
ture on knowledge management is accepted. Also
three dimensions of innovation, job challenge and
communications among all the organizational cul-

ture dimensions have the most effect on knowledge
management process, which indicates the impor-
tance of these elements. Finally, with determining
the effective factors on knowledge management the
necessary recommendations in line with knowledge
management process implementation have been
provided.

Keywords: knowledge management, organiza-
tional culture, department of education

Introduction

The ever-changing world of today required or-
ganizations to search for new and novel tools for
their survival and growth. One of the tools which can
help organizations in securing these aims is knowl-
edge management. Knowledge of human capitals is
one of the most important organizational capabili-
ties and qualifications and maybe we can say that it
is the basis and root of all competitive advantages
(Hitt&Hoskisson, 2005). Knowledge management
can improve an extensive range of organizational
performance characteristics with enabling the or-
ganization’s “more intelligent performance” (Wig,
1999, p. 4). In the current age having information
and knowledge management have become a stable
situation for survival in dynamic and innovative or-
ganizations, and even competitive ability in markets
and business is subjected to obtaining, developing
and updating individual and organizational knowl-
edge. In the current age, competitive advantage is
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not achieved only by obtaining information, but
also through creating and obtaining new obtain-
able knowledge (Davenport and Prosak, 1998). But
this is not sufficient, because in order for knowl-
edge management to be useful, it is required to be
coordinated with the existing organizational cul-
ture. A weak organizational culture will prevent in-
dividuals, who are trying to maintain their personal
power base and self-performance, to share and dis-
tribute their knowledge (Kalseth, 2000, p. 11). With
analyzing manager’s reactions in dealing with phe-
nomena and effective tools in creating competitive
advantage, often fascination, frustration, and ulti-
mately wisdompaths are trodden. The manager’s
look toward the knowledge should not be as a tool
for solving all the problems of the organization but
they should look at it as an effective and impress-
ible tool related to other organization’s topics, i.e. a
rational and logical look (Hassanzadeh, 2011). One
of the most and effective important topics in orga-
nizational activities is the organizational culture.
Culture affects everything in an organization and
this effect includes knowledge management and
its strategies. Nonaka & Takeuchi (1995) believes
that“knowledge contrary to information is relat-
ed to beliefs and commitments”. In other words,
the current knowledge power for organization, se-
lection, evaluation and decision making is derived
mostly from beliefs, not from information and log-
ic and we all know that beliefs and commitments
create and form organizational culture. Although
culture in itself is not an answer to complexities of
knowledge management (Firestone and McElroy,
2008, p. 284), but it can be considered as the most
explicit success element and at the same time the
most difficult condition for success in a knowledge
design (Davenport, 2000, p. 149). Since the min-
istry of education has the heavy duty of educating
and intellectual guiding of the society; hence con-
ducting a researchfor studying the effect of orga-
nizational culture factors on knowledge manage-
ment in Departments of Education which is one of
the key essential organizations; because knowledge
management in a proper bed of organizational cul-
ture in the current situation can help to improve the
performance and success level of this organization
as much as possible. Therefore, the main question
of this study is: “What are the effects of organiza-
tional culture factors on knowledge management in
West Mazandaran province Departments of Edu-
cation?”
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Concepts and research framework

Some studies indicate the role of “organiza-
tional culture” as the most important and effective
factor in establishing “knowledge management”
(Mousakhani et al, 2010). Khalifa& Liu (2003)
also have emphasized the importance of knowledge
management strategy and organizational culture in
terms of Knowledge Management Success Model.
In a study conducted by Mathi (2004) in Germany,
he has named culture as one of the key effective fac-
tors on knowledge management. In the meantime,
knowledge management as a structure consisting
of different layers, deals with different aspects and
angles of organization, such as influencing and get-
ting influence from organizational culture, produc-
tion innovation and sharing knowledge, providing
strategies and resources and monitoring continuous
knowledge management processes (Za’feraniyan et
al., 2008).

Culture has a lasting impact on organization-
al life, but organization’s employees often don’t
understand this important matter (Pierce & Rob-
inson, 2010, p. 424). Denison (1990) believes that
organizational culture is same as principle values,
beliefs and code of conduct which play a funda-
mental role for organizational management system.
Christensen and Gordon (1999) believe that organi-
zational culture is something which is maintained
uniquely in every organization. Organizational cul-
ture has begun from organizational adaptation and
ends to meeting environmental needs. Most of or-
ganizations have one dominant and multiple sec-
ondary cultures (Robins, 1999, p. 375). From the
point of view of Sorensen (2002), organizational
culture is a system of values and ethical standards
representing attitudes and specific behaviors of em-
ployees of each organization. Based on him an or-
ganization will have a strong culture when these
values and ethical standards have encompassed the
whole organization. Davidson (2004), defines orga-
nizational culture as a pattern of basic assumptions
of an organization which have been developed grad-
ually by a group for dealing with problems, adapting
with external environment and creating organiza-
tional coordination and integration and which are
having high reliability, in such a way that this be-
havioral pattern teaches the new members the cor-
rect ways of understanding, thinking and feeling.
There are underlying beliefs which individuals learn
in a shared manner and based their daily behaviors
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on them that create culture — the essence of culture
(Shine, 200, p. 50).

So many studies indicate that organizational
culture is a critical factor which affects knowledge
management (Gold, 2001). Each organization, at
the moment it is established will fertilize the embryo
of organizational culture inside itself (Khawrazmi,
1992, p. 16). According to Lang (1997) organiza-
tional culture defines the value of knowledge and
describes the advantage of creating knowledge in an
organization. In his view developing a strong culture
is so much important in accessing knowledge and
processes of accepting knowledge management by
the organization (Tsang Ho, 2008, p. 102). Knowl-
edge management is considered as an important re-
source in creating competitive advantage and in the
current competitive situation, effective factors on
organizations success are not only related to capital,
work force and raw material; but also it is dependent
on the ability of the organization in creating knowl-
edge among all the members of the organization
(Tsang Ho, 2008, p. 98). In 1930 and 1940 both EI-
ton Maio and Chester Barnard emphasized on im-
portance of work group norms, feelings, values, ac-
tions and reactions occurred in the workplace with
explaining nature and informal functions of the or-
ganization (Seyed Abbas Zadegan, 1992, pp. 48-
49). They consider the efforts done in 1940s around
human relationships, 1950s around management
based on target, 1960s around organizational struc-
ture, 1970s around organizational strategy, 1980s
around quality cycles and work team as aspects of
organizational culture and introduces them for im-
proving organizations’ performance and consider
organizational culture as a social driving energy of
organizations.

Regarding the field of knowledge management
in organizations, Drukerand Estrasman have em-
phasized on the importance of information and ex-
plicit knowledge as organizational resources. Or-
ganizations for realizing their aims have multiple
resources and assets. Some of these resources and
assets are so much valuable and unique and have
central role in obtaining competitive advantage.
“knowledge” is one of these items in a way that they
see knowledge as an ultimate substitute for produc-
tion, wealth and money capital (Tofler, 1998). Also,
Peter Druker(1993) regarding the knowledge impor-
tance in an organization, doesn’t consider knowl-
edge as a resource similar and in line with other re-
sources such as work, capital and land but considers
it as the sole and main competitive resource of the
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current age” (Nonaka, 1996, p. 833). In fact, knowl-
edge is the only resource that not only its value is
not reduced by using it but increases as well (Gla-
ser, 1998). Davenport also believes that investment
of an organization on knowledge is more profitable
than investment on its materials (Davenport, 1998,
p. 14). This knowledge is located and hidden in pro-
cedure, instructions, opinions, actions and organi-
zational decisions and when it changes into valuable
services and products will gain double importance.
Therefore, we can understand that the only sustain-
able competitive advantage of an organization is
first of all what it knows and second with what speed
it can apply and use its knowledge (Cohen, 1998,
pp 22-39). The raised topics in the knowledge-based
society, is that those organizations who wants to be
successful in global information society can identify
the value of their knowledge and try to expand and
develop it (Rowley, 2000). In line with this, there
are various organizations that for survival, develop-
ing themselves and adapting to changes of the com-
petitive environment around them need to imple-
ment knowledge management effectively and if an
organization cannot identify required knowledge
in its proper place, it will face problem in competi-
tive arenas. With this perspective, knowledge man-
agement is a tool which provides the possibility of
a more effective use of knowledge in line with the
aims and plans of organizations and gives the or-
ganization the power to compete (A’rabi&Mousavi,
2010, p. 26). Every practitioner has a different point
of view regarding knowledge management, howev-
er; still no universal standard comprehensive frame
has been established for knowledge management
(Metaxiotis et al., 2005).

Davenport (1998) identifies the fundamental
dimensions of knowledge management as cultural
factors, action process, politics and technology. In
another place he name the effective factors on knowl-
edge management as manager support, big decision
makers, existence of knowledge-based strategy in
organization, creation and development of knowl-
edge-based culture, creation and development of
technology infrastructures and the use of knowl-
edge management strategy. In most of the knowl-
edge management patterns they have mentioned to
the role of three factors, namely organizational cul-
ture factor (Chang Ming U, 2005), technical fac-
tor (Metaxiotis et al., 2005) and management factor
(Martin & Martin, 2005). In this paper, we study
the role of cultural factors and especially organiza-
tional culture in knowledge management; because

533



without considering the cultural factor, the success
of knowledge management in organizations is prac-
tically impossible. Culture is the heart of a knowl-
edge-based organization. In line with this one of the
most important steps is that the culture and attitude
of the organization and each of its members will be
changed toward knowledge sharing. Organizations
in order to applying knowledge management should
understand the necessity of creating the knowledge
sharing culture among its employees through the
process of “internalizing knowledge management”.
The importance of this process in an organization is
due to the fact the first it will correct the wrong un-
derstanding of employees from knowledge manage-
ment and second helps them in understanding the
advantages of sharing knowledge in organization.
Studies indicate that the most important barrier of
effective implementation of knowledge management
in an organization is the lack of knowledge sharing
culture and lack of understanding numerous advan-
tages of knowledge management among employees
(Chang Ming U, 2005).

Research background

In a study done by Mousakhani et al., (2010),
a number of critical perquisites for successful im-
plementation of knowledge management through
providing readiness for knowledge management
model have been studied. In this study culture, in-
frastructure, structure and change management,
respectively has been introduced as the most im-
portant factors for establishing knowledge man-
agement. Rastegar (2009),in his paper, has stud-
ied the relationship between organizational culture
with knowledge management in Iranian Oil Refin-
ing and Distribution Company and the results indi-
cated that organizational culture in this company
has a fundamental role in improvement of knowl-
edge management status in this company and the
more strong the organizational culture will be,
it can result in more improvement in knowledge
management status.Hosseini (2006), has studied
the relationship between organizational culture and
knowledge management establishment in Tarbiat-
Modarres University and the results indicate that
there is a significant relationship between organi-
zational culture and knowledge management es-
tablishment in this university. Gold (2002) have
studied the effectiveness of three factors of market
(customer, product and competitors), organization-
al infrastructures (organizational culture, informa-
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tion technology and organizational structure) and
knowledge processing capacity (capacity of obtain-
ing, creating, saving and applying knowledge) on
knowledge management. The results indicate that
among the mentioned factors in the model, custom-
er satisfaction in market factors, organizational cul-
ture in organizational infrastructures and capacity
to applying knowledge in knowledge management
processes have the most effect on knowledge man-
agement. Also the results of Hang (2005) study in-
dicate that organizational culture, structure and
strategy in a combined way have effect on the effec-
tiveness of knowledge management.

Research Purposes

Regarding the purposes of this research, the fol-
lowing can be mentioned:

* Studying the effect of job challenge on
knowledge management in West Mazandaran prov-
ince Departments of Education.

*  Studying the effect of communications on
knowledge management in West Mazandaran prov-
ince Departments of Education.

»  Studying the effect of innovation on knowl-
edge management in West Mazandaran province
Departments of Education.

*  Studying the effect of trust on knowledge
management in West Mazandaran province De-
partments of Education.

*  Studying the effect of social cohesion on
knowledge management in West Mazandaran prov-
ince Departments of Education.

Research Hypotheses

Main Hypothesis: Organizational culture fac-
tors have significant effect on knowledge manage-
ment in West Mazandaran province Departments
of Education.

Secondary Hypotheses:

1. Job challenge has a significant effect on
knowledge management in West Mazandaran prov-
ince Departments of Education.

2. Communications have a significant effect
on knowledge management in West Mazandaran
province Departments of Education.

3. Innovation has a significant effect on
knowledge management in West Mazandaran prov-
ince Departments of Education.

4. Trust has a significant effect on knowledge
management in West Mazandaran province De-
partments of Education.

5. Social cohesion has a significant effect on
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knowledge management in West Mazandaran prov-
ince Departments of Education.

Methodology

The current research is applied from aim point of
view and is descriptive and non-experimental from the
point of view of gathering data and information and
data analysis and is a survey research from the point of
view of conduct method.

Population, sample and data analysis method

The statistical population of the current research
includes all the employees of West Mazandaran De-
partments of Education. Cockron’s equation for lim-
ited population has been used for determining the
minimum required sample volume and 385 employ-
ees were considered as the basis of analysis with the use
of simple random sampling method. The research data

Social science section

have been collected with the use of two standard ques-
tionnaires of Abraham Carmeli’s (2005) organiza-
tional culture factors and Bukowitz& Williams (1999)
knowledge management. The collected data have been
analyzed with the use of Likert scale. For the purpose
of data analysis two measures of Pearson’s correlation
coefficients and structural equations fit with the use of
regression models among dimensions have been used
to study the effect of each of the subscales of organi-
zational culture on knowledge management process.

Results and Discussion

For the purpose of data analysis, SPSS software
Ver. 18 and LISREL Ver. 8.72have been used and
error level of 5% has been determined for testing re-
search hypotheses. The summary of the covariance
values among the research variables have been provid-
ed in table 1.

Table 1.Covariance matrix of organizational culture and knowledge management variables.

Knowledge Business Communica- Innovation Trust Social
Management  Challenge tions Cohesion
Knowledge 0.63
Management
Business 0.60 0.65
Challenge
Communications 0.63 0.60 0.73
Innovation 0.62 0.59 0.61 0.69
Trust 0.60 0.58 0.60 0.58 0.72
Social Cohesion 0.63 0.60 0.63 0.61 0.62 0.84
.00—— B.CH
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Figure 1. An overview of structural equation of the
organizational culture and knowledge management
variables.
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Figure 2. An overview of standard model in structur-
al equation of organizational culture and knowledge
management variables.
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Asitisobserved from table 1 and figure 1, which
indicate the regression coefficient estimation be-
tween knowledge management variable and the fac-
tors of organizational culture, innovation element
has the most effect on knowledge management. In
this figure, B.CH, COM, INN, TRU, SO.C and
KN.M represent business challenge, communica-
tions, innovation, trust, social cohesion and knowl-
edge management variable, respectively.

In figure 2, which shows the regression coeffi-
cients of the standard model, no significant change
is occurred in regression coefficients. This indicates
that the measurement scale of variables doesn’t have
significant effect on coefficients estimation.

And finally in figure 3, which evaluates the val-
ues of T-Student statistics for significance of the
model variables, it is observed that the assumption
that all the model variables are significant is accept-
ed in the level of 0.05.
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Figure 3. An overview of T-student statistics in
structural equation of organizational culture and
knowledge management variables.

The value of determination coefficient of re-
gression model and determined revised coefficient
together is obtained equal to 0.977. The big size of
these coefficients indicates that the fitted regres-
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sion model has proper power in predicting the score
values of knowledge management. The fact that
there is no difference between these two values indi-
cate that the large size of the regression model pow-
er is not due to the presence of so many independent
variables in the model and as a result all the inde-
pendent variables which are the same dimensions
of organizational culture are effective in obtaining
this much of predicting power.

In evaluating goodness of fit of the regression
model above, table 2 presents the partial and part
(semi-partial) correlation values and Pearson’s cor-
relation of independent variables with knowledge
management; it is shown that there is a great corre-
lation among independent variables.

Based on comparison of the Pearson’s correla-
tion values of variables with dependent variable and
partial correlation, it is observed that after omitting
the effect of other independent variables from each
relevant independent variable, and also omitting
their effect from the response variable, the correla-
tion value of the independent variable with depen-
dent variable is reduced significantly. By evaluat-
ing the part (semi-partial) correlations which only
deletes the linear effects of independent variables
from each other and obtains the correlation of each
of them with response variable, it can be concluded
that there is a great correlation among the dimen-
sions of organizational culture. Since the existence
of correlation among independent variables would
lead to an increase in the variance of the model’s pa-
rameters estimation, in order to obtain a model with
more accurate parameters’ estimation, the standard
values (z-scores) of independent variables have been
used. The results of the fitness of this model indi-
cate that the estimation of parameters and also the
estimation error of the parameters are changes. Due
to the fact that the model has been fitted with stan-
dard variables and with considering fixed parame-
ter, we are not looking for the changes in the values
of the parameters’ estimation but for the decrease in
the estimations error. Table 3 presents these data.

Table 2. Pearson’s correlations, partial and part (semi-partial) variables and regression model estimation error

Variable Pearson’s  Partial cor- Part (Semi-par- Regression mod- Parameters estima
correlation relation tial) correlation el coefficients  tion error in the model
Business challenge .995 439 .026 242 .025
Communications 995 422 .025 215 .023
Innovation .995 521 .033 281 .023
Trust 992 351 .020 .149 .020
Social cohesion 989 319 .018 114 .017
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Table 3.Pearson’s correlations, partial, part (semi-partial) variables and estimation error of the regres-

sion model parameters after standardizing.

Variable Pearson’s  Partial cor- Part (Semi-par- Regression mod- Parameters estima
correlation relation tial) correlation el coefficients  tion error in the model
Business challenge 931 427 .097 .192 .021
Communications 926 420 .095 182 .020
Innovation .932 S15 123 231 .020
Trust .891 .345 .075 124 .017
Social cohesion .866 319 .069 .104 .016

An increase in partial and part (semi-partial)
correlation coefficients values indicate that stan-
dardizing independent variables have managed to
reduce the effective linear correlation between them
from the model to some extent. This has also de-
creased the estimation errors to some extent, which
in turn has resulted in increasing the model accu-
racy. Figure 4 and 5, respectively, evaluate the as-
sumption of normality of the error phrases and the
stability of regression error phrase variance.

Normal P-P Plot of Regression Standardized
Residual

1.0

Expected Cum Prob
R

oo T T

T T
00 02 04 06 0B 10
Observed Cum Prob

Figure 4.Cumulative distribution of model errors
against normal distribution.

Based on figure 4 and considering the fact that
experimental distribution of error phrases does not
have any distance from normal distribution, the as-
sumption of the normality of the distribution of er-
ror phrases is accepted and as a result of figure 5 in
which no process is observable between the points,
it can be accepted that the variance of the regression
error phrases is fixed and hence; the obtained model
has the necessary validity.

Now considering that the obtained model has
the necessary fitness, we will interpret the amount
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of the impact of organizational culture dimensions
on knowledge management based on the standard-
ized model coefficients.

The value of the regression coefficients with
standardized variables indicate that the innovation
element is placed in the Irst rank from the point
of view of impact on knowledge management. Job
challenge, communications respectively take 2nd
and 3rd ranks and trust and social cohesion respec-
tively take 4th and 5th ranks. It is necessary to not
that this ranking is obtained after deleting the im-
pacts of the dimensions of organizational culture
from each other and the partial correlation coeffi-
cients confirm the same result as well.

Scatterplot

[=] ] 4
1 1 1

Regression Studentized
f
1

Deleted (Press) Residual

Regression Standardized Predicted Value

Figure 5. Distribution of the predicted standardized
values against adjusted regression errors.

Conclusions

As the results of this research show, organiza-
tional culture variable and all its dimensions have a
positive and significant effect on knowledge man-
agement performance and its establishment. Man-
agers for selecting the proper strategy of knowledge
management are required to identify the domi-
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nant dimension of culture. For distinguishing the
dominant dimension of the culture, first the vari-
ables of each of the dimensions of culture should be
calculated. Calculation of the variables of organi-
zational culture dimensions in West Mazandaran
Departments of Education indicate the high im-
portance of the collection of three variables of “in-
novation”, “business challenge” and “communica-
tions” among other dimensions of organizational
culture, considering the amount of their effect on
establishment of knowledge management process.
Partial and semi-partial correlation coefficient of
these dimensions indicate that comparing to two
dimensions of “trust” and “social cohesion”, the
three mentioned factors having such a large effect
on knowledge management process in departments
of education that this effect is justifiable compar-
ing to other dimensions up to a negligible extent.
This would help the mangers of these departments
in identifying the current situation and also helps
them to reach objectivity in their strategic orienta-
tions as well as achieving the organization’s goals.
With identifying the powerful effective dimensions,
manager of these departments will understand the
total capacity of the organization in dealing with
different issues including knowledge management.
In establishing this conclusion which is consistent
with the results of Hasanzadeh (2009), we can say
that knowledge management is one of most impor-
tant human resources with emphasis on organiza-
tional culture and team work. It means that a posi-
tive and strong organizational culture is critical for
promotion of education, development and sharing
skills of creating new knowledge (Yamin Firooz,
2003). In addition knowledge management is a ab-
stract concept and the culture of sharing knowledge
is dependent on the attitudes of individuals who
have created this culture. In case that the employ-
ees will not be interested in sharing their knowl-
edge with the other employees of the organization,
it would be so much difficult to promote knowl-
edge sharing culture through rule and regulations
among them. Therefore according to Moshabacki
and Zareie (2003), organizational culture is a sam-
ple of the implicit knowledge distributed through-
out the organization and the amount that a person
understands the organizational culture is a charac-
teristics which distinguishes them from each other;
a bed that connects different dimensions of the or-
ganization together (Quine, 1999) and which does
not occur overnight and accidentally (Trice and
Bear, 1993) and differentiates two organizations
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from each other. Therefore knowledge management
cannot be effective in an organization, in which no
significant cultural evolution has happened (Housi,
2004). Therefore, organizations efforts for changing
into a knowledge-based organization will only be
successful when cultural characteristics required for
implementation of knowledge management will be
available in it. Knowledge can only be useful when
it is created and shard effectively in an organization
and when it is supported by the culture of that orga-
nization (Wang & Ahmad, 2003). Therefore, it can
be said that successful and effective implementation
of knowledge management process in West Mazan-
daran departments of education requires a funda-
mental cultural revolution in the perspectives of
teachers which again requires that specific cultural
characteristics would exist in it for knowledge man-
agement implementation.

Recommendations

*  Considering the research findings, the fol-
lowing recommendations are provided:

* Adopting knowledge management strategy
at the level of Ministry of Education and coordinat-
ing it with education and cultural strategies;

*  Enhancing communicational infrastruc-
tures at schools level in Mazandaran province;

*  Providing training to teachers, employees
and managers of the city regarding information and
communicational skills;

* Holding serving trainings or short period
trainings in line with empowerment of them;

* Holding justification classes or managers
and making them familiar with knowledge manage-
ment concepts and the necessity of its application;

» Establishing strategies in line with or-
ganizational culture for knowledge management
through training
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