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ABSTRACT

This study aims topropose a conceptual frameworkof organizational effectiveness forBrunei’s
publicsector.Thisstudyproposedknowledgesharingasapotentialmediatorfortherelationship
betweenorganizationalfactors(organizationalclimate,structureandleadership)andorganizational
effectiveness.ThisstudyalsoproposedICTasapotentialmoderatorfortherelationshipbetween
organizational factors and knowledge sharing. This study will help public sector managers to
understand organizational effectiveness from a different perspective. Propositions of knowledge
sharingasapotentialmediatorandICTsupportasapotentialmoderatorwillprovidepublicsector
managerswithguidancetoensuresustainableorganizationaleffectiveness.
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INTROdUCTION

Today’s global economic growth can be characterized by the speed of innovation, dynamic
technologicaladvancement,shorterproductlife-cyclesandhigherrateofnewproductdevelopment
(Islametal.,2011).Organizationsneedtoreconfigurethemselvesonanongoingbasistokeepupwith
thesetrendstoachievesustainableorganizationaleffectiveness(Mohrman&Lawler,2014).Insimple
term,Organizationaleffectivenessistheextenttowhichanorganizationrealizesitsgoals(Daft,2010).
Inotherwords,anorganization’sobjectiveachievingabilityisknownasorganizationaleffectiveness.
Thoughexistingliteratureattemptedtoexplainorganizationaleffectivenessthroughdifferentcontexts
orcharacteristics,stillthereisnosingleformulaforachievingoptimumorganizationaleffectiveness
(Zhengetal.,2010).Alackofunderstandingstillprevailsregardingtheinfluencingfactorsandthe
interveningmechanismstoexplainorganizationaleffectivenesscomprehensively.Thisbecomesmore
severewhenitcomestounderstandingtheorganizationaleffectivenessinthepublicsectorbecauseitis
assumedthatsameperformancewillbeshowninthepublicsectorasintheprivatesector,disregarding
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theimmensedifferencesbetweenthem(Parhizgari&Gilbert,2004).Forexample,onesignificant
differencebetweenthemisthattheprivatesectoraimsmainlyforprofit,whereas,thepublicsector
aimsmainlyforsocialbenefit(Mihaiuetal.,2010).Therefore,factorsinfluencingorganizational
effectivenessmayvaryinthepublicsectorcomparedtotheprivatesector.Hence,thereisagapin
theliteraturetowardsunderstandingtheseinfluencingfactorsoforganizationaleffectivenessinthe
publicsector.Tofillthisgap,thisstudyturnstotheknowledge-basedviewoftheorganizationto
understandorganizationaleffectivenessinabetterway.

Overthelastfewdecades,theglobaleconomyisconsideredtobeaknowledge-basedeconomy
(Dessetal.,2013).Theknowledge-basedviewoftheorganizationconsidersknowledgetobethe
keyresourcefortheorganizationthatcreatescompetitiveadvantage(Grant,1996).Thoughthisview
mostlyconcentratesonprivatesectors,however,thereisevidencethatthepublicsectororganizations
canalsobecharacterizedasknowledge-intensiveorganizations(Willem&Buelens,2007)because
theyoftendevelopandprovideknowledgeastheirprimaryactivity(Luen&Al-Hawamdeh,2001).If
publicorganizationsdealinknowledge,theneffectiveknowledgesharingcouldbethevitalelement
fororganizationaleffectiveness.Usually,publicsectormanagersdetermineandimplementpublic
policiesandcarryoutcriticalgovernmentresponsibilitieswhichimpactonthepublicservicedelivery
system.Therefore,itisstrategicallyimportanttocapturetheknowledgeandcompetenciesofdeparting
employeesandtransfertojunioremployeestoensureefficientpublicservicedelivery(Tangarajaet
al.,2015).Hence,thisstudyassumesthatknowledgesharingamongorganizationalemployeescould
beoneofthekeyfactorswhichwouldcreatesustainableorganizationaleffectivenessforthepublic
sectororganizationsspecificallyinthecontextofBruneiDarussalam.

LocatedintheBorneoIslandinSoutheastAsia,BruneiDarussalamisasmallSultanateandits
governmentsystemcanbeexplainedasacombinationofWeberianbureaucracyandatraditional
monarchicsystem(Islametal.,2015a).Sinceitsindependencein1984,thegovernmentofBrunei
hasstartedtodiversifyitseconomicsectoronaprioritybasistodecreaseitsheavydependenceon
theoilandgasindustry(Farhana,2013).Withits44,800employeesin13Ministries,Bruneihasa
goodsizeofpublicsectorservingits400,000citizens(Islametal.,2015a).Intheabsenceofavibrant
privatesector,thepublicsectoristhedominatingentityinthiscountryasmostoftheorganizations
arefromthepublicsector(Yapa,2014).Theirmanagersareresponsibleforimplementingpublic
policiesonbehalfofthegovernment.Moreover,thegovernmenthasdeclaredaplantodiversifyits
economyrecently.Toboostitseconomicgrowth,ithasintroducedaninnovativeprograminseveral
sectorssuchasIslamicbanking&finance,halalfoodandtourism,informationtechnology,food
productionandsoforth.Tosuccessfullymaterializethegovernment’splan,Brunei’spublicsector
organizationsmustensuretheireffectivenessinthelongrun.Theeffectivenessofthepublicsector
representstheimageofthegovernmenttowardsthepublic.Ifthepublicsectormanagestoperform
effectively,thenthiswillhelptomaintainthepublic’strustinthegovernmentandstrengthenthe
relationshipbetweenthegovernmentandtheircitizens.

However,studiesregardingorganizationaleffectivenessandknowledgesharingarerareinthe
contextofBrunei’spublicsector.Thoughfewstudiesregardingknowledgesharinginthepublic
sectorofaneighboringcountryMalaysiahasbeendoneinthelastdecade,nonetheless,thecontext
ofBruneiisdifferentandunder-researchedarea.Hence, thisstudyaimstoproposeaconceptual
frameworkoforganizationaleffectivenessforBrunei’spublicsector.Thisstudyassumesthatinthis
knowledge-basedeconomicera,bynurturingappropriateorganizationalfactors(suchasclimate,
structure,leadershipandinformationandcommunicationtechnology),knowledgesharingcanbe
achievedwhichwill,inturn,leadtoorganizationaleffectivenessinBrunei’spublicsector.Though
theorganizationalfactorssuchasclimate,structure,leadershipandinformationandcommunication
technology(ICT)arecommonlystudiedfactorsinrelationtoknowledgesharingintheprivatesector,
however,studiesregardingtheintegratedeffectofthesefactorsonorganizationaleffectivenessin
thepublicsectorisrareorveryhardtofind.AccordingtothestudiesofLiebowitzandChen(2004),
TaylorandWright(2004),Amayah(2013),Yusofetal.(2012),Gorry(2008),Liaoetal.(2011)
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organizationalfactorssuchasclimate,structure,leadershipandICT(Informationandcommunication
technology)couldplayacriticalroleeithertofosterorhinderknowledgesharinginthepublicsector.
Therefore,tosimplifytheunderstandingoforganizationaleffectiveness,thisstudyhasincludedthe
above-mentionedfactorsandproposedaframeworkoforganizationaleffectiveness.

Majorcontributionsofthisstudyinclude,first,conceptualizingknowledgesharingasapotential
mediator fororganizational effectiveness forBrunei’spublic sector.Second, this studyproposes
organizational factors (climate, structure and leadership) as influencing variables on knowledge
sharingwhichinturnaffectsorganizationaleffectiveness.Thisconceptualizationwillhelpmanagers
ofpublicsectororganizationsinBruneitounderstandhoworganizationalfactorsinfluencesustainable
organizational effectiveness through knowledge sharing. Third, ICT is included as a potential
moderatoroftherelationshipbetweenorganizationalfactorsandknowledgesharingtoacquireabetter
understandingoftheproposedrelationshipinthistechnology-drivenadvancedsociety.Finally,research
regardingorganizationaleffectivenessfromacountrylikeBruneiisscarceandthisstudytriedtofill
thatgapbyproposingaframeworkoforganizationaleffectivenessforBrunei’spublicsectorwhich
isexpectedtopavethewayforfurtherresearchesinthisfield.Inthefuture,theempiricalevidence
oftheproposedframeworkmayprovideinsightsnotonlytotheBruneipublicsectormanagersbut
alsotothepublicsectormanagersofothercountrieswithsimilarcontext.

Thecontentsofthispaperareorganizedasfollows:thefirstsectiondefinesthedependentvariable
that is organizational effectiveness and thendiscusses thepotentialmediator knowledge sharing
oftheproposedframework.Next,organizationalfactors,i.e.,climate,structureandleadershipare
discussedasinfluencingfactorsofknowledgesharingandfollowedbythediscussionofICTasa
moderator.Finally,theproposedframeworkisillustratedbasedontheliteraturereviewfollowedby
itsimplicationsandconclusion.

ORGANIZATIONAL EFFECTIVENESS

Organizationaleffectivenessistheextenttowhichanorganizationrealizesitsgoals(Daft,2010).
Itcanalsobereferredtoasthedegreeofcorrespondencebetweentheactualanddesiredoutputsof
anorganization(Tayloretal.,2014).AccordingtoDaft(2010),effectivenessfororganizationsisa
broadconceptthatreflectsarangeoforganizationalanddepartmentallevelsvariablesandevaluates
theextenttowhichmultiplegoals,whetherofficialoroperative,areattained.Understandingand
measuringoverallorganizationaleffectivenessisstillavagueconceptbecausenouniversaltheory
hasbeendevelopedyetduetotheorganizations’large,diverseandfragmentednature.Inaddition,
organizationalmanagersfaceadifficulttimetoevaluateeffectivenessbasedonthecriteriathatare
notsubjecttohard,quantitativemeasurement(Daft,2010).Moreover,understandingeffectiveness
becomesmorechallengingwhileevaluatinginthepublicsectororganizations.AccordingtoAmayah
(2013),organizationalgoalsinpublicorganizationsarepoliticallyinfluenced,moredifficulttomeasure
andmoreconflictingthaninprivateorganizations.Goingsimplyovertheperformanceindicators
willneverprovideanaccuratepictureoftheoveralleffectivenessbecausepublicandprivatesector
organizationsarefundamentallydifferent(Pee&Kankanhalli,2016).Theyservedifferenttypesof
customersandthesetwosectorsarestructureddifferently(Parhizgari&Gilbert,2004).Generally,
theprivatesectorseekseffectivenessonashort-termbasis(annualprofit),ontheotherhand,public
sectororganizationsmayreceivetheresultsoftheirinvestmentsoveralongerperiod(Mihaiuetal.,
2010).Thus,makingitchallengingtounderstandandmeasureeffectivenessinthepublicsectorthan
intheprivatesector.

In the literature, there are several models or approaches to understanding organizational
effectiveness,however,amongthevariousmodelorapproaches,thisstudyassumesthatthegoal
approachwillbethebestwaytounderstandorganizationaleffectivenessinBrunei’spublicsector
context.Thereasonbehindthisassumptionisthateveryorganization,irrespectivepublicorprivate,
hascertainobjectivestopursue.Thegoalapproachdescribesorganizationaleffectivenesstotheextent
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anorganizationattainsitsobjectives(Manzoor,2011).Thisapproachassumesthatorganizations
havegoalsandtheextenttowhichthegoalsaremetdeterminestheorganizationaleffectiveness.If
goalscanbeidentifiedproperly,thenitcanbetrackedoverthetimelinespecifiedforacertaingoal.
Thoughthisapproachdoesnotaddresstheproblemsthatarearisingoutofconflictinggoalsinthe
publicsector,however,BruneiisanIslamicmonarchyinwhichtheSultanistheultimategoverning
authorityasheadofgovernment.Hehasauthorityoverthreebranchesofgovernment,i.e.,executive,
legislativeandjudicialandinrunningthegovernment,theSultanisassistedbyanumberofministries,
governmentdepartments andagencies.With the absenceofopposingpolitical entity, thepublic
sectorinBruneidoesnotgetinfluencedpoliticallysomuchcomparedtootherdemocraticcountries
does.Therefore,thepublicsectorofthiscountryisfocusedonlyonimplementingtheplansthat
havebeenformulatedfromtheupperechelonofthegovernment.Thus,thisstudybelievesthatthe
goalapproachcouldsimplifytheunderstandingoforganizationaleffectivenessinBrunei’spublic
sectoroveralongperiod.Moreover,sincethereisnouniversalformulatojudgeeffectivenessforthe
publicsector,thissimplifiedconceptualizationoforganizationaleffectivenessinBrunei’scontext
couldprovetoasteppingstoneforfutureresearchendeavors.However,cautionshouldbetakenwhile
measuringeffectivenessbyusinggoalapproachbecauseinthepublicsector,asmentionedearlier,it
maytakealongertimetoachievetheobjectives.Subjectiveassessmentofgoalsalongwithobjective
indicatorscouldprovideabetterunderstandingoforganizationaleffectivenessinthiscontext(Daft
& Armstrong, 2012). In this knowledge-based economy, knowledge sharing is a vital factor for
organizationaleffectiveness.Nextsectionconceptualizesknowledgesharingasapotentialmediator
fororganizationaleffectivenessfollowedbyadiscussionofitsinfluencingfactors.

KNOwLEdGE SHARING

Knowledge-basedviewoftheorganizationconsidersknowledgeastheorganization’smostimportant
resource(Grant,1996).Thepurposeofknowledgemanagementistoutilizeknowledgeefficiently
andgoaheadofthecompetition(Kimetal.,2012).Variousdefinitionsofknowledgemanagement
generallyregarditasaprocessinvolvingvariousactivitieswhichcanbesummarizedintofourphases
ofatypicalknowledgemanagementcycle–‘knowledgecreation/capture,’‘knowledgesharing/transfer,’
‘knowledgestorage,’and‘knowledgeapplication/use’(Dalkir,2011).Amongthevariousprocessesof
knowledgemanagement,knowledgesharingisconsideredtobethemostimportantprocessandakey
componentofeffectiveknowledgemanagement.Lin(2007)definedknowledgesharingasindividuals’
exchangeofknowledge,experiences,andskillswithinorganizations.Itisalsoreferredtoasanact
oftransmissionoforganizationalknowledgeamongemployeestotakepurposefulactions(Islamet
al.,2015b).However,intheliterature,knowledgesharingisoftenconfusedwithknowledgetransfer
(Rahmanetal.,2017)therefore,severalscholarshavepointedouttheconceptualdifferencesbetween
them.AccordingtoTangarajaetal.(2016),knowledgetransferisabroaderconceptcomparedto
knowledgesharingandknowledgetransferencompassesknowledgesharing.Asforknowledgesharing,
Tangarajaetal.(2016)arguedthatitisentirelyabehavioralconceptbecauseitinvolvesobservable
actions;whereasknowledgetransferisnotentirelyabehavioralconceptbecauseitencompassesboth
behavioralandnon-behavioralfeaturesbyincludingvariousotherprocesses.Inthisstudy,knowledge
sharingisconsideredsimplyasanactofexchangingknowledgeamongorganizationalmembersso
thattheycanformulateandimplementpolicies/actionsinordertoperformeffectively.

Knowledge sharing provide the right information to the right people at the right time and
improvesorganizationalperformance.Severalstudieshavelinkedknowledgesharingtonumerous
positiveoutcomessuchasorganization’sinnovationcapability(Yeşil&Dereli,2013),corecapability
(Goldetal.,2001),improvedproductivity(Noaman&Fouad,2014),competitiveadvantage(Grant,
1996)andorganizationaleffectiveness(Yang,2007).Thoughmostoftheresearchesfocusonprivate
sectors,nonetheless,thereareanumberofstudiesfocusingonknowledgesharinginthepublicsector.
Theimportanceofknowledgesharinginthepublicorganizationshasbeenstudiedtheoreticallyand
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empiricallybyseveralauthorssuchasAmayah(2013),Chongetal.(2011),Sandhuetal.(2011),
Tangarajaetal.(2015),Yusofetal.(2012).Thoughthereismuchsignificanceofknowledgesharing,
however,themotivationforsharingknowledgeisnotstraightforward(Jasimuddinetal.,2006)because
employeesconsiderknowledgeaspowerandnooneiswillingtogiveitfreely(Lee&Al-Hawamdeh,
2002).Therefore,determiningwhichfactorscanhelppromoteorimpedesharingofknowledgeamong
theemployeesintheorganizationconstitutesanimportantareaofresearchinthefieldofknowledge
sharing(VandenHooff&deRidder,2004).Inpreviousstudies,severalorganizationalandindividual
factorshavebeenbroughtintolightasantecedentsofknowledgesharing,forexample,organizational
climate,organizationalstructure,rewards,organizationaljustice,personalityandtrustmanagement
support,humanresourcemanagementpracticesanddemographicvariables.Asmentionedearlier,
severalscholarshavecontendedthatorganizationalclimate,structure,leadershipandICTcouldbe
thecriticalsuccessfactorsforknowledgesharing in thepublicsectorand thefollowingsections
discussthesecriticalsuccessfactorsindetail.

ORGANIZATIONAL CLIMATE

Organizationalclimateiswidelydefinedastheperceptionofformalandinformalorganizational
policies,practices, andprocedures (Reichers&Schneider,1990). It is a setofpropertiesof the
workenvironment,perceivedbytheemployees,thatinfluencesemployeebehavior(Ivancevich&
Matterson,1999).Intheliterature,cultureandclimateareoftenusedinterchangeablythoughthey
aredistinctconcepts(Neelametal.,2015).Generally,cultureconsistsofmanagerialandemployee
beliefsandvaluesthatdefinethewaysofconductingbusinessbyanorganization(Toulson&Smith,
1994).Itistheimplicitfeaturesofanorganizationwhichdictateswhatandhowthingsaredoneinthe
organization.Incontrast,climatereferstotheemployees’perceptionsandreactionstothecultureof
theorganization.Inotherwords,climateexhibitsbehavioralandattitudinalattributesoforganizations,
whicharemoreaccessibletooutsiders.

Organizationalclimateisregardedasanimportantdeterminantofknowledgesharinginthepublic
sector(Amayah,2013).Overtheyears,severalmethodstomeasureorganizationalclimatehavebeen
developed.Wallach’s(1983)three-dimensionalmeasureoforganizationalclimatesiswidelyusedin
theorganizationalclimateliterature.Hecategorizedtheorganizationalclimateintothreedimensions:
supportiveclimate,innovativeclimateandbureaucraticclimate.Supportiveclimateischaracterizedby
organizationalvaluessuchasharmony,openness,friendship,collaboration,encouragement,sociability,
andtrust(Wallach,1983).Supportforemployeesfromtheorganizationisanimportantpartofthe
organizationalsuccessasitencouragescreativityandenhancesknowledgetransferpossibilitiesvia
socializingandinvolvinginknowledgerelatedactivities(Jonesetal.,2006).Studieshaveindicated
thatanemployeewhoreceivessupportfromanorganizationtriestoreciprocatebydisplayingpositive
workbehaviors(Islametal.,2017).Ontheotherhand,lackoforganizationalsupportespeciallyfrom
top-levelmanagementmayinhibittheorganization’sday-to-dayactivitiesandmakeemployeesfeel
restrictedtoperformtheirjob.Thus,supportiveclimateisnecessaryfordevelopingcooperation,
teamwork,opennessandcommunication.Apartfromasupportiveclimate,anorganization’sinnovation
orientationalsoplaysanimportantrole.Theinnovativeclimateistheenvironmentwhereemployees
areinspiredtoberisk-taking,result-oriented,creative,challenging,enterprising,anddriving(Wallach,
1983).Aninnovativeclimateinvolvestheintroductionandapplicationofnewandimprovedways
ofdoingthings(Islametal.,2017).Innovativeorganizationsarecharacterizedbyteamwork,open
communicationsandlesserjobboundaries,resultinginincreasedsocializationwhichisbelievedto
beafosteringfactorforknowledgesharingintheorganization.Itistobenotedthatgenerally,public
sectortendstobebureaucraticandcharacterizedbyahighlevelofformalityandrigidity.Thereisa
lesserscopeforemployeestobecomeinnovativeinthissectorsincetheyarenotrewardedinstantly
asitispossibleintheprivatesector.Withtheadventoftechnology,therigidbureaucraticnatureof
publicorganizationsisslowlyshiftingtowardsopenness.Positivesupportfromtopmanagementby
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includingintrinsicrewardstoemployeesfortheirnewandinnovativeideascouldcreateafavorable
environmentforknowledgesharinginthepublicsector(Taylor&Wright,2004).Therefore,this
studyassumesthatbothsupportiveclimateandinnovativeclimatewillpositivelyinfluenceknowledge
sharinginthepublicsector.

ORGANIZATIONAL STRUCTURE

Organizationalstructureisdefinedasthewaysinwhichtasksareformallysegregated,classified
andcoordinated(Robbins,1996).Organizationalstructureisconsideredavitalfactorforknowledge
processingandflexibleflowofknowledgeacrossthefunctionalboundariesoftheorganization(Gold
etal.,2001).Zhengetal.(2010)alsoconfirmedthatorganizationalstructureinfluencesknowledge
management processes by shaping the patterns and frequencies of communication, stipulating
locationsofdecision-makingandaffectingtheimplementationofnewideas.Inthepublicsector,
organizationalstructurecouldbecomeabarrierifitisnottailoredtotheneedoftheorganization,
hence,accordingtothenecessityofknowledgesharingappropriatestructuresshouldbeadoptedthat
allowsthecreationandsharingofknowledgeasmuchaspossible(Sebaetal.,2012)

Anorganizationalstructurecanbeclassifiedintotwomajorcategories:Mechanistic(centralized)
andorganic(flexible)structures.Thebasiccharacteristicsthatdifferentiatethesetwoextremesare
degreesofformalizationandcentralization.Centralizationreferstothedecision-makingpowerdirected
towardhigherlevelsofhierarchy(Liaoetal.,2011).Itcreatesanon-participatoryenvironmentthat
lessens communication, commitment and involvement among participants (Damanpour, 1991).
Generally,thepublicsectortendstobecentralizedcomparedtotheprivatesectorinordertostrengthen
thecontroloftheoverallprocess.However,thisresultsininefficiencytocreateandshareknowledge.
On theotherhand,decentralization is thedelegationof authority throughout anorganization. It
authorizesthelower-levelemployeesinanorganizationalhierarchytotakedecisionsregardingthe
useoforganizationalresources.Adecentralizedstructurecreatesmoreopportunitiesforinteraction
andsocializationamongtheemployees(Islam,2017).Sinceinteractionandsocializationenhance
knowledgesharing,thisstudypositsthatappropriatelevelofdecentralizationinthepublicsector
willpositivelyinfluenceknowledgesharing.

Formalizationisthedegreetowhichanorganizationusesitsrulesandprocedurestoprescribe
behavior(Liaoetal.,2011).Publicsectorpracticeshighformalizationtoreducecorruptionandabuse
(Pee&Kankanhalli,2016).However,formalizationreducesflexibilitythroughouttheorganization
andideagenerationbecomesrestrictedwhichcanaffecttheprocessofknowledgesharingwithinthe
organization(Willem&Buelens,2009).Highlyformalizedorganizationsarereferredtoasmechanistic
andlessformalizedasorganic.Organicstructureisbetterthanmechanisticstructurebecausethey
exhibitrapidawarenessandresponsetothechangesinthemarket,moreeffectiveinformationsharing
andreducedlagtimebetweendecisionandaction(Miles&Snow,1992).PreviousstudiesofIslam
etal.(2015b)andWillemandBuelens(2009)alsoobservedthatlessformalstructureallowsmore
sharingoforganizationalknowledge.Therefore,thisstudypositsthatformalizationwillnegatively
influenceknowledgesharinginthepublicsector.

ORGANIZATIONAL LEAdERSHIP

Organizational leadership refers to the process of influencing others towards achieving some
desiredgoals(DeJong&Hartog,2007).Studiesregardingleadershiphaveexhibitedthataleader’s
behaviorhasextraordinaryeffectsonteams,unitsandorganizationsandleadershipstylescontribute
significantlytothesuccessandfailureofanorganization(Yahaya&Ebrahim,2016).Inthepublic
sector,leadershipplaysacrucialroleincreatingappropriateknowledgesharingenvironment(Sebaet
al.,2012).Leaderscanmassivelyinfluenceknowledgemanagementpracticesbyenablingemployees
toexerciseandcultivatetheirknowledge,makethemcontributetheirknowledgetotheorganization’s
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poolofknowledgeandgranteasyaccesstorelevantknowledge(Nguyen&Mohamed,2011).Over
time,anumberofdimensionsorfacetsofleadershipstyleshavebeendeveloped,butBass’s(1985)
transformational-transactionalleadershipstyleshavereceivedmoreattentioninrecentyears.Though
thesestylesaremainlystudiedintheprivatesectorassumingthatthesestylesarelesseffectivein
thepublic sector,however, research regarding theeffectof thesestyles inpublic sector tends to
showdifferentresults(Wright&Pandey,2010).Hence,thisstudyassumesthattransformational-
transactionalleadershipstylesofleadershipwillbeabetterapproachtounderstandknowledgesharing
inthispublicorganizationcontext.

Transformational leadership accelerates employees’ innovative thinking, which improves an
employee’sperformanceandorganizationalinnovation,inturn,organizationalperformance(Birasnav,
2014).Transformationalleadersinstilltrust,loyaltyandadmirationintofollowers’mindtoperform
beyondexpectations.Theyencourageemployeestobeinquisitive,takeintelligentrisks,anddevelop
creativeobservations.Theseencouragementshelp them tobreak the learningboundaries and to
sharetheirlearningexperiencesbothwithinandacrossdepartments(Nguyen&Mohamed,2011).
Transformationalleadershiphasreceivedattentionfromknowledgemanagementstudiesbecauseof
itsabilitytocreateaknowledgesharingenvironmentforemployeesintheorganization(Wang&
Noe,2010).AsanIslamicmonarchy,Brunei’sgovernmentexpectsthepublicsectortoinstillIslamic
valuesamongthecitizensthroughitsservicedeliveryprogram.Withoutproperknowledgesharing
thesevalueswillnotreachtotherootlevel;therefore,arobustleadershipisnecessarytocreatea
knowledgesharingenvironment.Hence, thisstudyproposes that transformational leadershipisa
necessary leadership stylewhichwill positively influenceknowledge sharing inBrunei’s public
sector.Comparedtotransformationalleadership,transactionalleadershipfocusesonthetask-related
exchangerelationshipbetweenfollowerandleader.Followersaccomplishtheleader’sobjectivesin
exchangeforpraiseandrewardsortheavoidanceofpunishmentfornon-performance(Bassetal.,
2003).Transactionalleadersdonotfocusonanemployee’spersonaldevelopment(Northouse,2007).
Instead,theyaremoreconcernedwiththeaccomplishmentofthegoals.Sincesharingisavoluntary
taskandtransactionalleadersdependonanexchangerelationshipratherthanmotivatingemployees,
therefore,thisstudyassumesthattransactionalleadershipwillnegativelyinfluenceknowledgesharing.

INFORMATION ANd COMMUNICATION TECHNOLOGy

Informationandcommunicationtechnology(ICT)isconsideredanessentialenablerintheknowledge-
based economyandplays avital role in theknowledgemanagement systemof anorganization.
Several scholars suchasHarrisonandDaly (2009)andHoetal. (2012)emphasized technology
infrastructureasanelementcrucialtoknowledgesharinginorganizations.Inthepublicsector,ICT
canovercomevalue-basedconflictsandenablepublicorganizationstodeliverservicesefficiently,
engagewithstakeholdersandinnovatewithinoroutsidepublicorganizations(Pangetal.,2014).
Generally,technologyreferstotheinfrastructureoftools,systems,platformsandautomatedsolutions
thatenhancethedevelopment,applicationanddistributionofknowledge(Chongetal.,2010).The
useofICT(suchasgroupware,onlinedatabases,intranetandvirtualcommunities)facilitatesnew
methodsandapplicationsintheprocessofknowledgesharing.Moreover,non-intrusivetechnologies
couldbeeffectiveforshyorverybusyworkerswhoprefertoavoidface-to-faceinteraction,especially
withpeopletheydonotknowwell(Connelly&Kelloway,2003).

ICTprovidessupporttoemployeesbyprovidingacommonandfasterplatformforpeopleto
worktogetherandcollaborateinteractively.KnowledgesharingwiththehelpofICTcanconvert
individualknowledgeintoorganizationalknowledgeatafasterrate.ICTcanalsofostercreativityin
theorganizationandincreasethepaceofinnovationbyprovidingtimely,accurateinformation.In
anorganizationalstructure,ICTplaysacrucialroleinmanagingknowledgebyallowingefficient
distributionandaccesstoknowledge(Hoetal.,2012).TheeffectiveuseofICTensurestimelyaccess
andexchangeofknowledgeandfacilitatethedecision-makingprocess(Harrison&Daly,2009;Ho
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etal.,2012).ICTalsoencouragesformalandinformalinteractionsamongemployeesfromdifferent
organizationalhierarchieswithinandacrossorganizationswhichcanhelporganizationalleadersto
communicateinstructionstothesubordinatesquicklyandaccurately.Contrarily,accordingtoDawes
etal.(2009),ICTmayseemnecessarybutwillnotbesufficient if theparticipant inthissystem
unabletoapplyitwhennecessary.AlthoughICTisanexcellentfacilitatorofdataandinformation
transmissionanddistribution,itcanneversubstitutefortherichinteractivity,communication,and
learningthatisinherentinthedialoguebetweenpersons(Fahey&Prusak,1998).Hence,thereisa
chanceforICTtobecomeabarriertoknowledgesharingifitisnotdesignedtomeettheneedsof
publicsectororganizations.ThoughICTplaysacrucialpartinthemodernorganizationalsystem,its
realbenefitismanifestedbyimpactingtheorganizationalfactors(climate,structureandleadership)
thatinfluenceknowledgesharing.Therefore,consideringalltheseaspects,thisstudyproposesICTas
amoderatorwhichmayaffecttherelationshipbetweenorganizationalfactorsandknowledgesharing.

CONCEPTUAL FRAMEwORK

Fromtheabovediscussion,thisstudyproposesaconceptualframework(Figure1)assumingthat
organizationaleffectivenessisaffectedbyorganizationalfactors(climate,structureandleadership)
throughthemediationofknowledgesharing.Inthisstudy,organizationalclimateconsistsoftwo
dimensions,namely,supportiveclimateandinnovativeclimate.Supportfromtheorganizationand
innovationorientationisassumedtoinfluenceknowledgesharing.Theorganizationalstructureconsists
oftwodimensions,namely,decentralizationandformalization.Employees’decision-makingpower
throughoutthestructureandstrictnessoffollowingrulesandprocedureisbelievedtohaveanimpact
onknowledgesharing.Organizationalleadershipisconsideredhavingtwostyles,i.e.,transformational
andtransactionalleadershipstyles.Thesetwoleadershipstylesareassumedtohaveanoppositeeffect
onknowledgesharing.Inanutshell,ifthereareappropriateorganizationalclimate,structureand

Figure 1. The conceptual framework
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leadershipestablishedinthepublicsectororganization,itwillincreasethelevelofknowledgesharing
whichinturnwillensureorganizationaleffectiveness.Moreover,thisstudyalsoproposesICTasa
moderatoroftherelationshipbetweenorganizationalfactorsandknowledgesharing.

IMPLICATIONS

Bruneiisanoilandgasenrichedcountryandpublicorganizationsarefundedbyrevenuefromthis
sector.Resourcesinvestedinthepublicsectorwillbewastedifthepublicsectorisunabletoachieve
organizationaleffectiveness.SinceBrunei’sgovernmenthassetalong-termvisiontodevelopthis
country, hence, achieving organizational effectiveness in the public sector is a necessity. In this
knowledge-basedeconomy,knowledgesharingcanpropelpublic sectororganizations toachieve
theirobjectivesproperly.Organizationalfactorsproposedinthisstudysuchasclimate,structure,
leadershipandICTcouldhelptoestablishtherequiredknowledgesharingenvironmentwhich,in
theend,wouldleadtoorganizationaleffectiveness.Thisstudyproposedthesefactorswhicharevery
muchcommoninalmosteverytypeoforganizationtosimplifytheunderstandingoforganizational
effectivenessinthiscountrycontext.

Regardingtheoreticalsignificance,thisstudyimprovestheexistingliteraturebyaddressingthe
importanceofknowledgesharingindeterminingorganizationaleffectivenessforBrunei’spublic
sectorasthepresentliteraturelacksempiricalevidenceonthis.Thisstudychosetheseorganizational
factorsbecausetheyhavebeenpreviouslylinkedwithorganizationaleffectivenesswiththeintention
ofprovingtheirdirectorindirecteffectsonknowledgesharingintheprivatesectormostly.However,
thisstudyconceptualizedknowledgesharingasamediatingvariablewhichisadifferentapproach
tounderstandtherelationshipbetweenorganizationalfactorsandorganizationaleffectivenessinthis
countrycontext.ThisstudywillhelpmanagersinBrunei’spublicsectortounderstandtheinfluencing
factorsoforganizationaleffectiveness.Afterempiricaltesting,thisframeworkcouldprovideuseful
guidance topublic servicemanagers inBrunei todevelopamoreproactiveapproach toachieve
greaterextentoforganizationaleffectivenessinthefuture.Thisresearchtriedtofillsomegapinthe
literatureregardingorganizationaleffectivenessinBrunei’spublicsectorbyproposingaframework
oforganizationaleffectivenesswhichwillpavethewayforfurtherresearchesinthisfield.Empirical
validationofthisstudywillalsoprovidevaluableguidancetopublicsectormanagerinothercountries
withthesameeconomiccontext.

CONCLUSION

Organizationaleffectivenessisvitalfororganizationstostayinoperationinthisdynamicenvironment.
Inthisstudy,severalorganizationalfactorshavebeenproposedasindependentvariablesandknowledge
sharingasamediatingvariabletopredictorganizationaleffectivenesswhichcouldbeadifferent
approachtoinvestigateorganizationaleffectivenessinthepublicsectorofBrunei.Furthermore,in
thisstudy,ICThasbeenproposedintheframeworkasamoderatorforaprofoundunderstandingof
organizationaleffectiveness.Thisproposedframeworkisbelievedtoprovidenewinsightstowards
understanding organizational effectiveness in the context of Brunei’s public sector. Empirical
justificationofthisproposedframeworkwillascertainthevalidityofthismodelwhichwillhelp
publicsectormanagersinBruneitocreateaconduciveenvironmentforknowledgesharing,inturn,
ensuringsustainableorganizationaleffectiveness.
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